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DEVELOPMENTAL COACHING AND TRAINING AT
TRANSCEND

1 CORPORATE TRAINING AT TRANSCEND

Transcend offers a number of scientifically grounded and highly evidenced world-leading training
programs oriented to the cultivation of mental effectiveness, resilience, emotional intelligence,
communication / collaboration, unconscious bias management, coaching skills and stress-management
in the face of fast-paced change.

These programs are set out in the section below.

1.1 UNDERSTANDING AND OVERCOMING THE “IMMUNITY TO CHANGE”

Many individuals we’ve encountered have something about his or her behavior that they want to
change, but are having a hard time doing it. The Immunity to Change coaching and training method,
developed by Professor Robert Kegan of Harvard University (Kegan & Lahey, 2009), is the most effective
process we know to address someone’s internal barriers to self-improvement. This process is exciting
because it makes a difference quickly and is highly “evidence based”.

Sustainable Change is Hard

Maybe your organisation has newly promoted leaders who need to delegate better, build executive
presence or align with organizational or cultural change goals.

Such people may have the skill, been on the courses, but are nonetheless not changing. Perhaps you
have a senior director of C level person whose “large and in charge” communication style is alienating
people. Maybe there is an executive who has been getting feedback in reviews over the past few years
that they need to speak up more in meetings with others, or manage conflict skillfully.

If you're like most of the organisations with whom we work, their people have often made sincere
commitments to change. They have participated in training programs, invested in books, outlined self-
improvement plans, and set accountability measures. Maybe they can get things to shift for a little
while, but eventually they return to habitual ways of relating, working and thinking.

If this sounds like you or people in your organisation, you may need the “Immunity to Change Approach”.
This approach deals with the hidden barriers that get in the way of change.

What is the Immunity to Change?

An example pointed out by Kegan and Lahey unravels the mystery. They point to a study that showed
that even when doctors tell heart patients that they will die if they don’t change their habits, only one in
seven will follow through successfully. If change is elusive for people even when faced with matters of
life and death, Kegan and Lahey argued that desire and motivation alone can’t be enough to change the
status quo. They found out that these bad habits were driven by “self protective commitments” installed
early on in life. These protective commitments are designed to keep us exactly as we are. This is known
as the “psychological immune system”. It is designed to keep us safe, but just like the physical immune
system, is prone to error!

Beliefs and Habits

Kegan and Lahey discovered that behind each of our habits is a strongly held “big assumption” that
causes behavior that gets in the way of our real goals. Just like an immune system, these assumptions
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get in the way of any change that threatens the status quo. This resistance works at the subconscious
level and becomes active when we are triggered, stressed or, simply, just busy. In these moments,
“protective” behaviours take us in directions that may work against change goals.

Example

If one of my “big assumptions” is that my value lies in being an expert and being seen as such, | am likely
to be very prone to asserting my views, looking clever and “being seen to be right”. In key “moments of
choice, particularly under stress or when busy, | will likely defend my expert status at all costs, becoming
“identified” with and “living through” this storyline. My developmental goal of listening better and
accepting other’s influence and opinions likely be overcome by the habitual impulses designed to meet
the “hidden commitment” of always being seen as the expert.

It turns out that even a strong desire and motivation to be a better leader can’t compete with the deeply
seated (and hidden from conscious view) and embodied belief that my value lies in being an expert. In
this case, we are dealing with an “Immunity to Change” that first needs to be unearthed for real and
lasting improvement to be possible. In other words, the protective, hidden value or commitment (to
always be seen as “the expert”) needs to be brought into conscious view, the assumptions challenged so
that we can release ourselves from being “subject to” this commitment in the “moment of choice”.

1.1.1 UNDERSTANDING AND OVERCOMING THE “IMMUNITY TO CHANGE” WORKSHOP

The Immunity to Change training and coaching process is most useful for the thornier and more difficult
self-improvement or change goals. Common leadership improvement goals that the Immunity to
Change process addresses, include: delegation, communication (speaking clearly/succinctly, engaging in
conflict constructively, speaking up with peers or executives, listening and empowering, prioritizing and
creating focus, building trust and relationships, developing and coaching others, work/life balance,
collaboration with others and building executive presence.

Over a 1-2 day process, participants will work with one such challenging developmental (behavioural
change) goals which are important to their career or their life. Using a highly experiential and interactive
process we will help participants create an “immunity map” so that they can see clearly their “hidden,
protective commitments and assumptions” which may block their progress. The process helps to surface
the protective assumptions (which, in fact, are simply stories which are almost certainly not true) and
design tests so that they can be released from their impact.

The process is somewhat like the ladder of learning in reverse, taking participants from being “
Unconsciously immune, to

Consciously immune, to

Consciously “released” (from the “grip” of the assumptions blocking change) to, finally,

Unconsciously released (where the target behaviour becomes “default”, even under stress, because the
protective assumption no longer has power to derail it).
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1.2 RESILIENCE AND “STRESS MANAGEMENT” PROGRAMS

Scientifically validated strategies to create optimal performance and well-being under stress.

Being able to envision positive and meaningful outcomes which are aligned with deep-seated values and
“meaning” enables a person to set attractive goals capable of providing tremendous motivation. The
faculty of resilience enables a person to keep moving towards these goals, even though the road may
become rocky and full of obstacles.

