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Time Session Title Presenter
10 April 2013
8:45-9:30am Opening Opening Ceremony Sharon Ferrier
. . Transforming L&D to Become an Indispensable and{Prof. Robert
9:30-10:30am Keynote Strategic Business Asset Brinkerhoff
10:30-11:00am  |Break Morning Tea
Learning for Sustainability , Susan Germein
Competency Based Training Using SAP Training Ahmed Al-Jowder
Module :
. . Concurrent . )
11:00am-12:00pm Workshops Use Your Voice for a Change Carl Tinsley
Winning the Hearts, Heads and Minds of Leaders in|Mark Harris &
the Mining Industry David Dewhurst
Culture Calibration - A Values Approach to Prepare
" Peter Ernest
for Unexpected Opportunities
12:10-1:10pm Keynote Dream: A Learning and Development Strategy for Dr. John Wilson
the Future
1:10-2:15pm Break Lunch
Innovation in Talent Management Dr. Tanvi Gautam
Modelling L&D Practitioner Work Dr. Steven Hodge
2:15-3:15pm Concurrent Fun Size Train-the-Trainer Boot Camp Jason Ash
Workshops
Rules of Engagement Sharon Ferrier
Taking Your eLearning over the Wall Miranda Welch
3:15-3:45pm Break Afternoon Tea
AE A Managing Performance through  Knowledge|Dr. Vinayshil
3:45-4:45pm Keynote Management and Emotional Intelligence Gautam
4:45-5:00pm Closing Closing Remarks Sharon Ferrier
11 April 2013
9:00-9:15am Opening ' Opening Sharon Ferrier
8:15-10:15am Keynote 21st Century Learning: Technology Toys to Tools Dr. Jane Bozarth
10:20-10:50am  [Break Morning Tea
10:50-11:50am Concurrent Dc? Your Training Programs Assume People Think Ed Bernacki
Workshops |Alike?
Strategies for Applying the Flipped Classroom Model|Bob Lee
for Business Learning ‘ & Jim Recker
The Authentic Trainer & the Power of Story Paula Smith
Learning Programs - Get Creative to Build Jane Calleia
Connections )
Excellent Leadership and Secrets of Ascension :st_ﬁﬁ dullah




A Workplace Training Evaluation System

Lloyd Olivecrona

Better, Best, Brilliant!

Lynda Chachaty

Learning Content in the Future

Joanne Norbury

. . Concurrent : ;
12:00-1:00pm Workshops HRD Cll”lallen'ges in Asia | ARTDO panel
Dynamic Drive: The Secrets to Engaging Your Colin Boyd
Employees
Switched On: How to Build a Ready-to-Learn|, . . .
Lisa Rubinstein
Culture?
1:00-2:00pm Break Lunch
Helping People Win at Work lan Beeson
Identifying Training Needs through Competency|Pr- Irving Yi-Feng
Modelling: An Empirical Study in Taipei City Huang & Rita Goh
2:00-3:00pm Concurrent —
’ oup Workshops |Reaching Your Learners Where They Play Sarah Phillips
Facilitating Learning with the Brain in Mind Carmel Kostos
Managing Staff Performance - Are We There Yet? |Margaret Hypatia
3:00-3:30pm Break Afternoon Tea
2 .
3:45-4:30pm Keynote E=MC :An Equation for Success Les Pickett
4:30-5:00pm Closing Closing Ceremony Sharon Ferrier
Where Social Learning and Social Media Meet Dr. Jane Bozarth
) Post_ Creatlng High Engagement Workplaces: Power of Dr. Tanvi Gautam
12 April 2013 Storytelling
9-00am-4-30pm Conference
’ 0P Workshops |Take Your Training to a New Level Dr. Rich Allen

Innovative Training Masterclass

Catherine Logue




F—F JZHBFBRAHETANE
E—#f ZHAEBAANTIA

T FHEHEAE
— - BEBRRE SRR R R F E (Transforming L&D to
- Become an Indispensable and Strategic Business Asset)

-~ RERAEAERE KRG Z2E H R K% (Dream: A Learning and
Development Strategy for the Future) |

=R 4o B B 48 40 58 AR F 4 (Managing Performance through
Knowledge Management and Emotional Intelligence)

w21 XL E-EAEE % nk T AE(21st Century Learning:
Technology Toys to Tools)

-~ R ﬁy’rifi(E=MCz : An Equation for Success)

X Ay eEa
— B—F &R S
(—)% F x4 % & (Learning for Sustainability)
(=) i SAP 3]s 4% 4 E AT A€ /1 & fi 91 4k (Competency Based
Training Using SAP Training Module)
(=)Z A R ey 5 k3% a2 8 (Use Your Voice for a Change)
(v9) BAT 5 ¥ 4545 89 (Winning the Hearts, Heads and Minds of
Leaders in the Mining Industry) |
(Z)XABBLE © & &I o145 22 45 6918 1812 48 (Culture Calibration - A
" Values Approach to Prepare for Unexpected Opportunities)
= BoEARSHH A
(—)£&1#8 A % 2 (Innovation in Talent Management)
(=)2 8 % B E % T4 % (Modelling L&D Practitioner Work)
(=)39# &4k & (Fun Size Train-the-Trainer Boot Camp)
(m)% € #.8](Rules of Engagement)
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(F.)%5 4% B s 649 $f3 2 F (Taking Your eLearning over the Wall)

= BEHBRASAH

(— MR eSS BR AR BESN —45?(Do Your Training Programs
Assume People Think Alike?)

(=) End 2 = 2 938 & ¥ 2 F o) R (Strategies for Applying
the Flipped Classroom Model for Business Learning)

(Z )94 & F o8 F w9 i /1 (The Authentic Trainer & the Power of
Story) '

(v9)2F E8 - e EE 1B & (Learning Programs - Get Creative
to Build Connections)

(Z)Ascension /- 3] 24848 & #4443 (Excellent Leadership and Secrets of
Ascension)

(75 )8k 357 9| & 57+ & %.(A Workplace Training Evaluation System)

W~ FORRASHESE

(—)® 4% ~ &4 ~ #4% 7 (Better, Best, Brilliant!)

(=)% 8 5 ¢ k& (Learning Content in the Future)

(Z)AN BiRE R 2 & EE &y $ B (HRD Challenges in Asia)

(va )&y 5B © 4% 4 @ 4 ¢4 %k 5 (Dynamic Drive: The Secrets to
Engaging Your Employees)

(F)ELE) © hof 22 3L 4 155065 2 B X 4L?(Switched On: How to
Build a Ready-to-Learn Culture?)

I~ REARERAFHHE

(—)¥ 85 A4 Fte 4% (Helping People Win at Work)

(Z)B e A BB FIB AR E K © 26T K EH % (Identifying Training
Needs through Competency Modelling: An Empirical Study in
Taipei City)

(=) 2 B 54 & 2 8 (Reaching Your Learners Where They Play )

(w9 )R E 58 A% - 1% # 2 B (Facilitating Learning with the Brain in
Mind)



(R)FRBEHEE £ 2 785?(Managing Staff Performance -
Are We There Yet?)

5 AN EA
— s R E2 Y B X K% (Where Social Learning and Social
Media Meet) |
Z AR HE L EAER  EHEYE S (Creating High Engagement
Workplaces: Power of Storytelling)
=~ & 9914335 X (Take Your Training to a New Level)
g ~ A]# 9|4k A EF A2 (Innovative Training Masterclass)



o JBHEFEHEARX
=8Py T A
BEEBRRPBRAT R REEE

(Transforming L&D to Become an Indispensable and Strategic
Business Asset)
X # A . Prof. Robert Brinkerhoff

T -HE

£ B % % R K% (Western Michigan University) Brinkerhoff #3% 4
REHFIHEE - #ELF 5 E (Learning & Development) T4 #4 3531 2 %
ERMHBRERERRALEBEANDERF LAECELF — b {2
REMT  BFINRDAERRL R TRA AABAETFR - GEER
AFHLREAX - SRBFTINRETEEFHE L RANEE a8 X
BERBEIEETHHFT IR HELEIER ST T8 F ek
FEAN TIGRAAAEFRFUNTERGRAEFAL B REFTHER N
BOTEARARA L RBFR Aot AIRHEERME R ERML
BHFINREFAR L ERLERAHEE FHRGFEARIRYES -

Brinkerhoff 2% 3% > & A THRIFRF N » TLBMA 69353
HAE ERERATHAMMABRFAS FFLEA THMELRFS
FRRBFBHBITEAKRS R - At Z2HHEENRZBERZRETRD
% (Return on Investment) &2 E » M & iR A8 KRB YIIT - BE R
Yo f i bR 2 F A A B B F RS o TE AR F A E B A2
AR F &M T RILA I HFRMA BEAN S ERME S X
FRBERETIRGEEBE T RFARTELNECXIFARYE 4
BN HRG L RATE -

W RZLINAZEMEREAIHIREA LB F T EHELEHE
¥ ? Brinkerhoff ##%%7 > LERMHBFHATHEL - I ERRE
FWIEILF IR T AR B TBF R B R K ERA R 5 88



FREFITRS - 25 BRAETURET - HEéi 90%8) 8 K% HNHAT
FRMEHE » RA % EERH L REIITERAE - B bisdle) 847
FRZEXKXERME > MAHAERBYPITHEL BB AR it d
RYWEERBARBEIRORE > TAHAKRGETHRXY -

Brinkerhoff ##%#ZFAEBEZH SV EEBMIIKTRERL
EBFIiEEABBEARR RELKLITEN BINRBHARAVLERRT 4
% 0% ZERE A ERBIERLEBFTIA/ML 5% REER 2
SHRLEAERE  RF 15%EmER BF5 L8R BEZ
% 85%u3udlkAe A @B EE MR E - AR THEHES
RA - |

Brinkerhoff (3% A E R EER - A8 R ATFFE e TR LYEH
EROL BRI T URE > MR RSN TR E - S EA T
RS RAKOEE  KERAT IFHIRETHE  HRIIPIKE
R ER BB BZEIARTEAMZE - REFERAERAELRE
BT o RB A BB HBTERANEFTINRIAN - BEFHETELEMR
RATHEE BINTERERAZZEZINRFIINF  mBEFAARR
BAEN R XPEBRETEFHERATEIN IR ENERE
GRARGAG R ELEOEL > MBI REER—BERNER

A EBER
— ~ — {8 ff§ £ ¢ K1 (the simple question)
1o R REAZHINRERAEB T IFEELAHESE?
2EE HEFHREH L - (Answer: NOTHING)
YRR EIBANERCERGE

B 1 %2 #|(Staff Benefit) & ¥ B2 % # (Business Driver)
#7 45 (expectation) 25 # (expectation)
v v
% g (participate) % ¢ (participate)
Bk % (appreciate) 2 ¥ (learn)
J& A (apply)




=~ BB RR34T(strategy execution)fk & &
1.8 R A hotk LR E 6 0 34T LR R K(Corporate strategies
are intellectually simple; their execution is not.) - ATHE /1 & & 2%/~
8 & T eI o |
2. KR AT A& 2 248 £ ¥ & £ (superior business results)#y B4 -
B.RIFH DX RE ~ F M) E 5 RAIHT 69 BALT AR RN
¥ 0 12 R F K& o) R 4T (sustained strategy execution)st #84% &
AR -
™~ 8 RBHL AT (navigating from strategy to execution)
1.8 57%8y 8 38 % 3 F RAEH KPAT R 563 6 (strategic initiatives)-
2.3 % 734 R % 3] M4k (financial performance) B 4Z &5 63% -
BHATRMERREHATEFRLAES -
I~ B F £ K?(How big is the challenge?)
1.4 90%-& % 4| & ¢ % s (well-formulated strategies) & A #1147 R &
(poor execution) % g -
2.8 T5%m &% sk (improvement initiatives) s 7% %47 & 71 (lack
of execution)f %& B4 -
3.2 % 3% A £HAT R LR R o
4.% 80%ty K & $hATH 4813 A AT & 4E /1 (the ability to successfully
execute) L & - F AT AEER Y -
75~ Y&k iE E B A& (proper goal) & A ?
1 RZ2E ~ e h RIZEFHEBE - (NOT: learning, competency, ROI)
2% ¥} % v 3% (strategic initiatives /e i & & Tk -
34+JE A EH BB wik 4T (accelerate execution)ia vy e Huk 64 E gy
, A ~ FERELATE)
+ ~ P4k ey A F @(realities of training)
1.% 24 B 4 % (impact estimate exercise)
FZVEEDRELEREMGAT X BEEALER £ 457
BT mABEARRPBMATRAEE S 1 <20 %
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2.7 ¥ R e 9|8 % & 4 157 (predictable training impact distribution)

xR+ Y HEDidnottry EHIFREEAKE |[FTREBBEGLER

it at all) (Tried it to some extent |(Tried it and got positive
but gave up) results)

% = 20% % = 65% % = 15%

K F #3R,491% 14 (unrealized value) & #% (Return)

AN~ HEE LYz —(Reality #1)
1. 003 % % &4k B 4Z(aim to "grow" impact) -
2.8 & i 84t & T 344918 1 (unrealized value) -
3.3 E B F 2 b FER A2 ey A (number of trainees USING
learning)Af iz & o
4 AEF R R AR 1R 456594 (do great training) -
5.7 & & 8y 3] 94045 B 1R A 89 & £ (get great results) -
H > Bt B H4738 %4 8] ?2(Why aren't we there now?)
% gt X 447 (failure mode analysis)-3% #1376 AR H

3 k2 AT- B 45 9 4 (Before” — | 9laRE P TR BOuing’ — [l - R E(Afler—
Preparation and Readiness) Conduct Leaming Intervention) - | Support Performance Improvement)
1A ARR A &RET 8 19cEErER(Thetaining |1 8328 KB REERATE
SEmMRELT IH facilitators did a bad job) (Managers did not hold
(Senior leaders did not |2 3l4k2A522 B £Ri(The trainees accountable for
see how the training materials were notrelevantto | applying the leaming)
could help the business | ftrainees) 2 BRI PR B A LB 7R 5 |
and failed to support it) |32 BR AN RICEENE F1(The incentives for
2.2 B RikkEr 44 (The trainees were not capable|  continuing to follow existing
(Trainees were not of leaming the content) procedures were still attractive)
motivated to participate) |43zt R g(Thetraining  |3.84 EAMRSMEEFER
3.2 BT EEARFAISK | materials were poorly #+%75(Not enough "risk free”
HMREEREAHET | oganized) opportunities to try out new
84( Managers of trainees |5._ k3385 ~@(The sessions skills)
~ did not understand how | were scheduled at A3TRIER A SRR R
the training would benefit| inconvenienttimes) 472(The measurement and
them or their goals) feedback systems were not
A2 EARAEMBTUER sufficient to track new
A T4 E(Trainees did behaviors)
not see exactly how they 5.2 B ¥ ol REREE A %
could use the training in 24445 E(Trainees did not

