
 
 

 

 

 

 

 

IFTDO  

2014 43  

 
 

 

 

 

 

 

 

 

 

 

 

 

9  

 

103 3 8 14  

103 5 29  



 

 

 

 
 

IFTDO 2014 Dubai Police Academy

-

 



 

 

..................................................1 

..............................................3 

..........................................6 

........................................6 

..........................12 

..............16 

- .........................20 

Y ..........25 

- ............... ...............39 

........................41 

........43 

............... ..........................45 

........................48 

............................50 

............................................63 

  



1 

 

 

International Federation of Training and Development Organizations  

IFTDO

IFTDO

 

IFTDO Leadership 

Impact on Human Resources Leadership 8 Leadership

Talent Management Employee Engagement

Organizational Transformation HRD Transformation E /

E-Learning/Mobile Business Technology  

IFTDO Sheikh 

Hamdan Bin Mohammad Al Maktoum

 

    

8

Dubai International Convention & Exhibition Centre IFTDO 43
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IFTDO 43  

     

2014/03/09 
 19:00-20:30 Official Opening  

2014/03/10 
 

09:00-10:00 
Opening Keynote  

Leadership Sustainability 

10:00-10:30 Tea Break 

10:30-12:30 

1st Plenary Session: 

HR influence on Leadership 

I. Bringing HR To a Table 

II. Talent Management, training effectiveness /Knowledge  

III. Building rigorous Competency Frameworks: Lessons 

from the field 

12:30-13:00 Tea Break 

13:00-14:00 

Break Out Session 1 

6 Concurrent Sessions 

I. Fit to Lead - Choosing Resilient Leaders. 

II. Employee Development Incubator. 

III. Understanding the Distinct Triggers for Employee 

Engagement and Productivity in the GCCand Beyond. 

IV.A New Era in Managing Organisational/ Business 

Performance. 

V. Changing the War Businesses Think. 

VI.The Furture of Virtual Immersion Experience. 

VII. New Trends of Leadership Special Session by 

Invitation. 

14:00-14:15 Tea Break 
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IFTDO 43  

     

14:15-15:15 

Break Out Session 2 

6 Concurrent Sessions 

I. Value Based Leadership for Creating Gender Sensitive 

Workplaces. 

II. Leadership and Succession Planning. 

III. Employee Engagement in Public Sector Transformation. 

IV. People Readiness Challenges of Implementing SAP 

Plant Maintenance at Saudi Aramco. 

V. HR: Moving from Survival to Revival- What Will Take? 

VI. Employees Performance Measures Based on Outcomes. 

2014/03/11 
 

09:00-10:00 
Opening Keynote  

Wise Leading a Needed Paradigm Shift. 

10:00-10:30 Tea Break 

10:30-12:30 
‘Generation Xchange’ 

Building the Workforces of Tomorrow 

12:30-13:00 Tea Break 

13:00-14:00 

Break Out Session 3 

6 Concurrent Sessions 

I. The Use and Abuse of Power, Politics and Conflict in 

the Leadership of Organisations 

II. Talent Management: A Snore or a War 

III. Conceptual Analysis of Post –Global Credit Crunch and 

Impact of Employee Engagement and Communication 

Within the UK 

IV. The 5 Tracks of BIPA’s Success 

V. Lead HR Transformation with PRIDE 

VI. B2B e-Learning Solutions for Corporate Business 

14:00-14:15 Tea Break  
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IFTDO 43  

     

14:15-15:15 

Break Out Session 4 

6 Concurrent Sessions 

I. The Role of Leadership in Change Management 

II. Using Talent Analytics to Assess & Develop Leaders, 

Public & Private Sector 

III. The Role of Management in Employee Engagement 

IV. Mobilising People for Change 

V. Critical Trends in Training and Development 

VI. Leadership in Organsational Transformation 

2014/03/12 

 

