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Sequoia Group’s founding mission has always been to create 
organizations that are worthy of people’s commitment. We 
are an Organization Development consultancy services firm 
specializing in the fields of Strategy, Change, Innovation, 
Leadership, Stakeholder Engagement & Organizational 
Learning. 

Our key business priorities have always in the three legs of 
enhancing Service Delivery, Organizational Development and 
Business Development. 

1. Service Delivery 
As a result of the pandemic, Sequoia’s key business priority 
has shifted to accelerating digitalization, to pivot our 
consulting, coaching, training, facilitation services to online 
delivery via digital platforms, while maintaining the highest 
level of quality and value-add. While the trembling was 
initially felt, we successfully delivered and augmented our 
services, creating new streams of client work online.

2. Business Development 
In the pandemic, as organizations scrambled to respond to 
the human impact of the crisis, it became clear that our work 
is essential, more than ever. As organizations adjust to a 
new way of working, the impact of engaging transformational 
leadership and the need to make work meaningful continues 
to be crucial. While that was apparent to us, client 
organizations were in various stages of reacting to the crisis 
and we needed to attend to the human side of change by 
handling client expectations and providing capacity-building 
support — clients too, from the top leadership to organizing 
team, needed the confidence that online delivery could work 
out. 

3. Organizational Development
An organization is only as resilient as its internal 
foundations. To stay nimble, agile and a learning 
organisation, Sequoia has hastened our own business 
development and internal organizational development 
through accelerating digitalization. We have embarked on 
several digital transformation strategy projects, both internal 
and external, to upgrade both our consulting platform and 
processes, blended learning offerings as well as our digital 
marketing capabilities to ensure that we can continue to 
thrive and sustain in the changing market environment.  

What are key business priorities 
for your organisation? How have 
business priorities changed as a 
result of the pandemic? 



At Sequoia, we are selective about the people we recruit. 
While capability is a pre-requisite, what is most important 
for us is alignment in core values and purpose. We seek 
individuals who share our DNA, and are sincere about 
contributing their gifts in service of a greater purpose. We 
are proud to have an inspired, dynamic and flourishing 
team working together to deliver the highest standard of 
professional services to our wide range of clients. 

1. Care, Choice, Commitment 
At Sequoia, there is a true embodiment of our core values 
— care, choice and commitment. These are not just empty 
words, but embodied values that are practiced and made real 
through every interaction in the organization. When faced 
with difficult decisions, we anchor back on these values and 
ask ourselves “What does it mean to practice Care, Choice 
and Commitment right here, right now?”

2. People as Whole Beings 
We believe firmly in respecting and honoring the Wholeness 
of each individual. Every employee is regarded as a unique 

individual with needs, values, aspirations and talents, which 
we seek to bring alive. Work is never separate from who you 
are. When individuals are able to bring forth the fullness of 
who they are, their work is enriched as a result. 

3. Autonomy & Trust 
We put autonomy and trust at the heart of our culture. We 
believe that for our people to develop their own expertise and 
sensibilities, they must be given space to make decisions 
on how to work and how to develop themselves. As a result, 
we have created a robust, self-directed team that can 
understand and deliver on the needs of a wide range of 
clients.

4. Appreciative & Strengths-Based 
We are intentional about seeing and bringing out the 
best in people through giving genuine praise and timely 
positive feedback to staff. We believe in empowering people 
affirmations that are not based solely on end result, but 
appreciating the unique growth journey that each individual 
has taken. 

What makes your culture ! 
unique? 



What are top of mind 
people priorities for your 
organisation? 

In this time of COVID-19, our top-of-mind people priorities 
include maintaining the morale and well-being of the team, 
as well as building up the capabilities, skillsets and change 
acceptance of our people for digital readiness and the future 
of work. 

At Sequoia, we believe that an organization’s vision is a living 
and dynamic picture of the desired future we seek to create 
and that people commit to what they help create. Sequoia’s 
key priority has always been about aligning individual 
and organizational goals — how do we share in and stay 

connected to the visions and aspirations that our employees 
hold and how can that be expressed and co-created through 
the organization? 

To achieve that, we are constantly looking at building up 
the internal capability development and skills of each 
Sequoian, to enhance their adaptive capacity and personal 
mastery to create results they most truly desire. Sequoia 
invests heavily into the development of each employee — 
sponsoring them for professional developmental courses, 
such as Co-Active Coaching, Newfield Ontological Coaching, 
Resonant Leadership Coaching to name a few. We believe in 
honoring the aspirations of each Sequoian to build towards 
an engaged organization. 



Assessing 
Culture 

Alignment



Sequoia’s people development and culture alignment 
initiative is called POEMS © (People & Organisation 
Engaging in a Meaningful Space). This is a platform for 
enabling Sequoians to take the lead in crafting their own 
goals and development plans, as well as assess where 
they are at in terms of Sequoia core competencies. The 
overarching purpose of POEMS © is to grow people and align 
individual and organizational aspirations. All employees are 
encouraged to bring forth ideas supported to realize their 
goals through work and development opportunities.

