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TrainSmart’s Train the Trainer
training certified by the IBCT.
As part of the certification process, TrainSmart conducted a threeday TTT program for Underwriters Laboratories (UL) in San Jose
California. To date, UL has sent approximately 160 key personnel to
extend the training skills of their subject matter experts. TrainSmart
forecasts that more than 1,000 participants will complete the TTT by
the end of 2009.
TrainSmart is a woman-owned corporation that began in
1994. As a global learning solutions provider, TrainSmart
specializes in customized training development and
delivery, as well as training assessments and audits.
In July this year the key members of the TrainSmart team
(Leslie Ciborowski, Founder of TrainSmart, Michelle
Allegretti, lead TTT consultant and Scott Ciborowski,
Internet Marketing and Business Development Director)
met Erik Boshuizen Director of the IBCT to discuss
TrainSmart's certification for the Train-the-Trainer
program.
The certification audit was performed by an international
team of experts in training and corporate education.
Respectively: Prof. Dr. Ahmed Metwally, Sandor Lemstra,

While receiving high marks,
TrainSmart continuous to
enhance and improve the
program
Peter Rijhnen and Erik Boshuizen. The certification
audit included a strict check on 6 main criteria and
89 sub criteria. While receiving high marks,
TrainSmart continues to enhance and improve the
program. More information: www.atstrain.com
Earlier this year the IBCT performed twenty other
certifications of training materials and programs.
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The broad quality check of TTT programs
include the review of:
 Relation to professional
Competence
 Balance knowledge & skills
 Learning goals
 Evaluation & examination
 Quality of instructors
and is focussed on objective fact finding,
revealing improvement areas and providing
learning moments to clients.
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Mind Mapping and a Whole Brained-Training
Allows the information to easily “slot in” for better understanding and recall.
by Professor Dr. Yehia A. Ibrahim, CT

Mind mapping is a memory simplifying
technique that manages and organizes
information into a visual, web-like structure.
Since it integrates most of the cognitive
functions, mind mapping maintains clear
thinking and productive learning while
planning, preparing or presenting training
materials. Win-win: a single A4 mind-map
enables the trainer for a better preview and
review, and the trainees for an efficient
retention and recall. Magnificent blessings
in these exiting times were training needs
to be highly effective and efficient!
Mind Mapping has been used for centuries in
casual or formal visually-aided brainstorming,
problem solving or individual learning without
any sophisticated theory or justification. Not
until recently when a link was made between
mind mapping and hemispheric-cortical-thinking
skills. In the late 1960's mind mapping was
further developed by Dr. Tony Buzan who now
holds its copyright in both the UK and the
USA.
This article aims at explaining how mind
mapping (MM) can make an effective use of
the brain to enrich training materials and
methods, and enhance the trainer-trainee
participative learning processes. The WholeBrained Training (WBT) is then based on using
the MM technique while designing, preparing,
planning and presenting the training material
and running the training sessions in a way that
uses both sides of the brain rather
complementarily and synergistically.
Mind Mapping and the Human Brain
It unfortunate that languages are not
structured in the exact way human brain is
thinking and learning. All languages are written
in lines, i.e., from left to right, from right to left
or from top to bottom. The trouble is that the
brain does not work in straight lines; it works
in a series of links, connections and
associations. Therefore, when trainers

or trainees only think and communicate in
straight lines (e.g., lectures or even debates),
not only they fail to make the most of their
potential, they only use half of their brain. The
human brain is an extremely complex “control
center” for thoughts, feelings and actions,
wherein countless cross-brain activities are
stimulated by several attention-directing tools,
and mind mapping is certainly one of those
effective tools. The secret behind mind mapping
lies in its combined use, at an almost full
capacity, of primary brain functions, such as
logic,
writing,
spatial
visualization,
mathematical analysis, color, etc.
Mind
mapping is, therefore, a visually-aided tool that
can be used to consciously induce a wholebrained thinking and learning.
As it involves both sides of the human brain,
mind mapping expands training capabilities and
benefits trainers and trainees in so many
different ways that can never otherwise be
achieved at peak levels. One of the difficult,
yet not impossible, tasks of training is helping
trainees change their attitude.
This task
requires a paradigm shift and mind mapping can
speed up this shift as it helps people perceive
their world differently and represent their
perception to others in a better and effective
manner.
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Figure 1. An illustration of mind map drawing using Training and
Adult Learning as an example of the core or central theme.

Mind Mapping Guidelines
1. Start at the centre of the page with a key
word/topic/image (landscape is best with
A4). However, trainees don’t need to be
limited by an A4 sized paper; they can use a
flip chart paper or a wall paper on a large
training table to structure the outcome of
their brain storming sessions on mind maps.
2. Put keywords/images individually on their
own lines. The lines must be connected,
starting from the central image. Use
emphasis and show associations in your
mind map. The central lines are thicker,
organic and flowing, becoming thinner as
they radiate out from the center.
3. Think freely and use no boundaries, i.e.,
think out-of-the-box and be as fast and as
creative as possible.
4. Let the ideas flowing without intra or
interpersonal judgment, even if some ideas
seem strange or unconnected; unrelated
ideas may prove useful later.
5. As ideas emerge print one or two word
descriptions of the idea on lines or branches
(colored curves are best). You may use
arrows to connect ideas up.
6. Keep your hand moving across the map,
change colors (at least 3), and pens. If ideas
slow up start drawing empty boxes and let
your mind fill the boxes in later.

7. Use keywords, images, symbols, codes, and
dimensions throughout your Mind Map.
It may be helpful at this point to apply some of
the above guidelines to draw an exemplary
mind map. In Figure 1, some compressed
themes and sub-themes of 'Training and Adult
Learning' are exemplified on a mind map
structure.
How Can You Use Mind Mapping in Training?
Mind maps are mental maps, set up exactly as
your brain is set up, using links, pictures,
colour and associations.
It is, therefore,
important that trainers use mind maps in
planning, preparing, and presenting their
training materials, and urge trainees and
facilitators to use them in making or presenting
their assignments.
It is called mind mapping because it
symbolically maps or mimics the way our brain
is learning at its full potential, i.e., using all the
cortical thinking skills. Training is one of the
higher forms of learning, as it supposedly
concerns itself with learning at the verbal,
visual and motor skills.
It is, therefore,
expected that mind mapping will make trainers
and trainees co-learn in a rather synergistic,
synthetic and productive way. Even though
learning can be fortified by didactic methods,
many trainers still use vertical thinking and
linear note-taking modes with less emphasis on
other
modes-a
practice
that
certainly
diminishes the values of didactics in training.
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It helped me to overcome my slow hand-writing
Mind mapping allows trainers and trainees to use both sides of
their brains in the overall training cycle (Figure 2, below). It also
allows trainees to do the same when asked to participate in
group assignments and/or present group outcomes. During the
training event, it makes both trainer and trainee communicate
with both sides of their brain and help satisfy the hemispheric
preferences of trainees’ countless number of learning styles.

Practical example
Let’s now give a practical example of using mind mapping in
group discussions.
Round discussions or brain storming
sessions often degenerate into situations where each trainee
listens to others only to make his/her point as soon as the
previous speaker has finished. In normal linear note-making or
note-taking structures (sentence-based or vertical lists), many
excellent points are passed over or forgotten and much time is
wasted, especially with vociferous trainees. This complex
problem can be eliminated if the trainer or his/her facilitator
uses a mind map structure to slot in trainees' ideas in a key
word or image form.
On a board in the front of the training hall the central theme of
the discussion, together with a couple of sub-themes, should be
presented in a basic mind map colored curvilinear structure.
Every trainee will then be asked for his/her ideas or viewpoints in
a keyword form and indicate where on the overall mind map the
ideas should be added. In such case, individual trainees are kept
continually and actively involved in the complete structure of the
session. The more complete involvement leads to a much
greater analytical and creative facility, a much greater
association and imagination, a much greater understanding,
retention and recall of the training subject. The same technique
can be used with small-group assignments.

