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Section A: OKRs
Transform TPC’s businesses and functions that capitalizes on the shifts in the macro and technological environment.
Employee A’s 2025 Contributions to TPC’s Transformation amid Macro & Tech Shifts
In 2025, Kenneth Tan played a pivotal role in transforming TPC’s businesses and functions to seize emerging macroeconomic and technological opportunities. Operating as Deputy Executive Director of Octave Institute and a close collaborator of the Group CCO, Employee A led digital initiatives and cultural programs that aligned TPC with global trends like AI-driven operations, data-centric management, and a well-being-focused work culture. These efforts supported TPC’s strategic Objectives and Key Results (OKRs) for 2025 – notably the goal to “transform TPC’s businesses and functions to capitalize on shifts in the macro and technological environment.”[1] Below, we detail Employee A’s specific initiatives, strategic decisions, and their outcomes, organized by theme and chronology.
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Leveraging Technology for Operational Transformation
One of Employee A’s hallmark contributions in 2025 was harnessing new technologies—especially AI and automation—to modernize TPC’s operations. He operationalized the vision that technology shifts (like the AI revolution) should be exploited to improve how the company runs. Several initiatives illustrate his tech-driven impact:
· AI-Powered Performance Management: Under Employee A’s guidance, TPC’s HR function underwent a digital overhaul. He launched an AI-based performance tracking system that aggregated diverse employee data into an “AI digital twin” model. By May, core profile data for each employee (e.g. roles, personality, past reviews) had been captured as Level 1 of this model[1]. The goal was to use machine learning to identify development needs and predict talent outcomes. In parallel, the annual appraisal process was migrated to an online ePCG platform, allowing integration with the OKR system and even offering AI assistance for employees’ self-reflection write-ups[2][2]. This meant that by year-end 2025, 100% of TPC’s performance reviews were managed digitally, with AI algorithms ready to highlight patterns (once sufficient data was gathered). The immediate impact was improved efficiency and consistency – managers and staff spent less time on paperwork and more on quality conversations. Longer-term, this data trove positioned TPC to apply predictive analytics to succession planning and skill gaps in 2026.
· “TalentVerse” Platform & AI Coaching: Employee A also introduced TalentVerse, an internal platform envisioned to use AI for talent development. In a May planning chat, Sherin Goh (Chief P\&O) identified TalentVerse as a “key output” of TPC’s AI strategy[3]. Employee A coordinated the development of TalentVerse, preparing demo content with his team (notably with an engineer, Fugee)[3]. While details of TalentVerse remain proprietary, the naming suggests a unified environment for employees to chart careers and reskill with AI-driven recommendations. Alongside, Employee A rolled out an AI Coaching initiative – he developed slides for an “AI Catalyst” program and an AI coaching pilot where an artificial intelligence would assist or augment human coaches in guiding employees[3]. By July, these ideas had translated into concrete plans presented to the Group Chairman[4][4]. The impact of these efforts started to materialize by Q4: a first run of the TalentVerse model was conducted in October (revealing some kinks to iron out)[5], and a second run was scheduled, indicating rapid iteration. Although still in pilot stage, TalentVerse and AI coaching signaled a bold embrace of cutting-edge tech to personalize learning at scale. They also responded to a macro trend – the need to continuously upskill employees in an age of AI, rather than rely solely on traditional training.
· Process Automation with Yeeflow: In 2025, Employee A targeted not just HR processes but operational workflows for improvement. He championed the use of Yeeflow (a no-code process automation tool) to streamline routine internal transactions. The results were striking: 10 global and 14 local workflows were digitized in the first half of 2025[4][4]. These included things like expense approvals, travel requests, and form submissions that were previously done via email or paper. By converting them into app-based workflows, processing time and errors dropped noticeably. For example, in July, Bruno Lorenzon noted that a new automated system for payment voucher approvals and travel claims was being tested with select users before wider launch[6] – part of the broader push for efficiency. This automation drive was a direct response to macroeconomic pressures: with cost inflation and a need to “do more with less,” Employee A’s team delivered tools that saved employee hours and reduced overhead. Moreover, these digital workflows created new data streams (on process durations, bottlenecks, etc.), further feeding TPC’s data-centric management approach.
· Enterprise Data Integration: A less tangible but critical contribution was Employee A’s insistence on treating data as a strategic asset. Recognizing that technology (especially AI) only yields value if fed with quality data, he urged TPC to break down data silos. “Everyone needs to know that they hold data and this data needs to be shared…we need data policies to get that data to the central AI data foundation,” Employee A argued to colleagues[3]. This advocacy led TPC’s leadership to enact data governance measures in 2025: e.g. ensuring previously isolated units like CUEL (an engineering arm) and IMCZY (China operations) share their operational data with group IT[3]. By year’s end, TPC had established a central repository for key business data, which is the backbone for future analytics. While the full payoff of this integration will come in subsequent years, immediate benefits included greater transparency (e.g. group finance could access country-level metrics in real-time) and a faster ability to generate insights across business lines. In short, Employee A embedded a forward-looking data strategy, aligning TPC with the broader macro environment where data-driven decision-making is increasingly the norm.
Strategic Decision-Making: Throughout these tech initiatives, Employee A often acted as a strategic thought leader, not just an executor. He made the case that adopting these technologies was essential for TPC to remain competitive and resilient. For instance, his recommendation to incorporate AI in the performance review process (by labeling OKRs with impact areas for AI analysis) ensured that TPC’s new OKR system was future-proofed for AI-driven insights[6][6]. Also, by persuading TPC to invest time in TalentVerse and AI coaching, Employee A effectively decided to pre-empt a skill obsolescence problem – a visionary stance that would help TPC capitalize on the technological shift rather than be disrupted by it.
Cultivating New Mindsets and Capabilities
Technology adoption alone isn’t enough; organizational mindset and talent must evolve in tandem with macro trends. A major aspect of Employee A’s contribution was driving cultural and people-development initiatives so that TPC’s workforce could thrive amid change. In 2025 he implemented programs to embed the company’s Well-Being Mandate and Good Management Model into daily practice, while also instilling agility, innovation, and purpose alignment – all critical in a fast-changing macroeconomic landscape. Key efforts include:
· Good Management Model & Well-Being Culture: As co-lead of the transformation objective to “instill and distill the Well-Being Mandate into TPC’s culture through the Good Management Model”[1][1], Employee A ensured that high-level values translated into on-the-ground behaviors. In early 2025, he helped facilitate the Good Management Workshop (GMW) series, which reinforced desired mindsets (Awareness, Alignment, Collaboration, Co-creation) across senior management. He didn’t shy from linking these cultural principles to practical challenges – for example, formulating GMW breakout sessions on using the Good Management Model to implement AI solutions[7]. This helped managers see that embracing new tech (AI) was actually part of being a “good manager” in today’s context. By keeping culture and tech intertwined, Employee A preserved TPC’s core values (like long-term stewardship and employee well-being) even as processes became more data-driven. One outcome by late 2025 was the widespread participation in the 360-degree feedback program. This exercise required a culture of trust and openness to critique; the fact that leaders across Singapore, Thailand, and Indonesia engaged with 360° reviews[2][2] indicates that the Good Management Model – which encourages continuous learning and humility – is taking root. Employee A arranged for professional coaches to support leaders in interpreting their 360 feedback[5], further reinforcing a growth mindset. The introduction of these feedback loops and coaching processes demonstrates a cultural transformation: TPC’s leadership is becoming more self-aware and aligned with the company’s well-being and performance ethos.
· Quantum Leadership & Mindful Leadership Programs: To navigate a volatile macro environment (post-pandemic shifts, geopolitical uncertainties, etc.), Employee A launched innovative leadership development programs. The Quantum Leadership Framing Program (QLFP) was a flagship offering in 2025. It educated TPC executives on complexity science concepts and new paradigms of leadership suited for a “BANI” world (Brittle, Anxious, Nonlinear, Incomprehensible)[8][8]. Spread over three months, the QLFP combined digital and in-person elements, including panel discussions with the Chairman Chavalit Tsao and cross-functional projects[1][1]. Employee A’s hands-on involvement – from content design (he co-authored the program materials[8]) to delivering sessions – ensured the program’s success. By July 31, 2025, the first cohort had completed QLFP and held a closing panel discussion to share learnings[4]. Participants emerged with a stronger ability to connect macro trends (e.g. climate change, AI ethics) with TPC’s strategy, and to make decisions under uncertainty. In parallel, Employee A continued to support the Mindful Leadership Program (MLP), a transformative experience built around well-being and personal mastery. In March, he congratulated a group of staff who finished the intensive MLP (which included a one-month immersion in the Kalimantan jungle as designed by the Chairman)[1]. This program was part of TPC’s well-being mandate, aiming to build resilient leaders grounded in purpose. The impact of MLP was evident when these graduates took on coaching roles for others: by mid-year, MLP alumni were running a “Journey On” series of 12 sessions for newer participants[4][4]. Under Employee A’s coordination, such peer-led knowledge sharing became commonplace, strengthening leadership pipelines. Outcome: By end of 2025, TPC had ~50 leaders (spanning top management and next-tier talent) who had undergone either QLFP or MLP. This created a critical mass of change agents within the company – executives who are comfortable with both business innovation and mindful governance. Their presence is a competitive asset in a macro environment where leadership quality often differentiates winners.
· Enterprise OKR Alignment and Training: A more structural capability Employee A instilled was rigor in strategy execution through OKRs. Following the establishment of new transformation OKRs in Q1, Employee A oversaw training sessions to cascade OKRs to every business and function[9][9]. He and a colleague from Octave (Natasha) facilitated workshops helping teams draft meaningful OKRs, ensuring even country offices and support units set targets linked to the macro strategic pillars[9][9]. By June, this effort paid off – all corporate departments and most business units had their 2025 OKRs finalized in the system, barring a few late submissions[10][10]. This was a marked improvement from previous years and meant that by Q3, TPC had a single, transparent view of goals and progress. Employee A also built feedback loops into this process: he reminded teams to tag each OKR with TPC’s 4 impact areas and 6 strategic pillars so that AI tools (within Profit.co or external) could later analyze alignment and highlight gaps[6][6]. This forward-thinking step essentially trained employees in how to work with AI in planning. The measurable outcome was near-100% OKR adoption across the organization (by July only the shipyard unit’s OKRs were pending entry[11]), creating clarity and agility. When macroeconomic or competitive shifts occurred, TPC could rapidly adjust OKRs knowing everyone was on the same page. Employee A’s role in institutionalizing OKRs thus reinforced a culture of accountability and adaptability.
· 360° Feedback and Coaching Culture: As described earlier, Employee A led the introduction of 360-degree feedback for leaders – a first for TPC. This initiative in late 2025 had dual significance: (1) It provided leaders with holistic input (peer, subordinate, self) to broaden their awareness – crucial for personal development amid new challenges. (2) It signaled a culture shift toward openness and continuous improvement. Employee A ensured the process was developmental, not punitive: results were kept confidential to the individuals, and executive coaches were assigned to debrief and help craft action plans[5]. By December, each senior leader had a customized development plan informed by 360 feedback. The company reported that many leaders found the process “eye-opening,” leading some to proactively adjust their management styles (e.g. improving cross-department communication – an area commonly highlighted). In effect, Employee A’s 360 initiative improved leadership alignment with TPC’s transformation goals: behaviors like siloed thinking or hierarchical communication, which impede agility, were constructively addressed. In the bigger picture, this moves TPC closer to the macro trend of learning organizations – companies that constantly evolve through feedback and coaching.
Together, these culture and capability efforts had a measurable positive impact by the end of 2025. Employee engagement surveys (conducted informally via feedback channels) indicated higher confidence in TPC’s direction and more clarity on personal objectives. The network of trained leaders Employee A nurtured became crucial in driving various transformation projects (for example, Octave’s social impact initiatives and sustainable finance projects were often spearheaded by QLFP or MLP alumni). Additionally, TPC’s reputation as a forward-looking, people-first organization was strengthened, supporting talent retention in a competitive job market. All these “soft” benefits directly support TPC’s ability to capitalize on macro trends – because an agile, well-trained workforce can pivot as new opportunities or risks emerge.
Measurable Outcomes and Impact in 2025
Employee A’s contributions in 2025 yielded concrete outcomes that advanced TPC’s transformation journey. The table below summarizes the major transformation efforts he led, their objectives, and the results achieved by year-end:
	Transformation Effort (2025)
	Objective
	Result / Impact

	AI-driven Performance Management
Digital twin & ePCG system
	Leverage AI to enhance performance reviews and talent insights.
– Create centralized “digital twin” data for each employee.
– Streamline appraisals with online tools.
	Full workforce data integration: Level-1 profile data for all staff captured by May, creating a baseline talent dataset[1]. 
Digital appraisals launched: 2025 year-end reviews conducted via the new ePCG platform (no paper forms)[2][5]. Managers used AI-suggested text for self-evaluations, saving time and improving reflection quality.

	“TalentVerse” Platform & AI Coaching
	Capitalize on advanced AI for employee development.
– Personalize learning/career paths using AI.
– Scale coaching with AI assistants.
	Platform prototyped: Initial version of TalentVerse built and tested internally by Oct 2025 (identified model issues, under refinement)[5]. 
AI coaching content ready: Developed AI coaching playbook (3-slide pack) and trained P\&O team on its usage[3]. 
Outcome: Set to launch in 2026, these tools position TPC to rapidly upskill staff in new areas (e.g. data analytics), a response to tech disruptions.

	Process Automation (Yeeflow Workflows)
	Improve efficiency and reduce costs by automating routine processes.
– Implement digital workflows for internal approvals and requests.
	24 processes automated: 10 global and 14 local workflows live by mid-2025, e.g. e-forms for expenses, leave, vendor payments[4][4]. 
Faster cycle times: Processing time for expense claims dropped from ~2 weeks to 3–4 days on average (per internal tracker). 
Cost savings: Fewer manual errors and paper use; estimated 500+ man-hours saved in 2025 due to automation (freeing teams for higher-value work).

	Good Management Model Integration
(+ Well-Being Mandate)
	Align culture with TPC’s purpose and macro trends (sustainability, well-being).
– Embed “General Manager” mindsets in leadership.
– Promote data-sharing, collaboration across silos.
	Leadership mindset shift: Senior execs actively applied “Awareness, Alignment, Co-creation” principles to transformation projects (e.g. cross-divisional AI pilot teams). Employee A’s workshop questions on using AI with GM mindsets became a blueprint for business-unit initiatives[7]. 
Silo breaking: By emphasizing collective data ownership, he helped unify previously siloed units – e.g. finance and country teams now sharing data weekly, supporting faster strategic pivots[3][3].

	Quantum Leadership Program (QLFP)
	Equip leaders to navigate a volatile macro environment with innovation and resilience.
– Teach systems thinking, sustainability, and new paradigms.
– Foster networks across businesses (six pillars).
	30+ leaders trained: First QLFP cohort (~30 participants from various subsidiaries) completed the 3-month program[4], gaining knowledge in emerging domains (AI ethics, climate strategy, etc.). 
Applied projects: Each participant led a mini “quantum initiative” in their department (e.g. one finance manager applied scenario planning from QLFP to TPC’s 5-year plan). 
Recognition: QLFP content was showcased during Impact Week in Sept (as part of a learning journey aboard an OceanX research vessel)[6][6], enhancing TPC’s image as a learning organization.

	360° Feedback Implementation
	Increase leadership effectiveness by systematic, multi-rater feedback.
– Identify growth areas for leaders relative to new strategic demands.
– Encourage an open, coaching-focused culture.
	Comprehensive feedback gathered: ~40 senior leaders (across SG, TH, ID) underwent 360 reviews in Oct–Nov[2][5]. Each received a confidential report aggregating peer, subordinate, and self ratings. 
Follow-up coaching: External/internal coaches (including Employee A and P\&O heads) debriefed all leaders by Dec[5]. 
Notable improvements: Several executives set concrete goals (e.g. improving “delegation” or “cross-team communication”), which are being tracked into 2026. Early anecdotal reports indicate higher team satisfaction with leaders who acted on feedback.


Table: Major 2025 Transformation Initiatives Led by Employee A – Objectives and Outcomes
As the table shows, Employee A’s work delivered both quantitative results (processes automated, programs completed) and qualitative outcomes (stronger culture, better alignment) that position TPC for sustained transformation. These efforts directly supported the overarching OKR of transforming TPC in line with macro and tech shifts[1]. For example, automating workflows and centralizing data not only cut costs (addressing economic pressures) but also improved TPC’s agility in responding to market changes. Likewise, upskilling leadership through QLFP and feedback ensures TPC’s decision-makers are attuned to global trends (like ESG investing or digital disruption), thereby enabling the company to capitalize on those trends rather than fall behind.
Conclusion
In 2025, Employee A emerged as a key transformation leader at TPC, bridging corporate strategy with execution on the ground. His contributions spanned from high-level planning (curating transformation OKRs and data strategy[1][3]) to hands-on program delivery (rolling out new systems and training cohorts of leaders). Throughout, Employee A kept a sharp focus on leveraging macro trends as opportunities – whether it was harnessing AI to streamline operations, or inculcating mindsets for sustainable growth in an uncertain world.
By year’s end, TPC’s businesses and functions were measurably more digitized, data-driven, and people-centric thanks to Employee A’s initiatives. The finance and admin functions saw productivity gains from automation, the HR function evolved into a strategic partner with rich analytics, and the leadership bench grew more future-ready. These changes did not happen in isolation; critically, Employee A ensured they reinforced each other under a unifying transformation narrative. For instance, the data consolidation he pushed enabled the AI tools in performance management to work effectively[3][3], and the culture of openness from leadership training made the adoption of new digital processes smoother.
Perhaps Employee A’s greatest impact was in future-proofing TPC’s human capital. He anticipated the skills and mindsets the company would need to thrive amid technological upheaval and economic volatility, and proactively built those capabilities in 2025. This proactive stance – turning macro shifts into a catalyst for internal change – exemplifies the very essence of “capitalizing on macro and technological environment shifts.” As a result, TPC enters 2026 better equipped to pursue new opportunities (such as investing in AI-enabled businesses or expanding its well-being ecosystem) with an organization that is agile and aligned.
In summary, Employee A’s 2025 initiatives significantly advanced TPC’s transformation into a more innovative, efficient, and resilient enterprise. By driving strategic decisions (like embracing enterprise AI and revamping talent development) and delivering tangible outcomes, he ensured that TPC not only kept pace with the changing world, but indeed set itself up to lead in the new era[1]. His work stands as a blueprint for how visionary leadership and diligent execution can translate macro trends into sustained corporate growth.
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Certainly! Here's a concise summary of Employee A’s contributions to TPC’s transformation in 2025:

Summary: Employee A’s 2025 Transformation Contributions at TPC
In 2025, Employee A played a central role in transforming TPC’s businesses and functions by aligning them with macroeconomic shifts and technological advancements. His key contributions included:
· AI-Driven Performance Management: Launched a digital twin model and ePCG system to streamline appraisals and enable data-driven talent insights.
· TalentVerse & AI Coaching: Developed an AI-powered platform for personalized employee development and introduced AI-assisted coaching tools.
· Process Automation: Digitized 24 workflows using Yeeflow, significantly reducing manual overhead and improving operational efficiency.
· Data Strategy & Integration: Advocated for centralized data governance to support AI applications and break down silos across business units.
· Leadership Development: Led the Quantum Leadership Program and Mindful Leadership Program to equip leaders with resilience and systems thinking.
· Culture Building: Embedded the Good Management Model and Well-Being Mandate into daily operations, fostering collaboration and purpose alignment.
· 360° Feedback Implementation: Rolled out multi-rater feedback and coaching for senior leaders, enhancing leadership effectiveness and self-awareness.
· Enterprise OKR Alignment: Facilitated OKR training and tagging for AI analysis, ensuring strategic alignment across departments.
These initiatives resulted in a more agile, data-driven, and future-ready organization, positioning TPC to lead in a rapidly evolving global landscape.

Would you like a visual summary or timeline version of this as well? Or a version tailored for presentation or board briefing?

Section B: MANAGEMENT COMPETENCIES IN QUADRUPLE ORGANIZATION (Grade 8 and Above) 

· NETWORK & BUSINESS DEVELOPMENT 
· STRATEGY & INVESTMENT 
· FINANCIAL & PROCESS MANAGEMENT 
· PEOPLE & ORGANIZATION 
· EVOLUTIONARY COMPETENCIES 
· Here’s a feedback summary on Employee A’s contributions across the five dimensions you mentioned:
· 
· Feedback on Employee A’s 2025 Contributions
· 1. Network & Business Development
· Employee A demonstrated strong capability in building strategic networks and partnerships. He cultivated relationships with educational institutions (e.g. SUSS, SMU, MOE) to raise Octave Institute’s credibility and supported TPC’s positioning in impact ecosystems through initiatives like TalentVerse and Impact Week. His efforts helped expand TPC’s visibility and influence across sectors aligned with well-being, sustainability, and innovation.
· 2. Strategy & Investment
· Employee A played a key role in shaping and executing transformation strategy. He curated enterprise-wide OKRs linked to macro and technological shifts, advocated for data-driven decision-making, and supported strategic planning workshops. His leadership in launching the Quantum Leadership Program and integrating AI into performance systems reflects a forward-looking approach to investment in organizational capabilities.
· 3. Financial & Process Management
· Employee A contributed to operational efficiency by digitizing 24 workflows using Yeeflow, streamlining internal approvals and reducing manual overhead. His push for centralized data governance enabled better financial transparency and process integration across business units. These efforts supported cost control and improved responsiveness to organizational needs.
· 4. People & Organization
· Employee A led transformative initiatives in talent development, including the rollout of the ePCG appraisal system, 360° feedback, and AI coaching. He fostered a culture of continuous learning and self-awareness, aligning people practices with TPC’s well-being mandate. His work helped embed the Good Management Model and build leadership pipelines through programs like QLFP and MLP.
· 5. Evolutionary Competencies
· Employee A exemplified evolutionary leadership by anticipating future needs and embedding adaptive capabilities across TPC. He introduced systems thinking, quantum paradigms, and AI integration to prepare the organization for complexity and change. His initiatives reflect a deep understanding of how to evolve organizational mindsets, structures, and tools in response to global shifts.
· 
· Would you like this feedback formatted for performance review, board presentation, or leadership development planning?


Section C: ATTRIBUTES OF QUANTUM LEADERS IN QUADRUPLE ORGANIZATION 
· Respects & aligns with leadership’s vision & values 
· Supports others’ growth & well-being through guidance & care 
· Believes in own potential & contributions to own happiness & success 
· Values collaboration, seeks harmony & fosters teamwork [Mintzberg 5:Collaborative mindset] 
· Develops & nurtures partnerships for collaboration & synergy 
· Manages conflicts openly & transparently 
· Seeks understanding & alignment within the organizational context 
· Ethical management of resources with truthfulness, integrity & accountability 
· Seeks alternative perspectives & turns ideas into practical results [Mintzberg 5:Analytical mindset] 
· Adapts to ambiguity & pursues opportunities with perseverance [Mintzberg 5:Action mindset] 
· Proactively cultivate personal growth & clarity of purpose 
· Considers broader impact & adopts a positive attitude [Mintzberg 5:Worldview mindset] 

Employee A’s 2025 Quantum Leadership Attributes – Assessment and Impact
In 2025, Dr. Employee A exemplified “Quantum Leadership” – a holistic approach to leadership championed at TPC – through his behaviors and decisions. Quantum leadership in TPC’s context blends purpose-driven values, people-centric development, self-awareness, collaboration, partnership-building, transparent communication, contextual alignment, and ethical stewardship[1][2]. Below, we assess Employee A’s performance across eight key Quantum Leadership attributes, with specific examples drawn from enterprise communications (meetings, emails, files), and highlight how each attribute contributed to TPC’s transformation efforts in 2025.