Under POEMS, we have STRIVE © — which encapsulates 
the core competencies that each Sequoian should strive to 
possess. Each general competency is further broken into 
specific technical competencies, and Sequoians are asked 
to rate themselves accordingly on a 5-point Likert Scale 
(Unsatisfactory, Inconsistent, Proficient, Highly Effective, 
Exceptional). 

The competencies are — 
• Self-Directed 
Resourceful: Ability to develop plans, arrange work activities 
and use resources to achieve work operations and objectives 

Initiative: A self-starter; offers suggestions and take prompt 
action to resolve issues on own accord; is proactive 

• Teaming
Achievement-Oriented: Strives for excellence; work with 
relevant others to set goals and assess them against key 
performance indicators 

Interpersonal Skills: Ability to develop and maintain effective 
relationships with others in order to encourage and support 
communication and teamwork 

• Resilient
Buoyancy: Ability to cope with and rise to the inevitable 
challenges, problems and setbacks you meet in the course of 
your work, and come back stronger from them. 

Growth Mindset: Welcomes feedback; demonstrates 
eagerness to acquire skills and knowledge to accomplish 
work results and develop own abilities 

• Intellectually Curious

How do you assess culture 
alignment within the organisation 
and with which metrics, criteria, 
!ftware of t"l? 



How often do you reach out 
to employees to gather their 
feedback? 

Always On

Creative Problem-Solving: Ability to identify issues, review 
related information, determine possible solutions, and 
actively work on them 

Intellectually Curious: Demonstrates inquisitiveness, 
openness to new experiences,and the desire to invest time 
and energy into learning more about a subject or an object. 

• Versatile
Change Agility: Ability to adjust quickly into organization 
culture, work processes and requirements; and maintain 
effectiveness 

Multi-Disciplinary: Ability to manage and contribute 
effectively to more than one role or scope of duties over a 
period of time 

• Engaging
Communication: Ability to present and convey information 
to others to ensure that they understand the information and 
the message

Customer-Centric: Ability to understand customers intimately 
through appreciating the complexity of their evolving needs 
and expectations

How do you measure Diversity 
and Inclusion? How do you get 
the entire company_including the 
leadership team_on board? 

Sequoia possesses a diverse mix of gender, race, ethnicity, 
religion, ages and career profiles (from interns to consultants 
to senior consultants to older PMEs). We believe in the 
benefit of having a diversified and inclusive workforce, and 
most importantly, we look for an alignment of purpose and 
core values in our hiring process. 



Sequoia looks at Employee Experience through the lens 
of Purpose, Mastery and Autonomy. We believe that an 
organisation that is highly engaging connects employees to 
a meaningful cause, enables them to perform at their best, 
and empowers them to do what they can.

Feedback culture is also a big part of our organization. We 
believe that it is not just the act of gathering feedback, 
but the quality of relationships that allows for feedback to 
be honest, direct and truly in service of the other person. 
We invest heavily in the quality of relationships and 
conversations we have with our employees, ensuring that we 
build a psychologically safe “container” for the organization, 
so that employees can have open, honest and generative 
conversations about their experiences. It is important to stay 
aligned as a small team, and we pay attention to feedback as 
not just what is said, but equally what is unsaid. 

What is your general approach 
to identifying and measuring 
issues related to employee 
experience and employee sense of 
belonging?

As a small team, what is true to us is the qualitative 
experience of D&I, which is measured by an employee’s 
sense of belonging. We believe that the heart of D&I begins 
from valuing, honoring and seeing each employee as a 
whole and legitimate individual, and we seek to create 
conditions where each person can contribute in their unique, 
meaningful way and feel safe and valued doing so. Our 
practice of D&I is anchored in the values of inclusiveness, 
resonant, empathetic and engaging transformational 
leadership. 

In Sequoia, the hierarchy is relatively flat and more than 
anything, titles are there to ensure the administrative 
functionality of the organization. Thus, it is not difficult 
to convene organizational-wide conversations, with every 
interaction being an opportunity to practice D&I. One key 
process and platform we have is our monthly Sequoia 
Huddle, where the entire team gets together to practice the 
principles of generative listening, celebrating shared wins 
and providing support for challenges. [You can take a look at 
our most recent huddle here: https://we.tl/t-AWq3ezMrqm] 



Challenges/ 

In terms of Structures and Processes that 
are set up, given our relatively flat hierarchy, 
our leadership consciously makes themselves 
available and accessible to all staff. There 
is direct contact in the form of bilateral 
conversations between leaders and each staff 
member at least once a week, as part of joint 
projects and work channels. We also organize 
a Sequoia Huddle once every month, where 
key strategic initiatives and organizational 
directions are shared to solicit the input of 
the team. We also practice a “circle” process 
in our meetings where we elicit the feedback 
and thought leadership of each Sequoian 
through intentional questions, believing that 
every voice matters and contributes to the 
collective flourishing of the whole. In the longer 
term, we have P.O.E.M.S conversations with 
every Sequoian twice a year, to ensure that 
individuals can align their personal aspirations 
with organizational aspirations, and to check-in 
with the state of their employee experience in 
the organization. 