11



their work)

get good coaching in how best

5.8 ERBMEE S to use the new behaviors they
(Managers did not leamed infraining)
encourage trainees to 6. BRI R )
participate) REFRER LS EIE

(Managers were pressured to
keep top- line revenues up and
told trainees fo just focus on
doing things the way they used
o)

+ ~ B EF L Y 2 —(Reality #2)

TNRAS R FREAERADBRAKHEZREA -
245 L #3R A F 1634 - (STOP evaluating "training”)
3. B 3PAE 4 Bk 4o T B 91| SR BA K B & £ (get results) o
4.%0 8% & 0k o & Rz (delegate results)#-21 4k 25 P -
b.AEAHZZR %éﬂ,@z&,éﬁ%(Whole-organization)éfj HIE ©

+— ~ B3 & 2 F 24684 (learning-to-performance process) i j&

amE L

1.3 4 )év%_i(a new model for performance)

Bl EE -ZIE
Ba(create focus &
build intentionality)

—>

REEE
(provide quality

learning

interventions) —

ZEHXH | ZIHGHE

(support
performance

improvement) —

& 3k (Return)

2HATHBRAEEZTELRBNAITE » ¥ LMD

RAE - MARAINRIEFIHFE -

#2 & BB 48 2k vy

% & % 32 - (Senior Executives)

Trainees)

2 § 4 % 12 #(Managers of

2. g (Trainees)

3 4k 8448 - (Training Leader)

=~ A HH #f?—.:&ﬁ(the advantage way process)

1.5 % 288 & ¥ 842 4938 4 (clarify overall business goal linkage) -
2.2F ~ ;&ﬁb%iﬁ%(educate and motivate managers) -

AR 2 B R #1484 B 12 69 3% (impact map dialogue) -

12




. 4.:847% F F# 4 (conduct learning program) :
(1)38 2 B £ mE% B 12 5% (impact map reflection) -
(2)& £ B %447 83+ £ (action plan) -
SEEZFRZEANHRAH T ELERREAR
6.% 3 R 45 4 o945 £ 1 % #5(coaching and support) °
7.% A % & /&(on-line resources) -
= ~ 31549 B 42 B 22 (key evaluation questions)
18R TS AR AR T
(Who used their leaming, and who did not?)
2B E L THEFR?
(When it was used, what good did it do?)
BAERAMBERME - BETHETBHLER ?
(When it was used, why? Who did what to help make it work?)
4 RHER B R B RATE ~ 3BT R E mrRs HER 7
(When it was not used, why? Who did (or did not) do what that created
obstacles?)
SHEFRMEMBFRESZ ATURNERME?
(Who needs to do what to get more people to use their learning

successfully?)

13



SHERHE—
RPRBIELIGCERRAGEE BB Kb

(Dream: A Learning and Development Strategy for the Future)
X33 A . Dr. John Wilson
T HE

% B #7ia(Albert Einstein)¥ 3% > B4 bR FE L - 2R EHH
R-MTE -RMABERBERMAE > FEABEGBGL) B REGH
FRLEHRE N - EFHARLEE R 1& K% (University of Sheffield)Dr.
JohnWilson 35 it » AW R ERIFEFTHERNTE  LHHZTHMAEL
SARANERER WITAHLE SR - RoLBLR - BHREFTSR -
TLEEL NEHMLERE wUBERIERE S MTUAEHBENE
B BANEHBRARNSRREY -

Dr. Wilson 45315838 % %8 X, % F (dream learning)#y & &4 » TER
ETEGTRBBBERTA ZFNER - A8 T > FRARZAE
HFE-BEERBLRANERTE - FARKRERBER -  BRYLETH
REBOBEAARERHE  ERAIBEERREBE  FHELE2Y
Henry Minzberg % ot & £ 483 Rk 3t £ o9 2 % (Rise and Fall of
Strategic Planning) » 73t EMR R L4/t » ESE R LAMAE BT
Z A2 B3 A B8 1% 45 72 (No battle plan survives contact with the
enemy) » BEAR A%t THMRY > A EEB LM ARTFEARE ?

HRRRERE L RN  HRROER - BRI BRRH EH#%
AP DG B £ R AL — RN B EE k% -Dr. Wilson £ 1 22
BHE L AHRARBRASZRGES B RET  ASsHkRmEn i
%3t E > ARG PITHRE 10% > MERLEHRRGTAR - kit
AR ERRERTHRE - BATAMNRR oL H 3 > B R AR b3t A nk 3k
ROTRBEM  FAMGAEF R K RN B % PR 0 BB EET
FRARREBR > FRBREARTERAZ LSO AR - Dr.Wilson 32 £
911 F4 - RSB AK - DABBHAETHAG RATERKRY

14



EZH BRPAFSOLRAE G EL RR ARG KA 24 B (Dr.
Martin Luther King)#y.%4 =7l have a dream!”:t % B & % "What is your
dream? £ & B A/ 2 EF RN ZMHE > BAEXEZH%E %2 > "Dream
on!” -

Dr. Wilson AR FHEHF T @B BHEMMRHER T 4%
HERREBERINE > BRI ELTFoTUAESE -

A CRXES
(&)AT % (Introduction)

— ~ £ R #ra(Albert Einstein)¥ % : B4 A thso €S 0 ZEH
IR~ M F ik W AEREERAE  FRABHOBEN &
LREGFHZETHRE S -

—BRABRAAMBRENERZRS  TUHZEAFRRANFERES
&  © & R &y(retrospective) » 3 £ K &9 (concurrent) £ 77T 8% X, 44
(prospective) - ,

1 HEANEA D EBINERTIHCELNFHEE  FB
(Schon)ig = A 47 %114 &9 2 % (reflection-on-action) -

2RLEXHBEF T RBREELEEHE BB REHEETH
EmAERBTE  BERBZIBTEH T HEL
(reflection-in-action) -

SHEANBLIHRRNEL  REATFHATHHULERS ' Lo
REAFAGH RAEFE AAHBRAABY - RAB G RBEHE
AR THREBTRBENTHRR

ARXEBRATEANZET > ERANEXETREENERF

KB E BB o

()7 & &3 ey 55 25 R 4% (Temporal Limitations of Schén’s
Reflective Practice)
— ~ # Kk R & & #F (reflection-on-the-future) s, 47 & 37 &9 B #

15



(reflection-before-action) 2 % & — #& & &K 89 A48 4k & (a natural
human condition) » pfl-FR D33 0 RA D BRI B 1o B
M & B (anticipatory reflection) % #7.4;s - #%#k124&(Greenwood )4z
2| 3 B o9 B B A (Schonian model of reflective practice) A4 -
XA BB B AHAEAR LB THT O B F
(reflection-before-action)#y & &4 > Mmi4 & 4 4 7% P 84 Z(BAE BRI
FEZHTHEER -
— > Z2ERBBUEIBRB DA RHRROEEHE5EE & ¢

THBLERENEE A —HOTYNBENREZLERRRANES
B &4 4a(inherent and tacit recognition) » A 8 m 4 B H ik
Rk AF & o BpATIE B ¥ B E ¢ K % #k(reflective elephant in
the room syndrome) > W RAR L T EH ER G N EAARBRF
%o LB EE?

2.4 B o 3% £ 32 f(semantic understanding of reflection)f& & #
FROUEAEMAETRELESGEN - FEA B4 J (imagination)
BAEBEERBEANDFR o o B(Moon)s 3, » BAE H
#% #2788 (anticipation and planning) > 1254 48 $1 48 4% 17 4 A F 45
HEREMB KRR - BFEH 24218 %65 9% (the connotation of
a link to the past) » EAEB LM @R X L ERLYRE » NE B

RETFBER -

3.8% & BN AR R AR M FH (concrete reality) - 4w R F 4538
BRE BTIBZRERLETA - THRWBLRITH FHE
EHEENER XL B 4B 4 (the notion of experiential
learning) > Br&RfE —1BAE 3R F 4§ 2 3 R 42 &4 &k (link theory
and practice in a cycle) » FEHARP|AT/E TR » SRAH A 2%
BB S Ba B EREERF R EGE -

4. ¥ (practice) & F ¥ A (practitioner)id — B F L ESE X B F
#4178y (the act of doing something) » #4237, % (ethereal)sy F 15 &
ITREREBZUNRRENF -
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5, & & ¥ AT E (selffulfiling prophecy)si B & - R D A 4
REEE@mEHEH o EHE KEANEE T8 E R (mainstream of
reflective practice) * FARARD BHRRRAI T EXHERE
J& (holistic consideration of reflection) » # # B3 T £ £ 4%
(professional practice)&y 2 @4 & -

= ~Dr. WilsonsZ & EZ T w %638 EfTERRAHELEA X

(existing forms of reflection) » Bpf7 &% &4 BE RATH T4 8% > X

h B B SR A7 & R A R LA 15 DU (randomness) © & 411 & & BB R GE 3

BERRENEEL  BERZ AAREFHERENFTRE ZEEX

REIE > AL I MARENER > LAHRARRMFERES

E

W~ & R BZ TS RE KRR Z R (reflective practice involves

a consideration of the future) » B X /& & 4R 8A &8 & (explicit) - 48 B X

BRUYBAHBIFRLENESL > ABRIFREERR - BAXARER

AT T LABEES AAHEE -

(2)% % & #£47 B #(Reflecting on the Future)

—HARETELRBBELEBARATEALER RS SHBGEREE
HEATREY) > TRERTEH RS > EHFLBLETRILAEE -

S HRBERARGTREFBZRFAFT BT TR EFERGTHELR
HER BRAENEBL OREAHHHREY  FERERAAFRE 0L
AERNBY  flo  BREARERTFBRESG T E - REEDHL
SRFLHEH  ELRAMAHBEARATHSEAELEE -3
b 5] T AR & B R B E KRR T RE €5 4 4 B (what the future might
bring) * LR E E&4) » TG 7% % (be influenced) » TR A
#8 B ARk A& (natural human condition)#y 3585 -

~ FiE(Kahane)fs & @ B AR T e B R % 4 o) B 82 & 5 (concrete

- experiences)&4T B F o 47T DA AE F 8k & 355 & (trends and future
scenarios) AT IENEE o

iy
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w9 ~ i JE R 4O FE 0k TR Bk ok R (apartheid) B ey B ik 2 — BB & R 89 5
F#.1(scenario planning) & 4 » & B A bk B R S0
FAR% > BLEREFHGEMET ZH 4545 % (Mont Fleur
scenarios) - E I H TWRETHRMKRREN > I BEB KRR
RBEBR -~ BHEBE - XX K EHEEFE R K (inclusive
democracy and economic growth) » £ & 33 B B T 45 89 & &
(future possibilities) » B & 3L T — B4R RIEF @I 2| X R E6h

B BESEFRE 0 A ENRE(reinterpreted) - KRAIF T S T 4L

P BARFSZATERAARRRAE B AERRTRAHS T

fE &9 E 4% 7 F(possible alternatives) - & 9k & ABMZ 18 A SR 32 4] 63E

) — Y148 & F 2 ik 2 (predained)# 15 43 4 (fatalist) - & 8] % S ALR

BERENTUAGER BB AR -

% T Al & & (create a future) » & o448 k& H ¥ 447 &k & (Where

we wish to go) » BB L AALLRYBE > TUABAREFE

(project a variety of scenarios)E AR T AEHK I © & & —FE Kk B&

& 7% X (a form of future reflection) » {# H 4T U L FE K 12

(pathways) f 7 54 fei% 1 BRI & £ & % (inefficient) & & A (futile)

BATE) & -

£ BAITREBEE R TERAOBFRT E > REBETURES BEZUTEH S
£ RERBBRRELF BB ZNER B2 TUEGLE A
B BRI RETE R TREE -

N~ BB S A HF S ASEITAT R F 2:E R A & (counterintuitive) »
AR IB R B ANFRAT B A A T (intentional) - B4 B a4
(purposive) s 75 & # (directional) - % T # R —B B4 » 4 ALAR
HEBHHLE 782 b &Mk R I 8B% 3w (designed) - 48 &
& 0 fTE ¥ RATE 15 &9 B # (reflection-in-and-on-action) &Y & & 47 %)
2| & #(from actions to intentions)ay 2 -

L~ #B(Moon)id & T 7| IS B A Bh 7S B o) 4T
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1R B D BBRATAEOAK -
F2MEER ¢ B E 2 F ¥ 4o(clarify the new learning) & H ¥ 3% 237,37,
(current understanding) &y k1% °

F3M B E 2 #4e(new learning) #2387 B #(current practice) % 4o
FAML B - TAEA AR EER 6 T FE R (improved practice) <

T HARNEBZTZREZTHHEZ— BT EmtE > HEARGES
(future reflection)TT X E £ % : %a‘z%ti&?fﬁééﬁﬁ‘:ﬂi(desirable and
possible future)fi 1k & B# 178y 1842 B &9 & A& T ##4&(evaluating)
B # & (considering)i& sk B 42 AT & &9 R -

B % (Past) — 3,4 (Present) —> %k % (Future)
TERHEER TEHFHEE RERRGZET
Learning on <> Learning in <> Learning from
Action Action Imagining the future
HAXNHET : REANEE FRARFEAKXNEE
Retrospective Concurrent Future/Dream
Learning Learning Learning
()24 /1 (Imagination)

BB RABEERGRE NG CETAY — » nRAK EEER
THREAMBEEGRS > KMBHEEAZABGTHROER > BB EHS
HRTRELANF  MRALETREIERERER -

= W RAFHBEZHABRRAGED > B TR RER
BERMABETE - REFBERRAGEN  BAEHE -FE >
LAEERREE  RELKBENMUNBRREEZERERERRER
& & & £ % 4 7Z % K (nihilistic approach)iE #& & @mey £ 48 » RS
ANBIRABERERRGEN FofTE s - TEHE > B REBF L
BBk RAAEHER B R A 1E o E 6 5 F R 4T (mental time
travel) » #AITRHB R T XL > LEFRHEZ BREHTEHBE -

S EAFREEHTERERREGBGAERY BRI ERMT R
BARREE - m(Dewey)s i - BENRF—HEMAREFTEET
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2\ >