The following is a short list of
five big benefits of using mind
mapping as a note-taking form
in training.
•

The contribution of each
trainee is properly
registered, sensually
recorded, and practically
acknowledged.

•

Less information is lost.

•

The importance given to
ideas pertains more to
what was said, not to
who said it.

•

People will be speaking
more to the point,
thereby eliminating
digressions, spinning
and long waffles.

•

After the session, each
trainee may copy the
mind map for frequent
reviewing and improved
retention and recall.

Certified Class
Final Remarks
Since I took the “Use Your Head” course in the late
seventies and over my career years, mind mapping
has helped me as a scientist, a university professor
and a multiply-certified trainer, amongst other things,
to:
- Overcome my slow hand-writing in taking and
making notes
- Improve revision leading to better exam
results
- Succeed in my applications/interviews
- Plan strategies as a university official
- Plan lectures and workshops
- Outline research proposals
- Draw roadmaps from needs’ assessment to
materials’ presentation of my teaching and
training courses
- Use it as a memory boaster for myself, my
students and my trainees
- Help me organize meetings and answering
questions
- Learn long and public speeches
- Make it easy to bridge my conscious and
unconscious minds, a critical initial step in
any paradigm shift and attitudinal change.
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I rediscovered
myself after the
IBCT certification
By Dr. Elham Mahmoud Ali CT

I am an assistant professor of Biological
Oceanography at Suez Canal University, Egypt.
Regarding the scientific side of my carrier, I got
my science higher degree (PhD) from
Southampton Oceanography Center, UK. I am;
beside my main job of teaching at the university
and researching in the field of water quality,
coastal water habitat and phytoplankton
ecology; doing part-time consultation for the
department of Marine sciences at NARSS (The
National Authority of Remote Sensing and
Space Science, Egypt) in a national project
concerning development of the natural and
aqua-cultural fish production in Egypt.

Dr. Yehia A. Ibrahim CT is professor at Assiut
University in Egypt.
Dr. Yehia is a frequently asked international
speaker, trainer and consultant in the Middle
East region and is considered as an
authoritative expert in training and Human
Resource Development.
Email address:
dr_yehia_ibrahim@hotmail.com

Benjamin S. Bloom (1956). Taxonomy of Educational Objectives,
Handbook 1: Cognitive Domain. Longmans, Green, and Company,
New York.
Malcolm Knowles (1984). Andragogy in Action. Jossey-Bass, San
Francisco, California.
Tony Buzan (2000). The Mind Map Set: Use Your Memory; Master
Your Memory; The Speed Reading Book; and The Mind Map Book.
All BBC Worldwide, London.
Tony Buzan (2008). Use Your Head: Innovative Learning and
Thinking Techniques to Fulfil Your Mental Potential. BBC Active,
London.

The other side of my carrier is my own interest
and concern of human skills and capabilities and
the
field
of
HRD
(human
resources
development). The first and prompt impact once
I got my personal certification I’ve the honor to
be selected by the university president Prof. M.
El. Zoghby to organize a training program about
(improving leadership and managerial skills)
targeting all new staff leaders (Deans, Vice
deans and heads of departments) at all faculties
belongs to the whole university. I’ve been to be
the coordinator of the “Continuous Professional
Development committee” for faculty Staff and
employees. Then I have been selected by the
faculty dean to participate in the faculty
development project.
The most important impact, to me, is…
Continued on page 24

Page 6

Certified Class

Establishment New Zealand
& Australian division
Peter Rijhnen (New Zealand) is appointed as the first
director of the IBCT in Australia and New Zealand. Next
year he will establish a Board of Directors and a
Credentialing and Certification Committee.
The Australian and New Zealand division is fully
authorized to certify trainers, facilities, materials and
programs in the region on behalf of the IBCT. Peter is a
Certified Trainer and a Master of Corporate Education.
Australia and New Zealand are countries which have very
high standards for education. In the Human Development
Index, which covers 177 UN member countries both
countries are in the top 20 of the list (respectively number
4 and 20) and are marked with high HDI values. The
Human Development Index (HDI) is a comparative
measure of life expectancy, literacy, education (2/3 of the
weight factor) and standards of living for countries
worldwide. It is a standard means of measuring wellbeing.

Fact box Australia
- Population 21 million
- Capital Canberra

Fact box New Zealand
- Population 4 million
- Capital Wellington

Career counsellors
The Board is expecting more expansion of career
counsellors from the Middle East region in the upcoming
years. The core of the value that the IBCT career
counsellors are providing is to reflect as an external expert
and reveal potential interesting development areas. All of
the IBCT counsellors are experts in: - personality
development, - have multiple years of professional training
experience and possess a broad and deep understanding
of the development areas of the profession and the
market. Visit their websites to learn more about them.

Marga Oude Maatman
.www.ontmaskering.com (unmask your self)
Marga likes to work out of righteousness,
mutual respect, unify and harmony. Life is
movement according to Marga. Recertification
with Marga could be a journey along your
Enneagram type, the logical levels of Dilts or
the core talent of Daniel Offman.

Jan den Breejen
. www.personae.nl

(Re)certifications in 2009
Until 15-10-2009 the Board has (re)certified this year
the following trainers/HRD Consultants: Michelle
Allegretti – Scott- Ciborowsky - Tracey Ciborowsky Erik Boshuizen –Jan den Breejen - Robin van
Dorrestein - Marijke Kanters – Stephan Kapma –
Raymond Honig - Johanna Leentvaar – Aldert
Oomkens - Jaap Peetsold – Caroline Smit – Arnout
Vos - Brigitte Vos – Johan Wolff – TrainSmart.

Jan likes to challenge people to unleash their
potential and connect them to future goals.
Designing performance learning paths with
concrete yield is what he strive for.

Sandor Lemstra

.

www.discnederland.nl
Meeting Sandor is almost sure getting acquainted
with DISC. The DISC personality profile will
provide with new insights were you could grow.
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You go first, the rest will follow
Professor Ghada: “Many staff members view
training as a luxury, not a competitive and strategic
necessity. However I realized the power and
importance of training in my job. So, I joined
multiple train the trainer programs to develop my
own skills and to help my students and colleagues
to develop their personal skills, knowledge, and
abilities”.
What is Ghada’s opinion about training and
certification? Ghada Anwar is professor of
pediatrics at Cairo University in Egypt. In
addition to teaching the undergraduate and
postgraduate medical students in Cairo
University and other universities, she is involved
in training staff members from different
universities. Dr. Ghada is a member in NCFLD
and in the Medical Education Development
Center - Faculty of Medicine.

Professor Dr. Ghada Anwar

IBCT certification helped me to develop training
mastery, as well as effective communication,
quality management and team building. It also
gives me decision making and problem solving
skills.

Dr. Ghada: “IBCT certification helps me in
developing leadership skills, motivation, loyalty,
better attitudes. It helped me to be more
efficient in my job and to perform it to the best
of my capability in a professional way. It also
helps me to draw up my learning and
professional development plan in my career. My
goal is never to stop growing and keep my mind
open to new skills that help me in my career.
Certification is more than just building and
securing the skills and knowledge; it helps me
to identify my personal and departmental
development needs and so giving me the
opportunity to foster my own department
development.