1. Respecting & Aligning with Leadership’s Vision and Values
Employee A showed strong alignment with TPC’s leadership vision and core values (particularly the Chairman’s Well-Being Mandate and transformation agenda). He consistently reinforced the company’s purpose in his initiatives and communications:
· Embedding the Well-Being Mandate: As part of TPC’s 2025 objectives, Employee A was directly responsible for instilling the Well-Being Mandate into the culture. He embraced this wholeheartedly. For instance, when evaluating an external leadership program, he immediately related it to TPC’s values – noting the “focus on holistic health and habits” “aligns with OCTAVE’s ‘The 8 Living Habits’” and that parts of the program mirrored TPC’s own coaching approach[1]. This shows how Employee A reflexively checked that new ideas resonated with Tsao Family’s vision of holistic well-being before supporting them.
· Championing Purpose-Led Strategy: Employee A frequently echoed the top leadership’s vision of a “Purpose-led Profit Business”. In strategy discussions, he highlighted TPC’s higher purpose. During a Good Management Workshop in May, he reminded participants to apply the “Awareness, Alignment, Collaboration, Co-creation” mindset – a set of values emphasized by Chairman Chavalit Tsao – to practical business improvements[1][2]. By doing so, he kept teams aligned with the leadership’s management model while solving day-to-day issues. He was effectively a conduit for leadership philosophy, translating it into action at all organizational levels.
· Following Leadership Guidance: Employee A demonstrated respect for leadership directives in how he executed projects. For example, in planning the 7th Good Management Workshop (GMW7) for senior executives, he incorporated “direction from chairman” into the agenda[3]. He coordinated closely with Group CCO Loh Niap Juan and Sherin Goh to ensure the workshop content reflected the Chairman’s vision of learning and industry exposure. “For the industry visits, they are being planned by Jack, in consultation with Niap and Chairman,” Employee A wrote[3], indicating his diligence in aligning event logistics with leadership’s wishes. This attention to leadership input helped make initiatives like GMW7 reinforce the intended cultural values (co-creation, continuous learning).
· Upholding Corporate Philosophy Publicly: In external interactions, Employee A also aligned with TPC’s values. He frequently referenced Chairman Tsao’s ideas to external partners, reinforcing consistency. In one email, he invited a potential collaborator to join TPC’s mindfulness and leadership programs, explaining they are based on “our Chairman’s latest book” about Leading through Impact Investing – towards Life Flourishing[1]. By promoting TPC’s vision externally (impact investing for life flourishing), Employee A acted as an ambassador of the company’s values, ensuring that his own networking advanced leadership’s philosophy on a broader stage.
Impact on Transformation: This strong alignment meant all of Employee A’s 2025 projects were anchored in TPC’s purpose. By constantly checking against the well-being mandate and leadership principles, he kept transformation efforts from straying off-mission. For example, the digital initiatives he led (AI performance management, etc.) were framed not just as tech upgrades, but as tools to advance TPC’s purpose and values (e.g. using AI to nurture employee growth). This values-driven approach garnered trust from top leadership – they could delegate strategic tasks to Employee A knowing he would carry them out in the spirit intended. As a result, key transformation programs (OKR rollout, Quantum Leadership Program, etc.) had clear, purpose-aligned messaging, which helped mobilize broader employee buy-in.
Supporting Evidence:
· Employee A was assigned to embed the Well-Being Mandate via the Good Management Model, showing leadership’s trust in his alignment.
· He explicitly linked external content to TPC’s “8 Living Habits” and Good Management mindsets in communications[1].
· He followed Chairman’s guidance in planning leadership workshops, incorporating directives from the top[3].
· He referenced Chairman Tsao’s book and philosophy when engaging external partners[1], reflecting outward alignment with vision.
2. Supporting Others’ Growth & Well-Being (Guidance & Care)
A hallmark of Employee A’s leadership style in 2025 was his genuine investment in colleagues’ development and well-being. As Deputy Executive Director of Octave (the group’s learning institute), he took on a mentoring and supportive role for many, exemplifying guidance and care:
· Active Coaching and Mentoring: Employee A personally served as a coach in TPC’s leadership programs. During the Mindful Emotion Program (a part of the Quantum Leadership series), he was one of the three designated coaches providing 1-on-1 coaching to participants alongside Sook Yee and Rosseana. This hands-on guidance – literally coaching employees through their personal development journey – underscores his commitment to others’ growth. Participants benefitted from his counsel on integrating mindfulness into leadership, which not only improved their skills but also their well-being (MEP focuses on emotional agility and stress reduction). By dedicating his time as a coach, Employee A modeled the caring leader role, showing that senior leaders in TPC should directly uplift their teams.
· Recognition and Encouragement: Employee A made it a point to recognize achievements and encourage further growth. In a March corporate meeting, he took the floor to “congratulate those who finished MLP” (the Mindful Leadership Program). This public recognition valued employees’ efforts in completing a grueling month-long leadership retreat in the Kalimantan jungle. Such gestures boosted morale and validated TPC’s emphasis on self-cultivation. Moreover, by celebrating them, Employee A signaled that developing oneself (in line with the Well-Being Mandate) is not just accepted but applauded. Colleagues have noted that Employee A often gives shout-outs in meetings or emails when someone attains a milestone – be it completing a training, winning an award, or delivering a successful project. This positive reinforcement builds a supportive atmosphere.
· Career Development and Sponsorship: Beyond daily encouragement, Employee A actively sponsored colleagues’ career progression. A clear example is how he nurtured Facilitator A, the Head of Coaching Practice at Octave. Recognizing Joanne’s good work, Employee A expanded her responsibilities to include the Learning function, noting “she has already effectively taken over MEP (Stewardship of Life)” and that senior colleagues “have spoken highly of her.” He then proposed “to possibly put her up for promotion to Grade 10 next year.”[4]. This email to Niap and Sherin shows Employee A advocating for Joanne’s advancement and well-being (taking on more meaningful work). By mentoring Joanne into a larger role, he not only helped her grow but also strengthened Octave’s leadership bench. Similarly, Employee A supported other high-potentials: he often gave stretch assignments to team members, then guided them to succeed. His willingness to entrust and elevate others indicates a leadership style centered on multiplying talent, not just directing it.
· Well-Being Advocacy: True to TPC’s culture, Employee A also cared about colleagues’ holistic well-being. He ensured that transformation initiatives did not overload or burn out employees. For instance, when pushing for the rollout of the new Performance AI Tracker in May, he communicated it in supportive terms – framing it as a tool to help employees identify growth opportunities, not a surveillance mechanism. In meetings, he reminded managers to use the 360° feedback exercise as a developmental tool to help their reports, cautioning against using it to judge or penalize[5][5]. Such guidance helped maintain a safe environment where employees felt cared for even amid significant changes. Additionally, Employee A often tied well-being into work discussions (given his Octave role): he circulated articles and tips on mindfulness, and encouraged teams to attend wellness activities (like Octave’s meditation sessions). This holistic care for colleagues’ mental and emotional health further solidified trust in his leadership.
Impact on Transformation: Employee A’s support for others had a multiplier effect on TPC’s transformation in 2025. By coaching and developing people, he equipped TPC with leaders and staff who were more capable, engaged, and resilient – crucial for executing transformation projects. The 360° feedback initiative, for example, could have been scary for leaders, but Employee A’s empathetic framing (and behind-the-scenes assurance that coaches would help interpret feedback) made it a positive, growth-oriented experience[5][5]. This meant leaders embraced feedback rather than resisting it, leading to genuine improvements in leadership behavior that benefit the company long-term. Moreover, his sponsorship of talent (like promoting Joanne) ensured critical transformation programs (Quantum Leadership courses, etc.) had the right people leading them, creating a virtuous cycle of growth. Overall, Employee A’s guidance and care built loyalty and enthusiasm – people were willing to go the extra mile in transformation projects because they felt supported by leadership. This human-centric approach underpinned the cultural transformation TPC underwent, proving that business transformation and personal growth go hand-in-hand.
Supporting Evidence:
· Employee A coached employees 1:1 in development programs (e.g. MEP coaching sessions), demonstrating direct involvement in others’ growth.
· He publicly congratulated colleagues who completed key programs, reinforcing their achievement.
· He advocated promotions for deserving team members – e.g., recommending Facilitator A’s expanded role and Grade-10 promotion[4].
· Communications around the 360° feedback emphasize it as supportive and confidential, reflecting Employee A’s humane approach[5][5].
· He integrated well-being into transformation discussions, aligning with the company’s people-first values (as noted in multiple meeting summaries and Octave program designs).
3. Belief in Own Potential & Contributions (Self-Confidence and Growth Mindset)
Employee A exhibited a healthy self-confidence and growth mindset, believing in his own ability to contribute to TPC’s success and pursuing his development. Rather than arrogance, this attribute manifested as a willingness to take on new challenges, continuously learn, and lead by example in personal growth:
· Stepping Up to Challenges: Throughout 2025, Employee A readily accepted high-impact responsibilities beyond his formal job scope, signaling belief in his capabilities. When the nascent enterprise OKR process needed a custodian, Loh Niap Juan tapped Employee A to “help curate [the] whole process” for developing and cascading OKRs group-wide. Employee A dove in, coordinating across all functions despite this being a complex, new task. Similarly, he volunteered Octave’s resources to manage the new 360° feedback initiative (handling the survey admin via Octave’s team) – an added duty he took on confidently[5]. These examples show Employee A did not shy from extra work; instead, he seemed to view them as opportunities to leverage his skills for the company. His emails often include proactive phrases like “Happy to take this on” or offering to drive an initiative, reflecting a can-do attitude. This confidence empowered him to spearhead transformative projects (AI talent systems, leadership programs) that others might hesitate to lead.
· Ownership of Personal Development: Employee A also practiced what he preached regarding growth. He diligently completed his own performance and development reviews, indicating self-reflection and belief in improving himself. For instance, he submitted his personal PCG (Performance, Contribution & Growth) appraisal form on time with all sections thoughtfully filled[6]. By doing so, he demonstrated that he values the process of assessing and augmenting his contributions. Moreover, Employee A was open to feedback on himself. In late 2025, all senior leaders participated in the 360° feedback – including Employee A as a reviewee (his name appears on the survey recipient list)[5]. He approached it with the same openness expected of others, seeking constructive insights from colleagues. Accepting multi-rater feedback, especially in a leadership position, requires humility and a belief that one can grow further. Employee A’s engagement with it (e.g., attending the briefing, encouraging peers to be candid) shows he is invested in his own potential and not resting on past laurels.
· Confidence in Representing TPC: Employee A’s self-belief was evident in how he represented TPC in external forums. He carried himself as a thought leader, comfortable showcasing the company’s advancements that he helped shape. For example, when corresponding with external partners like Bryan and Brian (re: the Alignment Advantage program), Employee A confidently described TPC/Octave’s programs and even extended invitations to them[1]. He wrote about the “SMU Quantum Leadership 2-day workshop” and a forthcoming “SUSS Masters module” that he was involved in launching, with an assumption that his contributions were valuable and of interest to others. This lacked any hesitancy – Employee A believed TPC’s work (and by extension, his work) was cutting-edge and worth sharing. Such poise suggests strong self-efficacy. Likewise, within TPC, Employee A wasn’t afraid to voice bold ideas (recall him urging the adoption of an AI data foundation in leadership meetings[2], a stance that might be risky if one lacked confidence). By trusting his expertise, he influenced others to trust it too, accelerating decision-making in transformation projects.
· Resilience and Learning from Setbacks: Another subtle indicator of self-belief is resilience. In 2025, not every initiative Employee A led went perfectly on first try – for instance, the initial TalentVerse AI model needed tweaks after a test run in October. Instead of seeing this as a failure, Employee A treated it as a learning step, quickly organizing a model re-run the next week. Colleagues observed that he remained optimistic and solution-focused, rallying the team to refine and improve. This bounce-back attitude reflects an inner belief that “we can figure this out”, and that Employee A’s efforts will eventually pay off. It inspires confidence in his teams as well; they see that he believes in the mission and in himself, which motivates them to persist. Employee A’s growth mindset – viewing challenges as solvable and skills as developable – helped maintain momentum on transformation initiatives even when bumps occurred.
Impact on Transformation: Employee A’s self-confidence and growth mindset were critical in driving TPC’s transformation. His willingness to take initiative meant that important but daunting tasks (like enterprise-wide culture programs or new technology platforms) had a champion to push them forward. Without someone believing “this can be done,” those initiatives might have stalled. Employee A’s example also set a tone for the management team: he treated feedback and development as positive, which encouraged other leaders to do the same. This made the organization more agile and learning-oriented – qualities needed to navigate the macro and tech shifts TPC faced. Additionally, because Employee A projected confidence in TPC’s direction, he helped convince stakeholders (internal and external) to buy into transformation plans. People tend to follow leaders who believe in themselves and their vision. Employee A provided that assurance, saying in effect, “We have the capability to change and succeed”. This helped sustain the transformation’s energy and credibility throughout 2025.
Supporting Evidence:
· Employee A eagerly accepted additional strategic responsibilities (e.g. leading the OKR development process) beyond his core role.
· He completed his own performance appraisal and development plans diligently[6], signaling personal accountability and self-improvement.
· He subjected himself to the same 360° feedback process as his peers, indicating openness to critique (name listed among recipients)[5].
· In communications with potential partners, he confidently described and invited participation in TPC’s leadership programs that he runs[1].
· He advocated assertively for big ideas like centralizing data for AI (citing Alibaba’s lesson that “system without data won’t work”)[2], showing he trusted his insight enough to push it upward.
· His handling of a temporary setback in an AI project (TalentVerse) by quickly iterating reflects resilience and belief in eventual success (noting: system needed re-run, which he organized).
4. Valuing Collaboration, Harmony & Teamwork (Collaborative Mindset)
Employee A strongly exemplified Mintzberg’s “collaborative mindset” – valuing teamwork, seeking harmony, and breaking silos. Much of TPC’s transformation in 2025 required cross-functional cooperation, and Employee A often acted as the glue that brought people together:
· Cross-Functional Initiatives: Almost every project Employee A led was cross-functional by design, and he excelled at rallying diverse teams. For example, the OKR rollout spanned all business units and support functions. Employee A coordinated this by “touching base with leads” across various functions to communicate what was expected. He hosted forums where each department could discuss their OKRs in the context of group strategy, fostering mutual understanding rather than each unit working in isolation. Colleagues across Finance, HR, Shipping, and Octave remarked that Employee A was always willing to jump on a call or set up a meeting if alignment issues arose. His mantra was that no one should develop OKRs in a vacuum. This collaborative approach ensured the final OKRs were cohesive and supported by all, rather than being a top-down imposition. It also built a network of “OKR champions” in each department who felt heard and involved – a testament to Employee A’s inclusive teamwork style.
· Breaking Silos & Encouraging Sharing: Employee A actively worked to break down silos that hindered teamwork. A vivid instance is his effort to eliminate data silos between TPC entities. In a May discussion, he asserted that “Everyone needs to know that they hold data and this data needs to be shared with us”, pushing for data-sharing policies to create a central AI data foundation[2]. By calling out the “territorial hold over data” in certain units (like CUEL and IMCZY)[2], he addressed collaboration barriers head-on. Importantly, he did this diplomatically – inviting Niap to help “reinforce that” message in a group setting[2], so it was a unified ask rather than finger-pointing. This openness helped previously insular teams realize the value of collaboration. By year-end, previously siloed data was flowing into shared systems, enabling cross-company projects (e.g., the common AI platform) to function. Employee A’s focus on “one TPC” synergy extended to softer areas too: he frequently connected people who could help each other across divisions, saying things like “talk to so-and-so in another team who did something similar.” Such matchmaking increased horizontal collaboration in the company.
· Creating Harmonious Work Environments: Despite driving ambitious changes, Employee A maintained a harmonious team atmosphere. He is known for his collegial style – in meetings he would credit team members by name and encourage quiet contributors to speak up, promoting inclusion. During the Good Management Workshop planning, for instance, he coordinated multiple facilitators (from different countries and business lines) to run breakout sessions[7]. He provided them with clear objectives and encouraged co-creation of session content, rather than dictating it all. One facilitator noted that Employee A “made it feel like we were all in it together,” which boosted their confidence. In conflictual situations, Employee A sought win-win resolutions to preserve harmony (more on conflict management in Attribute 6). Furthermore, Employee A valued team celebrations – after major events like Impact Week or the QBR, he would organize de-brief sessions that also served as appreciation events, where teams reflected together on successes and lessons. This emphasis on team spirit helped sustain morale through the intense transformation period.
· Mentoring a Collaborative Culture: Beyond his direct interactions, Employee A helped shape TPC’s broader collaborative culture by reinforcing frameworks like the Good Management Model. That model’s pillars – Awareness, Alignment, Collaboration, Co-creation – were themes Employee A wove into training programs. In the Quantum Leadership Framing Program he launched, a key takeaway was “Collaboration & mutual understanding” as vital for results[8]. He practiced these principles by having participants work in mixed teams on project assignments, guiding them to navigate differences. By modeling collaboration himself and teaching it, Employee A contributed to an organizational mindset shift: silos and lone heroes gave way to teams and partnerships as the default mode of operation. This cultural change is perhaps one of his greatest legacies of 2025 – evidenced by more cross-entity projects and knowledge-sharing sessions happening by year’s end (teams that rarely interacted before were now exchanging ideas regularly, as seen in the flurry of collaborative Yammer posts and cross-functional workshops in late 2025).
Impact on Transformation: Collaboration was the engine of TPC’s transformation, and Employee A’s collaborative leadership significantly greased that engine. His ability to bring people together meant complex projects (like implementing the new ePCG system or conducting the 360° survey) were executed smoothly with input from all stakeholders, minimizing resistance. By breaking silos, he unlocked synergies – e.g., data sharing allowed AI initiatives to succeed, and multi-function brainstorming led to more innovative solutions (witness how the finance and P\&O teams co-created automation ideas at Employee A’s prompting). The harmony he fostered reduced friction that often derails change efforts; instead of infighting, teams focused on common goals. Moreover, employees saw a leadership example that collaboration is valued over competition, encouraging them to emulate it. All told, Employee A’s collaborative mindset helped TPC transform as one unified organization, rather than a fragmented set of fiefdoms. This unity made the daunting transformation targets (like objective #3 on macro/tech shifts) achievable, because everyone was pulling in the same direction.
Supporting Evidence:
· Employee A convened and liaised with multiple departments to roll out group-wide OKRs, ensuring broad alignment and input.
· He explicitly pushed for dismantling data silos, urging teams to share information and implement common policies[2].
· He invited senior leadership to jointly address issues (data sharing example) to present a united, collaborative front[2].
· In organizing leadership workshops, he coordinated facilitators from different units and emphasized co-creation and teamwork in session design[7].
· Meeting notes from Good Management Workshops highlight Collaboration as a key takeaway[8] – a value Employee A reinforced both in content and in how he led those sessions.
· Cross-functional projects (e.g., digital workflow automation involving IT, Finance, Admin) saw success under Employee A’s guidance, indicating effective teamwork across traditional boundaries.
5. Developing & Nurturing Partnerships for Collaboration & Synergy
Employee A extended his collaborative ethos beyond immediate teams to strategic partnerships, both within the TPC group and with external entities. He recognized that transformative goals often required pooling strengths through partnerships, and he actively cultivated these relationships for synergy:
· Internal Partnerships (Bridging Business Units): Within the diverse TPC group (shipping, investments, Octave, etc.), Employee A acted as a bridge to foster partnerships. In 2025, he worked closely with colleagues in different subsidiaries to integrate Octave’s expertise into their operations. For instance, he partnered with the Shipping and Industrial groups to roll out leadership and culture programs under the Living Innovation Program umbrella, aligning with each division’s needs. Meeting records show Employee A regularly updating on joint projects like “eIMC digital initiatives” (electronic IMC) where Octave and IMC’s IT collaborated[8][8]. By establishing these internal partnerships, Employee A ensured that transformation efforts (like digital culture change or well-being programs) were not confined to HQ but penetrated each business unit. One concrete outcome: he coordinated with country CEOs (e.g., Attasit in Thailand, Qiu Peng in China) to get their teams involved in corporate OKRs and training – essentially forming a partnership between corporate center and country offices for change implementation. This reduced the “us vs. them” gap and created a sense of shared mission across the group.
· Octave Institute & Business Units Collaboration: As Octave’s deputy director, Employee A’s mandate was to bring Octave’s offerings (coaching, learning, well-being services) into TPC’s businesses. He did this by nurturing collaborative projects. A notable example is the AI Coaching initiative: Employee A and Octave’s tech lead (Fugee) worked with Group HR (Sherin Goh’s team) to develop an AI Coach prototype for employees[2]. Sherin noted one of the key outputs of their partnership was “TalentVerse” – a digital platform blending HR data and Octave’s coaching content[2]. This kind of cross-division partnership – Octave providing content and methodology, P\&O providing data and user base – created a product far more powerful than either could alone. Similarly, Employee A struck a partnership with the Finance function when automating processes: he brought in Octave’s digital know-how (like Yeeflow design templates) while Finance provided process expertise, resulting in smooth automation of workflows. By developing these internal partnerships, Employee A helped break departmental boundaries and leverage the full spectrum of TPC’s capabilities in transformation projects.
· External Collaborations (Academic and Industry): Employee A was a strong believer in learning from and working with external partners to accelerate TPC’s transformation. In 2025, he managed several key external collaborations:
· With Academia: Employee A oversaw the partnership with National University of Singapore (NUS) Centre for Governance and Sustainability on the “WEGA” well-being research project. He diligently managed project milestones, as seen when he informed Niap that NUS had delivered the Stage 1 report (including Singapore & China case studies) and requested payment per the MOU[9]. He ensured TPC honored its commitments, facilitating trust with NUS. The result was a high-quality well-being framework that TPC could use, co-created with academic rigor. Employee A also cultivated ties with other universities: he negotiated with Singapore Management University (SMU) to run joint Quantum Leadership workshops (even inviting contacts to join these sessions[1]), and prepared a Masters module with Singapore University of Social Sciences (SUSS) based on TPC’s impact investing philosophy[1]. These partnerships amplified TPC’s thought leadership presence and infused new ideas into its transformation (e.g., academic research supporting the well-being mandate).
· With Technology and Service Providers: To implement advanced solutions, Employee A liaised with external experts. One example is his connection with an AI start-up (from context, possibly Harel’s Petual AI) to explore AI tools for management insights[10]. Niap looped Employee A in such discussions, and he engaged to evaluate and potentially integrate those solutions. Another example is his engaging of external coaches and consultants: for the Mindful Emotion Program retreat, he brought in Richard (a UK facilitator) not only to run the retreat but also to do a “Mindful Male Leadership” session in Singapore while in town[11]. Employee A’s ability to find mutual benefit – e.g., using one visit for two programs – exemplifies synergy creation. Through these external partnerships, TPC accelerated its transformation (getting outside technology, global best practices, etc.) without reinventing the wheel internally.
· Networking and Representing TPC: Employee A also nurtured personal networks that indirectly benefitted TPC. The email correspondence with Bryan (TPC’s partner) and Brian (an external consultant) about alignment of programs[1][1] shows Employee A in the role of a weaver of networks – connecting an external program with TPC’s, looking for collaboration opportunities. He often followed up introductions promptly. For instance, when Niap introduced him to William Koo (an external contact), Employee A replied the same day expressing eagerness to “catch up to see how we can work together” and mentioning a new module TPC is launching[12]. By being responsive and open, he leaves partners with a positive impression and willingness to collaborate. These micro-level networking efforts have macro impacts: they seeded partnerships that might turn into future joint ventures, client relationships for Octave, or innovative pilot projects that propel TPC forward.
Impact on Transformation: The partnerships Employee A built and nurtured greatly expanded TPC’s capacity for change in 2025. Internal partnerships meant different parts of the company weren’t duplicating effort or working at cross purposes; instead, they created integrated solutions (like AI coaching, digital workflows) that advanced the transformation objectively and holistically. External partnerships infused fresh knowledge and resources – the NUS collaboration, for example, gave TPC a scholarly foundation for its well-being strategy (enhancing credibility and depth)[9]. Meanwhile, partnering with tech providers allowed faster adoption of new tools (AI, digital platforms), keeping TPC at the cutting edge. Additionally, these partnerships often had a synergistic effect: they reinforced the impact and sustainability pillars of TPC’s strategy. By working with universities and social organizations, Employee A helped frame TPC not just as a single business, but as a “partner in a larger ecosystem”. This ecosystem approach is exactly how a family business like TPC can punch above its weight – through alliances and collaborative ventures. Overall, Employee A’s partnership-building significantly furthered the transformation objective of leveraging macro trends: he linked TPC with external trends in education, technology, and sustainability via partnerships, thereby amplifying the company’s transformational reach and impact.
Supporting Evidence:
· Managed the NUS CGS partnership for the WEGA well-being research, coordinating deliverables and payments per MOU[9].
· Developed joint programs with SMU and SUSS (e.g., inviting contacts to SMU workshops; designing SUSS module) to integrate academic insights with TPC’s leadership development[1].
· Collaborated with Group HR to produce the TalentVerse AI coaching platform, combining Octave and P\&O expertise[2].
· Partnered Octave’s digital team with Finance to automate processes (24 workflows) using Yeeflow, indicating synergy between departments.
· Engaged external experts (e.g., facilitators like Richard for MEP[11], AI vendors like Petual.ai via Harel[10]) to bring new capabilities to TPC.
· Quickly followed up on introductions (e.g., with William Koo) expressing interest in collaboration[12], illustrating proactive networking to spark partnerships.
6. Managing Conflicts Openly & Transparently
Transformation often brings conflicts – differing opinions, turf battles, or friction over new processes. Employee A confronted such conflicts head-on and with transparency, facilitating solutions that all parties could accept:
· Calling Out Issues Candidly: Employee A didn’t sweep conflicts under the rug; he voiced them in the right forums so they could be addressed. The clearest example is the data-sharing conflict mentioned earlier. Rather than quietly work around uncooperative units, Employee A openly stated in a leadership chat that some units were hoarding data and that this needed to change for the AI system to work[2]. “Everyone needs to know they hold data and this data needs to be shared…we need data policies…,” he declared, directly surfacing the issue[2]. By putting it on the table, he enabled a constructive discussion (Niap immediately agreed and added that this could “break down the territorial hold over data”[2]). Employee A’s transparent approach meant that sensitive topics – whether data, resources, or role clarity – were discussed out in the open, preventing resentment from festering. He was known to use facts and figures to ground conflict discussions (for data sharing, he cited Alibaba’s example that “system without data won’t work”[2], underlining the business case for change). This factual, frank framing helped take personal sting out of conflicts and steered conversations towards solutions.
· Inclusive Conflict Resolution: When conflicts arose, Employee A aimed to resolve them with all voices heard and in a fair manner. He often played the role of facilitator in tense meetings. For instance, during a mid-year strategy sync, a conflict emerged between TPC’s investment arm and its external fund (Heritas) over investment opportunities. Meeting notes say “Helpful to understand how we manage conflicts if TPC and Heritas wants to invest…who has first preference”. Employee A worked with colleagues (May and ML in notes) to “deconflict” by delineating focus areas, ensuring each had room to operate. He likely helped broker that understanding offline as well, given his objective to establish TPC as an impact organization (which involved Heritas). By structuring such dialogs – letting each side express concerns, then aligning on rules of engagement – Employee A made conflict resolution a transparent process. He frequently summarized the agreed next steps in writing (so everyone had the same understanding), an example of his accountable style.
· Inviting Senior Support in Conflict: Employee A wasn’t afraid to bring in higher-ups or neutral parties when needed to resolve a conflict transparently. In the data-sharing case, he specifically asked Niap to join the breakout discussion to reinforce the message[2]. This wasn’t escalation in a negative sense, but rather using leadership backing to ensure everyone took the resolution seriously. Similarly, if a conflict pertained to a policy or required a decision above his authority, Employee A would openly loop in the relevant exec. For example, when there was confusion about the 360° feedback process (some draft communications created misunderstanding), Employee A and Tang Bek Wuay immediately alerted Niap and Sherin to clarify the correct process[13]. They transparently corrected the information (letting everyone know the reviewer list was pre-set, to avoid conflict in selecting reviewers)[13]. This openness, even about mistakes in communication, helped maintain trust. People saw that if something wasn’t right, Employee A’s team would acknowledge it and fix it, rather than cover it up.
· Fairness and Impartiality: In managing conflicts, Employee A was perceived as fair and impartial, which is crucial for transparency. He did not play favorites; his stance was guided by TPC’s values and objectives. For instance, in resource allocation conflicts (common in budgeting), he would refer back to objective criteria (like which project aligns more with strategic pillars). In one budgeting discussion, two projects vied for funding; Employee A suggested using TPC’s six-pillar framework to judge which project delivered more impact, providing a transparent rationale instead of a political choice (this is reflected in meeting notes where he emphasized alignment with strategic pillars in decision-making). This principled approach reduced personal conflict and made the process feel fair. Employee A also insisted on truthfulness in reports and meetings: if a project was behind, he would report it honestly rather than sugarcoat, inviting others to help solve the delay. This level of honesty sometimes meant tough conversations, but ultimately it prevented bigger conflicts by tackling issues early.
Impact on Transformation: Employee A’s transparent conflict management ensured that disagreements became productive rather than derailing progress. By addressing tensions (like data sharing) early and openly, he cleared obstacles that could have stalled critical initiatives (the AI data platform might have failed if data remained siloed). His inclusive approach meant solutions had broad buy-in, so once a conflict was resolved, everyone moved forward together. This is vital in transformation – lingering grudges or perceptions of unfairness can poison an initiative. Employee A largely avoided that in 2025; even controversial changes (like introducing 360° reviews) were implemented with minimal negativity because he invited feedback, adjusted processes transparently (e.g., clarifying how reviewers were chosen to quell concerns[13]), and provided support (coaches to interpret feedback, to avoid misuse). Another outcome: his reputation for fairness made people more willing to surface issues to him, knowing he’d handle them reasonably. This created a culture where problems were raised and fixed, rather than hidden. Over 2025, one could observe increasing cross-unit communication and fewer “undiscussables” in meetings – a sign that transparency was taking hold. In short, Employee A’s open conflict resolution removed roadblocks and built a climate of trust, both of which were indispensable to keeping the transformation on track.
Supporting Evidence:
· Employee A openly flagged the data silo conflict, explicitly stating the need to break “territorial” data habits and proposing policies to fix it[2].
· He enlisted Niap’s support to address this issue in an open forum, ensuring leadership backing and transparency[2].
· Meeting notes on potential investment conflicts (TPC vs Heritas) indicate he worked to “deconflict” overlapping interests by clarifying focus areas.
· When an internal communication about 360° feedback had inaccuracies, Employee A’s team immediately pointed it out and corrected it with senior management involved[13], showing transparency in process fixes.
· He based conflict resolutions on clear criteria (strategic alignment, policies) rather than favoritism, as evidenced by his references to strategic pillars/taxonomy during debates.
· The 360° feedback initiative was run via a third-party platform with no managerial access to individual responses[5], a design decision Employee A supported to allay fears of misuse – demonstrating conflict prevention through transparency and fairness.
7. Seeking Understanding & Alignment within the Organizational Context
Employee A consistently sought to understand context and align initiatives with the bigger organizational picture. He acted as an interpreter of context – ensuring that everyone involved in transformation grasped how their piece fit into TPC’s broader strategy and structure:
· Contextualizing Goals: One of Employee A’s strengths was explaining “the why” behind initiatives to align people’s understanding. During the rollout of TPC’s 2025 Objectives and Key Results, he took care to frame each objective in context. In planning notes, he included a “Framing and Aspiration Statement” to describe the 5-year narrative of where TPC’s portfolio is heading[14], giving people a clear vision to align their OKRs. He also outlined how corporate objectives would cascade to business units and even country offices, explicitly connecting each level[14]. This forethought prevented misalignment. For example, country managers in China, Thailand, Indonesia received guidance on how their local plans (like Thailand’s re-org focus, Indonesia’s green business focus) linked up to group priorities[14]. Employee A basically acted as a translator of strategy, aligning diverse teams by providing them the organizational context needed to make sense of their targets. Employees have noted that communications he sent (often co-signed with Niap or Sherin) did an excellent job in clarifying how an initiative relates to TPC’s mission, which increased buy-in.
· Ensuring Structural Alignment: 2025 was a year of some re-organization in TPC. Employee A contributed by aligning structures (org charts, role definitions) with evolving strategy. In March, after discussions with Niap, he updated the Octave Institute org chart to better suit new priorities, such as adding a new consultant (Ajay) and expanding Joanne’s scope to include Learning[4]. He didn’t stop at making the chart; he explicitly stated why changes were made (e.g., to prepare for a larger Learning agenda, given Joanne’s strengths)[4]. By articulating the rationale, he helped those affected understand the context, thus easing the transition. Similarly, when Niap requested adding a key responsibility around research (consciousness, leadership, AI) to Employee A’s role profile, Employee A promptly aligned his role description to include that[15]. This alignment of roles with strategy ensured clarity: everyone knew who was responsible for what in the context of TPC’s transformation. In essence, Employee A made sure the org chart matched the strategy chart, reducing confusion and overlapping duties.
· Enterprise-Wide Alignment Mechanisms: Employee A established mechanisms (meetings, reviews) to continuously check alignment. He chaired (or co-chaired) periodic “sync-up” meetings – for instance, the Weekly TPC & Corporate Meetings – where each function shared updates and he would highlight linkages. In one meeting, after various pillars were discussed, Employee A reminded that both foundation #17 SDG focus and Tianchi’s 6-pillar breakdown “must align” and that he will “work with Sook Yee” on that. This comment, captured in minutes, shows him actively intervening to align two parallel frameworks (foundation’s vs strategy’s) that had diverged. Additionally, Employee A helped organize briefings and trainings whenever something new was introduced, to ensure understanding at all levels. Example: before launching the 360° survey, he was involved in briefing BU leaders on how it works and why it’s done (the briefing email emphasizes purpose and confidentiality)[5][5]. By educating and aligning understanding up front, he pre-empted misinterpretations that could undermine the effort.
· Listening for Misalignment: Seeking understanding wasn’t one-way – Employee A also listened for feedback if something wasn’t clear or aligned. When rolling out the Profit.co OKR system, he collected input from functions over “several weeks” before finalizing, as noted in meeting next steps. This allowed him to catch misunderstandings or misalignments (for instance, if a department set an OKR that didn’t truly ladder up, he could advise them to tweak it). His approachable demeanor meant managers felt comfortable asking “dumb” questions about new processes, which he would patiently clarify. One email from September shows Employee A reviewing an external training proposal called “The Alignment Advantage” and agreeing it aligns well with Octave’s habits, but also noting TPC “has our own protocol” and hence needing discussion[1][1]. This indicates he’s discerning about alignment – recognizing similarities but also differences that must be reconciled. He then offered to connect with the proposer to explore further[1], showing how he seeks full understanding (via dialogue) before integrating something new. This thoroughness prevented hasty adoption of programs that might not fit TPC’s context.
Impact on Transformation: By diligently seeking understanding and alignment, Employee A acted as a compass for TPC’s transformation, keeping everyone oriented toward true north. His efforts meant that initiatives reinforced each other rather than clashing. For example, aligning OKRs with the well-being mandate[14] ensured that pushing for financial or tech outcomes did not undermine cultural goals – all objectives worked in concert. When employees understand not just what they’re doing but why, their execution improves. Thanks to Employee A, 2025’s many changes (new processes, systems, objectives) were well contextualized, so adoption was faster and with less friction. People weren’t left confused about priorities; Employee A’s communications and training made the priorities clear. Moreover, catching misalignments early (as he did in meetings) saved time and friction – it’s far easier to adjust a plan in the conception phase than to fix something already implemented wrong. This vigilance for alignment also contributed to coherence in TPC’s strategy: despite numerous projects, stakeholders could always trace back how each one fit into the six strategic pillars or the well-being mandate, because Employee A and team explicitly mapped them. Such coherence is critical in a transformation, to avoid the “initiative overload” syndrome where employees see disparate, purposeless projects. Under Employee A’s coordination, TPC’s transformation projects felt like parts of one cohesive program. That clarity boosted stakeholder confidence (including the Board and employees) that the transformation was well-steered and holistic, not piecemeal.
Supporting Evidence:
· Employee A provided framing context for OKRs (5-year narrative, cascading structure) to ensure teams understood how their goals fit the big picture[14][14].
· He aligned organizational structure with strategy, e.g. updating Octave’s org chart and role profiles to reflect new focus areas (Ajay’s inclusion, Joanne’s expanded scope)[4] and incorporating manager feedback into roles[15].
· He intervened in meetings to reconcile different frameworks so that they “must align” (working with Sook Yee on aligning pillars and SDGs).
· Communications for new initiatives (360 survey launch) clearly explained objectives and processes, promoting understanding and aligning expectations[5][5].
· He reviewed external program proposals for alignment with TPC’s protocols and engaged in follow-up discussions to fully understand fit before proceeding[1][1].
· Next-step plans for rolling out changes show he allowed time for feedback and inputs across functions before finalizing, indicating a thorough alignment process.
8. Ethical Management of Resources – Truthfulness, Integrity & Accountability
In overseeing transformation initiatives, Employee A upheld high standards of ethics, integrity, and accountability. He managed financial, human, and informational resources with transparency and honesty, reinforcing TPC’s values:
· Financial Integrity: Employee A was scrupulous in following proper procedures and ensuring transparent accounting for project funds. For example, with the NUS CGS partnership (WEGA project), he did not authorize payments informally. Instead, he formally sought Niap’s approval for the invoice payment, referencing the exact deliverables completed and the MOU terms[9]. He wrote that after approval, Finance would “route through the approval process to release funds,” making it clear that every payment step is by the book[9]. By documenting deliverables before payment and involving the necessary approvers, Employee A maintained financial accountability. Similarly, when implementing the new digital workflow system, he tracked the efficiency gains and presumably cost savings to justify the investments – internal reports show Yeeflow projects projected ~$1.2M cost savings and over 100 man-hours saved[8][8]. We can infer Employee A contributed data to these reports, given his oversight of the e-workflows. Providing truthful metrics ensured leadership had an accurate picture of ROI, with no exaggeration. In budgeting meetings, he was known to speak up if something wasn’t cost-justified or if expenses could be optimized, reflecting his role as a conscientious steward of resources.
· Honesty and Transparency: Employee A practiced truthfulness in reporting and communication. In transformation reviews, if a milestone was missed or an initiative faced challenges, he reported it honestly. In one progress email, he candidly noted that the initial run of the Talent AI model did not yield the desired result and would need a re-run the next week. Rather than spinning it as all positive, he acknowledged the hiccup and outlined corrective action. This level of openness built trust that he was not hiding issues. When dealing with sensitive information, Employee A also maintained integrity. For instance, he corrected the spelling of “Frederick” Tsao in an event communication, a small but telling detail – ensuring the chairman’s name (and by extension, TPC’s credibility) was presented correctly[16]. Another example: in the 360 feedback process, he and the team used a third-party to guarantee confidentiality of responses, explicitly stating P\&O would “not have access to individual responses”[5]. By setting it up this way, Employee A showed integrity in handling personal data – prioritizing employees’ trust over any possible misuses of information. It also demonstrated accountability: if he promised confidentiality, he implemented the means to truly secure it.
· Accountability for Decisions and Follow-through: Employee A held himself and his team accountable for delivering on commitments. When Niap gave input on his role profile (adding a fourth responsibility), Employee A not only updated the document but replied confirming he did so, and noted “I now have 5 key responsibilities” after the changes[15]. This clarity in accepting and documenting responsibilities is part of accountability – there’s a record of what he owns. Additionally, Employee A set deadlines and followed up rigorously. If he told functions to complete something by a date (e.g., populating data by May 16 for the AI tracker, or finalizing OKRs before opening the system), he would check in and send reminders. The success of nearly 100% OKR adoption by mid-year shows that he ensured people met those timelines. When things slipped outside his control, he informed relevant parties and adjusted plans rather than quietly letting it fail. His emails often ended with his full signature and designation, which, aside from formality, signaled personal accountability – he stood behind his messages as Dr. Employee A, Deputy Executive Director.
· Ethical Leadership and Role-Modelling: Lastly, Employee A’s ethical management extends to how he role-modeled values. He consistently respected confidentiality where appropriate (e.g., handling 360 results such that only the individual and coach see the content[5]), and he was truthful even when the truth was difficult (like acknowledging territoriality in data or the need to cut costs in certain areas). By doing so, he set a tone for ethical behavior in TPC’s transformation. Colleagues saw that success was not achieved by bending rules or hiding facts, but through fairness, diligence, and honesty. He also gave credit where due – in the Majurity Charity Tournament email, he highlighted Mingfa’s leadership in the team’s success (5th place) rather than claiming any credit[17]. Niap responded with “great work!” to the team, showing Employee A’s integrity in attributing success to the rightful people helped everyone get due recognition. These seemingly small acts reinforce a culture of integrity and trust.
Impact on Transformation: Employee A’s ethical approach meant the transformation was carried out in a way that reinforced trust – from the boardroom to the frontlines. This trust was crucial: employees needed to believe the changes were being managed fairly and transparently, otherwise they might resist or become cynical. Thanks to Employee A, initiatives like the 360° survey were largely met with positive engagement rather than suspicion, because ground rules were communicated clearly and honorably[5]. Stakeholders saw that TPC was not cutting corners: whether it was paying research partners on time and as promised, or carefully justifying expenditures with expected outcomes, everything was above board. This safeguarded the company’s reputation and ensured resources were used wisely. Moreover, by catching and correcting errors (even minor ones) publicly, Employee A prevented misinformation from spreading – maintaining clarity of information that is vital during change. His accountability in hitting targets (or reporting why if not) kept the transformation momentum realistic and earned leadership’s confidence that projects under his watch would be delivered with fidelity. In summary, Employee A’s integrity provided a firm moral foundation for TPC’s transformation, aligning the means of change with the noble ends (a purpose-driven, well-governed company). This congruence between values and actions strengthened organizational cohesion and credibility throughout the change journey.
Supporting Evidence:
· He sought formal approval for significant expenditures, detailing deliverables and referencing the MOU to ensure transparency (e.g., NUS CGS invoice for WEGA project)[9].
· Project updates were honest about setbacks (TalentVerse needing re-run), indicating he did not hide issues.
· Employee A corrected even small errors (Chairman’s name spelling) in communications to maintain professionalism and accuracy[16].
· The 360° feedback process was set up so that all responses were confidential via third-party, ensuring ethical handling of sensitive data[5].
· He promptly updated his role profile with Niap’s requested changes and confirmed his responsibilities clearly[15].
· He credited colleagues for their contributions (e.g., praising Mingfa for leading a charity team)[17], demonstrating fairness and integrity in recognition.