Resilience is a quality of mind that can be cultivated through learning and applying a set of skills and
practices. Once cultivated, resilience provides a significant shift in mindsets meaning we are less likely to
be knocked “off track” by actual or anticipated obstacles or adversity. “Failure” is seen as temporary; as
an opportunity to learn, rather than as an indicator of an enduring lack of talent or intelligence. It is seen
as atemporary setback. Self-efficacy is high, challenges are seen as a part of growth and feedback is sought
after as a learning tool.

Resilient people don't get caught in catastrophising, rumination or undue simulation of “worst case
scenarios”, and are generally endowed with a “growth mindset”. They don't give up, steadily working
towards their goals despite setbacks, obstacles or adversity.

Resilience is related to the psychological quality “stress-hardiness”.  While primarily a mental
phenomenon, it requires a sharp and “serviceable” mind. We also recognize in our programs that there is
a relationship between body and mind. We help with simple physical energy management strategies
which help to create such a mind. These include practices which attend to reasonable physical activity
(easier than many think), nutrition, sleep and mental energy strategies.

1.2.1 TRANSCEND’S APPROACH TO CULTIVATING RESILIENCE

Our approach relies on 3 pillars, all of which are trainable.

1.2.2 PILLAR 1 — CULTIVATE A CALM, CLEAR AND FOCUSED MIND

Such a mind is able to focus attention at will. A mind which is calm, clear and effective necessary for any
change to occur in an individual’s level of resilience. Such a mind is a mind that can notice when it has
been “caught” in unproductive rumination or catastrophising and is able to redirect the spotlight of
attention at will to a resource or a strength or, simply, a different set of thoughts. Such a mind is cultivated
through a number of practices including mindfulness, somatic practices and journaling practices, both
formal and informal.

Included in this part we may include suggestions and practices to help with physical and energy
management, recognizing the “mind-body” connection.

1.2.3 PILLAR 2 - EMOTIONAL AWARENESS

Our approach recognizes that experiences of success and failure are emotional experiences. In particular,
in people who lack resilience, the anticipation of failure creates an unpleasant emotional experience tied
to a deeply seated emotional memory. Once this is triggered, it causes resistance. This in turn drives
“comfort zone” behaviour. When we learn to recognize the arising of the emotion in the body, and
cultivate the ability to not immediately react to it, it is then possible to get ahead of the resistance and act
with consciousness and empowerment.

1.2.4 PILLAR 3 - “REFRAMING” THE STORIES

With this moment we can look at how we are explaining our experience of “success” of “failure” to
ourselves. Emotions felt as we experience or anticipation of failure are related to what Martin Seligman
calls the “Explanatory Style”. These are the stories we tell ourselves about failure of success. Those who
have a “Positive Explanatory Style” see failure as transient and don't generalize the experience across other
areas of their life. They are simply opportunities to learn. Those who have a “Negative Explanatory Style”
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see failure as being “about them”. They feel they lack talent, that they are not good enough and will never
succeed. They also tend to generalize and associate this across other areas of their lives. Once we have
introduced in Pillar 2, through a simple practice on emotional awareness, the ability to be “non-reactive”
and accepting of what is happening right now (and what we cannot change about the past), we then have
a “moment of choice” in which we can “reframe” the stories that create the emotions in anticipation of
failure.

1.2.5 PoOSSIBLE OUTLINE FOR A HALF DAY (3.5 - 4 HOUR) WORKSHOP

In the context of a half-day workshop we would introduce the core components of the “3 Pillars. Apart
from the group discussions and individual reflections, we would propose 2 group practices and a
“journaling exercise” to help the learning “sink in”.

Content of the workshop may include:

Basics

e Introductions and objectives

e Definitions of resilience

e Why resilience is important at work (group discussion)
The 3 pillars of resilience

Pillar 1 - Calm mind

e What are you attending to — class activity

e Practice on calming the mind / debrief of practice

Pillar 2 - Emotional awareness

e Failure as an “emotional experience”

e Resilience and attentional management — attention is creates “experience” - practice
e Patience, impulse control and resilience

e Making emotions our friends rather than our enemies

® Practice on emotional self-awareness

Pillar 3 - Cognitive resilience — Explanatory style

e Cognitive resilience — Awareness and management of negativity and confirmation bias
® Approaches to cultivating a “growth”, vs “fixed” mindset
® Practice on “cognitive resilience”

e Neuroscience of resilience

Next steps

e What will you do now ? Takeaways and next steps

1.2.6 ADDITIONAL MATERIAL FOR MANAGER / LEADER PROGRAMS

Apart from cultivating resilience within yourself, the key to cultivating resilience in others is to help foster
a growth mindset, a major component of which is helping to cultivate a “positive explanatory style” in
others. A major (but not the only) component of this is related to how various workplace conversations
(including initiating / expectation setting expectations, goals, checking in, performance management and
feedback conversations.