Few words of appreciation from my trainees can
change my life forever. It is a human nature to be
pleased when someone appreciates your efforts.
I strongly believe that training helps in creating a
better faculty image and I urge all my colleagues
to get involved and join train the trainer courses
for job development, certainly their professional
success will soar to new heights.

I am trying to pay it forward by training my
colleagues and enhance the positive attitude
towards training. Change is not easy but can be
achieved. Everything is possible, even the word
impossible says "I M possible".
Actually I realized that the positive attitude not
only impacts my own success, it also can
impact the success of all the people around me
as the attitudes are really contagious. You go
first, the rest will follow”.

Further information about Cairo University can be
found on www.medicine.cu.edu.eg
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Asian HR scenarios
during the economic
downturn.
By Erik Boshuizen CT

With deteriorating business conditions
across much of Asia almost certain this
year, HR professionals need to be ready for
the worst. At the same time, they must not
over-react and should be alert to
opportunities. The impact of the downturn
is not consistent across industries or
countries. Unlike in the US or UK, balance
sheets for households, corporate, financial
institutions, and governments are in good
shape in much of Asia. Consumer credit is
modest, bank failures are unlikely and
government debt is manageable.
Remember: risk indicators for the region have
steadily improved over the last five years just as
those in advanced economies have deteriorated.
Business prospects depend on your company’s
industry, business profile, and global integration.
Reduced fixed investment and the reluctance of
banks to loan will hurt those selling capital
equipment or consumer durables. Curtailed
consumer credit and spending in the US will hit
exporters
of
consumer
products
hard.
Headquarters of globally integrated firms are
likely to demand cutbacks in Asian operations
regardless
of
local
market
demand.
Not all companies face a depressing forecast for
2009. Those focused on infrastructure
improvements may see new opportunities from
much higher government spending, especially in
China. Those focused on sales in Asia’s
domestic markets will experience slower growth
but may not see the sharp decline in sales
suffered by those that rely primarily on exports
to North America and Europe.
HR Scenario thinking With Asia’s economic
forecast as background, HR practitioners must
prepare for the challenges of the coming year.
Thoughtful preparation for positioning HR
policies and practices in Asia in 2009 requires a
systematic four-step process.

Data for India is in fiscal year April – March
Source: Asia Forecast Book, January 2009, International Market Assessment Asia
Pty Ltd

Four steps
1. Build best, likely and worst-case business scenarios.
2. Identify the areas of HR risk in each scenario.
3. Find ways you can reduce your exposure to risk.
4. Pinpoint ways in which you can gain long-term advantage.

Three Business Scenarios
The first step is to build likely scenarios based
on your current business prospects. Among the
many issues that the scenarios should consider
are the nature of your industry, the role of credit,
and the geographic spread of your operations in
Asia. While the scenarios must be specific to
your own company’s business profile, the table
on the next page provides an example of what
the scenario might look like.
Three HR Scenarios
Once you have outlined the possible business
scenarios, the next step is to determine the
corresponding HR scenarios. These scenarios
should be based on the types of actions that
your company is likely to take should they be
faced with each of the three business scenarios.
The scenarios should include actions that your
company is likely to take; not necessarily the
actions that it should take. Your company’s
culture,
leadership
and
decision-making
processes should be considered when creating
these scenarios. By constructing the scenarios in
this manner, you will maintain a practical and
realistic approach to your HR planning. An
example of three HR scenarios appears on the
next page 9.
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Worst Case

Likely Case

Best Case

Economy declines for two years or
more leading to severe recession across
the region

GDP growth is negative for 2010 in
export-dependent economies but up turn
begins in 2011

Economic growth remains sluggish for
the first half of 2010 but begins to pick
up in the second half across the region

Fixed investment sharply declines and
commodity prices fail to recover;
government hesitates to fill the gap
with increased spending

Orders are postponed while investments
put on back burner; government slowly
steps in with increased spending

Government spending
succeeds in “pump-priming” economy;
sales recover as business becomes more
confident

Export industries collapse across Asia
due to sharply reduced demand in the
US and Europe. Demand in local Asian
markets follows suit as frightened
consumers cut back all discretionary
spending

Lower consumer and private commercial
demand hurts business across the region;
however, increased government spending
ameliorates the impact on GDP growth
and corporate profits

Reduced exports lead to lower consumer
spending in export- dependent
economies (e.g. Singapore, Hong Kong).
However, demand remains resilient in
larger markets less dependent on foreign
sales (e.g. China, India, Indonesia)

Table 1 Example business scenario

Worst Case

Likely Case

Best Case

Freeze headcount while organizing a
reduction in force

Slow hiring to only replacement of
essential staff

Monitor recruitment and control new hires
to stay in line with business forecasts

Freeze salaries and look for cost
savings in benefits

Grant minimal broad-based salary
increases and differentiate on
performance

Grant modest salary increases and shift
gradually toward pay for performance

Cut training costs and
programs down to only
essential programs needed to maintain
current business

Continue only those training &
development programs that have a
direct and measureable return on
investment

Review training programs in light of current
conditions to
ensure they are delivering the desired
impact and value

Table 2 Example HR scenario

HR Risk – The Worst Case
Under the current economic climate, every
organization is faced with the same basic
priorities:
•
•
•

Recruitment
•
•

Monitor and control costs;
Link cost to value creation; and
Keep staff focused and motivated.

Focusing on these priorities alone can create
their own risks; however, the greatest risk of
all is uncoordinated, ad hoc and impulsive
decisions and actions. Responding to the
financial crisis too quickly can cause serious
long-term damage if not properly thought out.
It is important to be conscious of the possible
long-term fall-out from decisions made as a
result of the economic downturn. In some
cases, decisions should be reconsidered or
actions taken to ameliorate the consequences
of the decision.
The risks associated with the financial crisis
are far ranging and could be critical to current
and future operations. Below are some of the
risks associated with four areas of human
resources management.

Reputation damaged due to publicity
engendered by layoffs.
Prospective recruits become wary because
layoffs mishandled.
Failure to recruit creates long-term gaps in
talent ranks.

Morale
• Insecurity and uncertainty lead to passivity
and reduced commitment.
• Inconsistent and ad hoc communications
create a lack of trust and negative
attitudes, even bitterness, toward
management.
• Staff lose sight of company mission and
values.
Retention
•
•
•

Best performers leave at a time when they
are most critical.
Staff turnover increases sharply as
business improves.
Low performers are reluctant to move even
under severest of circumstances.
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Talent Development
Employees become cynical about training and
the continued use of expatriates as a
consequence of reduced spending on training
and development.
• Learning gaps develop among recent
hires due to reduced training.
• Staffs are unprepared when business
returns to high growth.
Prior investment in training is
compromised.
• Training costs rise significantly when
business turns up as staff need to
make up for lost time.
Long-Term HR Trends Also Present Risks
Surveys prior to the advent of the global
financial crisis reveal that during the long
period of high growth in Asia, the nature of
employee concerns have changed. In addition,
the needs of organizations shifted, as they
have had to come to grips with shortages of
technical and management talent and
leadership experience. The importance of
these underlying trends may fade temporarily
as companies cope with the immediate crisis;
however, when the upturn begins, it is likely
that these needs and concerns will reemerge
with a vengeance.
Surveys conducted prior to the global financial
crisis by Manpower China and AC Nielsen
point to similar long-term trends in China.
“Career development opportunities” has
replaced Compensation as the principal driver
in selecting a new employer according to
Manpower China’s survey. In addition,
“Advancement opportunities” and “Quality of
management” were also among the top five
determinants for selecting an employer.
Concern over work/life balance is more of
concern to employees across Asia than any
other region, according to AC Nielsen. In fact,
seven out of the top 10 countries worldwide
that ranked work/life balance as their most
important concern were in Asia.
Clearly, people are looking for more than just a
job and a salary. Sensitivity to employee
concerns will be important as companies
address immediate demands for cost reduction
and a shift in business strategy.