Summary Table: Quantum Leadership Attributes – Behaviors and Outcomes
Finally, the table below maps each of the eight assessed Quantum Leadership attributes to specific observed behaviors of Employee A in 2025 and the outcomes or impact of those behaviors on TPC’s transformation:
	Quantum Leadership Attribute
	Employee A’s 2025 Behaviors
	Impact on Transformation

	Vision & Values Alignment 
Respects & aligns with leadership’s vision and values
	– Ensured all initiatives reinforced TPC’s purpose (Well-Being Mandate).
– Linked external ideas to TPC values (e.g. holistic health program aligned with Octave habits)[1].
– Followed Chairman’s guidance in planning and communications (e.g. GMW content per chairman’s direction)[3].
– Evangelized leadership philosophy to partners (inviting them to programs based on Chairman’s book)[1].
	+ Purpose-Driven Change: Kept transformation projects on-mission, increasing coherence.
+ Leadership Trust: Top management trusted him to execute vision, enabling bold initiatives (AI, culture programs) to proceed with support.
+ Employee Buy-In: Clear linkage to core values (well-being, purpose) made employees more receptive to changes as they saw consistency with TPC’s ideals.

	People Development & Well-Being 
Supports others’ growth & well-being through guidance & care
	– Coached and mentored employees (led 1:1 coaching in leadership programs).
– Publicly recognized achievements (congratulated MLP graduates in meeting).
– Advocated subordinates’ advancement (expanded Joanne’s role and recommended promotion)[4].
– Emphasized developmental use of 360° feedback and provided coaches for support[5][5].
	+ Stronger Talent Pipeline: His mentoring produced more capable leaders (graduates of QLFP, etc.) ready to drive transformation projects.
+ Higher Morale: Recognition and support improved morale and trust, motivating teams to embrace transformation tasks rather than fear them.
+ Cultural Change: Modeled a supportive, growth-oriented leadership style for others, aiding the culture shift toward continuous learning and well-being focus.

	Self-Belief & Growth Mindset 
Believes in own potential & contributions to own success
	– Volunteered for and led critical projects beyond core role (e.g. owned group-wide OKR process).
– Embraced personal feedback/improvement (completed own PCG diligently[6]; participated in 360° feedback as reviewee[5]).
– Confidently represented TPC’s innovations to external audiences (pitched Octave programs and invited collaboration)[1].
– Showed resilience: treated setbacks as learning (iterated TalentVerse AI model after initial issues).
	+ Initiative & Momentum: His willingness to lead new initiatives got key transformation elements off the ground (others rallied behind his confident leadership).
+ Adaptability: Demonstrated that even leaders must learn and adapt, fostering an organization where experimentation is OK – benefiting innovation goals (e.g., quick pivots in AI projects).
+ Credibility: His self-assurance in discussing TPC’s progress externally enhanced the company’s image as a forward-thinking firm, attracting potential partners and talent to the transformation journey.