09:00-10:00 
Opening Keynote 

The Ture Recipe of an Authentic Leader 

10:00-10:30 Tea Break 

10:30-12:30 

2nd Plenary Session: 

Leadership Impact on HR 

I. Empolyee Engagement 

II. Maximising the Impact of Leadership Development on 

Performance 

III. Stakeholder Base Approach to Align Leadership 

Development Training with Business Objectives 

12:30-13:00 Tea Break 

13:00-14:00 Excutive Leadership Forum 

14:00-14:15 Tea Break 

14:15-15:15 Closing Ceremony 

 



6 

 

 

Leadership Sustainability  

Dave Ulrich 2001

Business Weeks 2005 Executive 

Excellence ( ) 2007 ASTD 

2006 2008 2009 HR Magazine 

2009 Thinkers 50

(Ross School of Business) RBL Group 

500 

 

Dave Ulrich

150 22 The Why of Work (2010), 

Leadership in Asia (2009), HR Transformation (2009), Leadership Code (2008), 

Companion for Strategic Human Resources (2008), HR Competencies (2008)

 

Dave Ulrich

 

 

 

1. (why)  

Ulrich

 



7 

 

2. (what)  

(stakeholder)

 

Ulrich 

 

3. (how)  

 

 

( )  
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1  

 

leadership competency 

models

Ulrich 

60% 70%

30% 40%  

1.  

Ulrich 
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(1) 

 

(2) 

 

(3) 

 

(4) 

 

2.  

 

START ME 

 

1. (Simplicty)  

(1) 

 

(2) 
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(3)  

(4)  

(5)  

(6)  

2. Timing  

(1) 

 

(2)  

(3)  

(4)  

(5)  

(6)  

3. (Accoutability)  

(1) ” ”

 

(2)  

(3) 

 

(4)  

4. (Resource)  

(1) (coaching)

 

(2) 
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5. (Tracking)  

(1) 

 

(2)  

(3)  

(4)  

6. (Meliorate  

(1)  

(2)  

(3)  

(4) 

 

7. (Emotion)  

(1) :  

(2)  

(3)  

(4) 

 

(5)                                    
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Bringing HR to the Table  

Plenary Session HR influence on Lerdership

Opening Keynote Dave Ulrich  

Talent Management

 

Competence

Commitment Contribution  

 

Competence  

個人競爭力
（Competence） 

明確的自我目標與承諾
（Commitment） 

實際執行力與貢獻度
（Contribution） 

人才 
（Talent） = X X 
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Buy Build Borrow Boost

Bind Bounce

 

1. Buy

 

2. Build

 

3. Borrow

 

4. Boost

 

5. Bind  

6. Bounce  

Commitment  
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Contribution  

 

1  

  

1.

 

2.  

3.  

4.  

 

1.

 

2.  

3.  

4.  

5.  

15%

20%
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Talent Management,Training 

Effectiveness and Knowledge Based Human Resource  

 

Raymond Saner

 

2013 World of Work Report

1. 2. 3.

 

 

 

1.  
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2.  

2009

2009

20% 61%

 

78% 65%( )

( )
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1  

  

 78% 

 65% 

 48% 

recognition 41% 

 40% 

 36% 

 21% 

2  

      Likert 1 2 
Out of 100 

RESP. 

 66.3% 77 

 46.% 62 

 49.2% 69 

Recognition 29.8% 47 

 25.7% 35 

 

3.  
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3  

     

 27.55 52.8 23.3 37.0 

 31.7 55.2 39.5 43.7 

 36.8 n.a. 27.1 30.6 

 32.4 n.a. 11.8 11.9 

 32.0 34.8 13.5 19.3 

 22.6 70.8 19.1 35.6 

 13.4 31.2 8.6 17.5 

 

1.  

 

2. 

 

 

3.  
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- Wise Leading, A Needed Paradigm Shift  

Dr.Savage

Dr.Savage (Fifth 

Generation Management)

 

(Fifth Generation Management)  

 

Dr.Savage (Fifth 

Generation Management)  

1.  