Reducing Your Exposure To HR Risk
Identifying the most critical and potentially
damaging HR risks to your organization will
help you determine the best course of action
to reduce or eliminate the risk. The steps that
an organization can take to reduce HR risk are
based on the best practices in HR regardless
of the economic climate. A business downturn
simply accentuates the need to adopt and
follow best practices. Failure to follow these
best practices in the current environment will
have a much more damaging impact than
when growth is high, optimism is pervasive
and business as well as employees’ own
prospects are rosy.
Reducing your exposure to HR risk entails
taking action in many areas simultaneously.
Outlined below are some best practices that
most likely will take on an added importance
during a downturn.
Employee relations
.
Maintain open communication channels and
explain
decisions.
Younger
employees
throughout most of Asia have never gone
through a downturn before and may not
understand what is happening. Even those
who have experienced cutbacks may be
skeptical of management motives. Open
communications can help overcome latent
wariness and skepticism.
Understand concerns, demonstrate empathy
and build confidence. Loss of income by
family members or the fear of losing one’s
own job can put added pressure on
employees. Finding out the true nature of
employees’ concerns and taking appropriate
action to address those concerns can help
develop trust and loyalty that can pay off in
the long-term. The way in which tough
decisions are made and communicated will
have a major influence on future employee
morale and the company’s public image in the
market.
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Decision-making and Management
Continue to follow HR policies and procedures
during the downturn. Continuity helps
overcome insecurity. Good performance
management and talent development policies
will help support the business during a
recession. Moreover, organizations need to
maintain their HR processes (e.g. performance
management, competency development, etc)
in order to demonstrate continuity and
underline the fact that the downturn will not
last indefinitely.
Ensure decision-making remains aligned with
corporate values. When an organization is in
crisis mode, corporate values can easily be
cast aside as managers rush to address
immediate problems. However, it is precisely
at this time that alignment of decision-making
to corporate values takes on the greatest
importance. “Walking the talk” is usually easy
when times are good but maintaining the
same
values
under
duress
is
what
differentiates the best employers.
Human Resource Planning
Consider the short-term and long-term impact
of decisions relating to compensation, training
and manpower planning. Whether it be staff
retrenchment,
compensation
review,
organization restructuring or job redesign, the
“law of unintended consequences” should
always
be
considered.
Seemingly
straightforward and simple steps to address
immediate concerns may sometimes cause
huge damage in the long-term. Step back and
thoughtfully anticipate the consequences of
your actions.
Set priorities by looking beyond the current
year. Current year plans should also consider
the impact that decisions made this year have
on business in subsequent years. This holds
true whether it is manpower planning,
compensation
or
training.
Certainly,
addressing pressing needs must be the first
priority, but long-term projects and plans
should not be abandoned without careful
consideration.

“maintain training programs
that delivers the most
value”

“consider the short term
and long term impact of
decisions relating to
compensation, training
and manpower planning”
Make strategic hires for long-term growth.
Highly talented individuals may become
available as a result of the economic
downturn. Now could be the best time to look
for the ideal candidate for strategic positions,
as opportunities are fewer, even for the most
sought-after.
Develop capabilities to integrate staff from
newly acquired firms. The global financial
crisis already has resulted in Barclay Capital’s
takeover Lehman Brothers, the sale of
Wachovia Bank to Wells Fargo Bank and the
planned selloff of Citigroup’s Nikko Cordial
Securities. More takeovers, mergers and
selloffs will undoubtedly occur in the coming
months as companies in distress look for ways
to survive. The success or failure of many of
these mergers and acquisitions will depend on
the ability of the acquiring organization to
rapidly bring together the disparate staff of
the two firms into a unified, coherent
operating unit. HR practitioners have a critical
role in this process. They will need to be
prepared to deal with issues that will arise in
compensation, organization restructuring, job
design, communications, and leadership
development.
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Training and Development
Maintain training and development programs that
deliver the most value. Each training program should
have a clear goal and desired outcome. When cost
cutbacks are required, those programs with the lowest
value relative to cost should be the ones to cut, not
those that simply have the highest cost.
Look for new ways to achieve training goals and
deliver desired training outcomes at the lowest cost.
Greater use of technology and more creative training
solutions may deliver the necessary cost savings while
still enabling employees to achieve most or all of the
desired training outcomes.
Gain Long-Term Advantage
The last step in HR scenario planning is looking for
ways in which your organization can gain a long-term
advantage from the economic downturn. Gaining longterm advantage most often means looking beyond the
current crisis to see what the organization will need in
the future. Perhaps the biggest opportunity may lie in
forging a strong commitment between the organization
and its employees. Commitment is absolutely critical
during a downturn, but also will contribute to higher
performance once the business returns to high growth.
By adopting many of the best practices mentioned
above, the company is making a commitment to its
employees. The company commits to the individual
through:
•

•
•
•

Maintaining a supportive environment that
encourages and rewards performance and
personal development.
Showing concern for the individual as a
person.
Demonstrating trust and respect through open
communication.
Leading through clarity of values, strategy,
roles, objectives and rewards.

The global financial crisis has quickly
changed the HR environment across Asia.
Demands for headcount reduction, salary
freezes and cost cutbacks have replaced
concerns about high staff turnover, rapidly
increasingly employee costs and shortages
of leadership talent as the most pressing
issues facing HR professionals.
A knee-jerk reaction that focuses on
today’s demands without considering
tomorrow’s consequences is not the
answer. Rather, HR professionals should
thoughtfully consider the four steps of HR
scenario planning:
1. Understand the environment.
2. Identify the HR risks.
3. Reduce the organization’s exposure to
risk.
4. Gain long-term advantage.
The current economic crisis should not be
confronted solely in terms of the risk that it
presents, but also in terms of the
opportunities. By properly preparing their
organization through careful scenario
planning, HR professionals can reduce their
organization’s exposure to HR risk and help
it gain long-term advantage.

In return, the organization should explicitly require
that individual employees make a corresponding
commitment to the company. The employee
commitment should include:
•
•
•

Delivering the highest performance possible;
Aligning behavior with the values of the
organization; and
Continuously developing oneself personally and
professionally.

Erik Boshuizen is director of the
International Board of Certified
Trainers. Last year he was exploring the
Asian HR & training market. Erik is
considered as an expert in strategic
corporate education and is frequently
asked as an international speaker and
trainer.
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What can I do?
The direct impact of the IBCT
certificate for me was to be selected
as a training coordinator for my
faculty
within
CIQAP
project
(Continuous
Improvement
and
Qualifying for Accreditation Project)
which is one of the most important
development projects in the Ministry
of Higher Education.
We are talking with Dr. Mona Hagras. She is
working as a lecturer in Faculty of Engineering,
Ain Shams University, Cairo, Egypt. She got her
PhD from Ain Shams University in 2007. Her
main expertise is in the area of water resources
and her second specialization is adult education
and training.
We asked Dr. Mona what is she striving for as a
lecturer? As a University lecturer, I aspire to gain
the respect and admiration of my students as
supporting them to enjoy learning and pushing
them to be positive change engines. I believe in
achieving that by working continuously and
efficiently with my personal development based
on my owned values: Meaningful work,
Responsibility, Creativity and Integrity.
That was my mission as I wrote since I occupy
the position of a lecturer; however I often ask
myself, "What can I do to enhance my
professionalism, to serve my university better
and to influence my students?" I kept looking
foreword to direction helping me to achieve my
mission statement till I applied for the IBCT
certificate. The best thing, I have learned is the
Learning moments approach which I am
currently applying in my entire life even with my
kids.