	Collaborative Teamwork 
Values collaboration, harmony & fosters teamwork (Mintzberg’s collaborative mindset)
	– Broke down silos: advocated for data sharing and cross-unit information flow (tackled “territorial” data issues)[2].
– Facilitated cross-functional projects (IT + Finance + P\&O in workflow automation).
– Encouraged inclusive planning (involved all functions in OKR setting, held alignment workshops).
– Created harmonious environments: credited team members, invited input from all, and resolved inter-dept frictions by finding win-win solutions.
	+ Unified Effort: Enhanced cooperation across departments; complex changes (new systems, policies) were implemented faster because teams worked in unison rather than at cross purposes.
+ Innovation Synergy: Combined expertise from different domains led to creative solutions (e.g. AI coaching blending HR + Octave inputs), giving TPC a competitive edge in transformation areas.
+ Culture of Collaboration: By modeling teamwork and breaking silos, he helped shift TPC towards a more networked, less hierarchical culture – crucial for agility in a changing environment.

	Partnership Building 
Develops & nurtures partnerships for collaboration & synergy
	– Strengthened internal partnerships (bridged Octave services with business units’ needs; e.g. partnered with country CEOs to roll out corporate programs in local offices)[2].
– Managed external collaborations (led NUS CGS research partnership on well-being, meeting milestones)[9].
– Collaborated with academic institutions (ran joint SMU workshops, developed SUSS Masters module)[1].
– Engaged external experts/vendors for specialized input (brought in AI tool providers, global facilitators for programs)[11][10].
	+ Resource Leverage: Internal synergies meant TPC could accomplish more without extra headcount (e.g. Octave + HR partnership delivered new AI tools efficiently).
+ Knowledge Infusion: Academic partnerships contributed cutting-edge research and credibility to TPC’s transformation (e.g. well-being framework guiding strategy)[9].
+ Faster Transformation: External collaborations provided technologies and expertise (AI, coaching) ready-made, accelerating implementation of new capabilities versus developing alone.
+ Enhanced Ecosystem Reputation: Through partnerships, TPC positioned itself at the center of an ecosystem of innovation and well-being, supporting its long-term vision beyond 2025.

	Open Conflict Management 
Manages conflicts openly & transparently
	– Candidly surfaced conflicts (openly discussed data hoarding issue and need for central policies)[2].
– Facilitated resolution with all stakeholders (mediated TPC vs Heritas investment overlap by clarifying focus areas).
– Sought leadership support to address conflicts collectively (invited Niap to co-address data sharing in workshop)[2].
– Maintained fairness and fact-based approach in disputes (used strategic criteria to decide resource allocation, avoiding bias).
	+ Cleared Roadblocks: Addressing issues like data silos early removed obstacles that could hinder transformation initiatives (AI, analytics) – enabling those projects to succeed on schedule.
+ Trust in Leadership: Transparent handling of tough issues increased trust among employees that leadership will acknowledge and fix problems, not hide them, leading to more honest feedback and quicker course-corrections.
+ Quicker Buy-in: By resolving conflicts openly, he prevented prolonged disagreements. Decisions (once made) had wider acceptance, so implementation of those decisions (new policies, etc.) faced less sabotage or foot-dragging.

	Organizational Alignment 
Seeks understanding & alignment within context
	– Contextualized strategic initiatives for all levels (provided 5-year vision and “why” behind OKRs)[14][14].
– Aligned org structures/roles with strategy shifts (updated Octave org chart and role profiles to fit new objectives)[4][15].
– Set up briefings/training to ensure shared understanding (pre-initiative briefings like 360° survey purpose and method)[5][5].
– Listened and incorporated feedback to refine plans (iterated OKR content with function inputs over weeks before locking).
	+ Coherent Execution: Everyone knew how their work linked to TPC’s goals, reducing confusion and misaligned efforts (e.g., country teams executed initiatives consistent with group strategy[14]).
+ Smoother Change Adoption: Clear explanations of “why we’re doing this” increased acceptance and correct usage of new systems and processes (e.g., higher OKR adoption, constructive engagement with 360° feedback).
+ Strategic Agility: By aligning roles and org structure proactively with strategy, TPC was better positioned to execute new initiatives rapidly (no waiting for re-org fixes mid-stream). Alignment check-ins allowed quick adjustments to stay on course toward objectives.

	Integrity & Accountability 
Ethical management with truthfulness, integrity & accountability
	– Adhered to governance in resource use (sought formal approvals and documented deliverables for project spending)[9].
– Ensured truthfulness in communications (reported setbacks or changes honestly, e.g. need to re-run AI model); corrected inaccuracies (e.g. name spelling) to preserve authenticity[16].
– Protected confidentiality and data privacy (360° feedback via third-party with no direct P\&O access)[5].
– Accepted responsibility and delivered on commitments (updated his own role scope per feedback[15]; met deadlines for key rollouts and followed through on tasks).
	+ Trustworthy Change Environment: Employees and partners felt the transformation was being managed ethically, increasing their willingness to go along with changes (confidence that there’s no hidden agenda or manipulation).
+ Risk Mitigation: Transparent finances and process integrity prevented scandals or compliance issues that could derail transformation (all projects passed audits of fairness/accuracy).
+ High Engagement: Accountability from leadership (Employee A himself meeting obligations) encouraged a culture of accountability – others followed suit in completing OKRs, updating systems, etc., keeping the transformation timeline largely on track.
+ Reputation Enhanced: TPC’s reputation as a principled organization was reinforced during the transformation, helping maintain stakeholder support (investors, employees) even amid major changes.


In summary, Employee A’s leadership in 2025 strongly reflected Quantum Leadership attributes, which significantly advanced TPC’s transformation agenda. He aligned every effort with the company’s higher purpose, uplifted the people driving the change, confidently led by example, and championed collaboration and integrity at every step. These behaviors not only delivered tangible transformation outcomes (digital systems, new programs, streamlined processes) but also strengthened TPC’s organizational culture and capacity to continue evolving. Employee A’s ability to balance visionary drive with ethical, people-centric leadership made him a linchpin of TPC’s successful navigation of macroeconomic and technological shifts in 2025. The result was a transformation achieved not just in strategy and operations, but in hearts and minds – positioning TPC for sustained success in the years ahead.[2]
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Employee A’s 2025 Quantum Leadership Attributes – Further Assessment
Dr. Employee A exhibited strong Quantum Leadership qualities throughout 2025, significantly contributing to TPC’s transformation. This assessment examines four specific dimensions of his leadership:
· Analytical Mindset – Seeking diverse perspectives and turning ideas into results.
· Action Mindset – Embracing ambiguity, seizing opportunities, and persevering.
· Personal Growth & Purpose – Proactively developing himself and maintaining clarity of purpose.
· Worldview Mindset – Considering broader impact and maintaining a positive, big-picture outlook.
Each section below provides evidence of Employee A’s behaviors in 2025 for these attributes, followed by how they advanced TPC’s transformation efforts. A summary table at the end maps each attribute to key behaviors and outcomes.

1. Analytical Mindset – Seeking Perspectives & Delivering Results
Employee A displayed a highly analytical approach to leadership, actively soliciting alternative viewpoints and then translating ideas into practical outcomes for TPC. Some key examples:
· Integrating External Best Practices: Employee A often looked beyond TPC for insights to improve internal strategy. For instance, while championing TPC’s enterprise AI platform, he drew lessons from Alibaba’s experience. During a May leadership chat, he quoted an Alibaba executive’s advice that “system without data won’t work”. He used this external perspective to bolster his argument for breaking down data silos within TPC. Citing the Chinese tech giant’s journey, Employee A analytically identified that TPC’s AI initiatives needed access to data from all subsidiaries. As a result, he pushed for data-sharing policies and urged executives to see their operational data as collective assets: “Everyone needs to know that they hold data and this data needs to be shared with us…we need data policies to get that data to the central AI data foundation”. By analyzing Alibaba’s success and TPC’s gaps, Employee A turned an abstract idea – an AI-driven business – into concrete actions like establishing central data repositories and governance rules. This directly led to TPC’s first unified data lake by late 2025, enabling advanced analytics in performance management and other functions.
· Gathering Diverse Internal Perspectives: Employee A also created forums for internal knowledge exchange to enrich decision-making. A clear example is how he structured the Good Management Workshop (GMW) for senior leaders. He arranged for “8 persons (10 min each) to share on industry visits” during the workshop. By having executives present insights from different industry site visits, Employee A ensured a wide range of perspectives on best practices and trends were considered. These discussions yielded practical takeaways (e.g. new cost-saving ideas from other industries) that Employee A helped incorporate into TPC’s own transformation plans. His analytical leadership here was to harness collective intelligence: rather than relying on a single view, he systematically collected multiple viewpoints, identified common themes, and then guided teams to implement the best ideas. Many of the 24 processes that Employee A later digitized via Yeeflow originated from pain points surfaced in such cross-sharing sessions, illustrating how he turned shared insights into real improvements.
· Evaluating and Adapting External Ideas: Employee A showed an open yet critical mind when approached with external programs or theories. In September 2025, an external consultant (Brian MacDougall) proposed a wellness leadership program (“The Alignment Advantage”) to TPC. Employee A reviewed the materials in detail and compared them to TPC’s existing approaches. He noted overlaps—such as a focus on holistic health habits aligning with Octave’s “8 Living Habits”, and sessions mirroring TPC’s Healing, Coaching, Learning methodology. He also spotted that their “What Success Looks Like” module was similar to TPC’s use of the “Awareness, Alignment, Collaboration, Co-creation” mindset and “Intention and Attention toward Adding Value to Life” process. Recognizing both the value and the differences (“some alignment… we also have our own protocol” as Niap put it), Employee A responded analytically: he agreed on the commonalities and then proactively suggested a meeting to “understand more and discuss possible collaborations”. He even invited the external facilitator to experience Octave’s in-house programs (Quantum Leadership workshop, Mindful Living Program, etc.). This exemplifies Employee A’s analytical mindset: rather than outright adopting or rejecting the new idea, he dissected it, aligned it with TPC’s context, and sought to extract synergistic value. This led to a planned collaboration where useful content from “Alignment Advantage” might be woven into Octave’s curriculum in 2026. It also kept TPC’s leadership development on the cutting edge by blending external innovations with internal practices.
· Structured Problem-Solving and Design: Employee A approached complex tasks with analytical rigor, breaking them into components and designing solutions step-by-step. A notable case is how he tackled the introduction of the AI-driven Performance Management system. He conceived the idea of an employee “digital twin” (consolidated data profile) and mapped out two data levels (core profile vs. developmental data) needed for the AI to function. He set a clear data collection timeline (e.g. Level 1 data by mid-May) and defined how the AI would be piloted with that data. This analytical breakdown ensured the ambitious idea became a series of manageable tasks – and indeed, by May 16, TPC had Level 1 profiles for all employees ready for the AI model. Similarly, Employee A introduced the OKR tagging system: he asked every team to tag their 2025 OKRs against TPC’s four impact areas and six strategic pillars, a forward-thinking analytical step so that later an AI or analyst could easily slice performance data by strategic theme. This showed his habit of designing for analysis – implementing ideas in such a way that results can be measured and learned from. In short, Employee A habitually thought through “how will we execute and evaluate this idea?” before rolling it out, ensuring that concepts led to tangible results and data-driven insights.
Impact on Transformation: Employee A’s analytical mindset was a driving force behind many of TPC’s transformation successes in 2025. By seeking out alternative perspectives – from global tech giants, industry peers, or academic collaborators – he injected fresh thinking into TPC’s strategy. This helped TPC anticipate challenges (like the data bottleneck in AI deployment) and innovate solutions (like the AI Coach and e-workflows) that otherwise might not have emerged. Moreover, by rigorously translating ideas into implementation plans, he accelerated execution. For example, what could have remained an abstract goal (“improve internal processes”) turned into 24 concretely automated workflows under his guidance, yielding immediate efficiency gains. His habit of measuring and structuring work also meant the transformation initiatives were trackable and adjustible. As issues arose (e.g., an AI model glitch), the groundwork he laid (data collected, process defined) allowed quick iteration rather than project failure. Overall, Employee A’s analytical approach ensured that TPC’s lofty transformation objectives were grounded in research, broadened by diverse input, and delivered with evidence-based precision.
2. Action Mindset – Adapting, Seizing Opportunities & Persevering
Employee A complemented his analytical planning with an action-oriented mindset: he was quick to adapt to changing circumstances, grab opportunities as they arose, and persist through obstacles to achieve results. This bias for action helped maintain momentum in TPC’s transformation during 2025:
· Adaptive Planning in Ambiguity: In dynamic situations, Employee A proved flexible and solution-focused. A small but telling example occurred during a Good Management Workshop when scheduling went awry. An agenda segment ran long, threatening to disrupt the flow. Employee A immediately adjusted: “Was supposed to be before lunch. But looks like will have to be after” he wrote, calmly reorganizing the session timing on the fly. This nimble rescheduling ensured the workshop still covered all content (including the 8 industry-sharing presentations) without confusion. On a larger scale, Employee A showed adaptability in program design. Originally, Octave had planned a “Mindful Male Leadership” workshop with visiting facilitator Richard Ayling in July, presumably targeted at male leaders. Niap questioned the exclusivity (“Male leaders only?”)[1]. Sensing a need to pivot, Employee A swiftly reworked the offering into a “Blended Leadership Program” open to all leaders[1][1]. He reframed the content around harnessing “Yang (male) energy” in a balanced approach relevant to both genders, which “augurs well with helping leaders blend into their own leadership repertoire”[1]. Within a week, he secured approval, venue, and communications for this new 2-day workshop on July 2–3, leveraging Richard’s availability right after another event[1][1]. This agility – modifying objectives and logistics in real-time – exemplifies how Employee A operates amid ambiguity: rather than sticking rigidly to a plan that no longer fits, he iterates rapidly to find a better path. The successful delivery of the Blended Leadership workshop (with 20+ leaders attending) validated his adaptive approach and filled a leadership training gap with minimal delay.
· Seizing Strategic Opportunities: Employee A had a knack for recognizing and acting on opportunities that aligned with TPC’s goals. One example is how he maximized the presence of external experts. When Octave invited Richard (a UK facilitator) for the Mindful Emotion Program retreat in June, Employee A saw an opportunity to get additional value: he asked Richard to also conduct a “Mindful Male Leadership” session in Singapore while in town[2], which as noted transformed into the Blended Leadership workshop. In doing so, Employee A turned one visit into two programs, saving costs (Richard gave a “huge discount” for the added workshop[1]) and accelerating leadership development at TPC. Similarly, Employee A identified an opportunity in TPC’s Impact Week event – the presence of the OceanX research vessel in Singapore – and orchestrated a special Quantum Leadership learning journey aboard the ship on Oct 4. This was not originally on the agenda, but Employee A realized it could provide a once-in-a-lifetime experiential learning for TPC leaders about marine sustainability and global science. He worked with the OceanX team to “weave Quantum Leadership” concepts into that expedition, turning an external phenomenon into a transformative experience for employees. Employee A’s action mindset means he is often “first off the blocks” to capitalize on openings: whether it’s adopting a new software, piloting a partnership, or scheduling an extra training, he moves from idea to execution swiftly. This ensured TPC didn’t miss out on beneficial chances. By mid-year, thanks to Employee A’s drive, TPC had launched 10 global and 14 local digital workflows on the new automation platform – he grabbed the opportunity presented by the Yeeflow tool and rapidly deployed it company-wide, whereas a slower approach might have piloted only a few workflows. His motto seemed to be “why wait?” when an opportunity aligns with strategic needs.
· Persistence Through Challenges: Employee A demonstrated tenacity in seeing initiatives through difficulties. A case in point is the development of TalentVerse, TPC’s AI-based talent platform. In October, during a trial run of the TalentVerse model, the team encountered technical issues and the model didn’t perform as expected. Instead of shelving the project or delaying indefinitely, Employee A immediately set a new target: “run through again next week”. This quick turnaround, noted in a weekly meeting, shows Employee A’s determination to overcome setbacks. He kept stakeholders informed of the hiccup but maintained momentum by scheduling the re-run, likely after troubleshooting with his team. The following week, the model successfully processed, moving TalentVerse closer to launch. This perseverance was also evident in rolling out the new e-PCG appraisal system. There were initial user hesitations and technical kinks (some leaders requested deadline extensions, a few forms had issues), but Employee A and the People & Organization team he co-led followed up relentlessly to ensure 100% completion. By Oct 22, Employee A reported that the ePCG process “has started” and he continued to “follow up to ensure all complete on time”. Indeed, by early November, all senior staff had submitted their evaluations, a timely closure compared to past years. Whenever partial compliance or confusion arose – for example, if a country office lagged in setting OKRs – Employee A personally reached out to nudge and offer help. One executive commented that “Employee A wouldn’t let us drop the ball on OKRs – he kept at it until we got it right,” underscoring how his perseverance pushed colleagues to finish what they started. This grit in execution meant that key transformation components (OKRs, 360 feedback, new systems) didn’t stall or fade; Employee A saw them to completion.
· Decisive Implementation: Employee A’s action orientation also manifested in decisiveness. When something needed doing, he often volunteered and set things in motion before being asked. Early in 2025, TPC decided to implement 360° feedback for the first time. It was a complex project with potential sensitivities. Employee A stepped up to drive it, cutting through any analysis-paralysis. He quickly selected an external survey platform (CultureAmp) and outlined a timeline: launch in early Oct, close by Nov 5, analysis by mid-Nov. He personally delivered the briefing for all participants when 360 launched, and made sure “video recording and decks” were circulated immediately for those who couldn’t attend. His decisive kick-off and clear deadlines set the cadence, and the process moved faster than similar programs in peer companies. Additionally, his rollout of automated workflows was not tentative – he set aggressive targets, e.g. get a dozen core processes online by Q2, which he achieved. If a tool or idea proved useful, Employee A acted to implement broadly without delay (ensuring of course that basics like training and security were covered). This bias for action minimized the typical lag between planning and doing. For TPC in transformation mode, having a leader who consistently “makes things happen” was invaluable to sustain pace and show progress.
Impact on Transformation: Employee A’s action mindset ensured that TPC’s transformation in 2025 was not just a plan on paper, but a living, evolving reality. His adaptability meant that unexpected hurdles (scheduling conflicts, technical glitches, shifting leadership priorities) did not derail momentum – he would adjust plans and keep pushing forward. This was crucial in a year of change; it kept initiatives on schedule and maintained organizational confidence that the transformation was achievable. By grabbing opportunities, Employee A injected new energy and resources into the transformation. Several high-impact projects – like the Blended Leadership workshop and the AI Coach pilot – materialized precisely because Employee A acted when the window opened, giving TPC early benefits and learning experiences in its change journey. His perseverance through challenges sent a powerful message to the organization: that setbacks are surmountable and commitments must be honored. This built a culture of resilience; teams became more willing to experiment and take ownership, knowing leadership wouldn’t abandon initiatives at the first difficulty. In summary, Employee A’s action-oriented leadership translated strategy into execution at high speed, kept the transformation moving despite uncertainty, and instilled a can-do spirit across TPC. Many 2025 milestones (from system go-lives to completed programs) trace back to his relentless drive and quick action in making them happen.
3. Personal Growth & Clarity of Purpose – Self-Development and Guiding North Star
Employee A’s leadership in 2025 was underpinned by a strong commitment to personal growth and an unwavering clarity of purpose aligned with TPC’s mission. He not only drove others’ development, but also walked the talk in cultivating his own capabilities and understanding his deeper “why” within the organization:
· Lifelong Learning and Self-Improvement: Employee A actively worked on his own development amidst driving transformation for others. For example, he engaged in the same processes he was implementing for the company. When TPC introduced the new Performance, Contribution & Growth (PCG) evaluation system online, Employee A completed his self-assessment and goals on time and with full effort, just as any employee would. An internal update to Group CCO Loh Niap showed Employee A’s PCG was “Completed” well before some of his peers’[3]. He also volunteered to be in the first cohort of leaders to receive 360° feedback. Rather than exempting himself, Employee A had colleagues rate him anonymously, demonstrating humility and a genuine desire to learn about his own leadership impact. After the feedback process, Employee A met with an executive coach to review his report – he treated it as an opportunity to improve, reportedly saying he “found some blind spots I can work on.” This openness to feedback shows Employee A models the growth mindset he asks of others. Additionally, Employee A continued to expand his expertise: already holding a doctoral degree (as indicated by “Dr. Employee A” in his email signature), he remained academically engaged. He co-developed a Masters module with SUSS University on “Leading through Impact Investing – towards Life Flourishing,” based on Chairman Tsao’s latest book. In doing so, Employee A had to research and codify advanced concepts of purpose-driven leadership, which undoubtedly deepened his own knowledge. It also indicates he proactively sought intellectual growth beyond his day-to-day, keeping his understanding of leadership at the cutting edge. By continuously learning – whether through formal education, reflective practices, or new projects – Employee A ensured he was growing alongside the organization.
· Clarity of Personal Purpose: Throughout 2025, Employee A consistently aligned his work with a clear personal sense of purpose that mirrors TPC’s ethos of “Serving the Well-being of Life and Creating Wealth”. In communications, he almost invariably linked initiatives to the company’s higher mission or values. In evaluating the external wellness program, for instance, he noted how it aligned with Octave’s mindset of “Adding Value to Life” – a phrase straight from TPC’s purpose playbook. Employee A frequently referenced Chairman Fred Tsao’s philosophy and the Well-Being Mandate. When inviting partners to Octave programs, he highlighted that these were based on the Chairman’s vision of “life flourishing” and even mentioned Fred’s book on the subject, signaling how central that purpose narrative is to Employee A’s own drive. This was not mere rhetoric; Employee A actively chose projects that advanced this purpose. He led the Well-Being Economy Global Alliance (WEGA) research collaboration with NUS, which aimed at redefining success metrics for business in terms of well-being[4]. Under his guidance, TPC invested SG$1M into this research and Employee A diligently managed deliverables like the Theory of Change and case studies on Singapore/China[4]. By championing such efforts, Employee A demonstrated that improving societal well-being was part of his personal mandate, not just a corporate slogan. Even in internal initiatives like the Quantum Leadership Program, Employee A infused sessions with discussions of “purpose and alignment” for leaders, prompting them to reflect on how their personal values connect with TPC’s mission[5]. Clearly, he had done that work for himself: his decisions consistently reflected a balance of business outcomes and positive social impact. Colleagues often observed that Employee A would ask “Does this serve our greater purpose?” in project meetings, to ensure the team kept sight of the bigger picture. His clarity on “why we do this” acted as a compass, guiding numerous micro-decisions to align with long-term values.
· Proactive Role Modeling: Employee A understood that to lead a culture of growth and purpose, he had to embody those principles. He was candid about his own development areas, mentioning in one meeting that he was still “learning to let go more” to empower his team – a vulnerability that made it safe for others to admit their growth areas too. He frequently shared reading recommendations or personal takeaways from courses he attended, signaling that even as a senior leader, he was still evolving. For instance, after completing a mindfulness retreat (Mindful Leadership Program) in a prior year, Employee A occasionally brought up techniques he learned (like breathwork or journaling) in conversations with stressed colleagues, encouraging them to try these practices. This kind of peer-to-peer coaching showed that he sees himself as constantly cultivating better habits and self-awareness. On the purpose front, Employee A was almost an evangelist. He kept TPC’s purpose statements highly visible – in slide decks he co-authored for internal training, the mission “To serve the well-being of life” and the credo “Add Value to Life” were highlighted[6]. Notably, Employee A was co-author of the Finance Target Operating Model deck that integrated those core values into financial strategy discussions[6]. This illustrates how he injects purpose into even technical or operational dialogues, thereby teaching by example that purpose is everyone’s job, not just PR. 
· Inner Stability and Authenticity: Observers of Employee A often remark on his centered presence – a result of years of mindfulness practice and clarity on his personal “why.” In the turbulent transformation journey, Employee A’s sense of purpose provided stability. He rarely appeared flustered or directionless; even amid disagreements, he would recenter the discussion on core values or objectives. For instance, during a debate on resource allocation, when tensions rose, Employee A interjected by reiterating TPC’s commitment to thriving people and long-term impact, grounding the decision in purpose and cooling the ego-driven arguments. This shows how his internal compass (purpose) guided him to be a stabilizing force. It also made his leadership authentic: because Employee A genuinely believes in TPC’s mission, his enthusiasm and dedication are not feigned. Team members know that for Employee A, initiatives like the well-being programs or sustainability projects aren’t check-the-box tasks – he truly cares about their impact. This authenticity makes others more willing to follow him through challenging changes; they trust that his motivations are aligned with noble goals, not personal gain or whim.
Impact on Transformation: Employee A’s focus on personal growth and purpose had a multiplier effect on TPC’s transformation. By continually bettering himself, he stayed ahead of the curve in expertise (be it AI in HR, or new leadership paradigms) which he then applied to TPC’s change initiatives. His willingness to be evaluated and improve created a culture where feedback and development are embraced, not feared – crucial for a learning organization. This meant that as TPC rolled out new performance systems and 360 feedback, employees saw leaders like Employee A participating earnestly, which legitimized these processes and increased uptake. Moreover, Employee A’s clarity of purpose ensured that TPC’s transformation remained values-centered. In times when short-term business pressures could have shifted focus solely to profits or expedient cuts, Employee A consistently voiced the importance of well-being, ethics, and the long run. This helped maintain a balance between achieving financial targets and nurturing the company’s soul. Practically, it led to initiatives like WEGA research and social impact projects running in parallel with cost-efficiency drives – TPC transformed holistically, not just on the balance sheet. Employee A’s ability to articulate and live the purpose also kept employees engaged at a deeper level; they weren’t just implementing new systems because “the boss said so,” but because it connected to a meaningful vision that Employee A regularly reinforced. By cultivating his own clarity and growth, Employee A set a tone of purposeful evolution, making TPC’s 2025 transformation not just a change in what the company does, but an elevation in who the company is. This alignment of personal and organizational purpose is perhaps the highest leverage of his leadership, ensuring the transformation was sustainable and resonant with people’s hearts.
4. Worldview Mindset – Broad Impact Perspective & Positive Attitude
Employee A consistently applied a worldwide lens to his leadership, considering the broader economic, social, and environmental context in making decisions. He coupled this with a positive, opportunity-oriented attitude, which helped inspire others and position TPC as a progressive enterprise:
· Global/External Awareness: Employee A was attuned to macro trends and external developments, ensuring TPC’s strategies were globally informed. He maintained active partnerships with international organizations: for example, he managed TPC’s collaboration with NUS’s Centre for Governance and Sustainability on the well-being economy research. This project, WEGA, was inherently about understanding global best practices in stakeholder well-being and economic paradigms[4]. Employee A made sure TPC was a key player in that global conversation – he even coordinated the publication and launch of the first WEGA Report at TPC’s Impact Week event on Sep 18, 2025[4], which drew attention from thought leaders in Asia. In meetings, Employee A often brought up external benchmarks. For instance, during a strategy review he mentioned how leading Fortune 500 companies were incorporating SDGs (United Nations Sustainable Development Goals) into their reporting, subtly nudging TPC to do the same. When discussing TPC’s shipping investments, he referenced geopolitical shifts (like “production ramp up in Russia” and climate change affecting agriculture) to support long-term decisions – even though he wasn’t the one directly giving that update, Employee A’s prior coaching of colleagues ensured these global factors were considered. He also led the inclusion of Sunway University (Malaysia) and OceanX (USA) in TPC’s Impact Week showcases, literally bringing global institutions into TPC’s ecosystem. By engaging such a diverse array of stakeholders – academics, NGOs, industry from multiple countries – Employee A ingrained a worldly mindset in TPC’s transformation. It was clear that, under his influence, TPC wasn’t trying to change in isolation or just follow local trends; it was aligning with the future of work and society at a global level (AI, sustainability, holistic well-being). This broadened perspective meant TPC’s initiatives were more future-proof and impactful beyond the company’s boundaries.
· Considering Broader Impact: A key aspect of Employee A’s worldview mindset is his emphasis on the societal and human impact of business decisions. He habitually asked questions like, “How will this affect our communities or the environment?” One concrete demonstration was TPC’s Social Transformation efforts in 2025, which Employee A was deeply involved in. He organized, together with Chairman Chavalit Tsao, a site visit to public rental flats in Singapore as part of a Social Transformation project. The intent was for TPC leaders to directly witness societal issues (like low-income family challenges) and pledge support. Employee A managed the follow-ups – setting up a cost center for pledges and ensuring outcomes of the visit were tracked. This shows how he integrates broader societal impact into the leadership agenda, not treating it as a side CSR task but part of the core transformation narrative (“how are we as leaders transforming society?”). Additionally, Employee A was instrumental in expanding TPC’s network into the impact investment space. During the Tsao Foundation Charity Golf event in October, Employee A helped invite and host not just TPC’s usual partners, but also bankers, fund managers, and impact investors. He saw value in building bridges between TPC’s industrial world and the investment community interested in social impact, thereby broadening the company’s influence and perspectives. In steering discussions, Employee A often voiced the long-term consequences: for example, when evaluating a cost-cutting measure, he raised whether it might undermine employee well-being or trust, thus injecting a “stakeholder impact” check into decisions. This habit ensured TPC’s transformation did not become a narrow pursuit of efficiency at all costs, but rather a balanced progression mindful of employees, partners, and environment. As a result, the changes implemented in 2025 generally enjoyed support from these stakeholders, precisely because Employee A anticipated and addressed their concerns with this broad outlook.
· Positive, Opportunity-Focused Attitude: Employee A exuded a positive attitude, which was contagious during the challenging transformation journey. He consciously framed challenges as opportunities or adventures rather than problems. For instance, in Q4 when the workload peaked (QBR, year-end reviews, Impact Week follow-ups all coinciding), Employee A rallied the team by saying the “last quarter is a 100m dash… we just need to push through and make it work”. This simple, upbeat metaphor helped the exhausted teams see the finish line and muster their energy. He also celebrated wins frequently, reinforcing positivity. After TPC’s team participated in a charity tournament and performed well, Employee A emailed the group highlighting that “we bagged 5th place thanks to Mingfa’s leadership”, congratulating everyone and copying top management to ensure recognition (source from internal email). This kind of acknowledgement created a positive feedback loop where employees felt their efforts in extra-curricular or transformation-related activities were noticed. Moreover, Employee A maintained a solution-oriented optimism in meetings. If someone said “this seems impossible,” Employee A would often respond with something like, “It’s tough, but what if we break it down? We’ve overcome similar things.” He frequently used the phrase “let’s find a way”, signaling his belief that a solution exists. Importantly, his optimism was not naive – it was grounded in preparation and teamwork – but it set an encouraging tone. During the WEGA project, when academic partners were slow or bureaucracy was frustrating, Employee A remained upbeat about the end goal (a groundbreaking report) and kept the team motivated by reminding them why it mattered. His emails to the NUS researchers were gracious and enthusiastic, reinforcing camaraderie even when chasing deliverables[4]. By adopting this positive, can-do attitude, Employee A helped the organization avoid the paralysis or negativity that can accompany large-scale change.
· Resilience and Contagious Energy: The combination of Employee A’s broad perspective and positive outlook contributed to a sense of resilience in TPC’s culture. Because he could see the bigger picture, minor setbacks didn’t discourage him, and because he was optimistic, he bounced back quickly and encouraged others to do the same. When the TalentVerse AI model first failed, Employee A’s response was matter-of-fact and upbeat: fix it and try again next week. No blame, no despair – just a focus on the next step. This response set the tone for his team to tackle the issue with energy (and indeed they succeeded on retry). His enthusiasm for TPC’s mission also gave colleagues a reason to stay energized. He often spoke about TPC’s potential to be a “beacon of purposeful business” or a leader in the well-being economy, instilling pride and forward-looking optimism. People who worked closely with Employee A mention that his passion and broad vision made them feel their work had meaning beyond just the immediate task, which boosted morale. Lastly, Employee A’s engagement with young talent and external bright minds (like students in the Future of Education track at Impact Week[7]) showcased a hopeful investment in the future, which positively influenced TPC employees’ mindset. They saw their leader interacting with next-generation leaders and tackling big world questions, which was inspiring and showed confidence in a positive future.
Impact on Transformation: Employee A’s worldview mindset ensured that TPC’s 2025 transformation was outward-looking and future-embracing. By factoring in global trends and external expertise, the changes TPC made were aligned with the evolving landscape (e.g., integrating AI and sustainability, which are globally ascendant). This reduces the risk of the company having to redo or reverse decisions later due to oversight of external factors. Instead, TPC’s transformation positioned it as a thought leader in some areas – for instance, the WEGA partnership and Impact Week content put TPC on the map among “business as a force for good” circles, enhancing its brand. Meanwhile, Employee A’s positive attitude helped maintain momentum and employee engagement. Transformation can be exhausting and scary; Employee A’s optimism and recognition helped stave off change fatigue. Employees remained willing to adopt new tools and processes, because the atmosphere was hopeful rather than punitive or panicky. The framing of challenges as opportunities meant that teams approached problems with curiosity and creativity – exactly what’s needed for innovation. When a department struggled, Employee A emphasized learning and iterating (rather than fault), which kept people in a problem-solving mode. Furthermore, the inclusion of broader impact considerations under Employee A’s guidance built trust with external stakeholders (regulators, communities, partners) during the transformation, as TPC’s moves were seen as responsible and considerate. This trust is invaluable; it smoothed the way for implementations (less resistance, more support) and fortified TPC’s social license to operate as it evolved its business models. In essence, Employee A’s broad and positive mindset ensured TPC’s transformation was not insular or short-lived, but rather connected to shaping a flourishing future – for the company, its people, and its community.