Topics may include :

e Your mindset and its impact on others

e Goals that GROW people
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The language of growth — phrases and words for immediate impact

® Measurements for growth (mindset)

e Conversations to build resilience and growth — Beginning, Middle and End

O

O

O

O

O

Initiating, expectations and goals

understanding and meaning

performance management, requests and promises
closure

SBI conversations for growth

® Practice — “commenting on progress” worksheet

Take-aways and next steps — what is one thing you will do differently starting today ?
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1.3 COMMUNICATIONS RELATED PROGRAMS AND COMMUNICATIONS COACHING

1.3.1 SELF / OTHERS AWARENESS-BASED SKILFUL COMMUNICATION (FROM 2 HOURS UP TO 2 DAY
WORKSHOPS)

The example outline below in its complete form will be 2 full days or 15 hours of training in total. This
can, of course, be delivered in a number of ways and formats. If less than 2 days is required then we are
able to cut some of the content depending on specific requirements.

The program includes a balance of working with the psychology of awareness and patterns of thinking /
feeling and the building teaching and practice with the technical side of changing communications
behaviours.

We would normally train up to 15 people using 1 trainer / facilitator. If more people than this are
required to be trained then please discuss as we may need to utilise a co-facilitator in this case which will
increase the cost by around HKD 7.5 k per day.

Potential Topics

Below is a high level idea of the kinds of topics which have worked well for organisations involved with
challenges such as those you are facing:.

e Knowing — doing gap exercises. Highlights the nature of the learning process and how its less
important “what we know” than it is “what we do, with what we know”, particularly in key
moments of choice (normally under stress or when busy).

e Converting learning into change — An introduction to change basics and theories (details below) (As
Einstein said, “make things as simple as possible, but no simpler”. A brief exploration of
foundational thinking about change and how learning becomes embodied into behaviour (and what
blocks this process), all related to your situation. In this section we show how change is often
inhibited by deep seated beliefs, assumptions and perceptions which have often been installed
early in life as protective coping strategies. These strategies are often mal-adaptive to individuals
current work and life conditions.

e The 7 Reactions to Change — an active and engaging activity and discussion that reveals common
reactions to personal change (including being asked to do things which are “unfamiliar” or “against
the grain”) and shows how they differ in individuals

e Styles and roles in personal change (and helping others change),

e Effective workplace conversations module, dealing with conversations, requests, negotiations and
feedback.

e “Brain friendly” learning and change — what actually is occurring in the human brain during learning
and change and how we can use this knowledge to overcome our default tendencies and biases

e Self-awareness assessments and exercises / role plays around these (MBTI / DISC / Colours etc).
These tend to be a highlight and create lasting insight. These are done “in class” in a fun, engaging
and interactive format which creates profound and lasting insight.

Private and Confidential Report Page 9



JTRANSCEND

1.4 COACHING SKILLS TRAINING PROGRAMS

This suite of skills-based programs helps organisations who wish to create a culture of ownership,
accountability and responsibility, moving away from command and control leadership. Further
information is available on this suite on request.

1.4.1 1,2 AND 3 DAY, “COACHING SKILLS FOR LEADERS” PROGRAM - CORE CONTENT

The focus of the Core Content can be adapted to suit the language, culture or organisational needs. This
highly engaging, interactive and practice intensive program will give leaders the ability to coach
effectively, informally “on the go” and in specific formal developmental contexts.

During the design phase, we work closely with clients to create harmony between core-content, essential
to develop coaching skill, and the organisational areas of concern and potential dynamics. We tailor the
language and practice sessions to focus on areas of importance, creating a seamless pathway to
associate coaching skills with desired organisational outcomes.

A common outline is as follows :

1.1.1.1  CORE CURRICULUM
Introduction, Welcome and Preparation for learning

* Brief introduction
* Introductions, with a “what do you know about coaching”? activity

* Learning goals (as part of above activity)

Coaching within an organizational context

* Coaching and its distinction from other “relationships” or “roles” we play at work
* Differing developmental approaches — when and how

* Coaching in organisations — how and why it works. Distinctions.

*  Bridging the Knowing Doing Gap (incl activity)

* ICF and Transcend definition of coaching — discussion

* The difference between learning and change

* Neurology of leadership. Why don't people use their skills, knowledge and experience in key choice
moments?

* The nature of the “threat” and the “approach’ state and how it impacts performance

Key distinctions about coaching vs other roles
*  Mindset of the Coach - Performance Formula

*  Coaching Landscape - Human Domains, coaching the whole person (not just “the problem”),
understanding resistance to change, targeting development

* Relationship - the unique dynamics of coaching direct reports and peers

*  Trust —the trust formula — relevance to coaching

Core skills of Coaching
* Questioning skills — types of questions, when to use which

* Listening skills — generous and “mindful” listening
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* Coming to a topic (the “Islands of Interest” tool)
* The GROW model :
o G-R - explanation and practice session
o 0O-W - explanation and practice session
* Designing SMART actions — Wrap-Up
* Coachingin the “Iceberg” —the Iceberg model and implication for coaching
* Designing coaching questions with the Human Domains Model

* The ladder of learning — reflective practice

1.1.1.2  OPTIONAL MODULES (2-3 AREAS CAN BE ADDED TO THE CORE CURRICULUM ABOVE FOR THE 3 DAY PROGRAM

e Structure - Coaching on the Go (GROW on the GO)- short focused structured conversations that add
value and create ownership

* The neurobiology of coaching for insight

*  What are you “in the middle of”?