Mrs. Mona Hagras PhD, CT at Ain Shams University

I am proud to be an IBCT certified trainer. I
always feel admiration from others whenever
they ask me how and when I became a certified
trainer.

“The IBCT certificate gives me an
opportunity to contribute in building
a future scientist trough the SNG
project (Scientists for Egypt: Next
Generation) sponsored by Academy
of Scientific Research & Technology
(ASRT).”
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Page 14

Equipping internship mentors
with knowledge and skills.
By Drs. Linda Rozenblad CT – South America

The Advanced Teacher Training
College (IOL) has started in 2007
training for the internship mentor.
The purpose of this training is to equip
the mentors with knowledge en skills
to guide the candidate teachers
towards the competency to start.
When the Didactical Institute was established in
1966 It was the first Institute of higher
education in the history of the Republic of
Suriname that was specially focusing on the
education of teachers. The Didactical Institute
was transformed in 1969 into “Instituut voor de
Opleiding van Leraren” (The Advanced Teacher
Trainer College). Since 1970 the institute
delivered more than 5,300 teachers for
secondary schools and is located on the
premises of the Anton de Kom University in the
capital Paramaribo.

Drs. Linda Rozenblad CT, Certified Trainer at IOL.

The Advanced Teacher Training College (IOL)
has started in 2007 it’s internship mentors. This
training was set up with
VVOB (Flemish
Association for Development Cooperation and
Technical Assistance). Teacher trainees follow a
new training program, providing skills and
tools to enable them for an adequate start in the
teaching profession.

Mentor guidance is important

Fact sheet Surinam
Surinam is situated between French Guiana to the east
and Guyana to the west. The southern border is shared
with Brazil and the northern border is the Atlantic
coast. Suriname is the smallest sovereign state in terms
of area and population in South America. The country is
the only Dutch-speaking region in the Western
Hemisphere that is not a part of the Kingdom of the
Netherlands. Surinam is extremely diverse ethnically,
linguistically, and religiously. Suriname's geographical
size is just under 165,000 km²and it has an estimated
population of about 470,000 people. Suriname is ranked
#89 at the Human Development Index of the UNDP and
therefore placed in the top of the medium ranked
counties.
In Surinam there are only two Certified Trainers who
have already met the strict IBCT quality standards in
professional training. Drs. Linda Rozenblad CT of IOL
and Mrs. Maureen Plein CT who works at the training
department of Telesur, the national telecom company.
Both can be found in the online IBCT directory @
www.ibct-global.com.

Mentor guidance is important. The purpose of this
mentor training is to equip the internship mentors
with knowledge en skills. Linda Rozenblad is a
IBCT Certified Trainer who trains internship
mentors in Personal Development in this course. In
this module handles are awarded to the stage
mentors to stimulate the personal development.

There are three other modules (didactics, coaching
skills and communication skills) in which about
115 stage mentors are trained.
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“Teach a person to
fish and you feed
him for a lifetime”.
Confucius (550 BC)

By Professor Nahed Moustafa CT

From where I stand, I find that it has been proven
overtime that ‘Training’ is the best investment,
‘Training’ is teaching a person a lifetime skill of fishing.
The previous quote represents my perception of
training as it directly impacts the development of
our Human Capital, our Community Resources
and our Societies at large.

(Netherlands) and Suez Canal University (Egypt).
This position is in addition to my primary role as
a Trainer of Professional Ethics in the Faculty
and Leadership Development Program (FLDP).

I first experienced this influence over ten years
ago when I was chosen by the Center of
Research and Development (CRD) of the Faculty
of Medicine, Suez Canal University to participate
as a teacher of bioethics in the course of
preparation of the university tutor. At that time, I
changed the hour of lecturing into a training
session where case studies were discussed and
debated in a group forum.
The sessions
successfully allowed me to share with the
trainees the cumulative experiences of lawsuits I
faced in my major discipline, Forensic Medicine.
This knowledge was shared with a strong ethical
background in an informed consent, privacy, and
all other ethical issues controlling the physicianpatient relationship. The participating physicians
truly enjoyed the sessions and requested for
further training in each discipline to discuss more
interactive cases and gain a stronger knowledge
base. At the same time, I enjoyed the art of
training and the sharing of gained experiences
with fellow adult physicians seeking to gain the
skills.

Since that time, two milestones have affected
my training career. The first one was my
nomination with nine other Egyptian staff
members to be the first batch to be trained at
Maryland University, USA in 2005. A partial
program of activities of the project entitled "
Health Research Ethics Training Initiative in
Egypt: HRETIE". The program, ‘training of
trainers',
prepared
certified
trainers
to
disseminate the culture of research ethics in
Egyptian Universities and Research Institutes.
The impact of this training is amazing since it
leads to the training of a large audience of
Egyptian researchers, and to the development of
research ethics committees (RECs) that are
responsible for the protection of patients and
volunteers recruited in research. It also
encourages researchers to publish internationally
as the ethical clearance of REC is mandatory in
most international journals.

As a result of the success of these training
sessions, I was nominated to be a Trainer in the
Joint Master of Health Professions Education
Program between University Maastricht

The second milestone was in 2008 when Prof
Samir Helal – the Director of the National Center
of Faculty and Leadership Development (NCFLD)
(the Middle East and North African division of
the IBCT) recruited us to the introductory level of
the ‘Training of Trainer’ (TOT) program as a
reward of our national competition in preparing
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a training module in research ethics. We
completed the three phases in December 2008.
This program enhanced our training skills with
higher levels of Professionalism. It highlighted
the
importance
of
ice
breaking
with
consideration of the diversity of the working
group, promoted the use of various didactic
methods to satisfy the different types of
trainees, emphasized the importance of coaching
and introduced many other skills that aim at
professionally developing the human resources
(both academic and administrative) in the
Egyptian Universities and Higher Education. It
taught me how to offer a safe environment to
the trainees and remain accessible after the
training sessions. These things have a great
effect on the success of training.
For me, these skills were very tangible during our
training of the young researchers among the
program (Scientists of the Next Generation: SNG
in 2009). This project is an agreement between
the NCFLD and Academy of Scientific Research.
We have received excellent feedback about the
course content and the trainers' expertise in their
subject area. Many of the trainees have
maintained communication with their trainers
and have sought our advice in providing
recommendations to their research proposals
from an ethical perspective. Others trainees have
requested more references and educational tools,
thus our training program has become a
continual learning
process.
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In the SNG program emphasis is made on how
training and development helps in inculcating the
sense of team work, team spirit, and inter-team
collaborations. It promotes the zeal to learn
amongst the trainees especially when they are
fresh graduates and at the onset of their
academic career.
As a trainer, I have many wishes. At the personal
level, I wish to advance my knowledge and skills
in training our human resources as it directly
affects my career as a university professor and
as a trainer in different programs. And in the
broader view, I wish that my country
disseminates the training culture to provide
opportunities for the development of its Human
Capital and create a learning culture within every
organization. This will help expand the horizons
of the country’s human intellect and develop an
overall personality of our trainees. Finally, as the
training helped in increasing the productivity of
our trainees, I find it promising that it will help
our organizations to achieve its long- term goals.
Overcoming the funding challenges is my last
wish, so we may gain an uninterrupted ability to
train as many as trainees as possible. From
where I stand, I find that it has been proven
overtime that ‘Training’ is the best investment ,
‘Training’ is teaching a person a lifetime skill of
fishing.