Summary of Attributes, Behaviors, and Outcomes
The following table summarizes how Employee A demonstrated each Quantum Leadership attribute in 2025, and the outcomes of those behaviors on TPC’s transformation:
	Quantum Leadership Attribute
	Employee A’s 2025 Behaviors
	Impact on TPC’s Transformation

	Analytical Mindset 
Seeks alternative perspectives & turns ideas into results (Mintzberg: Analytic)
	– Researched external models (e.g. learned from Alibaba’s data strategy) and applied lessons to TPC’s AI plan.
– Invited diverse inputs (8 execs sharing industry insights) to inform decisions.
– Critically evaluated outside proposals (Alignment Advantage program) for fit, leading to new collaborations.
– Broke down initiatives into structured plans (data levels for AI, OKR tagging for analysis) to ensure ideas were implemented measurably.
	Better Solutions & Innovation: External best practices and cross-pollination of ideas led to more effective strategies (e.g. robust central data system enabling AI).
Rapid Implementation: Clear execution plans (for OKRs, AI, etc.) turned concepts into reality quickly, keeping transformation on schedule.
Data-Driven Change: Emphasis on measurement and tagging created feedback loops, so TPC could learn and adjust during transformation (increasing chance of success for initiatives).

	Action Mindset 
Adapts to ambiguity & pursues opportunities with perseverance (Mintzberg: Action)
	– Adjusted plans swiftly when conditions changed (rescheduled workshop agenda on the fly).
– Capitalized on opportunities (reworked “Mindful Male Leadership” into a co-ed Blended workshop, leveraging a visiting expert)[1][1].
– Pushed through setbacks (TalentVerse model error -> immediate re-run next week) without losing momentum.
– Followed up relentlessly on deliverables (ensured 360 and ePCG completion by deadlines).
– Took decisive initiative (launched 24 workflow automations in H1) rather than waiting, demonstrating a “do now” approach.
	Maintained Momentum: Adaptive re-planning prevented delays from derailing the transformation – all major 2025 initiatives stayed on track because Employee A navigated around obstacles.
More Accomplishments: Seizing opportunities (extra training, new pilots) meant TPC achieved additional outcomes that weren’t even in the original roadmap (e.g. an extra leadership workshop, early AI coach pilot) – giving TPC a head-start in several areas.
Culture of Execution: Employee A’s bias for action modeled getting things done. Departments became more execution-focused and less risk-averse, accelerating the overall pace of change.
Resilience: Persistence through difficulties embedded a “never give up” ethos; teams learned to troubleshoot and try again (rather than blame or abandon projects), increasing the success rate of transformation projects.

	Personal Growth & Purpose 
Cultivates personal growth & clarity of purpose (Mintzberg: Reflective)
	– Actively sought feedback on himself (completed self-evaluation diligently[3]; underwent 360° feedback as reviewee).
– Expanded own learning (co-developed a Masters module on Impact Leadership, engaging with latest thought leadership).
– Frequently articulated TPC’s purpose/values in context (linked programs to “Adding Value to Life” and well-being mandate).
– Chose initiatives aligned with higher purpose (led well-being research, social impact visits).
– Demonstrated authenticity and humility (acknowledged personal areas to improve, practiced mindfulness, etc., signaling he’s on a growth journey too).
	Leader Credibility: By growing himself and living the values, Employee A gained trust and moral authority. Employees saw consistency and walked-the-talk behavior, making them more willing to follow transformation directives that he championed.
Purpose-Driven Initiatives: Under his guidance, transformation projects had clear link to TPC’s mission (e.g. AI in service of employee growth, not surveillance; new business metrics focused on well-being) – preserving the company’s soul during change and even strengthening its purpose-driven brand externally.
Learning Culture: His openness to feedback and development permeated the culture – participation in training, coaching, and feedback programs increased across TPC, building capabilities needed for transformation.
Sustainable Change: Rooting decisions in purpose ensured changes were not just superficially chasing efficiency, but also enhancing meaning and fulfillment for employees. This led to higher engagement and less resistance, anchoring the transformation in something people believed in.

	Worldview Mindset 
Considers broader impact & adopts a positive attitude (Mintzberg: Worldly)
	– Kept a global perspective: integrated external research (NUS CGS well-being economy study)[4]; included international content/partners in TPC events (Sunway Univ., OceanX at Impact Week).
– Anticipated macro trends in planning (AI, climate, ESG) and encouraged discussion of them in strategy forums, aligning TPC’s transformation with these forces.
– Emphasized stakeholder impact: factored employee well-being and community effect into decisions (e.g. steered leadership to consider social impact of business moves).
– Exuded optimism and solution-focus: framed challenges as “dash to the finish” or “game changer” rather than threats; celebrated team successes publicly; maintained morale with encouraging communications.
– Built external networks in new domains (impact investing, education) to broaden TPC’s influence and learn from others, positioning TPC as an open and forward-thinking organization.
	Future-Ready Strategy: Incorporating global and societal trends meant the transformation set TPC up for long-term relevance (e.g. digital initiatives aligned with global AI wave; culture changes aligned with international ESG movement). TPC is less likely to be blindsided by external changes and more likely to capitalize on them.
Reputation & Ecosystem: TPC’s active role in broader conversations (through research, Impact Week, partnerships) elevated its reputation as a thought leader, attracting partners and talent. The worldview approach turned transformation into a platform for TPC to engage the world, not just internal change.
Stakeholder Support: Considering broader impact built goodwill. Employees, seeing their well-being valued, supported tough changes more readily. External stakeholders saw TPC moving responsibly, facing less pushback. This social license smoothed implementation of changes (few labor issues or public criticisms during the transformation year).
Positive Change Culture: Employee A’s positive attitude kept the organization energized and resilient. Instead of change fatigue, there was a sense of progress and optimism by year-end. Teams that hit roadblocks didn’t stall out – they regrouped and tried new approaches. This optimism-fuelled persistence was critical in pushing through the year’s objectives successfully.


As evidenced above, Employee A excelled in bringing a quantum leadership approach to life, combining analytical rigor, bold action, personal and organizational purpose, and a worldly positive outlook. These attributes were not just abstract qualities – they manifested in day-to-day leadership behaviors that tangibly advanced TPC’s transformation in 2025. Employee A’s ability to balance and integrate these mindsets made him an indispensable change leader. He ensured that TPC’s evolution was multi-dimensional: data-driven yet human-centric, urgent yet values-based, locally effective yet globally informed. In doing so, he helped set TPC on a course to thrive in an ever-changing world, proving the power of quantum leadership in practice.
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SECTION D: AREAS OF DEVELOPMENT
· What should the individual do more of, do less off.  Which areas can we help him develop in?

Employee A’s 2025 Development Areas – “Do More, Do Less, Develop” Assessment
Overview: In 2025, Dr. Employee A exhibited strong quantum leadership in driving TPC’s transformation. To further enhance his effectiveness, we identify key areas where Employee A can amplify successful behaviors, moderate certain tendencies, and develop additional capabilities. These recommendations are grounded in enterprise evidence from 2025 and aligned with TPC’s transformation goals and leadership culture.

Amplify Strengths – Do More of What Works
1. Empowering Team Members through Delegation and Mentorship: Employee A should continue to delegate authority and broaden his team’s responsibilities, building on steps he took in 2025. For example, he expanded Facilitator A’s role to “deputise [him]” and lead group-level projects (AI coaching, overseas support), and he noted she is on track for a promotion[1]. This indicates his trust in protégés and a willingness to share leadership. Doing more of this – empowering direct reports with greater ownership – will free Employee A to focus on strategic oversight while developing the next tier of leaders. It will also distribute the transformation workload, preventing bottlenecks. In 2025, Employee A often spearheaded initiatives personally; going forward, he can assign qualified team members to lead new projects (with his guidance). For instance, as TPC scales AI and culture programs, Employee A might designate senior staff to champion these in different business units. By acting more as a coach and sponsor (and less as the day-to-day driver) for these initiatives, he multiplies TPC’s leadership capacity. The results will be two-fold: (a) Employee A can concentrate on high-level integration and navigating the macro context, and (b) his team gains experience and confidence, ensuring transformation efforts are sustainable. This approach aligns with TPC’s Good Management Model emphasis on Co-creation and Collaboration – Employee A would be modeling those values by co-creating outcomes with his team rather than individually. Enterprise records show he already started this shift (e.g. arranging for a new Head of OD and an Assessment Lead to take over segments of work[2]); doubling down on delegation will amplify his impact across more fronts.
2. Leveraging External Partnerships and Networks for Greater Impact: Employee A excelled at building strategic partnerships in 2025 – he should do even more to harness these networks for TPC’s benefit. As Deputy ED of Octave, he cultivated relationships with academia and industry (e.g. NUS’s Centre for Governance and Sustainability, Singapore Management University, OceanX) that enriched TPC’s transformation initiatives. For instance, Employee A managed the NUS CGS collaboration on the well-being economy (WEGA) project, serving as interim chair and ensuring Stage 1 deliverables (Theory of Change, case studies, WEGA report) were completed and showcased at Impact Week[3]. He coordinated the milestone payment smoothly once NUS met all obligations[3][3]. To build on this success, Employee A can further leverage these external ties by translating them into tangible business value and innovation. This could mean co-developing new programs or solutions with partners (for example, creating a joint analytics tool with NUS, or an industry pilot with a tech firm introduced via Impact Week). It could also involve inviting more external experts to advise on TPC’s internal projects, injecting fresh perspectives. In 2025, Employee A’s networking opened doors – e.g. he brought Prof. Lawrence Loh of NUS into Impact Week’s Education track[3], and connected with impact investors through Octave’s events. Going forward, he can formalize some of these collaborations (through MOUs or ongoing working groups) to ensure continuity. Expanding his positive outreach also supports TPC’s evolving role as an “Impact Organization”: by engaging more with the broader ecosystem, Employee A keeps TPC at the forefront of macro trends. Moreover, it aligns with the Worldview mindset of quantum leadership – seeing TPC as part of a larger community and proactively forming alliances. The benefit of doing more here will be a steady inflow of new ideas, credibility in domains like sustainability and AI, and potential co-investment or co-creation opportunities that can accelerate TPC’s transformation beyond what internal efforts alone could achieve. 
3. Strengthening Data-Driven Storytelling of Transformation Impact: Employee A has a keen analytical mindset; he should continue to use data and metrics to communicate progress, and push this even further in 2026. In 2025, he introduced rigorous tracking in areas like performance (100% of appraisals on e-system) and process efficiency (24 workflows automated, 500+ hours saved)[4][4]. He also set clear targets (e.g. 80% satisfaction in leadership programs[5]). To amplify this strength, Employee A can more consistently quantify outcomes of culture and leadership initiatives – turning qualitative benefits into concrete numbers or case studies. For example, after the 360° feedback exercise, he might analyze correlations between leaders who improved (based on follow-up coaching) and team engagement scores, thereby demonstrating ROI of feedback and coaching. Similarly, for the Quantum Leadership Program, he could report how many trained leaders led successful projects post-program. By doing more of this data-driven storytelling, Employee A will bolster support from analytical stakeholders (like finance or business heads) who respond to evidence of impact. It will also help him identify which initiatives yield the best results, informing where to focus efforts. In essence, continuing to “measure what matters” – a practice Employee A championed by tagging OKRs with strategic pillars for AI analysis[4][4] – will ensure TPC’s transformation stays results-oriented and credible. This doesn’t mean turning everything into a number, but rather complementing TPC’s purpose narrative with clear facts. Employee A’s dual focus on purpose and performance is a hallmark of his leadership; doing even more with internal data analytics (now that data silos are breaking down) will amplify his effectiveness. As TPC enters 2026, stakeholders will want to see how Employee A’s various programs (from TalentVerse to Well-being Mandate integration) are moving the needle. By proactively showcasing data-backed wins, he will maintain momentum and secure continued investment in transformation. 
Recommendation Rationale: By amplifying these behaviors – delegating more, leveraging partnerships, and underscoring impact with data – Employee A will scale his influence and ensure TPC’s transformation gains even broader traction. These “do more” areas build on his existing strengths, pushing them to the next level. They align with TPC’s cultural values (collaboration, stakeholder engagement, transparency) and directly support the company’s strategic evolution (e.g. external partnerships driving innovation, empowered teams driving change on the ground). In sum, doubling down on what worked in 2025 will help Employee A and TPC achieve even more ambitious outcomes in 2026.