Obstacles & 

Action Plan



1. Responding to Social Impact — Attending to Employee 
Well-Being & Motivation
 
Our key priority was in attending to the morale of our people. 
True to our values of Care, Choice and Commitment, we 
ensured that the organization continued to put our people 
first by carefully considering the impact of the crisis on them 
and taking steps to mitigate the impact. 

Honest and transparent conversations were key. We wrote 
several emails to keep employees informed of the current 
state of affairs and our response as an organization. We 
also openly communicated the removal of bonuses and 
commissions from August to December on an online call with 
all members of the team, and sought their input, reflections 
and comments.  

1. Economic Impact on Business 
Like many other training and management consultancy firms, 
one of the biggest impact on Sequoia during the pandemic 
was the economic disruption and stark reduction in business. 
When COVID-19 hit, many clients either postponed projects 
indefinitely, decreased their scope or cancelled them 
altogether.
In order to keep the business afloat, we went on an austerity 
drive in July and froze all hiring measures. 

2. Social Impact 
During the pandemic, our chief concern was our ability 
to keep the morale and well-being of our people high. 
As a tight-knit team used to a shared physical space, we 
envisioned that the disruption in work formats might be 
difficult for members to adapt to and impact their sense of 
belonging to the team.

What are the cha#enges/
ob$acles that the organisation 
faced during the pandemic? 
Please include information that 
demon$rates the impact on the 
business/people. 

What was the action plan/ 
$rategies you put in place to 
overcome the cha#enges? 



1. Navigating Work-From-Home Situation 
We recognized that the long-term work-from-home situation 
could pose as a strain on many employees who have multiple 
family responsibilities to juggle, on top of their full-time jobs. 
Compassion and understanding was emphasized during this 
period, and we implemented a flexi-time scheme in 2021 to 
offer employees full autonomy and trust in their own working 
schedules, taking into consideration project timelines and 
co-ordination with other team members.  

There was also regular one-on-one conversations that the 
leadership had with each member of the team to touch 
base, find out their needs and ensure they felt supported 
(emotionally, materially and otherwise) with what they were 
going through. Care packages were sent to employees, filled 
with their favorite food and other necessary items they might 
need in this period. For mothers, we were well-aware that 
their time spent online had an impact on their children, and 
we sent learning aids to keep their children occupied.

2. Responding to Economic Impact — Renewal of 
Organizational Strategy & Personal Capacities/ Building 
Digital Capacities for the Future

Once the situation stabilized, we used the pandemic as an 
opportunity to pause, reflect on and renew our organizational 
strategy. Several team members ran an organization-wide 
strategic planning and visioning retreat, to re-imagine 
possibilities for the organization amidst disruptive, ever-
changing market conditions. As a learning organization, 
many employees utilized this downtime to attend personal 
development and skills-building workshops that would 
enhance their service delivery to clients. 

Out of COVID-19 also came a renewed focus on 
digitalization — we embarked on an internal firm-wide digital 
transformation initiative, focusing our efforts on accelerating 
critical internal business processes and building robust 
external platforms that would help Sequoia thrive in the next 
stage of the pandemic. 

What support did employees 
get from top management and 
line-of-business managers to 
overcome the cha#enges?



1. Business Impact 
We successfully took key business offerings and translated 
it into high quality, value-added services that clients wanted 
to engage us in. As a result of our daring to pivot, our clients 
who had postponed and deferred programs came back online 
and business picked up. One of our clients, the CEO of 
Singapore Institute of Management (SIM), gave qualitative 
feedback that he was “highly impressed with how Sequoia 
handled the virtual delivery, and with their suite of online 
tools”. We had other clients who chose to proceed with 
their internal organizational transformation and employee 
engagement initiatives with us as a result. 

2. Impact on Team Well-Being/ Morale 
Through this difficult period, team morale stayed high and 
the team took care of one another. This was a testament to 

2. Pivoting to Online Delivery 
As the pivot to online delivery was sudden, we understood 
that employees may not be well-equipped with the necessary 
technical set-up. To ease the transition, we set aside a 
budget for anyone who needed to purchase technical 
equipment to deliver their work successfully from home. 
We also set aside a budget for internal digitalization and 
capacity building for digital platforms that the team wanted 
to experiment with.