Professor Dr. Nahed Moustafa, MD &
CT is the Head of Forensic Medicine &
Clinical Toxicology at Suez Canal
University. She is a Certified Trainer
of
Research
Ethics,
Maryland
University in the USA, certified by the
IBCT and a member of the Global
Ethics Observatory of UNESCO.
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IBCT Certification, what’s in it for me?
What’s in it for me as a trainer?
The benefits of IBCT personal certification at glance

-

-

-

International distinction and recognition of
the person quality as a trainer thru a:
Official Certificate.
Recognized CT degree.
Gold plated proud pin.
Right to use the IBCT hallmark.
Promoted global directory.
Guarantee of customer satisfaction prior to
the training fir the client and participant
Listed in the global online directory with
expertise and contact details
Assistance with professional development
thru Personal Development Activity
Planning, self assessments and career
counsellors.
Global network (activities)
Multi Media Promotion
Quality radiation that supports during:
Acquisition & selling.
Apply for new jobs.
Building confidence prior to a
training.

As a training organization?
The advantages of certification of programmes

-

-

-

International distinction and recognition of
the programme quality thru a:
International accreditation.
Official Certificate.
Promoted via global website.
Right to use the IBCT hallmark.
Opportunity to maintain and increase the
quality of a training programme
Guarantee of customer satisfaction prior to
the programme
Recognized transparent international
standards and procedures.
Broad quality check on:
 Relation to professional
competence
 Balance knowledge & skills
 Learning goals
 Evaluation & examination
 Quality of instructors
Honest and objective feedback
Respectful involvement of your staff
Focus on fact-finding & learning

As a training centre?
The yield of the certification of training centres at glance

-

-

-

International distinction and recognition of
the programme quality thru a:
Right to use the IBCT hallmark
Official Certificate
Promoted via global website
International accreditation
Attracts more (international) students
and/or clients
Opportunity to maintain and increase the
quality of a training programme
Broad quality check on:
 Space, safety, accessibility & hygiene.
 Educational vision & policies.
 Administration & quality system.
 Training equipment.
 Organisational structure and M.I.S.
Focus on fact-finding & learning
Honest and objective feedback
Respectful involvement of the staff,
management and trainers.

As an educational institute?
The value of the certification of training materials

-

-

-

International distinction and recognition of
the programme quality thru a:
Official Certificate
International accreditation
Right to use the IBCT hallmark
Promoted via global website
Opportunity to maintain and increase the
quality of a training materials
Broad quality check on:
 Quantity, balance theory and practice.
 Structure, lesson plan & organization.
 Presentation and illustration.
 Serving program objectives.
 Authorship and copyrights.
 Materials production style.
Focus on fact-finding & learning
Respectful involvement of the staff,
management and trainers.
Honest and objective feedback.
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Quote:"The task of
the leader is to get his
people from where they
are to where they have
not been"
Training and a paradigm shift in the Egyptian Universities.
By Dr. Mona Montasser CT
The achievements of the Egyptian civilization
have been valued over the years. However, the
fact that in this era Egypt is facing problems on
so many levels that need immediate
interventions is a situation clearly recognized by
the Egyptian government and in this respect the
higher education field is no exception. In its
efforts to reform the higher education, the
Ministry of Higher Education addressed people
as one of the most important aspects to deal
with in the planned change process. Realizing
that it is crucial to synchronize the changes and
updates of resources with proper training for
the human resources, human attitude was
emphasized because this is what will make the
difference between success and failure.
Today there is a need to continue training
beyond initial qualifications; there is
a need
for continuing professional development. But,
what has been realized in the higher education

Future University, New Cairo Egypt

field in Egypt is that training is needed not only
to maintain the professional skills or to upgrade
them but also to influence a change in focus; a
change in focus that can be achieved through
the
intense
interpersonal
communication
between the trainer and the trainees.
What we need in the Egyptian universities is to
build in our trainees a thirst to do excellent job,
to deliver excellent service, and to make a
change in themselves, in their institutions, and
in their country.
Therefore the hidden agenda of the trainers
during the training sessions should be to build
up the trainees' morale. Henry Kissinger once
stated "The task of the leader is to get his….
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Continuation of page 18 …people from where
they are to where they have not been" and it
seems quite logical to replace a "leader" with a
"trainer" and so to say "The task of the trainer
is to get his trainees from where they are to
where they have not been"
To achieve this the Egyptian universities
currently offer training programs in vastly
different and relevant areas such as research
ethics, job ethics, communication skills,
leadership skills, ……..etc which till few years
ago was not available. These training programs
are offered to faculty members, researchers,
and leadership members. And now with the
presence of a body of certified trainers in the
Egyptian universities who have the ability and
who fully acknowledge their obligation towards
their country; their obligation to step forward,
be initiative, and take action to make the
needed change we have the right to believe
that the future is promising. Trainers'
willingness to carry on the responsibility is of
no doubt and they should do every effort to
make the best of their situation.

Fact sheet Egypt
Egypt, officially the Arab Republic of Egypt, is a country
mainly in North Africa, with the Sinai Peninsula forming a
land bridge in Western Asia. Covering an area of about
1,010,000 square kilometers (390,000 sq mi), Egypt is
bordered by the Mediterranean Sea to the north, the Gaza
Strip and Israel to the northeast, the Red Sea to the east,
Sudan to the south and Libya to the west. Egypt is one of
the most populous countries in Africa and Western Asia. The
great majority of its estimated 76 million live near the banks
of the Nile River, in an area of about 40,000 square
kilometers (15,000 sq mi), where the only arable agricultural
land is found. The large areas of the Sahara Desert are
sparsely inhabited. About half of Egypt's residents live in
urban areas, with the majority spread across the denselypopulated centres of greater Cairo, Alexandria and other
major cities in the Nile Delta.
Egypt counts 44 IBCT Certified Trainers / HRD Consultants.
All of them are listed on www.ibct-global.com with their
expertise and contact details.

Dr. Mona Montasser CT is lecturer of
orthodontics at the College of Dentistry in
Mansoura University in Egypt.

Gaining a
clear vision
By Dr. Nermin Attia CT

Most people are dreaming to achieve
success in their lives, but unfortunately
the changing rhythm of life became so
unpredictable. A lot of people are
unprepared for this changeable rhythm;
consequently they become trapped into
their own.
Convincing people to change is not so easy to
achieve, as it simply signifies the urge to leave a
certain track that has long been used and to start
a new one that holds risks, some of them are
known and many others are still hidden. Inability
to change (or even fear of change) can be
attributed to the lack of knowing how to achieve
and apply this change, and here comes the role of
the catalyst or the changing agent that has the
ability to facilitate a safe and secure changing
process, the professional trainer.
I started my TOT training programme, with an
equivocal sensation, by saying ' Ok! Let's give a
try', and by the end of the programme I felt
something different. My self-awareness has
increased, and this reflected on my awareness on
the others. During my progress in the training
programme, I felt overwhelmed by being a
certified trainer, it has a certain glamour, 'Wao, I'll
be a certified trainer'. To be continued on page 19
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Continuation of page 19 …
By the end of the programme, the full blown
picture was being developed in my eyes; I felt
'Oh, I'll be a certified trainer'. I figured out that
being a professional trainer is not just a task or
an errand to be fulfilled or a pin to be proud of
putting on; it is more like a responsibility, a
mission. A mission to enhance people to be
better, to change them and changing people is
a great responsibility. It is not at all like
affecting them, as affection fades by time,
while change is a sustainable process. The
more sustainable change we accomplish as
professional trainers, the better achievement of
our mission.
Sometimes when our minds are working hard to
achieve a certain aim, they forget or even
neglect some values that can facilitate the
achievement of our mission as professional
trainers. I guess what we really need is to
encompass our professionalism into a frame of
honesty, sincerity, caring, truthfulness, and
authenticity. These values are of prime
importance in building up human bonds that
would allow the sustainability of any
meaningful and valuable change.
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You have to be
beneficial to yourself
and to others too.
By Professor Dr. Nouran El Ghandour CT
While I was a child, I thought that being a
teacher was something very easy. The teacher
has only to stand in front of the students and
talk or explain. I used to look closely and
observe my teachers for long times. I admired
watching them speaking, writing, asking
questions, explaining, and walking in the class.
To me, all my teachers were "Ideal". After
going home, I used to ask my little sister and
brother to play "A School", where they sit and
act as students and I would stand and act as
their teacher. I used to act exactly the same
way my teachers did. To me that was the best
thing that I admired to do at that time.