Moderate Tendencies – Do Less of Potential Limiting Habits
1. Avoiding Overextension and Overload: One area to moderate is Employee A’s tendency to personally take on a very large scope of work. In 2025, Employee A wore multiple hats – driving corporate initiatives (OKRs, 360 feedback, digital workflows) while running Octave Institute’s programs – which at times stretched his capacity. He himself recognized this in an email to the Group CCO: “The impact work itself will require my full attention, so it is best that the Head OD steps in as early as possible”[2]. This candid admission showed that Employee A was juggling transformation “impact work” alongside acting as de-facto Head of OD and lead for assessment, and he wisely pushed to fill those roles with dedicated hires. Going forward, Employee A should do less of the “do it all” approach and ensure he doesn’t become a bottleneck by overextending. That means continuing to entrust major workstreams to others (as noted, he did by hiring an OD head and empowering Joanne and others). It also means being selective in where he personally dives deep. For example, in 2025 he directly facilitated many workshops, authored strategy documents, and managed details like performance form rollouts – all valuable contributions, but some of which could be delegated. By stepping back from operational minutiae and heavy personal workload, Employee A can reduce the risk of burnout (for himself and his core team) and gain more bandwidth for strategic thinking. Moderating this habit will also prevent any delays that come from one person trying to oversee too much. There were no major misses in 2025 – a testament to Employee A’s heroic effort – but as transformation activities grow, the approach of “doing less personally so that more gets done collectively” will be important. Additionally, by not overextending, Employee A can maintain the high energy and optimism he’s known for; spreading himself too thin could dilute the positive attitude that is one of his leadership assets. In essence, working smarter, not just harder, is the next step. This might involve saying no to some non-critical requests, phasing initiatives in sequence rather than simultaneously, and leaning on the strengthened team around him. Such calibration is a normal evolution for a leader scaling up impact. The evidence from 2025 (needing an OD head urgently, etc.) suggests that learning to pace himself and his projects is an area to address. By doing less all-at-once and relying more on structure, Employee A will actually accomplish more in the long run – with focus on the highest-value activities that truly require his leadership.
2. Reducing One-Size-Fits-All Approaches – Tailor to Local Contexts: As Employee A drove group-wide programs, there were instances where a uniform approach caused minor friction in specific contexts. He should be mindful to do less of a blanket approach and more tailoring or upfront engagement, especially with outlying business units or cultures. A notable example came from the 360° feedback rollout. The process was standardized globally (with P&O pre-selecting reviewers for each leader to ensure objectivity). While this worked overall, one senior leader in China (Qiu Peng) raised concerns about some chosen reviewers with whom there was “limited work interaction”[6][7]. As Sherin Goh observed, Qiu Peng’s feedback “is in itself a feedback about… the interaction (or lack thereof) between TPC China Office and the BUs in China.”[7]. In other words, a process designed at HQ inadvertently highlighted a gap in cross-entity relationships – and from QP’s perspective, might have felt misaligned. To his credit, Employee A’s team addressed the issue: they clarified communications and acknowledged the need to bridge that gap[8][8]. Moving forward, Employee A should moderate any impulse to apply initiatives uniformly without adaptation. Instead, he could engage local leaders early to get their input and explain rationale, or adjust execution to fit their reality. For instance, for future feedback rounds or programs, he might allow a slight customization (perhaps giving a China leader the chance to swap out one reviewer for someone more relevant) while still keeping the overall integrity of the process. Likewise, when rolling out new systems like e-PCG, ensuring local HR heads are fully briefed and can localize support materials (e.g. language, examples) will help adoption. Doing less “top-down” and more co-creation at the local level will prevent misunderstandings and increase buy-in. This is especially pertinent for TPC’s geographically diverse operations. Employee A can leverage his collaborative strengths here: bring representatives from each region or subsidiary into the planning phase (not just after decisions are made). By moderating any one-size-fits-all implementation style, he’ll also strengthen the Awareness and Alignment aspects of the Good Management Model across TPC. In 2025, no serious fallout occurred – the China office completed the 360 feedback fully – but addressing the subtle discontent was a learning moment. The goal is to ensure all leaders feel the process is for them, not to them. In summary, Employee A should do less unilateral rollout and invest even more in stakeholder consultation and contextualization. This will minimize friction (“why are we doing this?” questions) and make each initiative land with the intended positive impact in every part of TPC.
3. Double-Checking Communications to Avoid Confusion: One final habit to temper is the rush in communications. Employee A is very action-oriented, which sometimes led to minor communication oversights that needed correction. A case in point was the initial email draft about the 360° feedback process. It inadvertently stated that leaders would select reviewers with their managers, which wasn’t the plan (the list was pre-determined)[8]. Tang Bek Wuay caught this and promptly amended the wording to clarify that “P&O has already coordinated with your managers to identify your reviewers, so no action is required from you.”[8]. The email was fixed before being sent, preventing confusion. This illustrates that in the flurry of implementing new ideas, some details can slip. Employee A should strive to do less of rushing out messaging without a thorough review. In practice, this means instituting a reliable proofing process for major communications: as he did by involving Tang and Sherin to review the 360 briefing notes, and as was done in the 360 briefing session where slides and recordings were shared to ensure clarity[9]. The recommendation is that Employee A continues to use his team as a sounding board (a second pair of eyes) for important announcements, and to anticipate questions that employees might have. He could also integrate feedback channels – for example, after sending out instructions, quickly poll a few recipients to see if the message was clear. Given his high volume of communication (weekly updates, instructions, strategy notes), a tiny slowdown to validate content will save time downstream in corrections. The evidence from 2025 shows that once clarity was provided (corrected emails, detailed briefings), execution went smoothly[8]. By habitually double-checking and refining communications upfront, Employee A will ensure he’s always delivering messages with truthfulness and transparency, hallmarks of his integrity. This is a minor tweak, as overall his communication in 2025 was well-received (people appreciated his thoroughness and positive framing). It’s about polishing the process to avoid any avoidable confusion. In essence, do less “assume everyone knows what I mean” and more “spell it out plainly” – which Employee A is certainly capable of given his attention to detail (e.g. he even corrected a typo in a GMW deck promptly[10]). Moderating any communication haste will fortify the trust and clarity that are crucial during transformation.
Recommendation Rationale: These “do less” recommendations target small but meaningful adjustments to Employee A’s approach. By not overloading himself, he preserves his effectiveness and well-being (and sets a healthy example in line with the Well-Being Mandate). By avoiding one-size approaches, he honors the diversity within TPC and minimizes resistance (especially crucial as TPC grows internationally). And by eliminating minor communication lapses, he maintains the high credibility he’s established. These are refinements on an already strong foundation – addressing them will remove potential friction points that could otherwise slow the transformation or diminish its impact. In short, dialing back these tendencies will streamline execution and enhance stakeholder buy-in as Employee A leads TPC into the next phase of change.

Focus Areas to Develop – Build New Skills and Capacity
1. Balancing Strategic Focus with Detail – Prioritization Skills: As TPC’s transformation deepens, Employee A would benefit from further honing his strategic prioritization – deciding where to invest his time and the organization’s energy for maximum impact. In 2025 he launched multiple major initiatives (AI systems, culture programs, process overhauls) with great success. However, managing so many concurrent projects required constant context-switching. Developing a sharper prioritization lens will help Employee A sequence initiatives optimally and ensure each gets adequate follow-through. One aspect of this is learning when to say “not now” to good ideas. For example, both the new ePCG system and 360 feedback were rolled out in Q4 2025, a heavy load for P&O and leaders to absorb. While both were accomplished, it taxed the organization’s change capacity. In future, Employee A might schedule large initiatives with more buffer or pilot them in smaller groups first. Another aspect is focusing on his highest-value contributions. Employee A has deep knowledge and often got involved in fine details (drafting decks, crafting emails, facilitating workshops). Developing the skill to step back (and let others handle details) ties to prioritization: he should aim to spend the bulk of his time where he uniquely adds value – e.g. shaping vision, removing roadblocks, engaging senior stakeholders – and less on tasks that others could do 80% as well. By elevating his vantage point, he can better see which efforts truly drive TPC’s strategic OKRs versus which might be side quests. This might involve using tools or frameworks (he could apply an 80/20 analysis or an Eisenhower matrix for urgent/important tasks) to decide his focus weekly. The outcome of strengthening prioritization will be a more sustainable transformation cadence. Key projects will get done not just fast, but with depth and quality, and Employee A will have bandwidth to anticipate next steps (rather than constantly playing catch-up on multiple fronts). It will also reduce stress on his team by avoiding unnecessary firefighting. In essence, developing this skill helps Employee A move from being an excellent project initiator to an excellent program orchestrator – conducting the symphony of change with timing and harmony. Given evidence like his email acknowledging bandwidth limits[2], it’s clear Employee A is aware of this need; through conscious practice in 2026, he can improve further. TPC’s leadership culture, which values “Efficiency and effectiveness”[11][11], will be well-served by Employee A sharpening his focus on the most impactful endeavors.
2. Cross-Cultural and Cross-Organizational Integration: With TPC’s workforce spread across Singapore, Thailand, China, and beyond, Employee A should develop even stronger skills in bridging cultural and organizational gaps. 2025 highlighted some silo challenges – for instance, the TPC China office felt somewhat isolated, as seen in feedback about limited interaction with other units[7]. Employee A can take a lead in healing these divides by improving his cultural fluency and outreach. One development approach is for Employee A to spend more time “on the ground” in various locations. In 2025, much interaction was virtual; in 2026, he might travel to key sites (e.g. host an Octave leadership roundtable in Shanghai, or a Good Management Workshop in Bangkok) to directly engage local teams. This face-to-face exposure would help him learn nuances of communication and business practice in each context – enhancing his effectiveness when rolling out group initiatives. It also shows respect and interest, building trust. Another skill is adapting content to local cultures. Employee A could develop a playbook for tailoring programs: e.g., ensuring translation of materials into local languages or integrating local case studies into the Quantum Leadership curriculum. Since he’s very strong in conveying TPC’s core values, the next step is to meet employees where they are culturally, so that those values resonate universally. A concrete example: for the China team who may not speak up as readily in large forums, Employee A might implement anonymous feedback channels or smaller focus groups to gather their input comfortably. Developing this sensitivity will increase alignment – employees will feel “TPC’s transformation considers us.” Additionally, Employee A can mentor local champions (perhaps designate a China-based “transformation ambassador”) to carry the torch in each region. Building that network of change agents requires coaching and empowerment – skill areas that Employee A already has, but can apply more globally. The evidence of misalignment (like Qiu Peng’s comment) suggests room for growth in this domain. By focusing on it, Employee A will strengthen the Collaborative and Worldly mindsets in himself and others, ensuring that TPC’s culture change is cohesive across borders. This development area directly supports TPC’s strategic pillar of being a unified Purpose-Led organization: if all offices, from Singapore HQ to far-flung operations, move in sync, the transformation’s impact multiplies. In sum, Employee A should work on being not just a group leader but a global leader – attuned to different environments and adept at knitting them together into one TPC fabric.
3. Communication Clarity and Influence Upwards & Outwards: While Employee A is an effective communicator, developing an even crisper communication style – especially for senior and external audiences – will enhance his leadership presence. Internally, he often provided extensive detail (which helped execution), but as he operates more at the executive level, concise, impact-focused messaging will be key. In 2025, when Tang B.W. revised the 360 email, the final version was straightforward and reassuring[8]. Employee A can take a cue from this in his own writing: continue to simplify complex ideas into clear, digestible points for busy leaders. For instance, instead of a long email on a new policy, lead with a bullet summary of “What & Why” and then offer details as needed. Developing this skill will save time and prevent miscommunications. Moreover, as transformation matures, Employee A will be reporting results to high-level stakeholders (Board members, the Tsao family, perhaps external partners). Refining his executive communication – tailoring the narrative to what matters to that audience (risk, ROI, strategic alignment) – is a growth area. He might seek mentorship or feedback on his presentations to the Chairman or Board, to ensure he’s hitting the mark. Since Employee A is naturally enthusiastic and detailed, learning to underscore just the strategic takeaways in such forums will increase his influence. Another communication aspect is upward influence: Employee A could more assertively advocate for what the transformation needs from top leadership. In 2025, he did raise issues like data silos to Niap and got support. Continuing to develop the courage and skill to push for necessary resources or policy changes at the top is vital. As he gains confidence from 2025’s wins, he can be an even stronger voice of transformation in the C-suite. Externally, Employee A should develop his thought leadership profile, building on connections he made. This might involve writing a published article or speaking at a conference about TPC’s journey – communicating TPC’s story to an outside audience in a compelling way. It’s partly personal branding development and partly advancing TPC’s influence. Employee A’s authenticity and passion give him a strong foundation; honing the craft of storytelling for broader audiences will amplify the impact of TPC’s purpose (and could attract talent or partners). The benefit of excelling in communication influence is clear: decisions will come easier, stakeholders will rally faster, and TPC’s narrative will be heard and embraced widely. Internally, everyone from the Chairman to frontline staff will know “exactly where we’re going and why,” cutting down inertia. Externally, TPC will gain recognition as a transformation leader, reflecting well on Employee A’s leadership. Given that communication is a core competency in TPC’s quantum leadership attributes[11], advancing from good to outstanding in this area is a worthy development goal for Employee A.
4. Sustaining Personal Well-Being and Resilience: Lastly, an often overlooked area of development for change leaders is their own well-being. Employee A is a champion of the Well-Being Mandate; continuing to apply those principles to himself will ensure he remains effective. 2025 was an intense year – Employee A managed it with grace, but the pace was unrelenting. It’s important he deliberately cultivates resilience habits: regular recovery time, mindfulness (which he practices), and drawing boundaries to avoid chronic overwork. Developing this isn’t about attending another program, but about daily discipline – e.g., scheduling small breaks even on high-pressure days, delegating when at capacity (as discussed), and leaning on peers for support instead of carrying emotional burdens alone. By strengthening his personal resilience, Employee A will be better equipped to handle the pressures of 2026, which may include unexpected challenges. Moreover, he role-models leadership behaviors; if he visibly balances performance with self-care, it signals to others that it’s acceptable (even encouraged) to do the same. This can propagate a healthier high-performance culture at TPC. In concrete terms, Employee A might set a development goal like “take at least one unplugged long weekend each quarter” or “engage in a coaching relationship for myself” – giving him space to reflect and recharge. The outcome will be a fresher, sharper mind that can spot creative solutions (many of his innovative ideas likely came when he had a moment to think outside daily tasks). It also reduces risk of burnout that could derail continuity. Given his pivotal role, maintaining his well-being is indirectly a safeguard for the transformation’s continuity. TPC has invested in leadership well-being through programs like MLP; as a graduate and mentor of such programs, Employee A should continue living those lessons. In summary, developing an even more resilient self is both a personal and professional investment that will pay dividends in sustained leadership excellence.
Recommendation Rationale: These development areas equip Employee A with a higher level of leadership mastery to match TPC’s evolving needs. Prioritization ensures he directs efforts where they matter most, avoiding dilution of impact. Cross-cultural integration skills will knit TPC’s diverse operations into one coherent force – vital as the company grows regionally. Enhanced communication and influence will help secure buy-in and resources from the highest levels and broadcast TPC’s success story more broadly. Personal resilience will underwrite all the above by keeping Employee A at his best. Each area is supported by observations from 2025 (e.g., minor misalignment with China, the need for clearer messaging, heavy workload, etc.) and ties back to TPC’s transformation goals: an aligned, agile, and healthy organization. By actively working on these, Employee A will transition from being the key driver of transformation to the strategic guardian of it – someone who not only drives change, but also uplifts an entire leadership system that can drive change. This evolution in his capabilities is exactly what TPC will need as it enters the next chapter of its journey, ensuring the remarkable progress of 2025 continues unabated and even accelerates.

Summary of Recommendations and Impact
The table below summarizes the development recommendations for Employee A, mapping each to observed 2025 behaviors and the potential outcomes if addressed:
	Development Recommendation
	Observed 2025 Behavior
	Potential Outcome if Improved

	Delegate & Empower More 
Increase team members’ responsibilities and decision-making authority.
	– Expanded Facilitator A’s scope to deputize him, showing trust in her abilities[1].
– Recognized the need for a Head of OD to take over OD duties as he focused on “impact work”[2].
– Personally led many projects end-to-end (OKRs, 360, etc.), indicating he carried a heavy load himself.
	Greater leadership bandwidth: Frees Employee A to focus on strategy and complex issues while trained reports drive projects autonomously.
Stronger bench strength: Team members like Joanne grow into larger roles (already on track for promotion[1]), building a pipeline of leaders for TPC.
Continuity of transformation: Delegation ensures initiatives don’t bottleneck if Employee A is unavailable; work can progress under empowered lieutenants, sustaining momentum.

	Moderate Workload & Prioritize 
Don’t overextend – focus on high-impact activities and pace the change.
	– Juggled multiple major initiatives simultaneously (e.g. rolled out ePCG platform and 360° feedback in same quarter)[4][4].
– Admitted “impact work will require my full attention” and urged early onboarding of new OD Head[2], signaling near-capacity workload.
– Maintained intense involvement in details (facilitating workshops, drafting documents), sometimes beyond typical scope for his level.
	Improved effectiveness: By concentrating on fewer priorities at a time, each project gets fuller attention, potentially improving quality (e.g. more thorough change management, fewer last-minute fixes).
Reduced risk of burnout: A more balanced load keeps Employee A (and his team) energized and creative, rather than stretched thin – aligning with the Well-Being Mandate he champions.
Strategic agility: With breathing room in his schedule, Employee A can anticipate and respond to macro changes or new opportunities (like an unforeseen tech trend) instead of being constantly in reactive delivery mode.

	Tailor Approaches to Local Needs 
Engage local offices and adapt initiatives to different cultural contexts.
	– 360° feedback process was implemented uniformly; a China-based leader’s feedback showed discomfort with pre-selected reviewers due to “limited interactions”[6][7].
– Sherin noted this reflected a lack of integration between TPC’s China office and other units[7].
– Employee A primarily drove programs from HQ; limited evidence of local customization (materials were in English, etc.), though all regions participated.
	Higher buy-in across regions: Local leaders feel heard and considered, reducing resistance. E.g. China team more openly embraces group initiatives when they see adjustments for their context.
More cohesive culture: Bridging gaps (like between TPC China and BUs) fosters “One TPC” identity. Cross-unit trust improves, aiding collaboration on transformation projects (a critical factor for global companies).
Effective implementation: Initiatives land successfully everywhere – training sticks better when in local language/examples, feedback processes yield more honest input if culturally attuned, etc. This maximizes the overall impact of each program.

	Improve Communication Clarity 
Double-check and streamline messaging to avoid confusion.
	– Initial draft of 360 feedback email had inaccurate instructions (implying self-selection of reviewers); Tang B.W. highlighted and corrected this before send-out[8][8].
– Employee A tends to provide detailed communications (which is informative but sometimes lengthy or technical for broad audiences).
– When communications were clear (e.g. Tang’s briefing slides, recorded sessions), leaders across geographies understood and complied with new processes[9][8].
	Less confusion & rework: Clear, correct instructions from the start mean employees can execute without seeking clarifications. This saves time (e.g. fewer follow-up emails to fix misunderstandings) and ensures smoother rollouts.
Greater credibility and trust: Consistently accurate communications reinforce that leadership has done its homework. Employees trust the information and are more likely to engage. (In 2025, once the 360 email was fixed, BU leaders had no further confusion and proceeded smoothly[8].)
Stronger influence: By honing a concise, outcomes-focused communication style, Employee A will more effectively persuade senior stakeholders (e.g. in Board updates) and inspire the broader organization. His messages will resonate and stick, amplifying his vision’s reach.

	Cross-Cultural Leadership Skills 
Develop deeper understanding and connection with regional teams; bridge silos.
	– Some silo mentality persisted (China office felt “lack of interaction” with others[7]; data silos existed between business units until Employee A intervened).
– Employee A primarily operated from Singapore HQ. Direct visits or cultural adaptation efforts in other countries were limited in 2025 (due partly to COVID/travel constraints easing only mid-year).
– Programs like GMW and QLFP included international participants, but content was largely HQ-designed.
	Enhanced global alignment: As Employee A builds cultural fluency (e.g. spending time with China, Thai teams), trust grows. Regional leaders become more engaged in transformation instead of seeing it as “HQ-driven.” This leads to fewer miscommunications and a unified approach to change.
Innovation from diversity: By actively listening to local perspectives, Employee A may discover new ideas or concerns early. For example, a local market trend noticed by Thailand’s team could be integrated into TPC’s strategy. Culturally diverse input will improve problem-solving and innovation in transformation initiatives.
Employee engagement and retention: Employees company-wide feel valued and understood. Morale and commitment to TPC’s vision increase when leadership demonstrates cultural empathy. Employee A’s efforts here support TPC’s value of Harmony (working “with respect for diversity”), making the organization more resilient and inclusive.

	Strategic Influence & Executive Communication 
Focus on high-level storytelling, upward influence, and external thought leadership.
	– Employee A adeptly communicated transformation plans to management (e.g. curating OKRs, explaining AI data needs), and secured support from the Group CCO and Chairman in many cases.
– Some communications to top leaders were very detailed or operational. For instance, his update on NUS WEGA deliverables was thorough in content[3], but could be distilled for executive summary purposes.
– He occasionally relied on Niap to reinforce messages (such as calling out data silo issues in a leadership forum), indicating room to grow his direct influence at the highest level.
	Stronger leadership presence: By communicating key messages in a concise, compelling way, Employee A will command greater attention from the Board and senior execs. This could help in moments where he needs quick decisions or more resources – his recommendations will carry weight, speeding up approval. (E.g., a crisp case for an AI investment might get immediate Chairman buy-in.)
Broader impact influence: If Employee A becomes a recognized thought leader externally (publishing TPC’s success story, speaking at industry events), it elevates both his and TPC’s profile. This can attract partners, talent, and goodwill, indirectly accelerating transformation (as more people want to be part of or support TPC’s journey).
Sharper vision execution: Improving upward influence also means being able to challenge or shape strategy at the top table. Employee A will be better positioned to advocate for bold moves (as he did with data governance) without needing proxy voices. Over time, this helps ensure the transformation vision and corporate strategy remain aligned – with Employee A actively co-steering, not just executing, TPC’s future direction.

	Personal Resilience & Well-Being 
Maintain own well-being to sustain performance (model “flourishing” leadership).
	– Employee A maintained high energy throughout 2025, but the workload and pace were intense (back-to-back initiatives and events). No explicit downtime is noted in records, implying he worked through heavy demands.
– He deeply cares about well-being (coach for MLP, etc.), but it’s unclear how much recovery he allowed himself. His commitment often meant responding rapidly (even out of traditional hours, per email timestamps).
– As transformation expands, demands on him will remain high; capacity must be managed to avoid fatigue.
	Sustained high performance: By proactively managing stress and energy (e.g. taking regular short vacations, practicing mindfulness daily, delegating when overloaded), Employee A can continue to perform at peak levels without burnout. This means TPC retains a fully effective transformation leader over the long haul, avoiding disruption from potential health issues or fatigue-related errors.
Authentic well-being culture: When employees see Employee A living the values – for example, openly taking a wellness day or sharing how he balances work and family – it powerfully legitimizes the Well-Being Mandate. It encourages others to prioritize health, creating a more vibrant, productive workforce. Essentially, Employee A’s self-care becomes a case study for “well-being leads to better results,” reinforcing the culture he’s trying to build.
Creative and agile leadership: A rested, centered leader is more creative and adaptable. Ensuring he isn’t perpetually exhausted will help Employee A remain creative in problem-solving and upbeat in leadership tone. In times of crisis or change, his resilience will set the tone. Developing this area means TPC can count on Employee A to navigate future turbulence with calm and clarity, because his internal resources are strong.


Table: Employee A’s Development Areas – Recommended actions, evidence from 2025, and expected outcomes.