3. Financial Support
Even though we announced an austerity drive and cost-
cutting measures such as no bonuses/ commissions for the 
year, we understood that it was a difficult time for all and 
when business did eventually improve, we gave out bonuses 
to each individual nonetheless. This was a small but genuine 
way of affirming the efforts of each employee.

What were the results of your 
initiatives/ action plan? How 
did you track and measure 
the success of your plan? 
Please include metrics to your 
answers. 



1. Intentional about Communication 
Aware that the austerity drive, loss in business and overall 
effects of the pandemic would have an impact on employee 
motivation and morale, we knew that communication would 
be key. We practiced having open and honest conversations 
and soft-landed the initial message over a few rounds. 
When we did announce the decision via a virtual whole 
team meeting, we practiced openness and transparency 
and sought input from all members of the team.The trust 
and resilience of the team that was built previously shone 
through. Our staff not only accepted, but fully understood 
why we needed to take these measures as an organization. 

2. Inspired Shared Ownership & Responsibility 
In hearing that the company could potentially close down, 
employees stepped up and offered solutions to navigate 
this as a team. They ran an internal strategic planning and 

the steadfast leadership of Sequoia, that while a difficult 
crisis was ongoing, the impact on individual employees 
was mitigated to the least. It was inspiring watching shared 
ownership of the business increase — employees took the 
lead on key initiatives and sourcing for new business and 
adjacencies, further deepening and reinforcing our core 
values of Care, Choice and Commitment. 

How was your $rategy 
communicated to a# employees? 
What were !me of the channels 
you used and what was the 
feedback from your employees? 



LOOKING 

visioning retreat, to envision what Sequoia could look like in 
the next 20 years. Out of that came our repurposed vision 
to be a “Beacon of Living O.D in the world”. The leadership 
from the ground was a testament to the resilience, spirit and 
solidity of the team and culture we had built. 

FORWARD



1. Employee Motivation & Morale Through Endemic COVID-19 
While we have managed well as an organization thus far, 
we recognize that keeping employee motivation and morale 
up is a moment-to-moment endeavor that requires constant 
attention and intentionality. The biggest people challenge 
moving forward would be in keeping morale high given 
constant disruptions in work formats now that COVID-19 
is set to be endemic. We need to find ways to continue 
maintaining the closeness, team spirit and camaraderie of 
our people. 

2. Sustaining Energy & Appetite for Change Amidst Uncertainty 
Additionally, with the multiple digital transformation projects 
underway, and backdrop of larger disruptions to the training 
and consulting industry, another challenge we expect is 
how to sustain the appetite and enthusiasm for change of 
our people. Change requires not just external platform and 
process revisions, but also the internal mindsets and skillsets 
of individuals, in readying for the changing future of work. 

At Sequoia, we strive to live out our mission to be truly worthy 
of our employee’s commitment, and to enable each employee 
to thrive and live fulfilling, meaningful lives. Employee 
Experience for us is at heart of a thriving organization. We 
hope to bring alive the fullest potential of each employee who 
comes to work with us. 

1. Sense of Flow 
A sense of flow is at the heart of Employee Experience. When 
employees are truly engaged in the work they do, contributing 
their talents, skills and capabilities to something meaningful, 
we believe they will experience seamless and effortless joy. 
The soul of an organisation flourishes when people within 
them are blissful in their work. 

2. Purpose & Autonomy 
True to the core values of Sequoia, we believe that an 
engaged employee enjoys purpose and autonomy in their 
work. People commit to what they help create. When our 
employees are trusted and encouraged to take ownership 
of their work, they are intrinsically motivated to create the 
results they care most about.

What does Employee Experience 
mean to you and why is it 
important for your organisation? 

What do you think wi# be your 
bigge$ people cha#enge in
  2021? 



3. Work is Love Made Visible
We believe that the work at Sequoia is driven by an 
authentic, loving expression of what each person desires 
to bring most into the world, benefitting themselves, their 
community and the larger systems they are part of. Thus, 
every piece of work, no matter how big or small, is inherently 
meaningful because it is seen as connected and in service to 
another living being. 

4. Community 
Lastly, Employee Experience for us is also about the 
experience of belonging to a community and team. Just 
as how the Sequoia forest is made strong only by the 
interconnected network of Sequoia root systems, the 
experience of learning, co-creating and growing together in 
a community is what helps each individual discover their 
purpose, gifts and genuine contribution to the world, their 
fullest self-actualization.  

All in all, however long an employee stays with us for, we 
hope that they would walk away healthier, wiser, free-er 
and more autonomous because we were there with them 
before. In our leadership, we constantly ask this question 
of ourselves, whether we have truly uplifted those whom we 
serve. We want employees to discover their own enduring 
sense of purpose and help them unleash their highest 
potential to create the results that they care most about.