*  Coaching for high potential

*  Coaching for core competency development

* The 7 reactions to change (activity) — implications for coaching
*  Giving and receiving feedback

*  Coaching “unconstructive” behaviours

* Coaching differing personalities and difficult people

* Feed forward —a new paradigm

*  Coaching for emotional balance and intelligence

*  Coaching for empowerment — the “empowerment model”

*  Coaching for transformative development — making meaning

1.5 COACHING / TRAINING FOR SIGNIFICANT CAREER / PERSONAL TRANSITION (INCLUDING
RETIREMENT)

1.5.1 BACKGROUND - PURPOSE

Within the “baby boomer” generation (those born between late 1940’s and, mid 1960’s) is a very
interesting group sometimes known as “Generation Jones” (as coined by the author Jonathan Pontell
(Wassel, 2011)). The main difference between the Joneses” and other baby boomers is that they were
not, particularly in the West, involved in wars, compulsory military service or other salient political
causes which occupied the young mind.

Jonesers were, as a group, given huge expectations as children to achieve what their parents often were
unable to achieve because of wartime interruptions to education, careers or because of wartime loss of a
breadwinning family member.

As a generation, Jonesers became “strivers”. Striving for more. More education, more wealth, power,
fame, reputation. They were taught to always “be first” to “win at all costs” and became identified with
working hard in pursuit of these goals.
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The processes set our below can be delivered in a workshop format, as a framework to guide coaching
interventions or as a “hybrid” of blended coaching / training approach.

1.5.2 PARTICULAR CHALLENGES FOR “GENERATION JONESERS”

Jonesers can be well suited to building careers and to climbing whatever ladders are put in front of them.
The challenge is that they can be single-minded in their pursuit of these goals, overcoming obstacles and
working hard. Challenges can arise when this externally imposed sense of purpose and worth is
removed. This can happen at retirement when individuals are, suddenly, left to create a sense of
meaning which is entirely different from that on which they have relied for virtually the whole of their
life so far. This can create a sense of loss, longing or living in the past, anger, abandonment and in the
worst-case depression and everything that that involves.

The answer is to help those approaching retirement to connect with an “internal” sense of meaning and
purpose, while at the same time allowing celebration rather than melancholy when reflecting over the

the past.

Many “Jonesers” have been taught that life is about setting goals and knowing where you are going. This
can be clear for people when they are in a career. Jonesers as a group are good at planning their career
and are identified with their careers. Not having this identity can result in a significant sense of loss as
retirement approaches or when the day finally comes.

1.5.3 CULTIVATING A “SENSE OF PURPOSE”

The key is to help individuals to loosen the identification with current and past roles in order to provide
freedom to be curious and connect to a deeper sense of meaning and purpose.

Overall Themes —

Ending well — strengthening the “legacy”

Living a purposeful and meaningful post-retirement life, connected to Values.
Connecting to a sense of “Purpose”.

The process described below can help to minimise the sense of loss which can occur with some people at
retirement, instead enabling a sense of celebration for past achievements, providing closure and
enabling letting go and moving on with a curious, open minded exploration of “valued” outcomes
(Hayes, Strosahl, & Wilson, 2011).

It is no longer controversial that the discovery of values and meaning is the key to a contented life of
“genuine happiness” (Peterson, Park, & Seligman, 2005; Seligman, 2012), trumping the “pursuit of
sensory or emotional pleasure”. This is particularly the case for individuals approaching the end of their
career. Long term life satisfaction is also correlated with a “shift” in worldview and orientation from
“Hedonia” (seeking pleasure) to “Eudaimonia”, (meaningfulness), as described by Seligman (2012),
Maslow (1967) and others. Paraphrasing Seligman, discovering meaning provides a sense of durable
well-being, in which case the pursuit of “pleasure” is the “icing on the cake”.

There are a number of approaches individuals can pursue to unlock or discover meaning and associated
values leading to “authentic happiness”. One approach which works well with senior leaders and other
corporate settings includes a process of discovering what one really cares about, what brings one to their
best or provides a sense of aliveness, and then work out what “values” or “qualities” need to be
expressed in order that this might happen more often. The process explores psychologiocal, family,
financial and

There is evidence that once values have been discovered, clarified and allowed to become embodied
then happiness becomes less about “outcomes” (I wish to be rich / travel widely / have a great
reputation / be recognised / be respected) but more about making choices which are in line with these
values. It is evident that once these choices are made, desired outcomes are more likely (but never
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certain). Whether outcomes occur or whether they don't, happiness arises from expressing oneself in
relation to values and meaning. Underpinning all of this, the cultivation of core mental qualities of
Presence / Patience / Acceptance / Curiosity / Trust / Letting go / Courage and others are normally
behind such changes at the “root” level.

1.5.4 RECOMMENDED PROCESSES:

This section summarises a proposed flow of activity which is customisable depending on the nature of
the client group or individual.

The processes below facilitate a number of ways of unlocking the “heart-mind” connection and
enhancing deep self-awareness, discovery of a sense of meaning and purpose and, finally, commitment
to pursue (Hanson, 2013). It is important that people are not “contracted” or “agitated” about lack of
clarity of their values and purpose at this stage. Sometimes, this process “unlocks” these insights quickly,
sometimes it requires time and iteration. This process, however, gives such self-discovery a good
chance.