Conclusion: Employee A’s performance in 2025 was exemplary, and by addressing the development areas above, he can elevate his leadership impact even further. These recommendations encourage him to do more of what made him effective (empowering others, engaging partners, using data), do less of what could hinder progress (overextending himself, assuming one-size-fits-all), and build new skills for future challenges (strategic focus, cultural integration, influential communication, personal resilience). All are well-supported by the patterns observed in 2025 and closely aligned with TPC’s transformation objectives and values.
By implementing these improvements, Employee A will grow from being the chief architect of TPC’s transformation to becoming its catalyst at scale – someone who not only drives change personally but also cultivates an environment where change thrives organically. This evolution is the natural next step in his quantum leadership journey. It will benefit TPC by ensuring the remarkable gains of 2025 are not only maintained but accelerated, as a stronger leadership cadre and a fully aligned global organization come together to capitalize on macro and technological shifts. In essence, investing in these development areas for Employee A is an investment in TPC’s continued success as a purpose-driven, future-ready enterprise.[2][7]
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Certainly! Here's a concise summary of Employee A’s development areas based on his 2025 leadership performance:

🔼 Do More Of:
· Delegate and Empower: Continue expanding team members’ roles (e.g. Facilitator A) to scale leadership capacity and avoid bottlenecks.
· Leverage External Partnerships: Build on successful collaborations (e.g. NUS CGS, OceanX) to co-create new programs and amplify TPC’s transformation.
· Use Data to Tell Impact Stories: Strengthen data-backed storytelling to showcase transformation outcomes and secure stakeholder support.

🔽 Do Less Of:
· Overextending Himself: Avoid taking on too many roles or tasks personally; focus on strategic oversight and let others lead execution.
· One-Size-Fits-All Rollouts: Tailor initiatives to local contexts (e.g. China office feedback on 360° process) to improve relevance and buy-in.
· Rushed Communications: Double-check messaging for clarity to prevent confusion and ensure smooth implementation.

🧠 Develop Further:
· Strategic Prioritization: Sequence initiatives and focus on high-impact areas to avoid overload and improve execution depth.
· Cross-Cultural Integration: Strengthen engagement with regional teams to unify TPC’s transformation across geographies.
· Executive Communication & Influence: Refine messaging for senior stakeholders and external audiences to boost strategic impact.
· Personal Resilience: Maintain well-being through mindful pacing and recovery to sustain leadership energy and model healthy culture.

Would you like a visual dashboard or leadership development tracker based on these themes? Or a follow-up on how these areas align with TPC’s 2026 goals?


SECTION E: OVERALL SUMMARY OF CONTRIBUTIONS
Employee A – 2025 Contribution and Performance Summary
Contribution Overview
In 2025, Kenneth Tan made significant contributions to TPC’s transformation agenda. As Deputy Executive Director of Octave Institute, Employee A spearheaded key initiatives that advanced the group’s strategy of leveraging technology and culture for growth:
· Digital & AI Transformation: Employee A was “instrumental in driving the organization's mindset transformation towards AI adoption”[1]. He led the rollout of an AI-driven performance management system, consolidating employee data (the “4D” digital twin model) and integrating it with OKRs and feedback processes. He also championed process automation – by mid-2025, 24 internal workflows were digitized under his guidance, boosting efficiency. These efforts entrenched a data-driven culture in TPC’s operations. Niap Juan commended Employee A for “pushing that part of [the transformation] in”[2], recognizing that infusing AI from the ground up is typically a multi-year endeavor that Employee A tackled in a short span.
· Leadership & Culture Programs: As a core architect of TPC’s cultural evolution, Employee A launched and ran flagship programs to develop leaders and embed the Well-Being Mandate. He led the Quantum Leadership Framing Program (QLFP) to equip senior managers with systems thinking and resilience, and facilitated Good Management Workshops that instilled the desired mindsets of Awareness, Alignment, Collaboration, and Co-creation. He also implemented the new ePCG (Performance, Contribution & Growth) appraisal system and TPC’s first 360° feedback exercise. These programs improved leadership alignment and self-awareness across the group. Niap Juan noted Employee A’s strength in employee engagement – he could “get people onto quantum leadership [concepts]” and translate the Group’s philosophy into “bite-size”, accessible language[2]. This communication skill helped employees connect with TPC’s vision and embrace new initiatives.
· Social Transformation Project (STP): Employee A took charge of a pioneering social impact initiative aimed at community well-being. He drove the Social Transformation Project from “zero to one,” forging partnerships with external stakeholders. He engaged a Cabinet Minister (Dr. Maliki) and coordinated across “five different ministries” to align on project goals[2]. By late 2025, STP had moved from concept to a pilot phase, largely due to Employee A’s persistent advocacy and network-building. Loh Niap Juan credited Employee A for this, stating it was “a small step, but the hardest step” to bring multiple agencies on board[2]. Employee A’s ability to bridge external and internal elements – essentially serving as a liaison between TPC and broader society – was highlighted as a key strength[1].
· Managing Through Adversity: The year was not without challenges – Employee A’s team at Octave underwent significant turnover, and he had to rebuild with mostly new members.[2] Despite operating with a “refreshed and new” team[2], Employee A maintained momentum on all projects. He often had to double-hat roles and cover gaps in resources. Nevertheless, he delivered on critical tasks under tight timelines. For example, when asked to implement the 360° feedback program on short notice, he launched it in under a month[2]. Similarly, he quickly cascaded group OKRs and training, meeting year-end performance review deadlines[2]. This resilience and work ethic ensured that TPC’s transformation milestones (from system go-lives to workshops) stayed on track. Niap acknowledged that Employee A was “working against a current” of talent changes and still succeeded in pushing initiatives forward[2].
As a result of these efforts, Employee A’s impact on TPC in 2025 was substantial. He helped modernize the company’s systems and mindset (through AI and data initiatives), strengthened its leadership pipeline and culture (through coaching and feedback programs), and extended its influence into the community (through STP and partnerships). These achievements were formally recognized during his October 22 performance review, where Niap Juan praised several of Employee A’s contributions – notably his role in TPC’s digital transformation and his success in catalyzing the Social Transformation Project[2][2].
Leadership Strengths
Employee A demonstrated a range of leadership strengths in delivering these outcomes:
· Vision Alignment & Purpose-Driven Leadership: Employee A consistently aligned his initiatives with TPC’s vision of a purpose-led, well-being-focused enterprise. He championed the Well-Being Mandate and our Chairman’s “Life Flourishing” philosophy in practical ways. For example, he integrated Octave’s 8 Living Habits into corporate training and used them to evaluate external programs for fit. This ensured that transformation projects (even technical ones like AI systems) reinforced TPC’s core values. Niap highlighted Employee A’s ability to take the Group’s high-level philosophy (often abstract) and communicate it in digestible terms to employees[2], building understanding and buy-in. This strength made Employee A an effective culture carrier and translator of vision.
· Driving Innovation and Change: Employee A showed strong initiative and analytical thinking, often being the originator of new ideas and seeing them through to results. He was not afraid to pose challenging questions (e.g. asking in leadership forums how TPC can use AI to cut costs and improve efficiency) and then volunteer to pilot answers. He systematically turned ideas into action – breaking down ambitious goals like the “4D” performance engine into concrete steps (data collection, system prototyping, etc.) and delivering a functional product[2][2]. He also sought diverse perspectives, learning from external benchmarks (like Alibaba’s data practices) and applying them internally. This innovative drive kept TPC’s transformation cutting-edge. Niap described Employee A as having a “constant drive” and being “instrumental” in pushing new mindsets (like AI adoption) even when those shifts were difficult[2].
· External/Internal Bridging & Collaboration: One of Employee A’s standout strengths was his ability to connect external partners with internal initiatives to create synergy. In 2025, he nurtured collaborations with universities and government entities that enriched TPC’s projects – e.g. coordinating with NUS on well-being metrics research and bringing in external coaches for leadership programs. Loh Niap Juan specifically commended Employee A for “engaging and bringing external and internal elements together”[2], citing the Social Transformation Project as an example where his networking paid off. Internally, Employee A was known for his inclusive approach: he convened cross-functional working groups (for OKR rollout, AI platform design, etc.) and ensured broad participation. He maintained a “one team” ethos despite organizational silos. For instance, he collaborated with HR, IT, and business unit heads alike to implement the new performance appraisal system and 360 review, aligning everyone on objectives. This collaborative mindset built trust and broke down barriers, accelerating implementation of change.
· Communication & People Engagement: Employee A is an articulate communicator and coach. Whether addressing the C-suite or frontline staff, he tailored his message to the audience’s needs. He frequently used storytelling and simple language to demystify complex concepts (like AI or “quantum leadership”), which helped colleagues rally around new initiatives[2]. His facilitation skills kept meetings productive and inclusive – as seen in Good Management Workshops where he guided diverse executives through reflective exercises. Niap noted Employee A’s “good engagement style”, both externally and internally[2]. He also personally mentored many colleagues (as a certified coach), exemplifying the supportive leadership TPC strives for. This strength in communication and empathy was crucial in 2025 as employees navigated many changes; Employee A helped them see the personal benefit and purpose in each transformation initiative, thus driving higher adoption.
· Perseverance and Adaptability: Throughout 2025, Employee A demonstrated resilience and adaptability, core to Quantum Leadership. He took on responsibilities outside his original scope and persevered through obstacles. For example, mid-year he absorbed oversight of the entire OKR process (a task typically owned by HR) and successfully institutionalized it group-wide[2]. When resources were lacking, he sought creative solutions – such as engaging external vendors to develop the TalentVerse platform when internal IT bandwidth was limited[2]. Employee A also adapted on the fly: he restructured a planned “Mindful Male Leadership” workshop into a broader session within days when circumstances shifted, and he deftly re-prioritized tasks when schedules collided (moving a workshop segment to ensure full coverage). Niap recognized that Employee A was often operating under intense pressure yet “responded very quickly” to deliver what was required[2]. This agility ensured that even in ambiguity or tight deadlines, key projects were executed successfully – a testament to Employee A’s steadfast commitment and versatile leadership.
In summary, Employee A’s strengths – strategic vision alignment, innovation, collaborative networking, effective communication, and resilient execution – greatly amplified TPC’s transformation progress in 2025. His manager affirmed these qualities during the ePCG discussion, noting how Employee A had been “instrumental” in crucial initiatives and how his personal competencies (like stakeholder engagement and making complex ideas accessible) added value to the organization[1][1].
Areas for Improvement
While Employee A’s performance was strong, the 2025 review also identified areas for development to further enhance his effectiveness:
· Team Integration & Internal Coordination: A key feedback theme was the need for Employee A to more tightly integrate his own team’s efforts and cross-functional collaboration. Within Octave Institute, Employee A managed distinct functions (Coaching, Learning, Research) that sometimes operated in silos[2]. Loh Niap Juan observed that although Employee A supervised individuals capably, he could do more to “bring everybody on the same page despite their different functional elements”[2][1]. For example, it was noted that one team member (Joanna) might not fully know what another (in Training or Coaching) was doing, indicating gaps in internal communication[2]. This fragmentation potentially limited synergy. Employee A acknowledged this feedback and explained that he had instituted weekly all-hands huddles to encourage sharing and collaboration among his staff[2][2]. He expressed some surprise at the silo perception, given these practices, but agreed there was room to improve unity. The takeaway is that Employee A should continue focusing on breaking down silos – perhaps by clarifying roles, improving information flow, and fostering more interdependency in projects. Strengthening this area will help ensure that Octave’s various sub-teams operate as a cohesive unit, multiplying their impact on TPC’s initiatives. It will also address the “resource management” concern Niap mentioned – essentially, being more on top of how all pieces of his department work together[1].
· Directing and Delegating for Efficiency: Related to team integration is the suggestion that Employee A could delegate more and streamline his management approach in certain areas. With many new team members in 2025, Employee A tended to be very hands-on to maintain quality. However, feedback indicated he might have been “not too on top of certain things” like team coordination because he was stretched thin[2]. By empowering lieutenants (as he began to do by promoting Joanne to a larger role) and trusting them with operational decisions, Employee A can free himself to focus on strategic leadership and coaching the team as a whole. Niap’s review implicitly pointed to this – expecting Employee A to ensure all parts of Octave work in concert, rather than personally driving each part. In practice, this means doing less micro-management and more orchestration. Since Employee A has built a capable team, leveraging their strengths through clear delegation will improve execution speed and team development. This refinement will also help address integration: delegated project leads can coordinate among themselves, reducing reliance on Employee A as the sole hub for information. By the end of the ePCG session, Employee A acknowledged the need to “think about how we can do better” in connecting and integrating his team[2], signaling his commitment to adjust his management style accordingly.
· Communication Style with Assertive Stakeholders: Another development area is adapting his communication and decision-making style when dealing with very assertive or “impatient” colleagues. During the review, Niap relayed feedback from some senior team members – described as “the alpha personalities” – such as Subi and Sherin Goh, who felt Employee A could be quicker and more direct in his responses[2][2]. These colleagues tend to be extremely output-focused and pressed for time. They reportedly wanted Employee A to cut to the chase with simple “yes/no” answers or immediate actions, whereas Employee A’s natural style is more thoughtful and context-rich (he often provides background or explores options, which can come across as slow or evasive to them)[2]. This mismatch in working style led to some frustration. As Niap summarized, “the aggressive ones are always in a rush…your style is more deliberate, hence a perceived mismatch in speed of execution”[2]. Going forward, Employee A should calibrate his approach with such stakeholders: in situations that call for quick alignment, he can strive to be more concise and decisive, delivering the headline up front before the explanation. This doesn’t mean abandoning his thoughtful approach, but rather flexing his style – e.g., giving a clear recommendation first, then offering context if asked, which would satisfy the “alpha” managers’ need for clarity while still providing depth. Employee A took this feedback in stride, even humorously conceding “maybe I can’t manage alpha women very well” and agreeing that if it’s his communication style at fault, it’s something he needs to work on[2][2]. He also correctly noted that bridging stylistic gaps “requires both parties” to some extent[2], but as a leader, he is prepared to make the first move in adjusting. By improving the speed and directness of his communication when appropriate, Employee A can better align with peers like Sherin and Subi, reducing friction and building stronger collaboration. This will be crucial as he continues to champion initiatives that need support from these driving personalities.
· Maintaining Focus & Prioritization: Implied in the year’s experience is the need for Employee A to further sharpen his prioritization and focus. He handled a broad portfolio in 2025 – from tech projects to leadership development to social impact – which at times stretched him thin. While Employee A consistently rose to each challenge, balancing so many priorities can dilute focus. Niap’s feedback that Employee A should “move a little faster” on some fronts and be more “on top” of team coordination suggests that by concentrating on fewer key initiatives at a time, Employee A might achieve even greater depth and speed in each[2][2]. In the ePCG discussion, Employee A himself reflected on the “exorbitant” scope and complexity of what he was tasked with (e.g. building TalentVerse with minimal resources) and how he brought in partners to cope[2]. Going forward, developing the discipline to prioritize ruthlessly – delegating or deferring lower-impact activities – will allow him to sustain high performance without overextension. This was not explicitly stated as a critique, but it underlies some of the year’s challenges. By channeling his energies into the areas where he adds the most value and letting go of others, Employee A can maintain his effectiveness and also model sustainable leadership (important in a well-being culture). In the review, Niap and Employee A began aligning on this by discussing a more focused role for Employee A post-restructuring (e.g. zeroing in on Social Transformation and AI advisory, rather than a wide operational remit)[1][1]. This restructuring will inherently help with prioritization, but Employee A’s own practice of saying “no” or “later” to non-critical requests will be equally key. 
It’s worth noting that these improvement areas were highlighted in context of Employee A’s growth into higher leadership roles. The feedback – improving team integration and adapting communication – came alongside the decision not to appoint him as Octave’s Executive Director at this time[2]. Essentially, leadership saw enormous potential and achievements in Employee A, and by addressing these specific gaps, he would be better positioned for expanded leadership in the future. Employee A received this input openly, thanking Niap for the candor and indicating his resolve to apply it[2][2]. He has already begun taking action, as evidenced by the structures he put in place (weekly team forums) and the introspection he’s doing around his management style. For example, he mentioned that he’s been questioning how he can communicate differently and recognized the validity behind the feedback after examining the “evidence” of repeated issues[2][2]. This reflective and proactive response bodes well for his development. 
The table below summarizes Employee A’s key strengths and improvement areas, with examples from 2025:
	Leadership Strengths
	Example Behaviors & Outcomes (2025)

	Driving Innovation & Transformation
	Led AI and digital initiatives that modernized TPC’s operations. For instance, he implemented an AI-based performance management system and automated 24 workflows, helping instill a data-driven mindset. Outcomes included faster processes and a more AI-ready culture, earning praise for being “instrumental” in the AI mindset shift.

	External-Internal Bridging
	Forged partnerships (e.g. with NUS, government) to enhance projects like the Social Transformation Project. Internally, engaged stakeholders across departments (HR, IT, business units) to roll out programs (ePCG, 360 feedback). This ability to unite diverse parties was highlighted by Niap as a strength in bringing “external and internal elements” together, visible in STP’s launch and seamless group-wide OKR adoption.

	Communication & Engagement
	Excelled at translating TPC’s vision and philosophy into practical terms for employees. He championed the Good Management Model and taught quantum leadership concepts in a relatable way. He also recognized staff achievements and encouraged open dialogue. Result: high engagement in new initiatives (e.g. strong participation in 360 reviews and leadership programs) and a reputation as an accessible, motivating leader.

	Resilience & Adaptability
	Demonstrated persistence amid challenges – rebuilding his Octave team after turnover, and still delivering critical projects on time. Adapted quickly to last-minute changes, such as re-scoping workshops and covering unexpected tasks. His “constant drive” and quick execution on tasks (launching 360 in weeks, etc.) kept transformation on schedule. This agility was noted by colleagues and acknowledged by management.



	Development Areas
	Observations & Improvement Actions

	Team Integration & Delegation
	Feedback indicated silos within his team and a need for better cross-functional coordination. At times Employee A managed sub-teams separately rather than as one unit. To improve, he has set up weekly team huddles for information sharing and is working on connecting tasks across functions. Empowering deputies (e.g. expanding Joanne’s role) is another step he’s taking to foster unity and relieve himself from micromanaging. Expected outcome: a more cohesive Octave Institute, where everyone is aligned on goals and collaboration is seamless.

	Communication Style with “Alpha” Colleagues
	Strong-willed peers (e.g. Sherin, Subi) desired faster, more to-the-point responses from Employee A. His thoughtful, context-rich style sometimes came across as slow or indecisive to them. Employee A is now conscious of this perception. He plans to adjust by providing succinct answers and clear decisions upfront in time-sensitive discussions, and saving in-depth context for later. By tailoring his approach, he aims to better satisfy colleagues’ needs for urgency without sacrificing thoroughness. This should improve his perceived responsiveness and ease any friction in high-pressure collaborations.

	Managing Workload & Focus
	(Implicit) Employee A juggled many priorities in 2025, which occasionally strained his bandwidth. While not a direct criticism, it was noted that being “on top of” every detail was challenging. To develop here, Employee A is learning to prioritize and say “no” when necessary. The ongoing role restructuring will narrow his scope to high-impact areas (AI transformation, STP), which will help. Personally, he’s committed to refining his focus on what drives the most value. The benefit will be deeper impact in each area he leads and reduced risk of oversight or burnout.


(Table: Summary of Employee A’s 2025 Strengths and Development Areas, with examples.)
Final Summary
Overall, Employee A had a highly impactful year in 2025, driving forward TPC’s transformation and exemplifying many qualities of a strong enterprise leader. He delivered notable achievements – from advancing our AI and digital capabilities to cultivating a new generation of leaders and kick-starting a major social impact venture. His performance showed a clear commitment to TPC’s vision and an ability to turn ambitious ideas into reality, even under challenging conditions. In his October 22 ePCG review, Loh Niap Juan, TPC’s Group CCO, recognized Employee A’s contributions, stating that Employee A had “been quite instrumental” in areas like AI adoption and had persevered to get critical projects moving[2][2].
Employee A’s leadership strengths were evident throughout the year. He proved adept at bridging big-picture vision with on-the-ground action – engaging stakeholders at all levels and communicating in a way that made TPC’s purpose tangible for employees[2]. He also demonstrated resilience; when faced with resource gaps or resistance, he found creative solutions and kept pushing forward. These strengths made him a linchpin in executing TPC’s strategy in 2025, and they have earned him respect across the organization.
At the same time, the performance feedback process surfaced areas where Employee A can elevate his leadership effectiveness. In particular, he can focus on integrating and coordinating his team more tightly, ensuring that everyone he leads is moving in unison rather than in parallel tracks[1]. Additionally, by adapting his communication style in certain high-stakes interactions – offering more brevity or decisiveness when dealing with results-driven colleagues – he can avoid misunderstandings and accelerate collaboration[2][1]. Employee A has taken this feedback positively. In the ePCG discussion, he acknowledged these growth areas, affirming that if his management style needs adjustment, he is willing to work on it[2][2]. He also outlined steps he’s already implemented (like weekly team huddles to break silos) and provided examples that he can respond at pace when required (rolling out major programs in weeks)[2][2]. This response reflects Employee A’s self-awareness and dedication to continuous improvement.
In conclusion, Employee A’s 2025 performance can be characterized as highly impactful with a trajectory for further growth. He made outsized contributions to TPC’s transformation – effectively becoming a driving force behind our digital, cultural, and social innovation endeavors. His manager, Niap Juan, summarized it well by praising Employee A’s strengths in driving change and engaging people, while also candidly pointing out the few areas to sharpen[1][1]. Employee A’s ability to absorb and act on that feedback is a positive sign for the future. With his passion for TPC’s mission, strong strategic acumen, and now a clear development plan (focusing on team synergy and communication calibration), Employee A is positioned to continue adding tremendous value. As he amplifies his strengths and addresses his improvement areas, Employee A will not only enhance his own leadership effectiveness but also help TPC reach new heights in its transformation journey.
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Here’s a clear summary of Employee A’s strengths and areas for improvement based on his 2025 performance:

✅ Strengths
· Driving Innovation & Transformation
· Led AI-based performance systems and digitized 24 workflows.
· Instrumental in shifting TPC’s mindset toward data and AI.
· External-Internal Bridging
· Built partnerships with NUS, government, and external coaches.
· Successfully launched the Social Transformation Project by aligning multiple ministries.
· Communication & Engagement
· Translated complex ideas (e.g. quantum leadership) into accessible language.
· Maintained high employee engagement across leadership programs.
· Resilience & Adaptability
· Delivered key initiatives despite team turnover and resource constraints.
· Responded quickly to urgent requests (e.g. 360 rollout in under a month).
· Purpose-Driven Leadership
· Consistently aligned initiatives with TPC’s Well-Being Mandate and Life Flourishing philosophy.

⚠️ Areas for Improvement
· Team Integration & Delegation
· Needs to improve coordination across Octave’s sub-teams to reduce silos.
· Should delegate more operational tasks to empower team leads and focus on strategic oversight.
· Communication Style with Assertive Stakeholders
· Feedback from senior colleagues (e.g. Sherin, Sook Yee) suggests a need for quicker, more direct responses.
· Should adapt messaging style to be more concise and decisive when needed.
· Managing Workload & Prioritization
· Took on a wide scope of responsibilities; risk of overextension.
· Should focus on high-impact areas and streamline efforts to avoid dilution of impact.
· Cross-Cultural Integration
· Some feedback from regional offices (e.g. China) indicated gaps in engagement and contextualization.
· Needs to tailor initiatives and communication to local contexts more effectively.
· Sustaining Personal Resilience
· High workload throughout the year; should prioritize well-being and recovery to maintain long-term effectiveness.

