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ABOUT RON LEEMAN 
I have been involved in process, change & 
transformation work in one way shape or form 
since in 1974.  
 

My main focus is on managing/leading the 
change to a business resulting from IT 
implementations but not exclusively so as I 
have also managed/led stand-alone process, 
operational and organisational changes. I have 
worked in Europe, SE Asia, America and the 
Middle East but since 2011 have been residing 
in Thailand. I am also an on-line coach & 
mentor on all things process and change.  

My contribution to the global change & transformation community and my 
breadth and depth of experience and knowledge was honoured in 2012 with a 
“Change Leader of Tomorrow Award” by the HRD World Congress "in recognition 
of my remarkable progress in initiating changes enough for others in the same 
industry to follow”. I also have 80 Recommendations and in excess of 300 
Endorsements on LinkedIn which is testament to my “change” pedigree. 
 
       

       Specialties 
  

       ... Business Change Management 
       ... Change Project/Programme Management 
       ... Process Re-engineering & Improvement 
       ... Organisational Design & Realignment 
       ... Stakeholder Management & Communications 
       ... Training & Education 
       ... Process Development & Management 
       ... Performance Measurement, KPI's & SLA’s 
       ... Benchmarking & Best Practice 
       ... Continuous Improvement 
       ... Coaching, Mentoring & Knowledge Transfer 

CHANGE 
It is not the 

strongest of 

the species 

that survive, 

nor the most 

intelligent, 

but the one 

most 

responsive to 

change. 
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ABOUT THE SURVEY 
Having practised change and transformation in one way shape or form since 1974 
and following some 15 successful years working on the interim/contract market in 
the UK, Europe and Internationally I decided to move to SE Asia in 2011. My 
reasons were simple … having come out of the most recent global financial crisis 
stronger than other regions, Asia was starting to steer the world’s economic 
growth and as a consequence I wanted to be part of that growth and practice 
change and transformation in the region. 
 

I noted, however, that a key driver in sustaining that growth was effective 
leadership, and in Asia’s context, this was more complex than it seemed and it was 
also significantly different to that of the West, with characteristics and challenges 
that were unique. Part of a leaders responsibilities is to lead change and 
transformation so I wanted to understand the different cultural dynamics that 
impacted practising change & transformation in the Region.  
 

To this end I set up a LinkedIn Group called Change in Asia (CiA – see page 23) as 
the vehicle for gaining that understanding. One of the Group discussions called 
Change in Asia – What is the Difference? was specifically related to try and 
discover what those different cultural dynamics were and this survey resulted from 
that Group discussion. The following briefly describes the approach taken to the 
survey: 
 
 
 

• Members of the CiA Group and other LinkedIn contacts were asked to provide 
their 3 main cultural dynamics that impact practising change & transformation in 
Asia. 

• All responses were collated and 15 dynamics were established (see next page) 
which were published in the CiA Group discussion. 

• Group members were asked to agree that the final list of 15 dynamics represented 
a full and final list. 

• To ascertain the key dynamics from the list of 15, e-mails were sent to either CiA 
Group members, LinkedIn 1st connections or members of other LinkedIn “change” 
Groups who were practising change agents in different countries of the Region 
asking them to choose 6 “lead” dynamics that they considered had a greater 
impact than others  and then to rank those 6  in order of importance. 

• A simple scoring system was then applied i.e. most important = 6 points down to 
least important = 1 point. 

• From this the top 6 “lead” dynamics were determined however the focus of this 
paper is on the dynamics that scored significantly. 
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ABOUT THE SURVEY 
This survey presents a very simple analysis of the input provided. It does not try 
and analyse why the results show what they show, provide any additional 
comment pertaining to the findings or include any of the supporting comments 
made by some of the survey respondents. The results are there for you to 
interpret and/or use in whichever way you consider appropriate.   