REGHRBE  R-EGERRBERAREFHO TR — A
F o A 2 R 0 KN B ER 4 (blending of interests) » 4 & 2 #
BAOFEE BRI AL - &3 R BHA % H R - #3518 4 (the far and
strange)# R R ERATE# LN F  EERFTHFREFLEALE
ERENER MELEREXERELIWIRES -
BEREANAMARGBERT X > LEFAFEETHROBLRR
EROTHE EHEALAERGRERAGEEAEGES > B F
FREER B AY  Bldw  BREIARNERBEN T A RE—BEEE
MEEFEHFENBE  REERAFANIARERARTRSHRMED
&AM E A1 B4 T8 (investigate and act on our intentions)z%‘——
1848 & 7# # 89 3% 42 (a relatively clear process) » - & ' AT
s 2| K EE g (impulse) » R E R —HRY (desnre) ’ —-4#2‘“5‘32;4’%@
F o 2R - SKEA A B #(purpose) R R - & H R E AR
BX - BEGHRRECHITHERLRATRNGER » AHBER
AEBER Q@Y SEEATZAZTFHFREAFEAFTARE -
et REBWES R AR NERBE
1TBRETHNRBEARERE -
2R BB ELABLRE T ERERAZ i SROBRNE KA
AH &5 ~ B RHMERTE -
QEATHE  BHRBE BRI EEHEATRAENITHHR
8 HEENEREMHERERTITH  REAITHHTHEELR
HRAT193BFEE AR SR E XL BHTEH A A EELHERME
HHUFTHRBRE  BREHAGHERARFETEEH - B RERA
SR fMEGHRER  ARBZEHGNATYEETH > £—HBE
BB F A -
EHRZICATHMABELZR B BRFFTESE  HMFE
BB AR A S A 00 2 ] B (choosing between ‘heart’ and
‘mind’)e B # 0 bR R R AR S AT R o
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V(O %"H‘T"@i@?%*@ﬁrﬁ RVFEENEEBZ X AN RREINME T 0 B

HRERAE > ABOBFEAENRTAER > NERRETEERKY R
’% B E R F R ARREEBE GITE AT BB PR
TZ o Pl BHEROFEFTEIBBEANEIERE LK
HrHBEHLT  EEENTABAKRTRERAETHOTA -

(12) 8 1% 5 48 #7478y (Imagination versus Action)

Y

~ERIALAFEGBEE R ASABARGELR RALRESHA

BARFIBEFEREONFTR - §4 LRXAGBFTREL
fethey r THRERCHEEENRE  EHEMBEFEFEREANF -
BB RENEZERELTRERFERERSGE - LAHEK
BMETERREFFAEENTE "oRBEERE  RRELT5HE
5 & - (If wishes were horses, beggars would ride.) |

EAHH  ZRFALTAEREFFEE B F6BE > CEAHBTUAK
%o ARETEERBERARTERBIGER - b RS H
A REF > B8 FLE BN EILRESFL -

Véﬂvﬁﬁ@ﬂﬁﬁ%iﬂmﬁkkxﬁ’&ﬁ%ﬁiﬁﬁ%°@

BEHGAFALRABNTE > FREHEVBRORESR
m%%’ﬁ%ﬁ%ﬁﬁﬁiﬁﬁ’mﬁkﬁéﬁ%ﬁ@ﬁﬁ%z*
FEHIF o

CHERATEHEFEERBEIEZR > HHTRMBILARTE - 7T

BREMANZELRERLEN  FLETHEEGTSENER - A
PSS B A ST HER | FRAARRER  SEHT4 > S H
BRERRBISHE  FLEARERTEE N —BLBEKGSER 4
AR BZGENERMBELE S THRNELGEE -

G %2 T B A B 47 B30 (comfort zone) & R aa A ey #1 5 > 12 Rilf
RE > TR E RS E B EE HEE H (claustrophobia and
stagnation) - S22 B BE 2 F W FH - BRI MO FTEOR THE]
RAK 0 RAE B4 H B 8 2] Bk (challenge zone) - 4% K
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Dl

PorwEERE -
BAFETFRBBBETFHEGRIEAMERLAES > EFRE
BEBEAR S RENGLERABRFREAT » o REEH R
BB E > FLRIFEXEFF R BLT LG T RGCELHE
MAEALTFRBENRYE » HAETRERRBORE -

B RVAEERBGIRFRZEE ARG T URE A ENE

N AP REEE A — BAT AR B TEIEA]  EARETIRATH N ET - R
BERTT  BEAMTRERGMES  hRBERRTHEFI HH
B RABEBNG -

(Fe) 818 /1 #2 2. & (Imagination and the Child)

— N

It

m ~

BEBEANNERRBRY  LERALE #HMAFRELESFTAR
218  BEEALZTEENEATERERAT > TUAEERHEE T
BRBITERE - ERBENTRREAETHRERAI AR LIRS
AT « RGN CAERI RN IF R » BN TUERE A H
Q/J_T_,/E\_ o -
AMBEEEERBGANHAEARRGITR » BRBE LR R EA
R o #18(Cohen)iisn 7 H £ EeYIFR  ERNBHEH A
Ee2EECER  BrRNARSE ZERENAEFET 4
BEREEE  HEFLARL ERAREBELEEIEHNEEF -
1% 894 € F) 5 (the social benefits of imagery) &3 #H 4 A Bl
B - FREAH - PAARBRE BRIDEREE  FEHFIHER
I #348#](emotional well-being) -

FEMBBZTEERD ERXLEF—HBEFETT - BRANLE
WEEREN > MAAFREBRENE - ME R TARTAET &2
B TRREFHARANBMATERAS BT RE  RgT T
B NEARE AT ERE T THAY -

) & (Tower)$z E4&(Singer) sy BBEIE H4EML * £ R TR R AR
BB LEERRN—EFEMBLEE - REHITHFEE

22



BB EA-BEZERIELEAY  AFEBTTUREGREL T
B AT BETRTACHMANEERE % - LHEKTH
EEHE ARERERIE > TURERL—BYHEORE - LFE
FLRSTESRASBRTORANHEN  LROUBRTUNELIHR
g?g. °

(3&)&#(Conclusion)
— ~ B R &5 X 2 ¥ (experiential learning)B A B h B T/FLL AL A

—

—
ey
o

EEEZM STRARBHTECBRARFZEETEREE—KEWFL
(the single unifying feature) -

~ R4& B KR(nature)ta #1& K3z & (nurture) sy #i3h > KRB RE F 4 3%

FLAWER LHLHABEREREHRALE - 25 RGBT
BERAERARNBE MRS EIRET  #AR AR FH(genetic code)
BE UG BBRINATUAHELE FE(gene activity) o sH ey X
BT WM R RIS RAHRR S SHEAEROES RS TR
HRARRRERGRE - |

AXBEHTAEIAZENAET EARBRGARBEZARTRE  RAYH
EHUROTRARBEROBEME - o RRITEH LENB B EHEA
B MAHBEHEREIL BkATE > EmA ERERTHEL - FEHH
(Freire)sR AR AR RN MG EBRERROFE » U ERE
VA BRI R T R A« AR T ALY
BAER ¥ RE 0 AZLAHE C(transcend themselves)g £ % > &
BT A& ~ ® AT & (move forward and look ahead) > Bl & K & (immobility)
HABRE—RRANEAL DHEBERLATERRE AR £

MR REREAFRBREBRR
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FAHBZ=

REBEE ~ FHIERETEERK
(Managing Performance through Knowledge Management and
Emotional Intelligence)
F*3# A : Dr. Vinayshil Gautam

e

KRS

X3 A E A 2 (Indian Institute of Technology) Dr. Vinayshil
Gautam 5 i » SR ABRREERKNE R HAELETERTE £
£B-BRER - HATEH  MHARSERRR B EENERRE
BMEEE A THEGBNEMNEE  AIEBERERL B TRE
fa o~ Jo B AR ~ Ao A B BKEE - AL T H BB ERA -
BEMREBLAEE WG 5% -

Dr. Gautam 2 3080 &3l 4 £ & 45 > BRPLBRABG T EH M
FRARERERIAM » 5ok LR 832 ~ HiL~ ER > miR T AME
AW E ERICA RGN AR EEE - TR E - a8
BREBERRAMT » HEHBEEYE —F LB LFAERE L4
#H'know what they know” » F it mmt B3 ~ A ~ A¥ -~ X B
BACHEREX BT ELAFREYN BRAEERRTRBEGR
THBE 0 R MR E a8 4§ Z(wherever and whenever it is
needed) E 4 @A B HEM RIANBREEBTRUBE A5 Ak °

SR T HEY T ROL B ER - RE - ER - SFE ~HAT BB -
W TR 6C RILEA > &35 4| (creation) ~ HuiF(capture) ~ 445
(codification) ~ 4- #& (classification) ~ /& i#& (communication) - & & 1t
(capitalization) - g A 4a 8k & b A g » H b8 A8 M a9 15 & 4o 48
(Emotional Intelligence)d, & 32 748 8% 43489 & £ & % - Dr.Gautam 3,88
15 4 40 fE & 4% B & (self-awareness) ~ A 4 (self-regulation) ~ & #
(motivation) ~ [ . (empathy) ~ & /7 (people skills) ~ P34 7 (insight)
% 2538 % #x(pillars) > 3 4-%] 44 Goleman ~ Bob Cole ¢y s 4 A - %44
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AIRAEERDATAHIER BB OEHE A RE-THEEE
BEHER URBEHEE WAFFALMEER RARBROELEN -
HEREARER URABE -BIREE ITHENFELBERE R
FEBERLBEF QRGN R IHEN G ~ FeE s R AT
HREE > —HFELSTUAAT S EESZRABEE XK

A-HRES

— ~ R T F K(need)
1 BFRANERASELELBOE TAERD -
2.5 F R BRER B AR B ksl e BF R Gk 2D o
3K ZZENERAH
ARIEBREBENTE -
5.8 T ey MEHE Ao -
6.4 B FE e EA -
7 Foi ey £ B EAMESRE -
8.2 EEH A ARG B[ IY — %ﬁ$%%%ﬂ%
0. FMAEFH AT HIF 8 5 FERAE -
10.4 % & T £ 1b(business re-engineering)&y & K -

=~ fT3E fos
140 &R~ BE - BN REFENARAG AL AL - LN

BRATARM/—ZEHE -

250 MBF AN Bl G T HNIBE -
BEMMERBALS ToBEINEE -

= ~ sk 8945 (characteristics)
1.403% % —F& AZE Y 55 77 (a human capability) m R & — B £ ~ X4

B -

2-%02&01? BEERRNYELE) -
3.403 B & 4 & M(generative)
4. 503 B ¥ E it (elaborate) » & —# EM4L » BRIF 40 E B ofR] o
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5.403%k B A 15 B4Rk £ (context-sensitive) o
6. %038 3 B 8 1o 5 1 (explicit and tacit) o
w9~ fT3E Ao B
HOEE RN oBEERBOEBAMRERO R TEAAREEREE
BB T -
A et ENAL
1T EENIBRFLET SRR > GHEHE HEE - BT - 24
£ pEpAEELE AR -
2.7 &t 4ok B B o id 4a 8 AR 2k 4o (know what they know)
¥ LIRS -
(NEEHBAFFLELRE E
(Yot B2 - EABLEEURFRRGH S
SR %08 & ¥2 14§t [E (knowledge management encompasses)
TR ERFABNIT IR E £ -
2B BB FBYE AN Ao
345 K E &G 8] BT LABRAF o
4.5 F MR R B F ) BB o
S EZ s BiAe R - AEL H BT ARG IFRE HBUT -
6..0ME R L AL FTU R ELBERURERRGBREERE > UR
W a8k 2 4 B oA A (organic) sy AR X, o
7. %03 1% 18 42 (knowledge value chain)#, B lﬁz’%%é;is:}iﬁi%f‘%ﬂéﬁéﬁ
BsEE & -
8. 408k F ik 35
(MNESEH - TR SWMREBREI WABES -
(2)B TR MBI -
Q5B EHRABRTAECRENE TEFRARIHVES -
1040 F R AT HE
(1) &3 -
(2t £ 77 -
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(3)em &k fE
>~ FRTEY TR
1.4 /& (developing) -
2 4% 15 (preserving) -
3.3 A (using) -
4.4 % (sharing) -
5.347(implementing) -
6.&: ;#/(monitoring) -
7.3% Fe(adapting) -
N~ FoREE ) 6C
1.£| % (creation) -
2.5u4F(capture) -
3.4 %5 (codification) -
4.4 #&(classification) -
5.7 18 (communication) -
6.%& ALt (capitalization) -
o~ 48k E T2 44 B 4238 £2 (Key processes)
1.403% £ 3% 69 (5 1+ & & (tacit dimension) -
2. 503 B X ~ MR SR R R
.EFIMAENES -
45 BAECLEHAE -
+ ~ 403k & 32 44 % #(two tracks)
1.‘;?%{(,(informatioh)é<3 B o
2. A B (people) sy & 32
+— ~ 47738 £ 4E(intelligence)
%oRE R UH B R a0 XEAF M EA S0k ERF PR FEH
A8 Bt B9 AE
+=~ foRE ey FEER
1.3 M8y (linguistic) -
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2.5 440 o (musical) o

3.3 2 & 8 4 #)(logical-mathematical) -

4.7 M ey (spatial) -

5. % g %% 1% ¢4 (body-kinesthetic) -

6. A& 84 (interpersonal) -

+ = ~ 545 404 (emotional intelligence)

Rio s REB4 BHEEEIAES

BEABNIFHEHRES

' UFRE IR - BFE A

+w ~ F & LR gl 55 K Z 4x(the six pillars)

1. B & (self-awareness) -
2. B 1 (self-regulation) -

3.8y #(motivation) -

4.5 3 s (empathy) -

5. % & /1 (people skills) -
6.7 £ /1 (insight) -

+ & ~ Goleman 5 4 4o g4 2 (El model)

8 # & #(self-awareness)

1.9 % & # & #(emotion
self-awareness)

2.E 7k 8 #3718 (accurate
self-assessment)

3. B 1z (self-confidence)

#t€ & #k(social awareness)

1.E) 2w (empathy)

2.4 4% & #(organization awareness)
3.5k% E % (service orientation)

A #& % # (self-management)

1.48 4512 4= (trustworthiness)

2. % 3 4 /1 (conscientiousness)
3.38 J& #& /1 (adaptability)

4. rk. % & & (achievement orientation)
5. x %) & E (initiative)

A4 # sE(social skills)

1.4 Bh 4 A% /& (developing others)
2.48 % 4t /1 (leadership)

3.% 2 4 H (influence)

4.7% 3% A& /1 (communication)

5.% # #& /1 (change catalyst)