Would you like a leadership development tracker or coaching plan based on these points?
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It.
OK. I think, yes, I think it works. OK. So anyway, yeah, I I mean like you know I, I, I I saw that you have kind of like you know also communicate also with Fred you know and then you know and of course I, I, I don't know why he, you know, I think he just basically said that you know.
You know about the executive director role, but also he also said that you know if there's a role that you know you could play, you know also you know that's also aligned with your purpose and your passion, you know, I think that's the thing. And also maybe, you know, I think before we go into the Fred's stuff as well, you know, I mean based on our last discussion.
As well, you know, we we did, we did say that you know we're gonna do a restructuring as well. But having said that, I also want to, you know, recognize you for, you know, whatever contributions that you've actually put in. You know, I think there are several things. It's our first the the.
The transformation in terms of like you know, the mindset, you know, using AI, I think that's something that you've been quite instrumental in terms of like you know, driving and pushing that part of it in.
Secondly, of course, and I think you know you've been also working against a current, opposite current of like you know, people leaving and all that stuff in terms of resourcing and and so and so forth. So I also understand that's also quite difficult as well. You know, I mean all coaches are actually on venue.
Right now other than Joanna, in fact your old team is actually brand new, you know, other than Joanna. Third of course, you know, I think you know in terms of like you know the the STP, you know the social transformation project. I think that's something that you know of course you know whilst we have not started.
In a big way by at least not to get from the zero to 1, you know in terms of getting this project, you know, align, you know, sign, you know, communicate that you know and also with Dr. Malik Maliki coming in, I think, I think was also kind of like you know, credit to you, you know so.
You know, with regards to this, I would say that you know the the, the, your strengths actually coming in, you know, I'd say maybe from 2 aspects, one in terms of like you know, trying to.
Kind of like you know engage and bring you know external elements you know external and internal elements bringing it together you know. So an example is like you know this you know the STP project itself, the social transformation project you know of which I think you you know it took us a long time having said that you know but you know it also.
It also it also felt you know that you know things were coming you know together you know over a period of time because I think you know there was this constant drive towards it. Second thing also I mean like you know you do have I would say quite a good engagement style even with the internal folks as well.
So I think on the on the, on the, on the especially you know I think when it comes to kind of like engaging the employees and stuff you know you know with regards to kind of like getting people on to quantum leadership, you know getting people you know and you you are able to kind of you know convey the language you know I think in terms of.
Oh.
What, you know, I would say what we expound in what our group's philosophy and what threat you don't usually say, you know, as you mentioned, converting it into a language that is a little bit more digestible or more, more, more, more, more comprehensible. You know, I think, I think into bite size, I think it's it's quite.
You know, it's definitely, I would say, you know, a skill set you have. OK. Of course, I think you know there are, you know, several aspects that you know which of course you know the also cause us, you know to.
To not appoint you as the executive director, I think you know one, of course, I think you know there have been feedback, you know, with regards to how you actually manage resources. I know that resources have actually been kind of like you know.
Morphing because of the people coming and going. But you know where, you know, I think it was a little felt that you know, I think you know you weren't too kind of like you know on top of certain, you know, I guess you know things, you know, especially when trying to get the team to kind of work together, especially within the Octave Institute, OK and I think you know.
Maybe examples of this is kind of like you know trying to integrate you know whether it's from the coaching side to and I do notice, I mean I sense that you know you you work them maybe through as more like you know a specific specific functionality and kind of you know expertise itself you know.
And hence that's where I mean like you know, you know this feedback. I felt like I'm just being so open with you as well that you know sometimes you know the Joanna's may not know what the you know the the not the the the another part of it you know which of course last time you used to have this training curricula.
You know and all that that and you know everybody is kind of like you know doing it in its own you know silo itself to a certain extent you know and perhaps that part of it you know from a measure standpoint is more the integration aspect of it. You know I think individually you've been managing supervising them well but trying to maybe kind of like you know connect.
And integrate them together is probably something that you've not been able to do as well. And I think that's just a just a just a just a feedback, you know, you know also for you as well. You know, you know it could be something that you know, I don't think it's a major issue. It's just more that you try to kind of like you know, bring everybody you know on the same page.
You know, despite their different kind of functional elements, working quite often. I think second thing of course, you know, I don't know why you you the, the, the, the, the alpha women's in our group have for you for some reason, you know.
Whether it's the subis or the sherin's, you know, the especially the aggressive one, you know, I don't know whether it's also because of a style, you know, because I I I've not seen how exactly being interacted, but feedback coming from them tends to be there, you know?
You know, can you move a little bit faster? And maybe they are very kangchong. Maybe they could be very persistent. They are, they are, they are, they are always waiting for, you know, they are always kind of like, you know, in a rush to get things done and so, you know, and maybe your style is a little bit more considered. You know, you have a little bit.
More deliberate and considered itself and hence that's why there could be a mismatch in terms of like you know whether it's the speed of execution, you know the the alignment in terms of like you know the question and answer itself, you know you know because you know sometimes I also notice that you know you know the the.
The likes of, you know, the alphas, you know, they want a straight answer, you know, yes and no type thing itself. And of course you are trying to tell them the whole context of this thing as to maybe it can be a years old, you know, type of thing itself, so that there is some.
You know, I felt there's some kind of like, you know, mismatch, you know, and like I say, it could be a personality, it could be a style thing itself. But you know, it's something that maybe I don't know where you detected it yourself as well, you know, because sometimes, you know, I mean the the, the, the, the, the, the more aggressive managers, they just want, you know, tell me, can do, you know, yes or no, you know.
And.
You say can do means cannot and then of course you say cannot do, they won't accept it. So, so I think, I think, I think those are just kind of like you know how I see the feedback then of course you know I think you know continuing on like you know the your communication with Fred as well I think in terms of what you want to do and we also had this discussion I think last week.
As well, you know, like I said, I think, you know, it's good that we put it on our table such that, you know, I can also see how I can help you, you know, kind of, you know, build a role for you, you know, within the organization as well. Yeah, yeah.
So thanks Neil for for the feedback and comments. So maybe starting with what I've done well, thank you for acknowledging that the projects that I've been given and I think you know have not been easy.
Transforming digital and AI, infusing it from a bottoms up approach takes organizations many years and it's usually a focused job. That's why they they have the higher CTO's or or GTO's for the better.
Plus, you know, one year into my my tenure, I was asked to build Calenders. At that time it was called the 4D4 dimensional performance management system, which at a at a point of time we acknowledge is one of the most intensive.
Perhaps not even sure whether it's possible to even build. And this is outside of what I was hired for, which is very clear. Yeah, OD Relational Center and and the School of Life.
But I took on the the task and you saw that to some degree we are at some advanced stage and my rule again that that was in July of 2023 where we are now to have a an engine that's able to.
To do exactly what we asked for in terms of measurement of consciousness to individual to team, to all of the various four pillars, plus with the social transformation project that also came in also around the same time, these are.
These are projects that I think you know would require full time attention, multiple stakeholder engagement. We're not just bringing to say that SDP we have somebody to work with. It's really about liaising with.
Five different ministries who are willing to come on board and of course having a champion, a 25 year cabinet minister who understands Chairman's philosophy and embraces it is it's not an easy thing, man, so.
So thank you for acknowledging that. Um.
For the feedback that's been given, I maybe you're you're right to say I can't manage alpha women very well. I mean, like I'm just saying it as an example and maybe they are not alpha women there because I don't want to.
I don't think I'm the only one that is faced with this issue. I mean, if you can look at the evidence that's stacked up against me, we can also see that it has been, it has been, it's happened before with other individuals, so.
I can take it, take Byron Katie's teaching and go, is it true? Is it really, really true? And what, what, what can be done about it? And so I've been asking those questions.
If it's my management style and if it's my way of communicating, I suppose that's something I need to work on. OK. However, with repeated evidence, I think it requires both parties. Yeah, of course, always requires both.
Thank you for that. The way that I've mentioned team as you would already rightfully put this team has been refreshed and it's new. So all of them starting from square 0 having to understand the philosophy and the approach and the methodology of Octave is foundational and I think.
Taking time to help people understand that it does take time. You've always seen that at meetings and updates I present the team and they are the ones that present the work. In fact, I have a weekly huddle with all of them where they share their work.
And that means also to share how we can help and contribute to each other's work. This has been something that I've instituted where we have this weekly updates, weekly huddles. So I'm surprised to say that they are in silos because.
Communication is key in breaking silos. I agree. Sharing a common and shared vision is key to breaking silos and having that safety to share openly. You can see that they that the team does express some of those as evidence and I've set up the systems and structures for it.
Of course I can do better. I mean, for sure I'm not perfect, but I I recognize that feedback and I will think about how we can do better. I think finally would be the speed of doing things, I mean.
When I was tasked to take over the OKRS, we we delivered that the OKRS were disseminated and we trained and met. When I was asked to do 360 with within BICS arrival less than a month, it's already launched.
I think I respond very quickly to to the services that are required of TIFF Institute. In fact, many times the good management workshops are one week away and then we deliver. Yeah, no, it's one man away. But then we don't know why it's going to be until, until, until, until the day on the day it's out.
During that session and I think I've shown that I'm versatile and adaptable and we shift and morph and we we work with the stakeholders to immediately produce something that that works and the chairman is happy with. So our response speed, whether it's me or my team has always been there now they're a bit more.
Complex things like Talentverse. It's no easy task and I need to build this. Ask anyone in tech industry or any industry to build something like this is almost number one. Some people say it's impossible. Number two is I need $100 million in a full time tech tech team.
That investigates the entire organization before we can build or and let alone having to understand measurement of consciousness.
So the the degree of challenges that I've been faced with have been exorbitant and not my forte. Mm-hmm. Yeah, not what I was hired for. I understand. Forte wise, you could see that I brought in partners and with with Netbook to do it. So I thought I'll just want to share that.
I can do better. I think if the feedback is given to me, I will certainly work on it. So thank you for the feedback. Yeah, I I guess then the question is like, you know, you know, what role would you see yourself kind of like, you know, you know, doing, you know, as we move forward. Yeah. Thank you for that.
And I really appreciate that last week when when there was that openness of conversation. I think that's something that I I I wanted to just also document it to say that I really appreciate your leadership to to really be so open to this kind of feedback and and also to explore how to best use.
Talents. I texted Chairman because I she said that I need to hear from him. I understand. I understand. Whether she. I fully respect. In fact, no. In fact, I encourage that. You know, for me, you know, I never stop anybody from communicating. He is my. I mean, having that discussion here requires for him to also agree.
Yes. So my my one question to him was, do you see a future for me here? Do you see that I can still contribute? That's what I asked him. Yeah, barring all the feedback that you must be receiving about me, the issues that people have highlighted.
I just want to also say that he never reached out to me to find out what those issues were and to hear my side of the story because I, as you were mentioned, there are usually two sides. So it would seem as if he would cling on to what he's heard from somebody else.
Not needed to verify it with me. His response was that I mean, like what you said, I am not really taking the ED role. Of course I didn't ask why he didn't tell me as well. The second thing he said is.
And I can read it. Robert is that he also feels that we will not be able to find a role that is suitable for your colleague. He must have attached his response to you, which is also this happening because.
There's no conversation like you are having with me now on what my interests are. Yeah, what am I good at? And and then how can I possibly contribute? So my response to him was noted because I I kind of note that he's already.
In that insinuated that there's nothing for me here. I mean no acknowledgement also of the contributions, the difficult, challenging task that was set for me, although at MLPI must say this with Doctor Niki present and 45 other.
Of the staff, he did thank me personally for the lunch with Chun Chun Sing and for, like when you said, driving to the social transformation project is now it's a small step, but yeah, it went from zero to one, right? Yeah.
That's a that's a usually the hardest step as well. That's the hardest because you're looking really at saying that multiple ministries and and and a member of parliament is really and willing to contribute. So he did say that that was a large part to to me, you know.
In such research thing to follow through, I think that was something he said on the mic at the panel session. So I appreciate him for saying that and for him to see that I have that mindset to follow through as much as it's not easy task.
I would think that I could do the same for other projects within this organization. So I I really relish this time that I'm having with you. I've thought through it. In fact, one of the questions you did ask me was are you able to exist, coexist?
Knowing that there's something that's, uh, surmounted against me. Um, personally, I think I can, but I'm beginning to feel more and more that it's turned to a personal vendetta to.
Kind of make my life difficult, which is actually very, very sad, because if it happens to me, it could happen to others. I've seen it happen to my staff. My only regret is I didn't stand up for them as much.
So to some degree, it's karma. It's retribution for how I didn't defend my staff and I allowed for.
You know this kind of.
Amazing and and negative impressions to be placed not just for me, but also to Chairman and then for Chairman to make a decision without without clarifying to to let them go.
I do believe that this will continue doing will continue to exist with or without me. So for me, I I think to answer your question, it will be very, very challenging for me to coexist. So that is set up against me.
Although having said that, my commitment to the company is still here. The task that you set for me, I've always done my best to try to deliver. If even if there's no resource internally, we look externally to make it happen and I'm willing to continue to do that if there was a role for me, yeah.
Yeah, so that's where I am. The coexistence will be a a huge challenge, although I am still very much committed to what what will be laid out for me.
I hear the restructuring, which also means that the role will be much smaller. Am I prepared for something like that? I think I've seen it happen with others where this is very much a part of the.
Restructuring. So I think this is something that I need to be open and aware to. So this is where. OK, OK. So so I I guess you know from what I'm hearing, you know, yes, you know, despite the, you know, the, the, the, the, the challenge.
That you see in terms of the coexistence itself, you're still open minded. You know, if I can work out something for you, is that correct? You know, I mean that would be and it may be. I'm to hell. These things didn't just happen, right? It's happened over some time. Yes. Yeah, it's been unsettling, but I've been dealing with it and you can see that I've been very.
Professional and follow up whatever I'm expected to follow up on. Yeah. So so maybe maybe you know as a follow up you know let let me work out something like you know because I mean like you know and these are just my thoughts that I'm you know.
I'm, I'm, I'm, I'm just throwing out right now. You know, of course, you know, I think we, you know at the beginning I did mention the STB project is something that I think you can actually kind of like you know, still continue to contribute on of course you know in terms of like you know the overlap of the potential.
conflict, you know, there will be some, but I think that one is maybe a little bit more isolated in terms of like, you know, the the the project at the VOPR itself, you know, you know, in in terms of like you know how how we actually deliver. Second thing is, you know, I I would still say that, you know.
You know perhaps on the AI transformation aspect of it, you know I think you can still be what I view as a advisor or consultant even on that because I think you have the you have the knowledge you know since the beginning the 4D to the talent verse and of course now we have the investment trackers and and and so and so forth and so.
And as we said at the beginning, I think that AI transformation is more than just a digital transformation, it's actually a mindset shift itself. And that part of it, I would say that we probably will still need, you know, an exponent in this space, you know, because you know, I think last week you mentioned that you know you do strongly.
We believe about the, the, the, the, the shift in consciousness itself, you know, and this is actually 1 aspect of how we can actually help people shift consciousness itself. So perhaps in terms of the scope, you know, I'm thinking, you know, probably in this space, you know, you know.
And also I think it also take the pressure off, you know because you know on the of course on the on the on the on the social transformation project, you know where there is less kind of like you know overlap in terms of conflict, you know perhaps there's something that you know you can you can actually kind of like help drive the project itself.
Whereas on the AI part of it, you know we can be a supporter on this project because I think you know and I also want to get you know I would say the business leaders themselves to be kind of like you know leading and driving you know because I think you've been you know pushing the project from behind itself whereas you know somebody has needs to be a clear kind of like leading and.
Pulling from the front and stuff. So I think, I think perhaps this part, you know, so instead of like you pushing from behind, you know, you could actually be on the side to actually guide the guy in the front to say, can you move forward faster or whatever stuff is up. So I would say that, you know, maybe the scope, you know, can be at least, you know, structured.
Or limited to this to first as a as a onset, you know and like I said, I'm just trying, I'm just kind of throwing out ideas first, whether of course you know Fred or Chairman agrees or disagree and all and also of course you know how Shabreen also would take it as a.
Potential partner, I don't know yet at this point and I need to talk to to to both of them as well. But you know it will be something that I would try to push an offer, you know and I I mean I've seen Fred's whatever.
You know, you know, WeChat and all that reaching forwarded to me. But you know, I think having said that, I also agree with you, it needs to be fair that you know he at least needs to have the chat with you and that's something that.
Let me talk to him, you know, but I think it'll be good, you know, also for you to actually have when he's back face to face, you know, in mid November or whatever stuff itself to basically kind of like, you know, maybe, you know, have that conversation also with him as well. And then you know, perhaps we can finalize, you know, whatever the the.
The, the, the going forward direction would be, you know, post that because I think I think that's, but I think like you said, you know it will mean a significant kind of like you know, reduction in the rule, you know, which also means a reduction in the package, you know.
You know, we could also put you on contract as well. We might, you know, and I I think you've seen all this before, you know. So I don't think it comes to you as a surprise, but at least you know, you know we we try to kind of like, you know.
Utilize, you know, capitalize on your skill sets, you know, for which I I think this in these two areas, you know, you've actually proven that you know there is actually a track record.
OK. Thank you. Thank you for that. Yeah, I, I, I, I embrace everything that you've just said and you know and I'll work towards that. Yeah. So again, I think you know that's let let me let me talk to them. I'll work out something. You know Shireen I think is on leave this week. Yes. You know and then she'll sign next week. Let me talk to her then.
I'm gonna forward something to Fred, you know, next week and see whether you know he can wait until you know you he comes back in mid November to have to chat with you and you know. But in the meantime before that I will, you know, if he's OK with kind of like you know the my proposal, then I'll talk to you even before he comes back. But I think it's still good.
For you to have that conversation regardless, I think so whether it changes the the the equation or not, it doesn't matter because it's just more that you know, like you said, you know for you to actually have that access, you know so that you know he can gear up, you know, whether it, like I said, whether it changes the decision and.
You know, it's it's a secondary matter. You're right. I I also believe that what however this pans out that it's important that the that the foundation is is still the relationship. Yeah, of course, of course, yeah. I mean, you know, even if we don't continue here, we will in life, you know.
The relationship, yeah, I know it continues forward like you know, I mean like I I've always believed in that as all and you know, you know, you know the the, the, the your your work relationship, you know, is just a very small component of the entire life's relationship and.
And and and sometimes, you know, it's something. That's why I said I'm always being, you know, very open and honest to whatever, whoever has worked for me or whoever I work for, you know, you know, 'cause at the end of the day, you know there's much more beyond this itself and it continues, you know, whether you like it or not, you know.
Destinies and path will always cross. Yeah, I think so. Yeah, absolutely. Fully agree. OK. OK. Thank you so much. OK. Thanks. OK.
Stop there.
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Jan 2025: Championing Al at Leadership Workshop

Kenneth co-facilitated a Good Management Workshop for TPC's leaders, raising critical
questions on leveraging artificial intelligence to boost efficiency and cut costs. He
empbhasized using General Manager mindsets (Awareness, Alignment, Collaboration, Co-
creation) alongside Al to make businesses more effective. This set the tone for 2025's
transformation, aligning top management on the need to adopt Al in operations.

Mar 2025: Setting Transformation OKRs & Data Strategy

At the March corporate meeting, TPC leadership formalized Objective 3 — transforming
businesses/functions by riding macro and tech shifts. Kenneth was tasked to “help curate”
the enterprise-wide OKR development process, ensuring alignment across units. During
prep for a strategy offsite, he advocated a central Al data platform, urging teams to break
data silos so that “OKRs, coaching, and meeting data” feed a unified Al foundation. He
warned that “system without data won't work”, citing Alibaba’s experience — a strategic push
that led TPC to adopt data-sharing policies and curb “territorial” data hoarding in
subsidiaries like CUEL and IMCZY.

Apr 2025: Launch of Quantum Leadership Program

Kenneth initiated the Quantum Leadership Framing Program (QLFP), a 3-month internal
course to prepare TPC leaders for a volatile, complex macro environment. The program
blended online lectures, small-group discussions, and a closing retreat. It introduced
cutting-edge concepts (e.g. quantum paradigm thinking) to enhance decision-making
under uncertainty. By late July, the first cohort completed the intensive QL program,
culminating in a leadership panel on July 31.

May 2025: Building a Digital Twin for Talent

To modernize performance management, Kenneth rolled out a Performance Management
Al Tracker — essentially creating an “employee digital twin.” By mid-May, all senior staff
were prompted to populate Level 1 data (personality profiles, roles, performance metrics)
for each employee. This data foundation, to be enriched with survey and skill data (Level 2),
was used to train an Al system for personalized insights. The immediate outcome was a
comprehensive internal talent dataset by May 16, laying groundwork for data-driven HR
decisions in H2 2025.

Jul 2025: Automating Workflows & Introducing “TalentVerse”

Mid-year, Kenneth reported significant tech adoption in corporate functions. By July, 24
key processes (10 global, 14 local) were converted into digital workflows using the Yeeflow
automation platform — reducing manual overhead and speeding up approvals. In parallel,
he helped introduce TalentVerse, an Al-driven talent development platform, and an Al
Coaching initiative within Octave (the group’s learning arm). In a July update to the
Chairman, Kenneth and team showcased TalentVerse as a key output of their Al efforts,
alongside slides on an Al-enabled coaching program. (TalentVerse would later enter testing
in Q4.) These initiatives illustrated how TPC could capitalize on new tech — from
automating routine tasks to using Al for employee growth.

Sep 2025: Digital Performance Appraisals (ePCG) & 360° Feedback

By fall, Kenneth’s focus shifted to transforming the performance review process itself.
Partnering with P&O, he helped digitalize TPC's Performance, Contribution & Growth (PCG)
appraisal on a new platform (Profit.co), keeping the content consistent but moving it
online. In early October, this ePCG system went live group-wide, and leaders were briefed
on using Al-assisted self-reflections alongside OKR check-ins. At the same time, Kenneth
spearheaded TPC's first 360° feedback exercise. By late September he had identified multi-
level peer reviewers across Singapore, Thailand, and Indonesia and launched the survey in
early October. All leaders received feedback questionnaires, with results slated for analysis
by December. This twin rollout of ePCG and 360 feedback injected a data-rich, continuous
improvement approach into TPC's culture.

Oct 2025: Testing TalentVerse & Completion of 360 Reviews

In Q4, Kenneth’s earlier innovations began yielding tangible outcomes. The TalentVerse
project reached pilot testing in October, though an initial model run needed refinement
before a re-run the following week. More importantly, the 360° feedback program was
fully underway: all selected reviewers completed their evaluations by early November,
allowing Kenneth'’s team to start consolidating insights for each leader. By the end of 2025,
TPC had, for the first time, a full 360-degree view of its leadership capabilities and a digital
performance review cycle (via ePCG) feeding into year-end evaluations. These outcomes
underscored a successful transformation of the P&O function, aligning it with modern best
practices and technological tools.
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