Steps are :

III

e Individual guided reflection(s) related to both “ending the current phase well” and creating a future
vision

e <optional> completing a number of reflective “envisioning worksheets” designed to unlock insights
(can also be done as “pre-work”).

e Journaling a summary of the reflections

e Speaking out thoughts / stories to others while being listened to by an “attuned” listener (coach /
peer)

e Listening and connecting to an attuned listener’s (coach / peer’s) “interpretation” of your story

e Reflecting, re-writing/extending the journal and allowing learning / awareness to “sink in”

e Teaching steps to continue the process

1.54.1 THE STARTING POINT - INDIVIDUAL GUIDED REFLECTIVE MINDFULNESS PRACTICE

Connecting to values and “purpose” is a creative process which also involves emotion. Evidence
indicates that creative processes and connection to “meaning” occurs more readily when the mind,
which tends to be very “noisy”, is allowed to move into a quiet reflective state (known as an “alpha”
state (Jung-Beeman et al., 2004; Lustenberger, Boyle, Foulser, Mellin, & Frohlich, 2015). It is therefore
useful to teach a practice which can be used to settle the habitually noisy mind so that subconscious
creative processes and connections can occur. Participants can continue this simple practice to build the
mental orientations necessary for such creative process.

1.54.2 PROPRIOCEPTIVE WRITTEN “ENVISIONING” EXERCISE

With a settled mind we now move into the “envisioning” exercises.

1.54.3 RATIONALE FOR THIS PROCESS:

This section helps an individual contemplate one or more ideal futures, important roles and possible
identities are related to areas that the participant cares most about and are capable of providing
motivation, a profound sense of purpose, meaning and happiness. The process helps to leverage the
power of the “predictive brain” to contemplate meaningful outcomes and then work towards these
(Pally, 2007).

Proprioceptive writing is a form of writing which prevents the “thinking mind” getting in the way of
creativity and connection to emotions and intuition (Metcalf, 2008).
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Immediately after the meditative reflection above, we ask participants to write for 5-7 minutes using a
number of carefully designed “prompts”. To get the best from this activity, participants will be advised
to keep the pen moving non-stop for the whole of the 5-7 minute process, not stopping to “think”.

1.5.4.4  SHARING / FEEDBACK (PEER-PEER OR WITH COACH)

The writing exercises are followed by a feedback process which allows the individual to speak out their
story to another (peer or coach), and receive feedback on what has been said and what the listener
experiences as being “felt” by the participant.

This is done to strengthen the self-awareness of the “client”. It allows the client to luxuriate in the
positive feelings arising when contemplating meaningful future outcomes (Hanson, 2013).

The end of this process involves re-summarising reflections in the particpants’ learning journals.

1.5.4.5  VALUES DISCOVERY / STRENGTHENING

The “envisioning” process is then followed by an investigation of core values and how the expression of
these values connect to envisioned future outcomes (Hayes et al., 2011). This process also creates
insight about how the expression of values is linked to “being at one’s best”, “feeling alive” or “acting in
service of what one really cares about”. A significant sense of purpose and well-being can arise through
this process as participants begin to mentally “step into” their envisioned “way of being”

This part of the process is guided to keep looking forward. Focusing on an important possible identity in
the future of the participants and “dismissing” identification with the past where appropriate.

Transcend Values Card Sort / Clarification Method

Again, this process should not be “thought through” too much, it should be executed as quickly as
possible. Again, the goal is to get the “logical rational” and the “fixer” mind out of the way (I will explain
this in set-up).

The process leads to the discovery / creation of “WFV” (Well Formed Values) using steps below.

1. Choosing the most important value(s) arising from a “card sort” using the “Transcend International
Values Cards”, the client clarifies this value using a number of criteria (guided by us) as best they
can. Participants attempt to identify what it’s like when the value is expressed (and how does it link
to the context), what it’s like when violated, what makes it difficult to express the value and,
importantly, what additional values or qualities might be used in the moment prevent the
“leakage” of the power of the chosen value (often related to subconscious “drivers”).

2. Participants are then asked to reflect on how this value may be consistent with the embodiment of
important envisioned future identities, exploring any conflict or “leakage” that may occur and
reflecting / mentally rehearsing ways of resolving this. Of course, in the “real world” it is matters
like this that hijack our dreams, goals and even plans as we fail to anticipate those “hidden” values /
goals / motivators that drive our actual moment-by-moment behaviours.

3. Process above is repeated for other key values.

Finally, participants will reflect on what they wish to ensure they remember from this process going
forward, together with thoughts about how that might happen.

1.54.6 OPTIONAL CONTENT — REFLECTIVE WORKSHEETS

If this option is used, it is best used as an input to the processes described above. We use a number of
reflective worksheets including all or any of the following :

e Birds of a Feather
e Highlights from Current Role / Situation — “Good, Bad and Ugly”
e Original Joys

e Passions and Gifts
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® First Career Dreams

e Your Ideal Work Day

e Consistent Themes

1.54.7  WRAP-UPS / ACTION PLAN CREATING ACTION LEARNING COMMITMENTS FROM THE WORKSHOP INCLUDING:
What specifically will you do going forward? When and where?

<Optional — write a letter to self and give it to someone else to post to them 1 month later>
How frequently?

What might interfere?

How will you manage interference?

Who can you enrol in your development?

How will you hold yourself accountable (and who can assist)?

How will you measure success?