2.  

3.  

4.  

5.  
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1.  

2. 

 

3. 

 

4. 

 

5. 

 

6. 
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1. 

 

2.  

3. 

 

4.  

5. 

 

6. 

 

How to Get a Job at Google 

103 2 New York Time Thomas Friedman Google

Laszlo Bock(

Google ) Google

Google G.P.A

Google

14

“ ”  Bock

 

Bock Google

Google Google

 

Bock Google
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(general cognitive ability)

 

leadership

Google

 

Humility and ownership

“ ”

 

Google expertise Bock
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Bock

Bock

 

Google

G.P.A

Bock

soft 

skills  

 

Industry 4.0 

4.0(Industry 4.0)

(Internet of Things and Services) (M2M)

IT

(Smart Production)

(Green Production) (Urban Production)  

4.0

 

4.0(Industry 4.0)  
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4.0

 

(Fieldbus)

(PLC)

PROFIBUS PROFINET

EtherNet/IP DeviceNet

 

 

Y ”Generation Xchange” 

Building the Workforce of Tomorrow  

Y 43

Y (Gulf Cooperation 

Council; GCC)

 

GCC 1981 2003

2007

2010

2016
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 Gulf Co-operation Council GCC  

1.  1981   

2.  

 

3.   

4. 2007  

5. 

 

6.  

(1) 

 

(2)  

A.

1992 GCC

2000 GCC GCC

 

B. GCC
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1982  GCC

United Economic Agreement

 

C. 1996 12 GCC

GCC

 

7. 

 

8. : GCC 11 12 6

2013 34 GCC

GCC

 

6

GCC 2005

2005 2 2006 GCC



28 

 

2007 2008

2009

GCC

GCC

 

2010

2011

2012 GCC

GCC

2012

5  

GCC

GCC GCC

 

6 155

2014

2014 2018 GCC

GCC

2,200

2018

2019  

GCC :  

http://big5.xinhuanet.com/gate/big5/news.xinhuanet.com/world/2009-12/16/content_12652859.htm
http://big5.xinhuanet.com/gate/big5/news.xinhuanet.com/world/2009-12/16/content_12652859.htm
http://big5.xinhuanet.com/gate/big5/news.xinhuanet.com/world/2009-12/16/content_12655247.htm
http://big5.xinhuanet.com/gate/big5/news.xinhuanet.com/world/2009-12/16/content_12655247.htm
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1 GCC 4,868

35.7%  (OPEC) 

GCC GCC 6

2002 2008 GCC 2 1.1

GCC OPEC 52% 49% GCC

73% 63% 41% GDP

 

1:GCC  

                       

 

 

 

 

 

 

 

 

2: 1947-2011 ( )  

 

 

 

 

 

 

 

 

 

 

 

 

2 (
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)

2000

2008 7 144 /

 

2003 2008 5%

2008

2008 1930

5%

2009 0.6% 2010

4.1% 2011

5.4%

     

2010

2010 12

27

2011 1 25

18 30
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3 4 1600

5 200

 

 

 

3 : GCC  ( ) 

 

 

 

 

 

 

 

 

 

 

 

 

4 : 2013 GCC  
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5 : GCC  

 

 

 

 

 

 

 

 

 

5 GCC

4

 ( 2010 6 88.5% )  

6 : 1969-2009 GCC  
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6

12

 

( )

200  ( 1,600 ) 

5- 5.5  (  40- 44  )  

100

2020 400 ( 260 / ) 

 

IEA

2030

100

 

70-80
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3

 

2008 30

2014 80  

70 80 

2014

 

2035
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7 :  

 

 

   

 

 

 

 

 

 

 

 

 

 

80%

600

 

8 : GCC  ( ) 

GCC 
 GDP% 

 
( / ) 