6.7 % %& ¥ (conflict management)

7.72 3 B 4#4(biulding bonds)

8. B 41k (teamwork & collaboration)
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75 ~ Bob Cole {§ 42 4o t5 7

A #= %€ A1 (intrapersonal) /\F?r"gﬁ 71 (interpersonal)

WAL EE G RO RS ALE IR A

& 71 % 32 (stress management) i# J& At /1 (adaptability)
B2 BAEFEE N &7 “’%‘P‘%&#F‘ixﬁéﬁ

£ B a A %

(benefits)

18 A & (individual level)

48 4 /& -k (organization
level)

B 4o e (EI)

1% 4 &9 & ¥ % 3@ (emotional
business communication)

BEEE - BEFHEXIL
(organization values,
vision and culture)

3 49 4E 77 (cognitive
ability)

iE K E#E(formal
communication)

BETH - BHRELZHK T
V& =T R A+ (organization
practices, polices &
system; job deliverables)

+ A\~ Ry FE4Z(succes

s indicators)

A F 4 (tangible) £ &4 (intangible)

s £ &4 (external) 45 & (sales) %8 % 3718 (customer rating)
#|78 (profit) ##(reputation)
J% 18 (share value)
#3545 A % (market share)

W £ gy (internal) 4 & 77 (productivity) #% % (efficiency)
HCE 2 B B I LHREE
(breakdowns/closures) (employee satisfaction)

IHEERR
(job performance)

s o B TE AR 4k Ao AR B4 e % 4 (effect)
AR AE AR FoR B IRERE) R s AEBR ) R o
(Result Indicators) |(KM driven Strategies) (El driven Strategies)
1 HE BE -~ BTt HEANE HESBGRA
(sales) (advertising, offers (salesperson attachment to
price-reduction) the product)
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(market share)

(mergers & acquisitions,
competitive pricing)

2 F1H B ERE B e
(profit) (linked to sales) (employee commitment)

g | &R BB F N R % F]E B4 A 694K B
(share value) (competitive pricing) (stakeholder's attachment)

4 BEREE FEHICE & RIFRERCHRE
(customer (customized product) (offers to regular customers
satisfaction) #3 M8 % (exceeding to retain their loyalty)

customer)

5 L AT S BFoE ~ B 5 9B A& HBEEH - hH - BEE - #

BEEIIA
(building relationship with
retailers,dealers,customers,

(job performance)

(work culture & office
environment)

suppliers)

6 & R BE BIFE S BE|RFAMBEE

(reputation) IR Hy ReE (winning confidence of
(deliver better quality people)
products, abstain from
unethical policies)

7 £ EN HERGELEE FAH|2EOAE

(productivity) He 91 38k - K (better (overall commitment)
management of resources,
keeping abreast of tech &
knowledge requirement)

8 ¥~ BB Ay TA R B ey RE A
(breakdowns/ (backups) (preemptive insights into
closures) impending closures)

9 BE BEENEE B TeyARE
(efficiency) (linked to productivity) (employee commitment)

10 |B T EE BB IR A
(employee (salary structure) (compensation & benefits)
satisfaction)

11 T A& T A XA ERIE HRAEERER AR

(dissemination of aggressive

to the grass root level)

- —-]‘ ~ 4E2h
— wo oo

1. N5 84 %477 £ (integrated existence) & £33

(1) =3 (mind) -

(2) 1% 45 (emotion) -

(3) & #4(body) -
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(4) 7 (spirit) -
2503 % B RIF 4 Jo fE R 3 69 &0 3 (mind) 8215 4 (emotion) &y 3 4~ -
3.8 1 434 E A% B 4Z(goal achievement) ~ & /& & 4& 1k (resource
optimisation) » ¥ & & £ & & &4 3 % (result oriented decisions) -
(1)1 4 84 4242 fE (emotional synergy)42 42 aT L& o
(2) 538 84 47 4-% U (knowledge synergy)ﬁﬁ,bﬂ}%zgjxéj °
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EAHEZ

21 HEAFF-HABZAAERTE
(21st Century Learning: Technology Toys to Tools)
X # A : Dr. Jane Bozarth

Ly

~HE

% B 3t % % % (North Carolina)# 4 2 8 2 £ A Dr. Jane
Bozarth 42 A& F4#£3¢ YouTube - facebook ~ iPhone - Twitter % 21
HEMBENATAREERTANTE - THBERIHFAHARA
Twitter Ri&Z H KRB AMTEER > FERN FRAAZFEHE LBE
oAl 21 e EMERAREBATE - LEEE L E S F @&
BERBGITE o -

Dr. Bozarth A £BEREHEERN FROBELG > FHERTALE
TREEZGEREN —RELERAFTEAN TR BLFERELERNF
BABTUITEZHEN BB ESHAA - MEREENRESE
iPhone -3 Byt ZLF|BHE T F3H > REANFLEIRZLEKS
T FMEFZET iPhone @ R —#MBE—SHHN - —SHE—&
WA 2 E L iPhone £ 4 - R - REALEERRL LIS
HegT A o

W REXGFHEEHNEEDAROEERL WEERERAR AT
£.(Change the perception, change the conversation.) » 4o Twitter =] 24
R ZAZNHR T Lo THE  LEHA A BB RE  Foh5 8
RREB B A B TERELERER LB REEELEARNEA -
Wl EREEHZEMBES - REAPF, - BARERREER £
EREFPHEEAREKXTE - 3% "What do you need?”

AN -HEEEH
— ~ YouTube, facebook, iPhone
1 2BHEFRUYL EEREMCEATENFHOEE
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(MELENER - o RARZEEGRZEZN £ EREEFR
LA IEY -
QEBENER FEAFREITUNEZNEN AN EEL
BEBE MAXHZFAEFNRRERME -
(3)F T3% % FAREFTH TER T4 -
2. £ Bt EAt#t 4% iPhone &3 Bred 3t £
(MNP HFHER EFRAZEKRS T » MEF2 T iPhone €1
e—SHBRE—FHHN - — B HE—FT Ao
QEBREERIGAR -
a. #% & & (Movement Projection) : =T LX%%%%AF-%@%E&&%
Bt ERBBE e ERILE EHER - |
b. & #& @ #H(Naturepedia) : 23 KTRREEEMEFRE » LR
FETHRFAMESFREREETN  BLETUHFRNOBHK
c. ##:47 8 (Disaster Relief Operations) : Fl 3¢ & ~ 4538 « &
47T 42 Google Earth & Google Maps F#.% &3 8 & F &)
FE -~ RE AT E AUBBMEEAZEREES -
= ~ Twitter
1. Twitter =T A A R B F- & Lfe Il A @ B LB AR
287 LR R X B R BEE LS E B arylssR2(virtual classroom
training) &4 4.5 -
BTwitter LY EHR AR KK LT T A BERDBEH - (Twitter
leads rescue efforts)
4340 BF R EF S WA Bp s #3E - (Perception is reality - Change
the perception, change the conversation.)
=~ FRAAE(the need?)
1.RHE -~ £ FF XEKEHs9# F(large dispersed audience)
1k Bp 8% 3% &2 (real connection) -
2.5 By F 3% 2| H 46 F F(help experts find each other) -
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BAZHMLARMEMT MY A LR —EH &R HFEK(
dynamic PLN) - |
4.00 8% F 912 H % R ®m(meeting learners online)sy 7 KX, @ ABAIE 4%
FHIR o
5.7 31 342 45 £ 14 18 A Bl 2 5 % o4 22 (course alumni community) -
6.% 5 %) B TARALBp BF X 3% LAIR & B B R ARG
W~ REBF D REEZHE 7 (The big question: What do you need?)
1. 834 E#e9E E - (Are you talking about people receiving data?)
2. AR E F - (Talking with you?)
3.2 8385 E % - (Talking with each other?)
E 2 58k B £ 3% o (Talking with each other and customers?)
ER e mey Ak - (Talkking with each other and others
outside?)
B REFERRAMET
1.7% & (Communication)?
2.4-4&(Collaboration)?
3.224(Community)?
4.3k % (Conversation)?

S 4ok & $ #3E(Change the perception, change the conversation.)
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ERFEHZE

BRI FH B
(E=MC2 : An Equation for Success)
X3 A ' Les Pickett
T HE

FRM=e E=MC® ZaemsyEA %% T ¥R Pacfic Rim
Consulting #.47& Mr. Les Pickett 32 # 4 E=MC? R RFE R AT T
¥R 0 388 E #5244 (Effectiveness) » M 35 75 . (Metrics) >
C’ BHNELERRRAESEAEAMIENRE HELRERINNY
% 34 52548 % B 2R f % & 45 ) (Capabilities) -

Mr. Pickett #5 i > s/ D ¥ B A3 ERE S - BEARE L R TS
HEBEM e BTHFRFESL  LBABANTARED RE/ £l
BE - -ANEEENELNERE  OFEELLENNRE - EREEHER
BHG -  EHFAKEERTE BRLEAZRENETNTIH R RFENE
SHEF MARGHARAVNEF CHEREZXE -AART LERK -
REBHEBER - BEBVBRLLATHS  HMELHICAMARILHIE
B T aBBA —RAL BRI ERE RESFRFESOHHE -
ERFCENBET B AN EL BREBBEMETE RS 32%
BEN G SMEAN TR BT ASME ABMAR  RELEY
MR NAREEMBERE £/ 68% B0 E B ERKLELTE
EEER -REBEEMEER MARTEMERONEZRE - REHLE
FARTHE LERGHEALA BOKATHRLE G5B AFEAN
EASCHEMAEAREOREAR KR L3 -BE - AN ADWEERE
RIAETEHRGEREER  RBIFFART  EELHREZEHFTY
RAERFEBEREGBAEAKEER LR ETEA & -RBEIE
FERAIBAR > KARBEARAER  ZHLEENER
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A\ RHER
— + E=MC? |

1.% R #73a(Albert Einstein)ag % & F 2 X K XA 2% % 7 # R - Mr.Pickett
MMTEXRFERBEERDOT AT - B2 E sk
(Effectiveness) ° M 15 F & & &4 26 #(Metrics that are meaningful) »
C* BUNELYRRAALEEAMAFNRE  HEERTR
B & % 2 (increase the impact of return on investment) » i {# & 4F
44 %% B 4Z 1 ¥ w& (organisationial objectives and strategies)#y st
71 (Capabilities) -

2.5 B L 2RO ERERLAR T ATATRA IB - BRAFHET
RRZNQEEFETER - BT RARBHRSA » EEEF@R
HEHHhREA Y AISEME  REREERE BEAREFR
MR ~ ke -

BAEMMABLASE ARV T XEEET  BRAN T AL
Effilt  ZREEBRARAKERFELTHONMBR - ZALSEK
BHRABEDENELRE  PELAFRERIAIESR > AIEH
CHMB AT BEEBRIEFAREAAN BTG BB EHR -

AEIBERTREHBEHERRREBR  FEVHEBATHE
o BAEBH AL EE I s NEGE - BE BB FHSE
FEREAL  B8WEBR  RAERRBEELSGRET Y -

SLYERERALBRBILAEIHATA B ARFAEGHRE
BRIGEEE ~ BR >~ FES ~ TEM - ERHA - ABEKRE - BR
B~ AMILEHRE -

6. % EZE R AN E AR Z(human capital metrics) » Bk LA 12 84
AFBTEBER FARABRGRATHRFIBAERF A TR
AN BEFREETARF ARG - HEKE R > SARRIHR
4& (new approach) -

= ANRBRAREBEGK

1o T4 BB E B R B LRE N R AL ~ BRER &b > #RIG%E
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BEEHRBERAR > ABEFTEHB B )R AEHEEZR A
BB AN B REEIZDIIPIH AR
28BAEANEE Y AT B BAIRE 01F
(1)48 & % & (leadership development) -
(2)7& 31 5 3% 45 64 B35 28 15 (high performance workplace) -
(3) A % # (talent management) -
(4)z & #& /1 (productivity improvement) -
(5)F =& A # 47 (effective use of technology) -
SEEEAGHRABEZRAFINELS  RARAEEBERL - HX
AR AR BERIBIZERRELS -
AEBANGH BB IERERBERN i“?ﬁnalléﬁ%’i:ﬁ  PRIE T
ES ~ HBATRES - BAVRER - mBRBEER > BEFR
RERNHEERE - |
S.aBMAEMEBANERANBERAERZN  ERESANTHRE
FUMBEELEREEN  UBERELEERLETHE TRk -
= ~ % R.ey 453 (some mistakes to avoid)
1ERASHRBAANERGEML BLHFEIEHERANIES =2
FEREEZBEY > BFRANTRZABZRHEE-
2 BERGRERMAR P BTHESWERET AR - LBH
SR XF > FRAREGHERERKMRE T -
3.2L &8l (benchmarking) L 5-#7(analytics) & — 489 : LAAH & %
$FH > BTREGHHRARMA > L LRETFANEES -
4.3% & kH(data dumps)#t B #(actual insights)i@ % @ 2V REBER A
EERBARESE  HMREGEKEETHAEAME - |
5.9k £ KBt > 1 % £ (perfect) ik & B 4F(good)&y A - REUEH AR E
TEEHRIEAGFED -
W~ AN EAER K FE R E 4 (human capital metrics spark quiet
revolution)
AT EARGE R AE B E £ o) % E 48/t | (catalyst for change) it &
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MBBEANBRGRFES > EABOHE

1.37 B ke AT A (defeating short-termism) @ & 85 7] %5 48 4n 4k 4 28
ANBEHREN > eRBNEBSRHERALE  ARFATHA
BEMHANBTABRERAR  ROEFEEXRRALLR A8
PRk AR ARE o

2. % W & oy F %5 5t % F (balanced scorecard)2 £ A & & 89 i A
(meaningful input) : % Eaa @& 43t o Frrase 2T 4RIk
FEERR > ERRHANBERERTUT EZMIFR -

3.8 3 B 5 B (levelling the playing field) © & & 8 B A TERIME B AN
F A4 % (predictive human capital metrics)m R & JEFE R85 A S
% R4 #(non-predictive HR metrics) » 4 ¥ 4 A% &@(the human
side) » =T LA 812 ¥ Fu 315 7 & (the operations and finance sides)it
Bl AR F R 0y T B ~ 34 B M (rigor)

4. % 47 oy 48 E(better leadership) : AN B RIEME L —FERTAHT KA XIE
% E F ) & # 42 £ (a much needed degree of rigor) > #8348 & %39
RERAHCEELNBELTUAEIL - '