Dr. Nermin Attia CT is a lecturer in Forensic
Medicine at the Faculty of Medicine at
Zagazig University in Egypt. Besides this and
training Nermin’s expertise are Six Sigma
and Total Quality Management in health
care. Zagazig University is one of the three
IBCT Certified Training Centers in the Middle
East.
The ladybug: beneficial to herself and to her environment.

Later on, when I grew up to be a medical student in Faculty of Medicine, Cairo University, I felt
great pleasure in gathering my colleagues and starting to explain them lessons that seemed to be
difficult. Moreover, when I found it difficult to study some lessons, I started acting to myself at
home as a teacher.
To my great surprise, I discovered it to be much easier to study difficult lessons, just by acting as a
teacher and explaining them to myself in a loud voice. Since that time I dreamt of being a teacher. I
decided to do my best in order to be able to be beneficial to myself as well as to others. After being
a lecturer then a professor of Internal Medicine, Cairo University, I felt that my dreams are
becoming true. I started to communicate closely with faculty students. I dealt with various aspects
of their personalities. I did not only explain lessons to them, but I also spent more time with them
trying to bring up hidden talents, that sometimes they didn't recognise were present, or needed
someone to help bringing them up clear. I started to work on points of weakness in their
personalities, discovering them, dealing with them properly, and turning them to points of strength.
It was really a great …
Continued on page 24
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New Times, New Heroes
Developing high performance
people and organizations
By Drs. Jan D. den Breejen CM, CT

Since the publication of Peter’s and Waterman’s In Search Of
Excellence and the bestsellers Built to Last and Good to
Great by Collins, there has been a lot of interest in the
characteristics of High Performance Organisations (HPOs).
This interest has increased strongly due to changes in the
competitive environment of organisations over the last
decade.
By identifying the characteristics of HPOs, board
members expect to get the right focus for
structural improvements in performance. Building
on this business need, Drs. Jan den Breejen, CT
wrote The High Performance Organisation, an
Integrated Approach (2009), a book based on
scientific research of HPOs and scientific insight
on how to develop people and change behaviour.
Analysis of the HPO yielded qualifications
regarding organizational design, structure,
processes, technology, leadership, people,
culture and the external environment--all of
which influence the ability of organizations to
achieve high performance. These qualifications
guide managers to actions they can take to lead
their organizations to superior results. The
central theme of the book is the critical success
factor for superior results--the High Performance
Individual (HPI).
The new business world is faster, quicker, and
more complex
We are entering new and exiting times. Modern
society is increasingly dynamic, unpredictable,
and even chaotic, which requires employees who
are able to handle the rapidly changing, high
demands of today’s markets and workplaces.
We need a new generation of employees. HPIs
have the courage to continuously explore new
horizons and learn by doing and experimenting.
They get a lot out of work because they are
masters in teamwork and creativity. They
combine a rational business perspective with a
passion for adding value. They are positively
curious and creative with the ability to lead and
start new projects; they have the endurance to
achieve results.

This HPI profile is usually associated with
Generation Y, today’s young generation of
workers. With the aging of the workforce in
Western countries, it is, however, quintessential
to transform older generations into HPls.
Managing personal growth
Recent research (2008) by the FNV (a Dutch
trade union) shows that 30% of the workforce in
the Netherlands is losing contact with the
dynamic,
fast
changing
and
demanding
environment, technology, work processes and
communication styles. Approximately 50% of
workers
don’t
engage
in
professional
development and 90% get little or no support
from
their
managers
regarding
personal
development. In boardrooms, complaints about
inflexibility and lack of initiative and creativity
have become more frequent. Employers try to
buy high performance employees in the labour
market, but can’t find sufficient supply. The ‘war
on talent’ has started and the need to revitalize
current employees has become a priority.
Of course, employees are still likely to shop for
better opportunities if they are not challenged on
the job. A well-defined process for developing
workers includes career enhancement and
succession planning to show an employer is
committed
to
long-term
success.
High
Performance Organisations focus on developing
rich content for their career development
programs - content that improves the overall
capabilities of the organisation. It is founded on
the vision that learning is every employee’s
responsibility and is integrated in work and
organisational development.
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And these foundational attributes will lead to a
consistent culture of continuous improvement of
the self, the organisation, and the environment.
Empowerment creates passion for performance
What is the best way to develop employees to
realize
organisational
strategy
and
vision?
Business
processes
in
today’s
organisations are partitioned into small tasks
and subtasks, which reduce the variety of work.
Worker’s behaviour is supported and often
controlled by IT systems. Most employees are
trained to perform a narrowly defined task and
on a ‘need to know’ basis. This instrumental
approach, sometimes even bureaucratic, seems
to make organisations effective and efficient and
gives managers a feeling of being in control.
However, the economies of scale and division of
labour of such production environments pay a
price with today’s workforce.
The root cause of inflexible, contrary, and risk
avoiding behaviour is ‘learned dependence’ and
lack of vitality caused by limited scope of the
work environment and lack of autonomy. The
innovative potential in the workforce is wasted
because high performance behaviour requires
daily change in working conditions. Judith
Quelette and Wendy Wood reviewed 64
different studies on the effect of old behaviour
on new behaviour. They found that behaviour
which is repeated daily and weekly is directly
influenced by old behaviour. In a work
environment that does not change, the influence
of old behaviour on new behaviour remains very
strong.
Unconsciously
and
automatically
workers repeat old behavioural patterns in a
stable
work
situation.
New
challenges,
adventure and some creative chaos in work is
needed to change behaviour! This explains why
classical training in classroom situations is not
effective to evoke behavioural change.

Get them out of their comfort zone!
In order to revitalize the workforce and get them
thinking “outside the box”, we have to free
employees from the box. We have to guide
workers out of their comfort zone and into the
exciting world of organisational change.