OPEC 
 

( / ) 
 

 
 

 13.3 -    

 78 260 222  
2020 400

 

 49 -    

 55 100 73  2022  

 61 122 805 
 

1000
 

 36 260 222 
 

2020  
2021  50  
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9 : OPEC 12  

**  OPEC 12 6 (4 GCC) 4 2  

GCC  Y  

GCC

Y  

 Y

Y Y

 

   ( /2012   /  

 
 1969 37 238 2,125,000  

 
 2007 18 125 1,948,000  

 
 2007 15 28 485,700  

 
 1960 79 165 4,172,000  

 
 1960 31 44 3,200,000  

  1960 2.6 1.78 2,494,000  

  1962 5.6 176 2,210,000  

  1971 170 92 2,211,000  

  1961 2 1.14 1,213,000  

 
 1960 27 215 8,800,000  

  1967 5 8.4 2,798,000  

 
 1960 28 91 2,472,000  

 369,368,429 11,854,977 33,327,700 /  

http://zh.wikipedia.org/wiki/%E5%90%84%E5%9B%BD%E7%9F%B3%E6%B2%B9%E4%BA%A7%E9%87%8F%E5%88%97%E8%A1%A8
http://zh.wikipedia.org/wiki/%E9%98%BF%E5%B0%94%E5%8F%8A%E5%88%A9%E4%BA%9A
http://zh.wikipedia.org/wiki/%E5%AE%89%E5%93%A5%E6%8B%89
http://zh.wikipedia.org/wiki/%E5%8E%84%E7%93%9C%E5%A4%9A%E5%B0%94
http://zh.wikipedia.org/wiki/%E4%BC%8A%E6%9C%97
http://zh.wikipedia.org/wiki/%E4%BC%8A%E6%8B%89%E5%85%8B
http://zh.wikipedia.org/wiki/%E7%A7%91%E5%A8%81%E7%89%B9
http://zh.wikipedia.org/wiki/%E5%88%A9%E6%AF%94%E4%BA%9A
http://zh.wikipedia.org/wiki/%E5%A5%88%E5%8F%8A%E5%88%A9%E4%BA%9E
http://zh.wikipedia.org/wiki/%E5%8D%A1%E9%81%94
http://zh.wikipedia.org/wiki/%E6%B2%99%E7%89%B9%E9%98%BF%E6%8B%89%E4%BC%AF
http://zh.wikipedia.org/wiki/%E9%98%BF%E6%8B%89%E4%BC%AF%E8%81%AF%E5%90%88%E5%A4%A7%E5%85%AC%E5%9C%8B
http://zh.wikipedia.org/wiki/%E5%A7%94%E5%85%A7%E7%91%9E%E6%8B%89
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 2013 42 IFTDO

Y 43

Y

 

1 99

15- 20

 

Spare the rods, spoil the child ( )

 

10:   
(1946-64) X  (1965  1980 )   Y  ( 1981- 1999 ) 

Z  (2000 ) 

 ( )   
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11 GCC

 

11 2007 2011

 

11 GCC

 

11 : GCC  
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12:GCC  (CIA Factbook) 

 

(28.3%)  (11.3%) (12.1%)

[  (5%) (1.3%) ] 

( 12) 

- Fit To Lead - Choosing Resilient    

Bob Morton Chartered Institute of 

Personnel and Development(CIPD)

The 

Peter Principle

 

The Peter Principle

 

CEO

 

HR

GCC 
 

 (%)  (%) 

      

 94.6 96.1 91.6 5 2.5 11.6 

 93.9 95 91.8 11.3 11.8 10 

 86.9 90.2 81.8 N/A N/A N/A 

 96.3 96.5 95.4 1.3 0.4 8.9 

 87.2 90.8 82.2 28.3 20.8 54.4 

 90 89.5 91.5 12.1 7.9 21.8 
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Resilience  

Personal Mastery Awareness Emotional 

Intelligence Wellbeing  

Realistic Optimism  

Patterson and Kelleher 2005

 

Leadership Judgement  

 

Secure Base  
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Resonance  

Mindfulness

Hope Compassion

 

 

HR

 

HR

old school HR

 

Employees Performance Measures 

Based On Outcomes  

Younes Khataybeh

Employee Engagement
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1. Objectives  

2. Competencies  

3. Development (Individual 

Development Plan,IDPs  

 

 

 

(A competency Performance) 

 

(Traditional Performance) 

  

  

  

  

How to create performance Plans  

1.  