THE 15 DYNAMICS 
RELIGION

Central to beliefs and the 

way of doing things in Asia

PACE  of 

CHANGE
Slower in Asia

REASONS for 

RESISTANCE
Different reasons for resistance in Asia

CHANGE 

AWARENESS

Understanding of the need for 

change is less prevalant in Asia

CYCLES 

& TIMES
Not so important in Asia

FAMILIES
Asia is heavily focused 

on the familiy as a unit

INDIGENOUS

KNOWLEDGE

Asia is more focused on the output rather 

than the process of getting there

GROUP 

FOCUS

Asia is more focused on groups 

rather than an individual

CULTURAL

INTEGRITY

An understanding of the 

Asian way of life

INTER-COUNTRY

OBLIGATIONS
Less prevalant in Asia

CONSENSUS
A need to understand, engage and 

agree at all levels in Asia

REGULATORY

ENVIRONMENT
Not so strict in Asia

EDUCATION Less creative learning in Asia

RESPONSIBILITY
Asian staff find it difficult expressing opinions 

until the boss has and then they all agree

HIERARCHY
Bosses in Asia find it harder to let 

go and empower their staff
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PARTICIPATING COUNTRIES 

A total of 165 individuals 
provided input to this survey.  
 

The level of country input 
varied only slightly and the 
chart on the left shows the 
associated demographics of 
the survey respondents.  
 

Results from countries  
have shown a good level of 
consistency in their scoring 
selections.  

ROLE TYPES 

Senior IT Manager 
Head Organization Capability 

Senior Strategic Change Manager 
Organizational Effectiveness Manager 

Group Manager 
Performance Improvement Consultant 

Senior Manager, People & Change 
Change Communications Specialist 

Advisory Consultant 
Process Transformation Consultant 

Chief Business Officer 
International Programme Manager 

Business Process Manager 
Business Transformation Leader 

The following chart shows the Role Type demographics and a few examples 
of participants job titles:    
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The following chart shows the main Industry Sector demographics of the 
survey respondents plus examples of “other”:    

 Other =    
Financial Services 

Information Services 
Oil & Energy 

Food & Beverages 
Pharmaceuticals 

Consumer Goods 
Utilities 

Airlines & Aviation 
Insurance 

Investment Banking 
Building Materials 

Sporting Goods 

INDUSTRY SECTORS 

LINKEDIN GROUPS 
The individuals surveyed were either members of my LinkedIn Change in 
Asia Group, LinkedIn 1st Connections or members of some the following 
LinkedIn Change Groups:  
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CONSOLIDATED “ASIA” RESULTS 
The below show consolidated feedback from all 165 respondents. Whilst these 
results are “generic” to Asia they show a certain element of consistency in that 
three “lead” cultural dynamics have emerged that impact the practise of change 
& transformation in the Region. 

• Hierarchy – 72% of all respondents scored this element with 16% giving this 
their highest score. 

• Responsibility – 73% of all respondents scored this dynamic with 10% giving this 
their highest score. 

• Change Awareness – 63% of all respondents scored this element with 30% 
giving this their highest score. 

 

The three dynamics cited above regularly featured in the top three dynamics of 
most countries e.g.  
 

• Thailand, Indonesia & Vietnam had all of the above dynamics in their top three. 
• Singapore, India, Taiwan, Hong Kong, Malaysia, Pakistan & China had two of 

the above dynamics in their top three. 
• Bangladesh, the Philippines & Japan had just one of the above dynamics in 

their top three.  
• All countries had the above dynamics in their top six. 

Copyright © Ron Leeman 2013 



TOP 3 DYNAMICS by COUNTRY 
The following  three charts compare the overall Top 3 dynamics by country: 

With a score of 4.3 & 92% of 
respondents scoring this Hong Kong 
came out on top followed by China 
with a score of 3.5 and Thailand & 
Singapore both with a score of 3.4 
and finally India with a score of 3.3 
 

Coming in at the other end of the 
spectrum were  Bangladesh with a 
score of 1.7 followed by Japan at 1.8 

With a score of 3.8 & 92% of 
respondents scoring this Hong Kong 
came out on top followed closely by 
Malaysia with a score of 3.6 and 
then the Philippines & Singapore 
both with a score of 2.9 
 

Coming in at the other end of the 
spectrum were Pakistan at  1.7 and 
Japan & Taiwan both at 1.9 

HIERARCHY 

RESPONSIBILITY 

CHANGE AWARENESS 

With a score of 3.8 & 67% of 
respondents scoring this Thailand 
came out on top followed by Vietnam 
with a score of 3.7 then India with a 
score of 3.5 and Taiwan at 3.4 and 
Indonesia at 3.2 
 

Coming in at the other end of the 
spectrum were Singapore & Hong 
Kong both at 1.3 
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BANGLADESH 