1.5.5 OUTCOMES
Once this process is complete participants should have an enhanced self-awareness of :

I”

What mindsets / strategies might help with “ending well” (optimising legacy from current role)
What they “really care about” or what is most important to them.

Preliminary commitments (future roles / identities),

What values need to be expressed to support these commitments, moment by moment,
What might interfere with the expression of these, and

What additional qualities need to be “activated” to resolve the interference.

N o vk wbhpeE

What they intend to do with their learning going forward

The important thing is that there are some “action learning commitments”. These simply remind
participants to regularly check in with the wisdom that they accessed during the program. Re-reflecting,
refreshing, allowing changes, clarifying etc. It is as well to provide some form of structure or reminder
for this so that by the time that “final day” arrives they have ended well and are looking forward to their
future.
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1.6 GENOS / TRANSCEND EMOTIONAL INTELLIGENCE PROGRAMS
1.6.1 GENOS EMOTIONAL INTELLIGENCE CERTIFICATION
This training is available as an “open enrolment” workshop or as a “corporate program”.

The Genos Emotional Intelligence Certification Program is specially designed to make you the expert in
applying Emotional Intelligence in the workplace. We are proud to partner with Genos International to
deliver their globally recognised program in Asia.

When you successfully complete all the elements of this program you will be a Genos Certified
Practitioner being able to:

Order (at a significant discount) and conduct your own debriefs of a variety of Genos El assessments,
thereby develop individuals’ and teams’ emotional intelligence by assessing and debriefing their
assessment results.

Provide practical tools and techniques for applying and being more emotionally intelligent in the
workplace

Design and deliver group emotional intelligence development sessions
Who is it for?

The Genos El Certification Program is designed for experienced learning and organisational development
professionals, human resource consultants, senior line managers, executive coaches, and organisational
psychologists.

We can also accommodate corporate groups and deliver internal organisational programs
Program Format

2 day facilitated program - filled with inspirational content, practical participative activities, experiential
scenarios, facilitating and debriefing practice.

A personal 360 degree Emotional Intelligence Assessment and a debrief by a certified coach.

A practicum, where you will debrief a Master Trainer using a sample report. You will receive feedback
to ensure you are capable of effectively applying the Genos El tools effectively.

Your organisation’s coaches will receive 10 International Coach Federation CCE hours in Core
Competency training and 4 Resource Development hours by completing one our programs.
1.6.2 GENOS EI ASSESSEMENTS

Available in Cantonese, Mandarin, English and a variety of European Languages

Together with Genos International we bring a suite of assessments that measure the emotionally
intelligent workplace behaviours that underpin success. They are supported by a wealth of peer-
reviewed research and are accompanied by beautiful reports containing practical development
suggestions. Genos are used by Fortune 500 companies around the world across all industries and
organisational levels.

We have a wide range of reports designed for all levels of leaders, managers and employees.
Assessment Reports

Genos Emotionally Intelligent Leadership Report

360, 180 and Self Rated versions available

For Senior Leadership, High Potentials, Managers and Front Line employees. This report measures 6
Emotionally Intelligent Leadership competencies and is an excellent companion to leadership
development programs and professional executive coaching engagements. Use it incrementally to
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measure progress and development. This report is especially powerful when combined with a
competency development program such as IGNITE.

Genos Emotional Intelligence Development Report

Designed for personal reflection and large group workshops, individual contributors and in-depth El
development this report is available in 360 and Self Rated versions. This report measures frequency of
behaviours in 7 Emotionally Intelligent Behaviours. Aggregate group reports available.

Genos Enduring Impact Report

Designed for individuals and groups this report is an excellent foundation for developing groups of
leaders and can accompany training programs for large and small groups.

Key Features of our Reports

All our reports are beautifully presented and make the interpretation of results engaging and readily
accessible.

Raters can provide free text responses which are captured in the Feedback Report and help leaders
understand the context behind rater responses to assessment questions.

Development tips or plans are also provided for each competency, skill or factor assessed.

1.6.3 GENOS / TRANSCEND EI PROGRAMS

A wide variety of interactive and practical programs are available with flexible delivery periods and we
are happy to create a bespoke design to match your needs and budget. The target is Emotionally
Intelligent skill development and increase in engagement performance.

IGNITE is our 6-8 month leadership programs featuring multiple assessments and development modules
available in person, online, or bundled into intensives. A full synopsis is available on our website

Half day, 1 day and 2 day programs are available and also can be tailored to meet the needs of your
organisation.

Coaching and mentoring programs can also be delivered if you want a small group or individual approach
delivered by a Genos Master Trainer who is also a PCC level ICF credentialed professional coach.

All our programs transfer cutting edge content, assessments, frameworks, and tools into practical
behavioral change that endures and has impact. Programs present a holistic approach to development
by improving a foundational set of skills that create greater personal and inter-personal success within
and outside of the workplace. That’s why we call them game changing for business and life changing for
people.

In addition to the programs detailed below, we can train you in how to deliver them to your
clients/people or to create customised versions of them. All the programs listed below come in Train-
the-Trainer formats. Our programs have been expertly designed, tested and shown to deliver tangible
positive in business outcomes.