2. 

 

3.  

4. 

3  

5. 

 

(1)  

(2)  

6.  
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(1) 

 

(2) 

 

7.   

(1) Relevant /  

(2) Frequent

 

(3) Immediate  

(4) Specific

 

Be the Employee 

Leadership Development Incubator: A Personal agenda for leaders 

developing leaders  

Abayomi Fawehinmi Sales Education Development

23 leadership & development

Fawehinmi  

 

1. 750 93%

 

2. 72%  

3. Brandon Hall’s 2013 75%
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1.  

2.  

3.  

4.  

 

 

Fawehinmi  

1.  

 

2.  

 

3.  
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Talent Management  

Abeer Qumsieh Better Business

Qumsieh

 ( ) Qumsieh  

-  

1997

(McKinsey & Company) (The War for Talent)

Qumsieh

 

 

Watson Wyatt

Qumsieh

 

1.  
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2. 

 

3. 

 

 

90

 

1. 

 

2. 

 

3. 
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1.  

2.  

3.  

4.  

5.  

6.  

7.  

8.  

9.  

 

1.  

(1)  

(2)  

(3)  

2.  

(1)  
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(2)  

(3) 

 

3.  

(1)  

(2)  

(3)  

(4)  

The True Recipe of an Authentic 

Leader  

Dossary

Dossary
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Using Talent Analytics to Assess & Develop 

Leaders, Public & Private Sector  

Radhika Punshi

 

 

 

: 

1.   (Leadership Experience ) 

  

2.  (The capacity to create or catch vision) 

  

3.  (A constructive spirit of discontent) 

" "  ! 

?

 

?   

4.  (Practical Ideas) 

  

5.  (A willingness to take responsibility) 
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6.  (A Mission Accomplished Factor) 

  

7.  (Mental Toughness) 

EQ

 

8.  (Peer Respect) 

  

9.  (Family Respect) 

  

10.  (A Communication Skill, to listen and to be listened ) 

 

 



52 

 

 

1. ? 

 

2. ? 

" "  

3. ? 
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33

20

12

11 11

 

46

61

 

(The Leadership Challenge) 
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(Peter .F Drucker) 

 

 

 

(Ram Charan) 

1. 

2. 3. 4. 

 

(Assessment) (Learning) (Application)  

(Assessment)
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1  

10  :1. : 2. : 3.

: 4. : 5. :

6. : 7. :

8. : 9. : 10.

:  
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1.   

2.   

3.   

4. 
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2  
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2  

( )
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3   

 

 

 

 

 

 

 

 

 

 

 

4  
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ARAMCO (

)  

? 5

5

10%  

 

 

 

 

 

 

 

 

 

 

 

 

5  

 

 

(Leaders Who Perform)
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: 

1.  

2.  

3.  

4.  

(Warren G. Bennis) :

!

(MIT) (Dana G.Mead) : 100

10%

80%
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Bob Morton

- Fit To Lead - Choosing Resilient

 

 

why  

Ulrich 

60 70 30 40 

60 70

(why) (calling)  
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calling

calling Ulrich 

 

What  

Ulrich 

2013 30%

50%

20%

 

(a day of reckoning)

 

How  
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Ulrich START ME

 

 

performance management

Younes Khatabeh A competency 

Performance
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80

 

30

55
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phased 

retirement
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