Three clear “lead” dynamics emerged  
for BANGLADESH: 
 
Indigenous Knowledge –   
• 82% scored this dynamic 
• 11% gave it their highest score 
Change Awareness –  
• 45% scored this dynamic 
• 60% gave it their highest score 
Education –  
• 64% scored this dynamic  
• 29% gave it their highest score 

CHINA 

Two clear “lead” dynamics  emerged  
for CHINA with two more featuring  
significantly: 
 

Hierarchy –  
• 92% scored this dynamic 
• 8% gave it their highest score 
Indigenous Knowledge –   
• 77% scored this dynamic 
• 20% gave it their highest score 
Responsibility –  
• 62% scored this dynamic  
• 13% gave it their highest score 
Cultural Integrity –  
• 62% scored this dynamic 
• 13% gave it their highest score 
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HONG KONG 

Two clear “lead” dynamics emerged  
for HONG KONG with two more  
featuring significantly: 
 

Hierarchy –   
• 92% scored this dynamic 
• 36% gave it their highest Score 
Responsibility –  
• 92% scored this dynamic 
• 18% gave it their highest score 
Education –  
• 67% scored this dynamic 
• 13%  gave it their highest score 
Group Focus –  
• 50% scored this dynamic 
• 17% gave it their highest score  

INDIA 

Two clear “lead” dynamics that   
Emerged for INDIA with two others  
featuring significantly: 
 

Change Awareness –   
• 77% scored this dynamic 
• 60% gave it their highest score 
Hierarchy –  
• 85% scored this dynamic 
• 18% gave it their highest score 
Indigenous Knowledge –  
• 62% scored this dynamic  
• 0% gave it their highest score  
Responsibility –  
• 54% scored this dynamic 
• 4% giving it their highest score 
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INDONESIA 

JAPAN 

Two clear “lead” dynamics emerged  
for INDONESIA with a third featuring 
significantly: 
 
Change Awareness –   
• 85% scored this dynamic 
• 18% gave it their highest score 
Hierarchy –  
• 85% scored this dynamic 
• 18% gave it their highest score 
Responsibility –  
• 69% scored this dynamic 
• 22% gave it their highest score 

Three clear “lead” dynamics emerged  
For JAPAN: 
 

Group Focus  –   
• 92% scored this dynamic 
• 9% gave it their highest score 
Consensus –  
• 75% scored this dynamic 
• 22% gave it their highest score 
Change Awareness –  
• 75% scored this dynamic 
• 11% gave it their highest score 
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MALAYSIA 

PAKISTAN 

One clear “lead” dynamic emerged  
for MALAYSIA with three others  
featuring significantly: 
 

Responsibility –   
• 92% scored this dynamic  
• 18% gave it their highest score 
Consensus –  
• 67% scored this dynamic  
• 13% gave it their highest score 
Hierarchy –  
• 75% scored this dynamic  
• 11% gave it their highest score 
Reasons for Resistance –  
• 67% scored this dynamic  
• 25% gave it their highest score 

Three clear “lead” dynamics emerged 
for PAKISTAN: 
 

Indigenous Knowledge –  
• 58% scored this dynamic 
• 57% gave it their highest score 
Change Awareness –  
• 67% scored this dynamic 
• 13% gave it their highest score 
Hierarchy –  
• 58% scored this dynamic 
• 14% gave it their highest score 
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PHILIPPINES 

SINGAPORE 

Four clear “lead” dynamics emerged  
for the PHILIPPINES: 
 

Responsibility –   
• 83% scored this dynamic 
• 10% gave it their highest score 
Families –  
• 67% scored this dynamic 
• 13% gave it their highest score 
Cultural Integrity –  
• 50% scored this dynamic 
• 50% gave it their highest score 
Change Awareness –  
• 75% scored this dynamic 
• 11% gave it their highest score 

Three clear “lead” dynamics emerged  
for SINGAPORE: 
 

Hierarchy –  
• 82% scored this dynamic  
• 14% gave it their highest score 
Responsibility  –   
• 82% scored this dynamic 
• 14% gave it their highest score 
Cultural Integrity –  
• 53% scored this dynamic 
• 44% gave it their highest score 

Copyright © Ron Leeman 2013 



TAIWAN 

THAILAND 

One clear “lead” dynamic emerged  
for TAIWAN with a further three  
featuring significantly: 
 