5.8 8 — 35 EH ey E 4 (launching a quiet revolution) : 2k 384 3] A

BAER LT EEREA §Iotk(innocuous) » 47 A f& s BBy =
BEPHEN  CRTHB B EHREARBRILA BTGB - A
BABNES  FEINEHEREZLBHRNESL > REERER
$HAMI - WA BEENSRICETE T A% - TR EEY -
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2=H RSHHEAE
% —HRASHHE
S EXRRER

(Learning for Sustainability) |
*# A . Susan Germein

il

“HE

Rivers Learning 7 3] 3231 & £ Ms. Susan Germein #E 31 4ofT £ 3% X
BORR BACELANRBAEUARKELER A0 8/TARA
B XA LBEITHE  MBRAEABTAAMCERAZGHNF - BAT
WIRE DS ERBE A GIFRTHE > 23KEIL - KRFE - KRF
B BRAEHR AL - BT AARKK S RRRLNE -
R~ REERLE  BENBMETAEL 2ETAELY 7 AR -
1RAARYR  22RBFALHEE 3 246XEF  4RE—EEE
FERR S SMAMBLERE 6B ARLE TR U S NBENA -
I3 EA A B2 K ) B # (life cycle thinking) ~ B4R R X &89 2. (cross
boundary thinking) ~ # 5 &, & % # (complexity thinking)% 4 % & # %
12 » 2 B & 35 7 A B # (kaleidoscope thinking) ~ & 7 # X &4 (helicopter
thinking) ~ £ 3% £ % 3 (creative thinking) ~ 48] &@ &, & # (lateral thinking) -
2 #+12% B# (interdisciplinary thinking) % 4 4 2% ¥ % o

A B ERs
— ~ ¥3K & B &9 B (planetary problems)
1.;8 % & (greenhouse gas emissions) & 2 #k8Zt(global warming) »
2.7k 75 % (water pollution) & K &R & (scarcity) »
SBATEHBRYBEH %E,(hon-renewable resources depletion) -
4. X 3Rk ~ L3 5;’?%»4 b~ A EAX (soll depletion, land degradation,
deforestation) - ‘
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5./ &2 A (food security)

6.4 #& % & (species extinction) °

= ~ 3k 8 ik (state of the planet)

1.1 & A 2 R WALk F 2 % K & (hungry and malnourished) -

2. 23 & & WA A 30-50%6 4t o

3. 25% e RAD£ETH -

4175 RABIEREFREHHKAK -

5.2 itE 17,380 A LUBEEMHAE -

= ~ f738 77 K 4 1b(defining sustainability)
TARECRETBERARURSREEZOATRTHARLANE R -
KIREFTH A% % A (enough for all forever) -

g -~ 2 F 7] k416 (learning for sustainability) sy 7 58 & 8]

1.3% A 91 24 4 (transformation and change): & A A G &% 5 T4 -

2ERHMFAKFELE 28 R — @R L %1t(keeping abreast of
change)éﬁé’;&%aﬁ Y R AT RS -

3.4 # X & & (systems thinking) : 18 A # 3% 35 &) #2 3% (interpretation)
AR ReFFE B S N F o MR 0 3 AR ey B #2(sense of the whole)
AR AL -

4BF A8 E4re kR ¢ £k R E(envisioned)sy S &k R A T K
# o4 R (sustainable world) -

5.3 B 4 81 B (critical thinking and reflection) : 2 & &£ g B
Mg ReESERBIMEBELELARARANER -

6.3% K 2 #(participation) : E B ZE YA R B BT AR S H R 2T —5
BEER RYRTRASHRY  REARDE -

7.3 % % 698 £ B 14 (partnerships for change): @& X R &
B &R BERTHE -

%~ 2 F 7 K4 t(learning for sustainability)
1.88 A g (transformative) -
2.0 2 F 2 A + gy (learner-centred) -
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3. # &y (interdisciplinary) -

4. % 2% 1% g4 (holistic) o

5.4 e 8 (social) -

6.% & %9 (experiential) -

7.5 A& 85 (empowering) -

X~ & 4R B F(systems thinking)#) ik 42 (approaches)

1.4 F B B2 (L FAI W £ £ 4 & T 4 £ )(life cycle thinking
(lifecycle analysis, industrial ecology, lean manufacturing)) -

2.%5 51k B # ( cross boundary thinking)(B#HE% ~ Bsa 45 ~ #1 E M4 A
SERHE - ARG LR REB L% )(cross disciplinary, cross
functional, stakeholder engagement & dialogue, interacting social
systems & networks)) - |

B.ﬁ%ﬁ'fi%%‘(complexity thinking)(F % &% -BH - & T Leys g -
JE &2 B R )(experiential learning, emergence, bottom up change,
non-linear cause & effect) -

-~ RAXBHYHM

1.433 %18 % 35 (see whole contéxts) o

2.3 & A 2 o9 % E ¥ t4(influences and relationships) -

3. 3, 7 R #48 2% (uncover boundaries & assumptions) -

4.7k & R 7} 83, Bk (appreciate different viewpoints) -

5. 45 48 & 1% & g (restore sense of connection) -

6%;516’3 ~ B} 2 o4 (participatory and interdisciplinary) -

AN~ RGaRBEHF X

1.% 74 X & #(kaleidoscope thinking) : & &8 X #2 5 #(looking for
patterns and connections) -

2.4 7 # X B #(helicopter thinking) : & X% /s & &/~ & K(from the
big picture to the little picture and back again) -

3.4 1% B = (creative thinking) : A% /7 % % (brainstorming) -

4 48 & X, B # (lateral thinking) : #2 #8% % 7 F&(outside the square) -
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5.8 #1 B=# (interdisciplinary thinking) : & K48 249 B £ (looking for
multiple causes and effects) -
.~ B#(reflection)

387 g 4 B
(transformation and change) (transformative)
PREFALT LY REFERTSH
(education for all and lifelong learning)|(learner-centred)
AHXBH B
(systems thinking) (interdisciplinary)
BRE—BEERIFHRR it A=)
(envisioning a better future) (holistic)

FLF G S LT e

(critical thinking and reflection) (social)

S FHe
(participation) (experiential)

e Ey L H BB 4 PR AE &
(partnerships for change) (empowering)
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F-wmEA TG HN

& ~ LA SAP &AL AT HE /) RA 4k
(Competency Based Training Using SAP Training Module)

Gulf Petrochemical Industries 8] 2|4 % & &3 Mr. Ahmed
Al-Jowder 37,87 & /1 A {91 4k (competency based training)& —#& 744 B
I BERENABMAMERNBZZNINREBB - CEEBRIFIMEH G
TR ITAEZ — ZIFEBHATFRANRLE THESN > LR B 48 R a3
Bl LUHBR —F X R H £ o ARG REP AR o T3t — B H B L
RBIAENELZNA%  wiTER ERP kBB URE A F Y F ik -

A EARGFETRERAE
(Use Your Voice for a Change)

Breaking Ground Pty 3] 323 £ % Mr. Carl Tinsley #F 3329284
BRI R #2575 H0RBOBE  HER I F ol
A EINRRE  RAFRZHEARERE - o TE&B S EZ2E8TE
foT 3 o B E ey TR -

%~ BRI ERMY
(Winning the Hearts, Heads and Minds of Leaders in the Mining Industry)

7 B GMD Partnerships 2 & 3z9 &% Mr. Mark Harris g Mr.
David Dewhurst 24 Stockton 2% 3518 £ #F % » 31,83 %% 4% Bl 44 (partnership)+
1% A (credibility)+ 4 &4 ¥ % 2 ¢ 4 £ (alignment with business results)
= 34k A 2 (training effectiveness) » /#4473 B Kirkpatrick v & % 3%
& (Kirkpatrick Four Levels® evéluati_on) s AT AR IR B 4 e R AR Y
20 RARFARZCEME NS RAEIL RO T £ Ems
REAB MBI T - MBFEFER R EIIIB N EH B TH
BIOEAAEMENEE LAAMMBEAMARSE BT HREHR
(Return on Expectations) R 2 & # & #4934 81 % (Return on Investment) -
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B~ XRE - AR EEEGHMAERE
(Culture Calibration - A Values Approach to Prepare for Unexpected
Opportunities)

Values Journey 72 3] $147& Mr. Peter Ernest 3.8 4474 B T 4148
BXFE -2 REBOEGBRARBZ — mEEIIRETREER
BEBF - 45BN S 4T F uAE 2k 0 3f 24 knp Solutions 2 3] 8948 % A H
EILCEBELBRNBR BEHEPVEN - FTHFRETARERS FHEE
BEAREERA -
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L 2
BIMHAL EFHE

(Innovation in Talent Management)
X # A . Dr.Tanvi Gautam

e

“BER

Global People Tree /»-2] Dr. Tanvi Gautam éfh%ﬁ%%ﬁ?‘*‘m
WHREEA AT —MARFHAEILE  ALERBEAMERERY
BRBRRTBEEE  BYA 2 RBIIMF ) —MBELRE 2 RERLT
& BASHHBBL  BREG 1 RAREE S —MABFRSE L E
RiB B GEE RARBET —REHTEHATEERE >
PHELERS  —MEEASIRENB TR -FHY BRSH
ARBEMEMNGHEFEER GFERFHY BEFAZRELELTHE
o REARERGFREHAE TEHEREIASHCELENLEES
¥OBREINAANEBERERBBNEZMEY - G A BAF L3~ JofT
IR MERE -

SIEAER R PSR R A Y o T B R AR R R AR 8 K
REBFNEZRITHIRAEBRIGT N B FTAMBERELELLRE
B% HPEZALH -Dr. Gautam 45 8 > AR A HRE LB EN
R BT RAENFE RFEE MAERUAMB L ES EEY - @8 &F A
Mok asE LAFTHINA LRI ERATHETE 20 8%E8 %
IO OBRRBARANERTEL S ALEEAEEZHERHTE - 4.
FE#RE B TARRL BER IR T 0. RARE P REBBERAT R
% o B ENLEIF4EZE(Innovation Matrix) » i 32 &2 $ 414 7 @ R AT
BATMAZR  ARXBLERYN IREAASTEERHALER  REH®
RERXFZAREHRBERZXR » @E2 &R R (Don't limit your challenges.

‘Challenge your limits.) - .
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R BEERs
— ~ BET — R 48 & A (choose your next world leader)

TA BRBHBFRE  ARBERFEAMELEZHNERL  BXB
8-12 AUE M BIBREEF - B 2454 » Shde 2 BdSoMF -

2B HEABRE 2RERET & FEATF ALK SALEHB
KR %G 1THARES

3.C:IBFHM o F > HAME > BRKEE » HAKBET -
HRED]E? ,
- % #7483 (Franklin Roosevelt)
- 38 & & (Winston Churchill)
- F 45 %) (Adolf Hitler)

= ~ A A (mental models)
1.0 BB Z SRR R AR o7 E % 89 % 7% & R R.(deeply held
internal images)’ 2/ & LE KM EX BT REREHF K
2RFRMFCEEVERZNTHAVELRFEE -

= ~ 4B & £ #F(innovation)?
1.7% sk B 78 04 $7i42 42 (novel approach to problem solving) -
2.8 3 RANE BRI eh4E B (seeing new lands) » A7 A 8E b+ &
% F ¥ (seeing old things with new eyes) -

g~ AR AR S AR - |
LAERFI A CREE LBATHEE -
(MEHRRES ~ MBHHEEA 0% LR B @B & -
DAFERAZABBET -
2UEEBBEAT  RARBELAAERTER -
(Organizational chart is king. Hierarchy is sacred.)
(MAF R BE - @AIEERX RS /EELF (informal
networks of influence, communication and collaboration) -
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(2)484 8 % (wirearchy) : AR 4adh ~ 242~ 12 ~ MERAEL
B~ By BAERIR -
3L AEEZHERHTE -
o 8 #1814 &9 F K (search for value)szid A ¥t & 45 & K (search
foridentity)dw & — 2% » @R AEGH UG HHENE -

4. R B4, 44 B T (multi-generational workforce)ig 3, 4 rast i JEA% & -
42 X A4 0 R E A7 E(seek what unifies, celebrate what's
different) » EE R B R E £ E -

S. & MARE TREMBERAL MK
(1)H5] % #1t(gender diversity)f 4 & & &4 R &% £ 374 -
(2)2 s bty B4 > fr3b by 478 (think globally, act locally) -

I~ gl #F 4R (Innovation Matrix)

B A F R A E B RE LI E
T (unicorns) (stars (at risk)) (world class

BIFT &Y RE S innovators)
(innovation |& 4483 & 4B BAGAE
competence)|(accidental innovators) |(fit for purpose) |(potential stars)

BATFE R FT F BB AR B &y

(not innovating very (thinking about (bewildered)

much) innovation)

FHNE|F ¢ #2 E (innovation commitment)

—

N~ W% F E(check list)
1.9] /& 4 (sustainable) -
2.7 1 &z (scalable) -
3.5k E 7% (agile) -

4. % s f(systems readiness) ©

5.% 3 #9 4 (manage expectations) -
6.9 1§ m #&(go for the low hanging fruit) -
7.3% %42 158 (nurture the catalysts) o




+ ~ 4 2Li% B2 (remember)
1.8 M AR #AT A& £ & & #9(innovation without execution is meaningless) °
23T MR IR AL & % p9(execution without diffusion makes no sense) -
3. & B854 & 42(3 golden rules of failure)
-2k pl ~ %2k B ~ AT ki (fail early, fail often, fail forward) -
AFZERAT EBEMAE HER » #:2 %4 (absence of evidence) R
JE 14k % 4 2 (evidence of absence)i& & — 3% -

ANSNEEREHRBERR S mEH RIS -
(Don't limit your challenges. Challenge your limits.)
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FomEA e i

£ 2EBRRARHIAHRY
(Modelling L&D practitioner work)

N B B3 45 K 2 (University of Ballarat) &£ 3% 66 Mr. Steven
Hodge 3 Z I L BHBEEA M DBESGIE > iz dE Ry 14 E
BEOYE B N BRNEI TAE ARSI & AITD %R 8y
SEBRREBARELRRA -

A A EIRE

(Fun Size Train-the-Trainer Boot Camp)

MRWED Training and Assessment /- 3] & Mr. Jason Ash 3t 40
TR B BATIEYNFS - N EHEEIREN 6 AW 1EFTRIICRE
EHMZEEE 24T REEBEL  SATHANEBH 48T AR
FEE S RTFHIEREEHRAA AT I RFF - RBELER%E
RISF BB HGNBRZE S ViR - & RJFEY 3 BFH - URF
MRREABHYI0EETRZES

%~ HERA
(Rules of Engagement)