Today’s crisis in the economy presents an
opportunity for change. It can be a refreshing
experience for workers to escape the role of
compliant implementers and assume the
adventurous role of agents of change. As a
program manager Jan organized a series of
action learning projects (work/learn projects). He
discovered that non-managerial employees, when
coached by a mentor, were perfectly capable of
leading
innovation
projects
which
were
previously led by managers or external
consultants. He called this new and effective
way to change the Personal Performance Method
(PPM) with the key axiom to expose workers to
new challenges inspired by the Japanese
philosophy of kaizen or continuous improvement.
There is much untapped potential in the average
employee. Once trained, all employees are
engaged in kaizen events and policy deployment
initiatives that underpin the organisation’s
productivity. Employees learn how to analyse a
business challenge, think creatively about
solutions, and build a business case for a project.
The project essentially is a stretch assignment,
triggered by a sense of urgency and personal
passion. This adventurous and highly informal
way of learning develops knowledge, skills and
self-confidence. Work/learn projects enhance
employee engagement and promote loyalty to
the organisation.
Crisis: a chance for change and personal
development
One way to make employees understand the
philosophy of learning by doing is by using
Joseph Campbell’s The Hero’s Journey. Driven
by passion, a hero deliberately and courageously
overcomes obstacles for the benefit of others
and society. His or her personal growth is
facilitated by a mentor and happens mostly by
trial and error.
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Campbell’s model describes the plot of old and
new stories, books, and movies in the world
culture. It shows that the modern concept of
action learning (‘learning by doing’) is a natural
way of learning. The High Performance Worker
is the modern incarnation of the classic hero.
A great movie which demonstrates the concept
of learning and changing by leaving your
comfort zone is Finding Nemo. This popular
movie shows how a sense of urgency can
transform aversion to risk and change into selfconfidence,
a
pro-active
attitude,
and
entrepreneurship. The hero’s journey can create
the mindset to:
• Develop passion for a goal
• Face obstacles and handle unexpected
risks and opportunities
• Work effectively with people
• Employ creativity in finding solutions
• Be disciplined and social
• Handle new situations
In the end of Finding Nemo, the nervous father
Marlin has been deeply changed by the
adventure. At first he deals with life’s problems
by trying to control and calculate every moment.
His passionate and unwavering search for his
son, guided by mentor Dory, teach him that life
– and therefore danger – need to be
experienced. Marlin learns that his old riskavoiding behaviour (carefully planning every
moment and detail) is not the right approach to
life. Marlin learns the value of trust, humour,
risk and exploration. This knowledge saves
Nemo. By saving his son and others, Marlin
saves himself and his new found strength leads
him to do take on new projects to help the
community.

What makes a successful hero?
An organisation with highly employable workers
needs to be both business and trainer. At the
core of training are work/learn projects that
represent real work challenges. Employee
groups develop creative solutions that involve
aligning seven key factors for success (see
diagram above). Exploring challenges in a team
setting energizes employees and brings together
workers of all generations.

Business benefits of work/learn projects
Based on experience gathered from conducting
work/learning projects, the benefits of this type of
adventurous learning include:
• Average investment/worker: €1700
• Average added revenue: €11.500
• % of projects reaching or surpassing goals:
85%
• Resistance to change: negligent (why being
resistant to your own ideas?)
• Experience of increased
employability/personal growth: 78%
(strong/very strong), 12% (some growth)
A surprising insight is that innovation projects
completed by employees on the work floor have
significantly better results than projects led by
middle managers, both in terms of innovative
solutions and financial revenue.

Other readings on this topic include:
• For HR Professionals: Rendement van Leren en
Veranderen. Een Resultaatgerichte Aanpak in
een ExcelLerende Organisatie (Uitgeverij Thema,
Zaltbommel, 2004)
• For senior managers: De High Performance
Organisatie. Een integrale aanpak (Kluwer,
2009)
Jan den Breejen is a the author of two
HR(D) #1 bestsellers and a frequently
asked speaker and an IBCT Certified
Trainer & HRD consultant. Contact
Jan: info@personea.nl or visit his
website www.highperformanceorganisatie.nl
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Continuation of page 20… pleasure, to see their
success not only as students, but also in their daily
life. Since that time, I was always searching for a
way to develop myself to be more competent, and
consequently more beneficial to myself, as well as
to others. Fortunately, I found what I was exactly
searching for. It was through the training courses
offered by the FLDP, where I applied and went
successfully through all of them. Finally, I was
promoted to be "A Certified Trainer" and "A Human
Resource Consultant". That was really great. I
consider this to be a turning point in my life.
Personal Certification means a lot to me. It helped
me to develop myself and to acquire more
competencies as well as more skills.
It worked to discover some of my talents that
surprisingly, to me, were completely unrecognized.
Certification allowed me to feel more sure and more
confident of my abilities, and to my great pleasure, I
started to make better use of my talents in my
work. This is truly the best aspect, where I can
offer others better quality. Being
internationally
distinct and recognized as a trainer, offered me
better quality in performing my job as a university
professor as well as being a member of several
committees providing fundamental services in the
field of medicine. I stared to make use of all what I
acquired through my training to develop better
function of my organization, especially that it offers
educational as well as medical services. I developed
several training programs, not only for students, but
also for medical house officers and residents. These
training programs included; infection control,
teaching
technology,
research
ethics
and
publication, developing communication skills, as
well as medical ethics. In the near future, I look
forward to have some global network activities as
well. From my own point of view, the best thing in
life is to feel that you can offer others with
beneficial services of good quality. So, one must be
beneficial not only to himself, but to others too.

Continuation of page 5
The most important impact, to me, is the
personal benefit that I gained after
certification, among which the chance to
look deep in ourselves and rediscovered the
talents and skills we got and we did not use
or even did not recognize.
As an
oceanographer, I get used to look at the
deep sea and adore discovering hidden
things/facts.

Now, I am looking at “human” trying to see
what is not seen and adore training to create
new trainers and to discover/improve
trainees’ skills. I did learn a lot and have
entered new terms and facts into my life. I
do now recognize and believe that time can
be stretched, it can cover lots of duties; the
minute is long if managed, our power is
endless when planned for and we can
achieve much more than what we believe
that we can achieve. I can at last say that
through
my
personal
certification
I
rediscovered myself.
I rediscovered Elham and I honestly find a
new much professional and much productive
one. My colleagues, my friends, and much
importantly my family (especially my son
Omar) have all recognized this.
Dr. Elham is listed in the Directory of
Certified Trainers with all of her expertise a
a trainer / HRD Consultant.

Dr. Nouran El Ghandour CT is
Professor of Internal Medicine at
Cairo University. She is an IBCT
Certified Trainer and Human
Resource Consultant. She is a
keen scientist and a prominent
leader who serves her community
in a great way.
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I am looking
forward to
conduct a
training in
the concept
of customer
service in
the medical
field
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By Assistant Professor Dr. Abeer S.E. Farag CT (right photo above)

Actually my career is concerned with teaching conservative
dentistry and training of the dental students on how to
react, deal and treat dental patients. I have to transfer to
my students both dental and psychological knowledge,
skills in treating teeth and improving their attitude toward
their patients and toward each other. So my job needs a
trainer rather than a teacher.

I always believe in continuous self development
all over the life. I started my steps in the world of
training as a trainee in several fields; dentistry,
communication and negotiation skills, time and
stress management, finance and marketing of
scientific research, academic leadership and so
many other training courses. Then I got the
chance for the Training of the Trainers (faculty
developer-class C & B) at the national centers for
faculty and leadership (NCFLD) in Cairo. Finally I
found my way to the Train Our Trainer (TOT)
programs. I found that their training methodology
provide the trainees with the state of art
knowledge and skills leading to well qualified
trainers capable of producing a great positive
change in their organizations.

After I get the TOT training programs I found my
self also my training colleagues capable to induct
a great change in the knowledge, skills and
attitude of the new scientists for the next
generation. I conducted several training for the
staff members in my university which paved the
way for better communication between the staff
members and the students.

It also improved their presentation skills which
inflict positively on the quality of teaching. Also I
have conduct several training for the newly
researchers in the national research center of
Egypt preparing them for their career. At the
dental level I have conduct several training for
international dental companies.
At the personal level I'm looking forward to
conduct training in the concept of customer
services in the medical field. I believe that it will
improve the quality of performance and attitude
towards the patients in our hospitals, medical
centers and clinics in Egypt.
I do believe that the trainers in Egypt have the
ability to induct a great change in our
educational and research institutions because
they are well prepared for that mission.
Dr. Abeer Salah Eldeen Farag CT is assistant
professor of conservative dentistry at Minia
university. She is a member of the American
Dental Association of Dental Research (IADR)
in USA, Egyptian Dental Association (EDA)
and an IBCT Certified Trainer.