Change Awareness –   
• 85% scored this dynamic 
• 27% gave it their highest score 
Hierarchy –  
• 68% scored this dynamic 
• 0% gave it their highest score 
Consensus –  
• 54% scored this dynamic 
• 14% gave it their highest score 
Education –  
• 46% scored this dynamic 
• 50% gave it their highest score 

Two clear “lead” dynamics emerged  
for THAILAND with a further three  
featuring significantly: 
 

Change Awareness –   
• 67% scored this dynamic 
• 75% gave it their highest score 
Hierarchy –  
• 83% scored this dynamic 
• 20% gave it their highest score 
Responsibility –  
• 75% scored this dynamic 
• 0% gave it their highest score. 
Education –  
• 58% scored this dynamic 
• 0% gave it their highest score 
Cultural Integrity –  
• 58% scored this dynamic 
• 14% gave it their highest score. 
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VIETNAM 

One clear “lead” dynamic emerged  
for VIETNAM with a further three 
featuring significantly: 
 

Change Awareness  –   
• 92% scored this dynamic 
• 33% gave it their highest score 
Responsibility –  
• 69% scored this dynamic 
• 0% gave it their highest score 
Hierarchy –  
• 77% scored this dynamic 
• 10%  gave it their highest score 
Consensus –  
• 69% scored this dynamic  
• 10% gave it their highest score 
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Additional Information 
 

To delve a little deeper into the Top 3 cultural dynamics and add some additional context 
the following are a selection of additional comments made by respondents supporting 
their selections: 
  

Hierarchy (72% of respondents scored this): 
  

• China (1st ranked score of 3.5) … the change should be initiated from the very hi-end 
(big bosses). The Change execution level depends much on the understanding & 
supporting level from decision makers (leaders) and once a clear roadmap and process 
are provided then execution should not be a big problem. 

• Indonesia (2nd ranked score of 2.7) … this factor is crucial if you lead any change 
process. A leader, a father figure, often dictates the change. Acceptance by the 
majority is also key factor. If you don't have a strong leader in Asia traditionally people 
don't take ownership seriously. 

• Vietnam (2nd ranked score of 2.6) … hierarchy is a heritage of Vietnam’s communist 
culture but some bosses are willing to share power but staff hesitate to raise their 
hands so they lose their way in what needs to be done and how to do it. 

 
Responsibility (73% of all respondents scored this): 
  
• China (3rd ranked score of 2.2) … there is no difficulty in expressing their opinion, but 

the awareness of consequence becomes their objectives and rationale if there is a 
need to be expressed. 
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• Hong Kong (2nd ranked score of 3.8) … when asked why they do not take responsibility 
they usually say either “it has been the way it is and it is difficult to change”, “we are 
too busy to do that: we are fire-fighting every day” or “we have not been told that we 
can/should change.” 

• India (3rd ranked score of 2.0) … there is a “follow the pack” mentality rather than take 
the lead but thankfully it is changing. 

  
Change Awareness (63% of all respondents scored this): 
  
• Japan (3rd ranked score of 3.8) … management seems to have a hard time articulating it 

and knowing how and when to communicate it, thus employees receive insufficient 
info as well as support to prepare for the change. 

• Thailand (1st ranked score) … this is a big issue and there is an expectation that people 
should just do as they are told and not be made aware of why there is a need to 
change. 

• Vietnam (1st ranked score of 3.7) … most people expect that the others should change 
but are rarely aware that they are also included in the change process. 

 
Alignment to Leadership 
  
The above comments clearly point to the fact that the top 3 dynamics are inextricably 
aligned to the role of Leadership (which includes “change”) and are critical aspects of a 
Leader’s role.  
  
In Asia’s context Leadership has many complexities with cultural characteristics and 
challenges that are unique e.g. Asian culture features many nationalities, societies and 
ethnic groups as well as many different ancient cultures like Confucianism, Buddhism, 
Taoism, Hinduism and Islam to name but a few. To demonstrate this let me cite some 
examples from some previous research papers/articles: 
  
In their 2011 article called “Demystifying the Leadership Challenge in Asia Pacific” Ajay 
Soni, Leadership Practice Leader, Asia Pacific & Nidhi Singh, Senior Consultant, Talent & 
Leadership Practice, India of Aon Hewitt they speak of … 
 
• Asian Leaders needing to "unlearn" the leadership style that made them successful in a 

local market. A global, multinational and diverse employee pool requires and looks 
forward to a leadership style that is effective and equally powerful across geographies. 
culture. 