Persuasive Presentations /3] 488 Ms. Sharon Ferrier 3§ 3t 4o {7 4%
HEAMES  EEREMIBEAAITS » o THBE B 9l st
RNBRAEXRRRINEETE - 523852 3 H4% * Mt (rapport)=
iF %) 34 (positive contact)+#& % (frequency) ; 3.4& £ 7 % 48 B (make it
about them) ; 4.2 F ¥ £y /7 & (fact tell, stories sell) ; 5. £ A #RY A
T 2R M %G (rapport bridge)y B £ RER > URHMRS T HE £
BEREHR -

B -mARRORMEE

(Taking Your eLearning over the Wall)
Amapur Consulting 3] 488 Ms. Miranda Welch 12 4z % B 42 B 35
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(the New Zealand Ministry of Health)&y18 & » 25,87 48 8% 5L JB 4R e B AE
BEZ -HEERMNERGELREZINIANGER B ETH ML T LA
BrAR SR BH AN ZE L BEE AR RS FRE
F-THGEER ROME - RDEANE - BB A BREHM LT &
FHZEIE N RABEREE ~ BWE 298 RIFE4 € B B o
3 ERLETRE (448N ESREYE B MRERARNA - Bk
PIRE 5.8 A R EAEIREAHF - B A R 6AIRHHFEAIR ;7.
& o FA{EH BhATHY o
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FEHERRALHHT

R VNRRBBIRRERELS —HB?
(Do Your Training Programs Assume People Think Alike?)
X3 A ' Ed Bernacki

e

~ 5B
The Idea Factory 2 3) 488 Mr. Ed Bernacki & %347 » 51 AAE
EH BB BERBARART R FARMYIRRERBIIETBEEER —H
Ak BUERERERARZENTR  TRIKFEG K - M
Bernacki 3%, 88 & ¥ E#%-(learning style)#1 3% 4 & 4% (cognitive style) R ] »
ZEEE LN RURE GRS BB AR N ffTERRSE
BREA - N BAF X ARF - BEA B4 #(adaptive thinker) i d # %
BRANRANRZR 2880 FRAAFERMBHT @ RERLHBOT
KA R A A B4 & (innovative thinker) Al % & S ik ey 42
M BEIAEFBA BREAEFEUINIRE LK H RELER
AR5 BE R B HE S B TS B B EEAH R R E A B4
BABEA BINRENREFZRPITEREFRAFEZ T XMEGL F—
FoERBERNBEAABEMAER UBRARZEANAREEL &mBHE
BIBREZ ARG - BBy R AR B Ao R a g £330 - ZIx ik
SLEAKREEERERR BRELRTTHRERA AL H M AL X
BAin T A BFRARELBUERRE > KRB oa&-FEE -
UHEZLEBEREIRX A% SMART X B2% ey 5EEE : S-
84 #£ ™ € & (Specific and significant) - M-=T ;8] & m & & & (Measurable
and meaningful) » A- 47 & # & B 9 i s (Action-oriented and
achievable) » R-& & m 48 i (Realistic and relevant)' » T-FEAfRm A
(Time-bound and tangible) 34 & & & #t40 F X 2 8B H B4 5T 4
E4F% - 12 HARD X BAZ % Z 4R H ¢ H-Rw(Heartfelt)- 465 % F A
B A 0 A-BZU(Animated)- R A B A B R ERATHER  REER
(Required)-#r & & B 224484k A ¥ 81 » D-| g (Difficult)-s2 82 F #4 %,
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RESESREERBE  TREFESAREZHAARPGAF B ELFYF
O3 ERBERAAARATNBRITMAS T L2ENEEN  BRIBERER
BRETAARBLEZE  BREBEVNLELRAE -

Mr.Bernacki 4% ) % 58 B8 &35 ' I E RAA B THBEXMER > £
ERABAMEER BRZARBNNERYGEEL LR SHEL  BE
AELHEZHRA TS AHBEEEE R T REEBRTRE
ZRBPEHELER  AREHLENEZERBIRABAARE L B
REAT ARAAAFREHRES  HEEARINEAIHEEF 48
BCRATEHOBERMNTERLEY » 640 % 2% % — 7 (Question
everything!) » &2 B &4+ 8 & 4 % — 1 ? (Why question everything?)

A A ER
— ~ FAERH BAR A A & R eh s R (Big goals get big results.)
1LAK BERAALR  RAGFENANEE
2HEFFREZHNZERFEA ARG ER A Z SRR LA £
#(no commonly agreed-upon rules)¥ E 4 4 ARB E R B LA H
RS TRENRBAZ — o
= ~ SMART = B &% Z(SMART goal setting)
1. S — ¥zt M € &(Specific and significant): B 4 %, B 28 J& 7% % .58
BRI -
2. M — T:8& W4 & %(Measurable and meaningful): {& B 4Z T ] &
3. A — 7% ¥ ¢ B T % s (Action-oriented and achievable): B2 &%
BT ZIEH|4TE) -
4. R — %1 48 B (Realistic and relevant): % & F & A4 4455 -
(Realistic is another word for achievable.)
5.T— % #1% f E-22(Time-bound and tangible) : 2% & #AM 4 A 847
(Set a deadline to add a sense of urgency.)
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= ~ HARD = 8 #&% & (HARD Goal Setting) .
1. H— Z.(Hearlfelt) : £ 878 g & Al 4 4{(enrich the lives of somebody) -
2.A— #Z\(Animated) : =T LATE R.3£2] B A28 €82 % B#(how great it will feel) -
3. R—- #% % #(Required) : #fx 3 @4 x F 8 -
4. D - E#(Difficult) : A2 8 A4 LR B4R -
g ~ F4eA R (cognitive styles) E ¥R EHEM A &
1.3 R 8 AR 45 2 4 B4 R & (specific thinking style) -
2RBFAABEE T XBRE R EAAUFATAE -
3.5 b B BE R ) 7T LA R 3R A2 4 38 o 4R 2 (cognitive bias) -
435 )% o fTIR VR R B RS B g 41 — 553040 & 4% (cognitive climate) -
BE~BRAIREAY (Who's in the audience?)
1. EEAERER—AMtELE - (Those who see little need to
question everything)
2FEEARZEEER v 0 BATUE & - (Those who question
. everything...because you can)
NNEALE
1.% 3 4 (Thomas Edison)# : # & 2MEAT R e 5§ — 1 Eab L B Mk
HRE AR AEEMAERERYRE -
2.# A #r=(Albert Einstein )37, © B tb40 F F8 > o T A FREY -
4% B 7T 2L 48 2 5 8 (imagination encircles the world) -
+ ~ Kirton i f&-£] #7122 3% (Kirton adaption-innovation theory)

(Adaptive style of thinking) (Innovative style of thinking)

40 48 E R &2 F 7 #&(Not learning style)
(40 years of development) R & 47 & (Not behavior)

p e =N e FRREERE

(assessment fully tested) (No: how creative you are)
AELERRELBRBAER 1 AR Ju ] F £ &

(used over industries, countries) (Yes: how you are creative)
HEBNEMAY G HAE -

£ % 59 A #& (copied by numerous
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consultants:  innovation  styles,
leadership styles, creative styles)

A\ ~ i JE A (adaptive style)
B e FH 14T £ 47 (doing things better)
1.48 & 4% & & H:% B =2 (accept the problems as defined) -
2RV HBRAMEAMBREE > RAELHEBRAIFHFT LSRR
e 28k a4 85 B 7 A2 7& B & (problem solving within consensus) -
3. ¥ ABERE - 43 W 30y 5t B /1 & 44k (cohesion and cooperation) -
4.5 ¥ 3% A8 B @ 9T B % (relevant and acceptable) » =] s 4 F 443
FRHHEE -
7t ~ B1#F A (innovative style)
BB R —HR ey EAEF(doing things differently)
148 S 42 8 — A3 < 09 B R 89 3 4u(generally accepted perception
of problems) » FREM L EKFA -
2.5 FHEBMRA - RKRE F:B-Ee1E7%(little respect for past approaches) -
SRR FIRART T Ae RIS AR SRR RE  H AR A AR [ 25 3 /1 (group

cohesion) -
ABFEREIF L% TR AR R $1EF I 4 (doing things
differently) -

-+ ~ R £ (originality) : £ & A% 3k B 28 44 & £] &4 (original thinking)

HMEDHEERD FEAHEY
(less need for novelty) (lots of novelty)

i & #(adaptors) £ ¥ #(innovators)
fedriR g ey Bk iFR B S Bk

(prefer to generate fewer ideas)  |(prefer to create a large number of ideas)
REARE - FRABHSBEEFLETREAWETR
(focus on sound, useful and relevant ideas)|(some may be impractical)
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+— ~ % &(efficiency) : 7+ & = & (attention to detail)#y & &

BEH R B AN - ARAAETY

(thorough "planful” and detailed) |(spontaneous, conceptual, open to
surprises)

i# & #(adaptors) £ %7 #(innovators)

BF AT ELM L $HEAN T to o) THER B AT

(prefer thoroughness and attention |(are less patient with in-depth methodical

to detail) detailed task)

+ = ~ 35| B 5 — 24 (rule or group conformity) : #&a A EFH
A(conform to the rules)&y & &

RIFIRBR] R EHAFE UEHGF X BFE BATH

(prefer operating with the rules and|(use unique pathways for thinking and
structures) acting)

i# J& & (adaptors) £ #7 % (innovators)

B3R E R B R & BFRMCHRA - R REE LR
(prefer the given rules and structures) |(are less concerned with rules, norms or
ERABIERFE RN maintaining consensus)

(like consensus and want to fit in)

=~ RMEZEEE C4rEE (We need to get out of our comfort

zones.) - 1% ) 3 A 11+ /8 [& 484 f& & (implicit assumptions)?

+ w9 ~ ZHE G 8 3 %o(perception of risk)A 4+ B 82 R H 7
1.38 J& R B Kx(adaptive risk) :
% 4 3,3k (change to the status quo)& & & & dy -
2.8 % X B (innovative risk) :
7 % 8 8,4k (not changing the status quo)& & E &y -
+ & ~ & £ #7 % A1 # ¥ (when innovators innovate) & /& 3% ? £ # & ¥ &

2| ey3reE
14048 A3 ERH ~ £ ZH3F - (You always find the flaws, always
critical...)
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248 K% T - (You think too much...)
3.4,’1,%&7\% T ° (You go off on tangents...)
W2 A B B o (You're not a team player...)
& — 8% 474% - (You're a loner...)
+ 75 ~ &8 JE % % e v (when adaptors are adaptive) & i #:?
1REREHTARFEFE THEE -
2R AR IEH TR R -
+-t -~ WA
1. A B 32 (A challenges) :
Bk~ Bl - BRE - B30 E £ (projects)
2. B 1 Hk8;(B challenges) :
Yo fT AR A BIBRE @ﬂ%ﬁl%ﬁl~ﬁlﬁumﬁﬁ%

BRA AR BRE BIHT A By AR P RE R AR
(Adapting problem solving style) |(Innovating problem solving style)

LB FHE RN F R AT
(build consensus and want to fit in.)|(sometimes don't care about consensus)
ER A B A B R ikiFe ik
(focuses on B issues) (It's about the best idea...)
ERAE AR BRE

(focuses on A issues)

TN dofTEAAMAE AR EEF R E—FFRIFR

14642 % %A 18 R M7 B %(show a bias without being aware of it)?
(1) B T84 B4 A #1647 (thinking style preference) % 4772
(2R B &REYHF ~ BF et % (stories, anecdotes and research) -

2.8 | —BE A0y 4T A8 4T A48 X (cognitive style or behaviour model)
(1)p]:& — 1B Bk A2 2 B &) A& £ H (diversity of styles)#y 7 =, °
(2): A i f&-£] ¥ (Adaption-Innovation)4 A & B 4L Ao fe] & 32

HAk o

(B)EB& R BENH R L% 0
SERBERFEIERRRBENACERE -
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i e A B 18 47 8A - 6 4o 3k (‘explicit’ knowledge) 5 £ ¥R B
F 1635 e% T g 03k (tacit’ knowledge) LR BB ERERNiEEG
Fege sk o
AL FRALERBELER IR EREERIESRARABEN B
# & & (offer something to each extreme) -
(1)32 4 — 2b A 4m 8 22 & 4% (detail and structure) -
(2)32 4 H 4 AR X B (overview and big picture) -
S.ERAMGBIFEHR - EREAIEBZEART  EEEFELSHR
3% (implicit assumptions)
()8 M EE AT A AEREAAE -
REZBHFEIZTFSCELHA—ZHBEHA -
CHSERINEZATFTHEED 4848 TR AL &G(positive)sy & &
BITREES - :
(MNEE—w | AETEEE R 7
(Question everything! Or why question everything?)
()R BB FF ey ok -
. (Stop killing the ideas of people who do not think like you.)
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F=mE i bAafn

T AHBHERAABELEE T R%

(Strategies for Applying the Flipped Classroom Model for Business

Leaming)

Learning Solutions /- &) £&232 Mr. Bob Lee 2 Citrix Online 2 ) 33
E R Mr. Jim Recker 24473 € 3%, (video conference) X 47 A 35k o3¢
& #ni 2 7 #% (Flipped Classroom Model, FCM)# 38 28 - :EH
BAKANBMRERBEFALENE P BE2EARABAHLSEY
ho EHEEHFEAARBERNE S 28738 KRG LRIEE - DER
BEZ T AMBABR  FTHERAZRHUERE  AGFRANBEED
¥2E LehEA R FCM A BRI ¥R B ase WESFRRA
R A AN ELLIE FCM LS ELEEE -EREB AL
BRANRFTEREGF -

N VREHFREFHRA |

(The Authentic Trainer & the Power of Story)

Self Leadership Institute 48 & Ms. Paula Smith #£ 2t ko fT A E Y
FAEINRREABR RAABHUFORE - BHBEREF IR K
PAT B ~ M F D ATHBEF R~ o fTIRE 8 F Y  ERABXFRAIHS
HALN  BRAERGZIABLERFEYE % mBURFLMEER
BRIFFT R AFHEHAFTRABNRE B L SAERINERF
RE FBINER2EAL mBERBERGITA R EAEEZAERMH
 HERRNEF  FRFHBHOBR -

2 -2ERE DAZTEIRE

(Learning Programs - Get Creative to Build Connections)

National Credit Insurance 3] 4 Ms. Jane Calleja £4 National
Credit Insurance 2] 898 & > AT Z I FR BN BERI] LB HH
EAEMBERE RAINEGEATEROA -AE Al BEHES
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R Ao TSR A3 R A (IR D SRR R AR YIS -