1.6.4 LEADER IGNITE

An emotional intelligence development program designed to:

Improve self-awareness and resilience

Help people engage in change

Improve how people facilitate challenging conversations

Enhance team work and collaboration

Improve employee engagement and morale

o vk w N

Enhance leadership effectiveness
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If you are looking to improve the performance of your business by improving one or more of the above
then this program may benefit you.

The value proposition

Ignite is an emotional intelligence enhancement program for leaders at all levels. It is a personal
transformation program that develops core emotional intelligence and improves individuals’ leadership,
impact, influence and resilience as a result. Implemented across a division, function, or your
organisation, it will improve productivity, collaboration, innovation, your capacity to drive change, team
work and customer service.

The Ignite Program comprises a blend of different learning experiences to produce lasting results. There
are six core modules of the program. Each session, delivered in a two hour, professionally facilitated
format, includes:

1. Relevant pre-work

2. Cutting edge research

3. Inspirational content

4. Experiential scenarios

5. Practice applications of practical, applicable models and techniques
6. On-the-job applications

It is through the combination of the learning methodologies, learning journey structure, assessments
before and after the program and on-the-job applications of practical models and techniques that
participants experience enduring improvements in their emotional intelligence.

1.6.5 ENDURING IMPACT

A modular, experiential El development program for frontline through middle manager-level employees.

The series assesses, develops, and applies the skills of emotional intelligence through a variety of
learning experiences in service of building intra and interpersonal effectiveness—the foundation of
success for the future leaders in your business.

The series includes a simplified four-dimension El multi-rater (self and others) report (awareness,
expression, reasoning, and management) and five developmental modules (4 hour classroom sessions)
centred on understanding El and the development of El skills in service of management and leadership
effectiveness. These five modules are:

1. Introduction to Emotional Intelligence
2. The Aware Leader

3. The Authentic Leader

4. The Expansive Leader

5. The Centred Leader

Frontline employees through mid-management levels, graduate inductees, high-potentials—any
individual with a desire to build a foundation of El skills and capabilities in preparation to more effectively
manage and lead people

1.6.6 ONE-DAY AND TwoO DAY PROGRAMS

These programs help participants explore and practice tools and techniques for applying emotional
intelligence at work. The tools and techniques can also be applied outside of the workplace with friends
and family. Applying the theory, tools and techniques explored in this workshop will help people to
improve their:
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1. Emotional self-awareness

2. Understanding of others emotions and how to positively influence them

3. Capacity to effectively handle difficult conversations

4. Resilience

5. Capacity to help others in stressful situations.

These programs are suitable as an introduction to emotional intelligence or as a component that can be
built into a larger employee development program.

1.6.7 LUNCH'N LEARN, KEYNOTE OR 1 %2 HOUR WORKSHOPS

This engaging and inspiring workshop will create a powerful connection between emotionally intelligent
leadership competencies and performance, career and organisational success. Content can cover:

e The science of emotions - what is happening physiologically when we experience emotions

e Powerful and relevant research on the impact of El on performance, engagement and the bottom
line

e Ways of beginning to change our responses, moving from “reaction” to “response”
e Training the “mental muscle” of self-awareness and self-management. How to do?

e How to assess and build El competencies using the Genos model of emotional intelligence

1.6.8 MOTIVATING AND ENGAGING YOUR TEAM (ONE DAY)

Most leaders know that at the heart of every productive and successful business lies a thriving
organisational culture — an environment where hard working people collaborate intensely and
passionately to produce great results. Because this culture is difficult to achieve and replicate, it’s also
seen as a critical lever of sustainable competitive advantage.

Most leaders recognise “keeping people engaged, motivated and committed” as a critical part of their
function. However, most leaders will also tell you that motivating employees and keeping them engaged
isn’t so easy a task. Many factors influence an individual’s motivation ranging from day-to-day tasks, right
through to the working styles of colleagues. What is motivating for one can be de-motivating for others

This program equips leaders with:

An in-depth understanding of employee engagement and why it’s important to an organisation’s
performance,

Insight into how engaged they are personally, and what they can do to enhance their own engagement
A tool kit, process, and techniques for facilitating effective individual engagement reviews with staff.
Target Audience

Frontline to senior leaders who want to motivate their staff and drive not only better employee
performance, but also higher levels of employee satisfaction and success.

Format

A One day facilitated workshop including:

1. A personal motivation assessment as pre-work
2. Inspirational content

3. Participative methods
4

Experiential scenarios
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5. Role-play based applications

6. Post-program action learning project.
Learning outcomes

Participants leave the workshop being able to:
1. Effectively conduct individual engagement reviews.
2. Lead staff with a more motivating leadership style.

3. Drive higher levels of performance, satisfaction and success with their staff.

When rolled out across the leadership group of an organisation, this program creates a shared
ownership model for improving employee engagement. A model where individual contributors and
leaders both take responsibility for improving engagement within themselves, their colleagues and the
company.
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1.7 MINDFULNESS BASED APPROACHES TO CULTIVATE FOCUS, PERFORMANCE, RESILIENCE
AND WELL-BEING AT WORK:

Our sister company, the Potential Project Hong Kong and China, (www.potentialproject.com.hk) is part
of a global organization representing the global “Gold Standard” in corporate mindfulness based
trainings (“CBMT”) since 2008 with more than 220 highly skilled and qualified trainers in over 25
countries worldwide including in Hong Kong, China, Singapore, Australia, Europe, UK and the Americas.
Globally we have now trained in excess of 25,000 people through our various programs.