• The need to be prepared for sudden organic changes as a result of their aggressive 
global acquisition strategies. Leaders will need to start managing operations that 
increase in complexity, size and culture.  
 

In his 2009 paper called “Leadership Challenges of Asia Companies” Dr Gerry Davis, 
Managing Partner, Global Practices & Asia Pacific, Heidrick & Struggles states …  
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• You need a sprinkling of all types of cultures and skills and talents so usually even in a 
new place, one size doesn’t fit all. 

• You’re looking for functional excellence, as well as a capability to thrive on change plus 
the ability to work across cultures. 

  
From the 2011 paper called “Asia Pacific Leadership Effectiveness Dashboard: Critical 
Competencies, Strengths, and Gaps” Michael Campbell, Sophia Zhao Ph.D, Angeline Lim 
Ph.D of the Centre for Creative Leadership talk of … 
  
• Success in APAC requires more than leaders who are individually capable of meeting 

job requirements. Success also depends on leaders’ ability to delegate responsibility, 
identify and develop talent, as well as navigate and motivate others through change. 

• Leaders in APAC are rated less effective by their bosses in their ability to “lead people.” 
• Change Management: facilitating organizational change, overcoming resistance to 

change (Rated as ‘most important’ by 74% of Bosses) … this competency is considered 
critical in managing and leading others. 

  
Addressing the Challenges 
  
So in an Asia context how should the challenges bought about by the Top 3 cultural 
dynamics be addressed? 
  
Hierarchy and Responsibility – both these dynamics are, to an extent, ingrained cultural 
characteristics in Asia and consequently will need time and an amount of effort to change. 
As an example the barriers that exist to getting unabridged feedback when engaging with 
multi-functional, multi-level work groups during meetings or workshops have to be 
addressed. Participants need to be assured that they are able to give their point of view or 
raise concerns without fear of any form of retribution or embarrassment. This can only be 
achieved if Leaders create the right sort of environment in which that can happen.  
 
Change Awareness – this is simply an issue of the willingness of Leaders to communicate 
in an open and honest manner about why change is necessary. This may not sit well with 
the way they have done things previously but it is better to get things out in the open and 
to an extent “tell it the way it is” than to leave things to the last minute and then wonder 
why there is so much resistance to the change. Creating awareness always reminds me of 
the opening line from the Rudyard Kipling poem called The Elephant's Child which goes … 
“I keep six honest serving men (they taught me all I knew) their names are WHAT and 
WHY and WHEN and HOW and WHERE and WHO. For me these six “men” are the key 
foundations for communicating and creating awareness. 
 

“Culture is the collective programming  
of the mind distinguishing the members of one group or 

category of people from others” 



SUPPORTING INFORMATION 
In addition to these survey findings you may also wish to take a look at the work of Geert 
Hofstede a well-known pioneer of research into cross-cultural groups and organisations. 
His studies demonstrate that there are national and regional cultural groups that 
influence the behaviour of societies and organisations. His most notable work has been 
in developing his cultural dimensions theory. 

http://geert-hofstede.com/  
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Geert Hofstede's articles have been published in social 
science and management journals around the world. He is 
recognized internationally for having developed the first 
empirical model of “dimensions“ of national culture, thus 
establishing a new paradigm for taking account of cultural 
elements in international economics, communication and 
cooperation. Later, he also developed a model for 
organizational cultures. 

http://geert-hofstede.com/
http://geert-hofstede.com/
http://geert-hofstede.com/
http://geert-hofstede.com/


Should you wish any clarification of the contents of this document or 
additional information the author can be contacted as follows: 

CONTACT DETAILS 

LINKEDIN PROFILE 

 +66(0)878351247 

 ron.leeman 

 leeman.ron@gmail.com 

 ron.leeman@thehighwayofchange.com  

You can also send a message (if you are a 1st connection) or an InMail via 
my LinkedIn profile which can be accessed by clicking on the link below: 

Copyright © Ron Leeman 2013 

mailto:leeman.ron@gmail.com
mailto:ron.leeman@thehighwayofchange.com
http://www.linkedin.com/profile/edit?trk=hb_tab_pro_top