£ ~ Ascension 3] 2848 X 950 F

(Excellent Leadership and Secrets of Ascension)

Nass & & 422 Mr. Isa Abdulla Bu-Ali # 3 &4k (Bahrain) Ascension
MEAl R EEA 010 18 S sy & & © B W (Sincerity) ~ &%
(Sagacity) ~ 4& 4 (Sacrifice) ~ 48 (Sanguinity) - ﬁt % (Scared of Nothing) ~
3¢ 44 (Scrupulous) ~ {242 # €-(Seizing the Opportunity) - 7% 7 (Spirited)
¥ &(Spontaneous) ~ B #(Steadfast) » ABE EFw L4 RE > AEHE
SR 11 18 R B -

12 ~ BFAETEA &%

(A Workplace Training Evaluation System)

The Skills Organisation /» 2] £&3% Mr. Lloyd Olivecrona & Fisher
and Paykel Appliances Limited 2] B8 B B 7 o 89 B EHF K R 3T 4o f
BIRHBIFETELAARSI RRGFEELY > o TR A T
fE 0 MREINEHORMER N 8BEGTF 4 (Workplace Evaluation
System)R £ 8 BB& % : 1.al[é?§i@3¥{%;ﬁ§d(training and assessment
planning) ; 2.2 8 # 7% & % $%(learning methods and support) ; 3.3#4 %
.82 7 ik (assessment systems and methods) ; 4.% /& % 2 (resources
management) ; 5.3f&#x3 #L i (evaluation review and improvement) ;
6.3 4% #1 4 R(reporting and results) ; 7.7% s & 2 (completion history) ;

8.3 #5 & K (contract requirements) -
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Al Ao, o

8 & BET!
(Better, Best, Brilliant!)
*#F A ! Lynda Chachaty
T -HE
Management Consultancy International /&) 33| £ % Ms. Lynda
Chachaty 2 B £ & T4 T @ HBIEA EHRCHLE » RAEY
HZEEETAR - BERY  RHFHRLELE  BBEREAR > B/
CBRARRAREAERE AL LGN THFT AT EABRN TR LT 2
B RE  ERAABERZR 1 REBERXH RSN AMHE
BER B R R - 2 RZAEMBINRERERABRERE > BRALTRHM
WAMME BT ARENLRS c SRR L EHNRBEE > FEARFLLEH
FTLEFAESE - ANYTHER MR RETZLRENFEREX -
SHLERBRAE KA AREFAE - BRR EHREKENHT
B8 o

e ERs
— ~ HGRE
18R B CEAVR PR TRBNEE  FHLELZRN—BEHRE
E5(a quick activity or game) - 4 2 % 4: 3842 &4 42308 (key messages) -
QAMERBMNAZLRFRETHRBELA -
3.4 3 pEENERFHMENTE - .
= ~ B A 9|4 (That is what training is all about...)
# 18 & 27 & (key messages)
1353908 & A 380 W B 48 18 J& #) (flexible and adaptable) -
2.7T 2L & F 4 % (make something from nothing) -
3.3 % B 4 #1(involve participants) -
4.2 B BCF 7% (the BCF way) -
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~ 3242 B £&(today 's session)
1.BEEREIRTRANZTE
: u%ﬁuﬁﬂ%ﬁ.%%é’bﬁﬁﬂ 78 THyBIRE -
R R BT EH L B T AL A H(applicability) -
W ERELCEERG T ERTE -
F o~ AR AT 235 (early birds) & #8478 o
N B EHEARENELNL AR LR -
+ -~ FHHEYIRER B AT 5 A5 H R l(guidelines) -
N>~ RBRITFE) ko fTRASFE R R HFE Xk
1. 84— % X AFHEH ﬁ%%mﬁAmH%ﬁﬂmm
2.4 X (results)
(MHAHHBGFERSFHELE  MELFFEFE -
(2) K &3 he T 80%85 & 4% F (incidental findings) »
(3)48 B 2B 7 B &7 EAK E 49 T4E 89 B &y (purpose of work) -
A~ EFeyl 4R F 1B B 4 (How do we relate this to training?)
BFEHEERTETULERZEIFERERT -
+~ BBERF
1.3 2% Jrﬁ“g“’—‘éfj'r(remlnder)
(1) AMFI A E 4oi8 B B (people want to know why) ©
Qi RBINFRERDEHMTE > ENHKENGHEE E(leave
capability on the table) - |
()& S BHE -
23K E IR
(IR LE G BE - ERAHRSE -
(2) ko TR IR RARF T R
aMBAMEGH R E - BhmgEe R £ -
b2 F ~ [RAF - BRI
QIEAF TR RBERRNZTE -
(4 ZRstAsse R4 - (When tension goes up, retention goes down.)
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(5) ko fTeR7E ) 47 B #h
ai% & & 912 F 3% 4 (Link it to the learning) :
7E®) o &A% o (Activities are the CORE!) B4 2 5 # 471 84
REEL—H o
b.:€ /A 4k ¥ A& (debrief questions) : R EFE4 - EHET ~ 2
B EEAEMTERG o RE S BRE - SREZE3)
HE -~ BEHERRAEEES - LFaTHBBR - EAXESK
3.23% 1 ¥ g #4975 %578 B (repertoire of activities)
(BT LERLE XA E 4 HHT -
QREEMZENFEEHIET -
(3)E B 4% %) =T LA £ ¥ % By (create movement) ~ 2 % 4& & (change
the energy) ~ 2 % 4 A(shift people) -
QAR RALAHFEFEZTE - (Leaming is not about being
connected to a chair.)
AFBZERFERER
(1)Ebbinghaus i# s # 4t (Ebbinghaus forgetting curve) -
(2)ze. 1% 7& g(memory activity) -
(3)& B & (primacy effect) iz FH % & (recency effect) : X % B Ae/F 5
— A8 FF ks — A F o
(4)3231 5 BA% T S 9B RE R > @ARRE T I 4 (create more
'beginnings’ and 'ends' rather than middles) -
(D) tE R ARIERY - ARG G LT3 0y 7 A48 8A 32 & (invent memories)
(B)ko RATHEE T 915 35(rich content) 2% % E(camying capacity of memory)
| ARNERT,
(7)) # a4 FRE(open ended questions) = LA 3] £ B BA X £ o
(8)#1 2 B € 40ay3E &4 Sk (‘'hook’onto what they already know) -
(9)32 4 15 5 (provide the context) -
5.% 4 278 F &4 F (always preview and review) -
6.5 14 4% 57 (Final bonus tip!)
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(1)& % £] & !(Be creative!)
(2)& B » %5 !(Be bold!)
ARk Y
(3)% 4% B # 2 x 24 !(Extend your toolbox!)
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F & e o 1
- RERAEHRR

(Learning Content in the Future)

eWorks /X 3] &3 Ms. Joanne Norbury ¥ 3:E f 4L BE 3k 88 & g R 2E
HMIE 2T REER 44 HEEIESHHAR  RARLLHI
RIFBHONBEABT - CHEANERT FRARNNE  BARZEHN
7 b H AR REN R AR T RELE - MA LR BHA|E £ F 1Y)
NEEEERGEBAET  BAEALENBML2E TR AEIHEHR
Bl - A RENRE -

AN ANBRBERAZHBENHIE
(HRD Challenges in Asia)

B9 8eE K a(ARTDO expert panel)if 3t % it 3 & A
NERBREREEALABENE BN UEEEEDHEREAD Y
o dofT AR AR ERERBYERG T HRETE e 508 - HAER
5~ BREME B G HBE

(Dynamic Drive: The Secrets to Engaging Your Employees)

Oxygen Coaching and Training /- 2] 48 & Mr. Colin Boyd # 3t3%3)
BANBEREEEwlTRAABEHR E XA R MAORE BT EE
BB T EAAA RSN Rl i Bedy B T B oy M4 & 239l
A AR T B -

B2~ B e R BRSNS E E?

(Switched On: How to Build a Ready-to-Learn Culture?)

Institute for Human Potential #.47 & Ms. Lisa Rubinstein #3t4 T
VeGP B B ERAT e fThE E TCEEREBIFEL2E &
28 p Bt B F o A B R BB AT 8) 4 2 2B 2 (Integrity Action Performance
Matrix) > dofT# 8 B TR BT L2 > L HOBAGUWEBALE S > #
AREBRTRZ HMEBAITANRE > AR EZY -MAREFTHR £
ol L —EEEFEH ST RN ag b -
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FEIHEREASHEE

¥ By A Bt T4
(Helping People Win at Work)
¥ # A - lan Beeson

el

R

Blanchard International /- 2] 48 & Mr. lan Beeson 44 WD-40 /»- 3]
BEMAE FFHTFLZAANELETELAF BT E T BAHEEBEEB
FhEHE FHEMALLSE B - HEET > Mr. Beeson st WD-40
NEBYW 3 EREHEREERALMEL—EE B E TR N5 —HRRK
HHER TR LG RARRINYE  ARNEREEL404 3 HH
BE2F1EHRE 2.8 FHETESUT 3R - RARB AT
R ER BRSFEATRE RELRANBHLERFEINER
2B FREIMGEHEE ESZEIRNEHAARN BRI KB E
TEE R o

ACFEER
—~ REFREZE > ¥R EE % (don't mark my paper - help me get an
"A")

1.8 TS5 E 4 2% & 5]401(catch people doing things right) -
2.4 B 89 & Z(the need for good news stories) -
3.4 18 & M A vy & £ (communication is the answer) °
4.3 RE S 3 B 3 4 #u(effective performance management system)# 3
(ER3 3
(1)% %38, £|(performance planning) -
(2) B % 35 £ #1347 (day-to-day coaching/execution) -
(3)4 3% # 4% (performance evaluation) -
SAEHRMER
2000 F4H T1I3 R LRABFEANALLR
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(1)&2BE 1 FEBEXTPHaaB bR 1 58% -
(248 ST A SR TR B TA BN DRI S | 48% AR -
(BB LREL-FRHFRAFEEH > BIFL&LTF2ENMIFHARL "
52% 7 dm Bk ©
A aBNERE AR TREIFTEERETHER | AEEXRR
50%
— ~ & 31 £ #E X fk(the right culture)
MEBCHERTEEAEE -
ZoEAERE
1.47T 35 48 H 43,26 (Leadership Point Of View, 4% LPOV)
(1) &2 —EF* - =5 ~ {&14(vision, mission, values) -
(2)4% i (describe) =T # % & 4T % (acceptable behaviour) -
(3)4% ol 48 &% sLAL ©
(AR RBEHHE -
2RI BRI G AR E RS -
v~ 2 8 TR AR 15 B E R (simple truths)
1. A% 4% 5t R (produce good results)sy B T B k5 & th#4#(feel good) °
2. — B A AU EXEE LSBT X X3 R K R4 % (continuous
improvement) -
3.—#HAKERERA  ZBAME - (Different strokes for different folks.)
4.8 T F F—z M (consistency) Az s 4% 5 F 2380k (flexibility) s 4
BERAASTAETEREEN LA FIEHKE -
SfzEsEEREE - (It's all about trust and respect.)
6.%# 4R % A 2 &I mean you NO harm!!!)
(1B AR A ML ARBEY
(Fear is powerful and paralysing.)
(2)E BE 1R 25 5 HR AR
(Feedback can be easily misinterpreted.)
BETAHREAMEBNGE -
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(People have scars from previous encounters.)
(4)EBARLAFREEERMBZT -
(Everyone must be clear about what an "A" looks like.)

TEZIEBE I RPBEINNEELTA -
(Trust is built over time by observed behavior of the leader.)

BB RAFTRBE—HE -

(Servant leadership is the only way to go.)
O. Rk % A AR B # 69 3& £ (the journey of a servant leader)

& # 48 E(self-leadership)

EE=RYE
(outcome = perspective)

BR B RNATRE

of view)

—

(developing your own leadership point

—$}—4g #(one to one leadership)

E =4

(outcome = trust)

BB TR AEBBHF
(partnering for performance)

|

48 8% 43 ¥(organisational leadership)

E =35

(outcome = effectiveness)
FEBBETHERNEME

(valuing both people and results)

!

H 4E ¥ (team leadership)

EH=£ R

(outcome = community)
HR LB A2 ¥ AR OA

(no one of us is as smart as all of us)
-—

10.BM %8~ 25 EFEL -

(Celebrating success so we can celebrate you!)
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PR R g

T~ REABRBANNRER : 2T BEAE
(Identifying Training Needs through Competency Modelling:
An Empirical Study in Taipei City)
VR ERERRTRLFIHIE— X & ITD Group Ms. Rita Goh
ﬁé%ﬁﬁﬂﬁ%ﬁé&%%%#ﬂ%%%ﬁﬁw@%?ﬁmmﬁmmk
R ERGRE - BHERRRLER -

&
A EZFEARBRET

(Reaching Your Learners Where They Play )

eWork /3] 2 ¥ g ] Ms. Sarah Phillips £A National VET {8 £ %,
T B ALS B 948 BlsRAR - SRS C1N T ER FREAE €A
RILIEE > 55% & A RA RATEMH > 50% A KB HE R EFE > 49%F ik
R4 - A2% A R FeF 4 - 36% A KA HTH > 33% A R4R 4L - 26% A R
BRI 21%RARERH  EBAIEEFH %ﬁ%%#ﬁ%%ﬁa%
LRAFUT » T ERITEHFE B W B3I T/ F R 9T 8% B %
B > “TReiE B o) B #E R ho AT S48 A AT %‘s’h%%ﬁ%%ﬁé& °

%~ WESAR - REZTF

(Facilitating Learning with the Brain in Mind)

Next Talent Development 2 3] £]3# A Ms. Carmel Kostos 1)~ 42 7% &
HEGBE R BAMEE RAABTERERNTHEY 244

FOHBEMTE AR HETCEMK - AR B2 EEREHE -

%H@@ﬂ%%’ﬁﬁﬁégﬁ%#%éﬁokﬁﬁé&%@mmmy
i# tx(associating) B/t & 47y (acting) B sbE %13 BY 2 B 2 5 0h B Al
AR eEEs - FEEE Lok g (learning is state
dependent) > £ EWFMALRITLE > ERNFHAETHNLE
Bl RRZXBIBE &8 ReBE w R B HMMA & 8 KA A ¢b1@%§
LA R 1% & % F (facilitate with care) » 21 — A4 AfZ4E89 3835 -
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B RGBT E  BIEE TH?

(Managing Staff Performance - Are We There Yet?)