Our programs are specifically designed to meet the needs of people with little time and high
expectations for results. The aims and outcomes of our various programs are to enable people to
actualize their potential for performing at the highest level while living a happy and meaningful work-life.

The Potential Project programs are based on a synthesis of scientific research in psychology,
neurobiology, and mental training techniques that have been successfully tested by both modern science
and by contemplative practitioners over thousands of years. We combine state-of-the-art scientific
findings with experience and practice-based expertise. Our programs have been designed with input
from senior executives, middle managers and front line employees on what works best within an
organizational context.

It has been shown in repeated studies that mindfulness training is the best way to create long term
improvements in levels of self-awareness. This leads, in turn, to our ability to step off the “autopilot” of
deeply conditioned, habitual patterns of thinking and behaving and make conscious moment-by-moment
choices in line with our “true goals” and our “authentic”, skillful selves. Once this happens, we become
better able to make appropriate choices using of all our internal and external resources. This is, in turn,
the key to exceptional emotional and mental balance, focus, resilience and effectiveness under stress. It
is also the key to the discovery of intrinsic motivation and the cultivation of a quiet self confidence that is
not dependant on the ego.

To conclude, CBMT offers effective tools to deal with modern workplace pressures. The outcome is
increased emotional and mental balance, enabling resilience, clarity and purpose.

1.7.1 WHY MINDFULNESS TRAINING FOR THE WORKPLACE?

Increasing workloads and tighter deadlines are the major challenges of today's work life. Without
effective tools to deal with that pressure the result is often emotional, mental and physiological
imbalance, at work as well as at home. However, we now know that it is possible meet our daily
challenges, and to do so with clarity, resilience, kindness and happiness.

All our words and actions and, consequently, results all start as thoughts, either conscious or
subconscious. If we want to change anything in our life, whether it is social relations or professional
performance, we need to start with the mind.

Our Corporate-Based Mindfulness Training (CBMT) suite offers an effective step-by-step method to
achieve a considerable reduction in perceived stress as well as an increased ability to concentrate and
focus. Uniquely, we have almost two decades of experience in conducting mindfulness based trainings
and also have relevant corporate experience which ensures the consistently high quality of our
programs.

Many people in today’s fast-paced, complex, ever changing work environments, feel pressured by the
clock. They do not feel they have enough hours in the day to do everything they need to do and are often
resistant to any notion of adding something more. Our goal is to fully integrate the training into day-to-
day work life so instead of being “yet another thing to do”, mindfulness becomes a way to be “more
effective in everything you do”. We teach ways to introduce both formal and informal practices so that
mindfulness and self awareness become a way of life, rather than just something done “on the cushion”
or in formal practice.
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1.7.2 INDIVIDUAL AND ORGANIZATIONAL BENEFITS

Nearly than 3,000 research projects have been conducted on Mindfulness Training over the past ten
years. A number of these have been within corporations using Mindfulness practice, some with TPP
programs. The results are conclusive and show that among other effects practitioners:

v Develop significantly improved self and others/team-awareness
develop a highly increased ability to focus and concentrate
have 30% less physiological and mental stress symptoms

have 40% less irritation and anger

experience a 35% increase in sleep quality

experience 50% less mood swings

have an increased immune defense system

show lower blood pressure

have slower heart rates

start acting instead of reacting

take more personal accountability for their world

R N T T e N N N N

Be able to focus on what they choose with less distraction

v experience more energy, general well-being and happiness

Apart from the above, the following outcomes have been observed for managers and leaders undertaking
the programs:

v Improved focus and attention enabling them to be more “present” with staff

v Improved self-awareness enabling them to better support the vision, mission and values of the
organisation

Improved ability to envision and maintain clarity related to goals
Improved ability to adapt positively to change
Enhanced ability to provide effective feedback and guidance to team members

Increased capacity to deal with stress and work related pressures

AN N N

Increased personal efficiency and productivity providing them with more time for themselves and
their teams

v Improved collaboration and innovation starting with the senior team and filtering down to all staff

v Improved staff morale and perceptions of the company and its leadership

The overall end result is an increase in both performance and happiness on an individual as well as an
organizational level.

To achieve these results a regular exercise of mindfulness training is required as part of the work. As little
as 10-15 minutes daily practice over 6 — 8 weeks produces measureable effects among participants. All
our programs offer an opportunity to get started with simple but life-changing practices and begin to
enjoy the effects described above. The aims of the shorter programs are partly to “inspire” participants
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to conduct regular practices which are designed to build resilience, balance and effectiveness. It should
be understood that, like buiding muscle or getting physically fit, rewiring the brain to change default
patterns of relating to such things as stress is a process rather than an event, and most neuroscientist
believe that 8 weeks or regular practice is normally required to see visible and measurable impact.

1.7.3 POTENTIAL PROJECT PROGRAMS

We offer a variety of keynote style talks, 1.5, 2, 3, half-day, full-day workshops together with a 2-3 day
Mindful Leadership program. The flagship program, on which much of the scientific research is based, is
a 4 month process beginning with a 2 hour “kick off” and followed by 8 weekly 1.5 hour workshops with
2 monthly 1.5 hour follow-ups.

These are the subject of a separate discussion document available on request.
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