SA Health Consulting 23] 4848 ] Ms. Margaret Hypatia £ 3¢ 4o 47
NEFHREIRENE /8 Kolb 2 8153 (Kolb Learning Cycle)#y4g &
(explore) ~ 447 (analyse) ~ i & (decide) ~ sT#(act) X H 8% » U R LBy
(experience) ~ & & (reflection) ~ 4% & 1t (conceptualisation) ~ & &
(experimentation) % 5 & » RAFRBE L EEARARBEREE N EIK
DEREFIREBETEERNERES  AOFERACHE - FiTEE
R~ BIABHHAE -
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Fme SRAEEEAHN

T ATETARFEEITR

(Where Social Learning and Social Media Meet)

B % wig B g X 3% A Dr. Jane Bozarth 4> 342 ¥ 3 K
AMRE LM EHEFEB T A TUH I BRITERABOLETLE K
AR TETARFEBAMRI T MR ENABHBEERTALT
B BATRANBBEARGSREEL T LEBENT X -

A ERBESRAOWY - BUFHRN

(Creating High Engagement Workplaces: Power of Storytelling)

5% ER S 8 A Dr. Tanvi Gautam £35 » & EM R 2
HRAFRHBAFORRAERE AH S QB ERBERBRLFELAS L
HEMRBBERFALBR - BAFTEERE - E 3 ETUH
BBk > R—EA BT E > AbéiE NASA, Motorola, 3M % 41 % 4 4%
HEABFORNRRAABERLREYERAE R -RFIIANEENH
WA B B TR AR B A R B AR AR S E RO MBS R -
A EROTE NANEBERFEAREABITAN N Z S 2ofMURF
ABIBBERE S B ERARAXNETF  AFHUFSTFORE  54FK
FRF -

%~ Bl BER
(Take Your Training to a New Level)

87383 & Z Dr. Rich Allen X > #R3ho {77 LA 6988 25 9175 /7 g3 3
RRBBRAH G LEEE BB EE - R EA R A & (brain-based
concepts) sy s WA 4R 0 SEBHF s r(high impact teaching
and training techniques) &) A - A3t & £ 28 @45 1 1.5 B £ 894 (highly
engaging training) &9 # 2 %2 % 5 2. 85 A F 1% # K =% (brain-based
information delivery strategies) ; 3.4% 2 3] 3 & 7] 32 & 1t(memorable) ;
4.4 3= & 71 & K 41t (maximizing attention) ; 5.4 7% 1@ B 4& 28 &
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(communicating key ideas)® &z £ &) #4575 O EIRLEHT AR
B MAREBBINABHNBR N ALKZNAHBMELRZAL ZZ IR
2B LEMFTETIEHEFN SUEAKE - FAATAFH -HH
BMFRBEEE A E R BT ERL OBV RIS ET
E -

B~ ARl R K B R A2
(Innovative Training Masterclass)

#1239 & £ Ms. Catherine Logue x # » #3359 F 4o T 15 E A 48
B ksl ~ BUAE >~ BB BB ZENEE  IIENEARHEZETANY
o T UAH ARG T REAIR TR IHE 22T B
Phof B2 8  RI/RPEBFHEEN T TR LGEAHE 8
WEESHFAAZT T RRFRBLENERM WTAEKRETI UNES
B Rt e84 1 1.5 & - A2 E & Bl(adult learning principles) ;
2.:E A 4h % F B #2 R M (diplomacy and sensitivity) ; 3.3% 348 B 2 AR L R
BE# 4.8 A sk KEE(icebreakers) #1323 & (summaries) ; 5.4% #&
LELAMBETR CURABRYHEE  THADETHITHEE
Sl EE
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F=F SHARER

"YEDAFEBR D RHBES T BRBEATHER > FAEA
HAEAN BRER - BERK PRANA - FEHLAWRZ G £330 5
NIZ A RBEARIL » BHREITH - 3k~ 0% BRI E R
HEBBEHATHER  EEALRRBREZ R - AHABLHM -~ HRE -
whp ~ BAK > UBAER - FE BB HB S RREXENFE  MAHXE
EHRSEERM FAZARES -AANESES THEERER -
85 %6 A1 BmItEIe 88F7H 26 B IIBRETIEI AL 99
F3A 6BHEHNAEXELER  MARGAS FRER L BERENE
B EA2RE o

ol g R ILE  HiEESEIABMES - RRELR > AR
MEBIRENE - BB REAFTEZWN—R - RREMEABRLILETH
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AT

AUSTRALJAN INSTITUTE
OF TRAINING AND
DEVELOPMENT

40" ARTDO International
Leadership and HRD Conference
and AITD National Conference
10-11 April 2013 Melbourne

MELBOURNE CONVENTION AND EXHIBITION CENTRE

Pre-conference workshops 9 April 2013 | Post-conference workshops 12 April 2013

The Australian Institute of Training & Development (AITD) is joining forces with ARTDO International
to conduct the region’s largest conference for learning & development, HRD and organisational
development leaders.

Keynote Speakers

21st Century Learning: Technology Toys To Tools
- Dr Jane Bozarth

- You've heard it: “Twitter is nothing but people talking about what their

| cats had for breakfast.” “Smartphones are just expensive handheld
game consoles.” There's no denying that new technologies and
applications are fun. But they also have many good uses as real business tools that
can enhance your practice, extend learming, and support learners as they work.

Transforming L&D to Become an Indispensable
- and Strategic Business Asset
i Professor Robert O. Brinkerhoff

Learning and development leaders have for years opined that they
should have a "seat at the table and be perceived as a value-added
business partner. But by and large the profession remains mired in the doldrums
of being viewed as little more than a staff benefit; a necessary overhead cost - ~
for organizations to remain competitive as recruiters and retainers of talent. Platinum sponsors:

Managing Performance through Knowledge Management
and Emotional Intelligence
. Dr. Vinayshil Gautam M.A., Ph.D., FRAS

The essence for managerial success is performance. Any

' performance needs leadership qualtties. These include management GoToTrain]ng
of self, ability to envision and develop consensus, build a2 team and support

concerted action. The needs of leadership in the “knowledge era” require
combining the objective reality with truths about a person. This is where the Gold sponsors:
integration of knowledge management and emotional intelligence begins.

sy

o CITRIX

Dream: A Learning and Development Strategy for the Future
Dr John Wilson

i Most organisations possess a business strategy but few of
them end up where they originally intended. So why does

' this happen and how can training, learning and development
departments help their organisations to achieve success?

E=MC? An Equation for Success
. Les Pickett

Albert Einstein's famous equation changed the world forever.
Now a new equation provides a practical guideline for enterprise . - . .
} success when; Effectiveness = Metrics that are meaningful Sponsorship opportgmt;es'are still available.
and Capalbilities that align with organisational objectives and strategies to Contact kay.vine@aitd.com.au
dramatically increase the xmpact of return on i

development initiativ g
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Dr Jane Bozarth

You've heard it: “Twitter is nothing but

‘ people talking about what their cats had
for breakfast.” "Smartphones are just expensive
handheld game consoles.” There's no denying that
new technologies and applications are fun. But they
also have many good uses as real business tools
that can enhance your practice, extend learning,
and support learners as they work. In this session
we'll take a (quick) look at the hype, then move on
to ways the “toys" can be utilized as important tools
for learning.

The keynote session will highlight:

e Popular social tools and new technologies,
such as smartphones, and examples of their
effective use in business.

21st Century Learning: Technology Toys to Tools

* Discussion of the problem that "perception Is
reality”.

o Strategies for overcoming the perception that
new tools are merely toys and timewasters.

e |deas for using new tools to solve one’s own
problems in practice and extend the reach of
the L&D professional and department.

Dr. Jane Bozarth is an internationally known
trainer, instructional designer, author, and speaker.
Currently serving as elearning Coordinator for
the state of North Carolina, USA, she holds a
Masters degree in Training and Development/
Technology in Training and a Doctorate in Training
and Development. Her dissertation research, on
communities of practice, fed much of her current
interest in social learning and the use of social

‘HRD Conference

technologies to support learning in the workplace.

Jane is the author of eLearning Solutions on a
Shoestring; Better than Bullet Points; From Analysis
to Evaluation; and Social Media for Trainers, and
currently writes the popular “Nuts and Bolts”
column for Learning Solutions Magazine. She

is the recipient of a Training Magazine Award for
instructional design, a NASPE Award for Innovative
Government Practice, and a North Carolina State
University Distinguished Alumni Award. A popular
conference presenter, Dr, Bozarth's recent travels
have included speaking engagements in Sydney,
London, Montreal, and Istanbul, Jane and her
husband live in Durham, NC, USA.

Learning and development leaders

’ have for years opined that they should
have a “seat at the table” and be perceived as a
value-added business partner. But by and large
the profession remalns mired in the doldrums of
being viewed as little more than a staff benefit;

a necessary overhead cost for organizations to
remain competitive as recruiters and retainers of
talent.

For sure, L&D has staff benefit value. A

company that offered no training courses to let
employees acquire skills that make them fit for job
advancement would stand no chance to recruit or
retain anyone, But if that is the sum total of L&D’s
contribution - or it is perceived that way even if
mistakenly so — then it Is vastly under-leveraged and
will continue to be under wilting budget pressures
and, like Rodney Dangerfield’s lament “won’t get no
respect.”

The fact is that organizations badly need a
strong and vital L&D function if they are to
remain competitive - and not simply competitive
as employers of choice, but competitive as an
organisation that can execute its strategy more
quickly and surely than others.

In this interactive and dynamic keynote session,
participants will discover why the highest and best
goal for L&D is not RO or learning, but rather is to
make contributions that accelerate the execution
of strategy. More specifically, Professor Brinkerhoff
will demonstrate, in an entertaining and engaging
instructional keynote event, how progressive L&D
leaders are, and can:

® |ncrease competitive advantage by building
a learning organization that consistently
accelerates the execution of key operations
strategies —~ out-learning to out-perform
competitors.

o Transform the L&D function into a pro-active
and truly valued business partner

» Collect practical and compelling measurement
data that clearly shows the true value of
training

* Win the hearts and minds of managers and key
executives so that they deliver the research-
proven support actions necessary for sustained
business impact from training.

Professor Robert O. Brinkerhoff is a world-
renown training effectiveness, measurement

Transforming L&D to Become an Indispensable and Strategic Business Asset
Professor Robert O. Brinkerhoff

and evaluation expert. While he has earned high
academic and research honours, he has also
provided hundreds of organizations with down-
to-earth, practical and results-oriented consulting,
tools and methods. He is known by all who have
come into contact with him as an engaging,
entertaining and powerful teacher who can help
others see their way through the foggy maze of
complex concepts and issues to clear, simple and
compelling tools and actions.

An expert with more than 45 years of L&D
experience, he is the author of sixteen books

and scores of articles and chapters. He has been

a popular speaker at major conferences such

as ASTD, IFTDO and ISP in the United States,
Saudi Arabia, Australia, New Zealand, Thailand,
Singapore, Europe, South Africa, and Russia. He
is the creator of the widely known High Impact
Learning (HIL) system, research-based and proven
methods and tools that many of the world’s leading
companies have adopted to achieve a dramatically
increased and guaranteed payback on investments
in learning and development. He is also creator

of the Success Case Method, a proven and

simple approach to evaluation of training impact
that creates compelling data that senior leaders
understand, believe and importantly, act on.

Dr. Vinayshil Gautam

The essence for managerial success is
performance. Any performance needs
p qualities. These include management
of self, ability to envision and develop consensus,
build a team and support concerted action. The
needs of leadership in the “knowledge era” require
combining the objective reality with truths about a
person. This is where the integration of knowledge
management and emotional intelligence begins.

Knowledge is a fluid mix of framed experience,
values, contextual information, and expert insight
that provides a framework for evaluating and
incorporating new experiences and information.
Emotional Intelligence is the ability to perceive and
express emotion; assimilate emotion in thought
and action; understand and harness emotion; and
regulate emotion in the self and others, Combining
the two ing higher i

Managing Performance through Knowledge Management and Emotional Intelligence

Basing himself on extensive work with the world of
work globally and his own researches, Dr Gautam
concludes with outlining a road map for action that
can reinforce performance in organisations, keeping
the above two elements in mind.

Dr Vinayshil Gautam is a Professor in the
Department of Management Studies of the Indian
Institute of Technology, New Delhi. Dr Gautam
lsa ractitioner of




. Les Pickett

Albert Einstein's famous equation

W ML changed the world forever. Now a
new equation provides a practical guideline for
enterprise success when Effectiveness = Metrics
that are meaningful and Capabilities that align
with organisational objectives and strategies to
dramatically increase the impact of return on
investment in learning and development initiatives
and managerial leadership competencies.

Les Pickett is Chief Executive Pacific Rim
Consulting Group a member of the Australian
Government Consultative Committee on
Knowledge Capital. He is a past National
President of Australian Institute of Training and
Development, Asia Pacific Federation of Human

E=MC2 - An Equation for Success

Resource Management and ARTDO International.
He is ARTDO’s representative to the United Nations
Global Compact Initiative, For five years he was
Senior Advisor to the United Nations Staff College
and subsequently completed an assignment as
Deputy Director of the College based in Torino Italy.
He is a facilitator for the Future Leaders of the West
Initiative launched last year.

One of the most experienced human resource
professionals in the Asia Pacific region Mr Pickett
has held senior corporate executive positions in
general management, information technology,
marketing and human resource management

in leading corporations. His professional career
has taken him to over twenty countries and he

has consulted for a wide range of leading public
and private sector organisations. Nearly three
hundred of his articles and papers on corporate
strategy, leadership, human capital and general
management topics have been published. He
participated by invitation in a pilot residential
programme on “Human Resources for Competitive
Advantage” conducted by the Harvard Graduate
School of Business Administration. A past
International President of the Institute of Business
Administration he is currently a member of the
International Board of Advisors of the International
Public Management Association for Human
Resources and Ambassador to Tomorrow’s Global
Company, a UK based business led international
think tank.

Dr John Wilson

“Most organisations possess a
business strategy but few of them end
up where they originally intended. So why does
this happen and how can training, learning and
development departments help their organisations
to achieve success?”

Strategic plans are essential tools for helping
organizations achieve their vision, mission and
objectives; however, Henry Minzberg, the father of
management, forcefully wrote a book about The
Rise and Fall of Strategic Planning and even the
military admit that, “No battle plan survives contact
with the enemy.”

So if strategic planning is ineffective why do we
continue to do it and are there other more effective
measures? Well, in fact, we spend approximately
one-third of our waking lives thinking about the
future and our brains are designed to help us look
into the future, assess the possibilities and choose

the best option, in other words, we are strategising.

So, how can we dream most effectively about the
future and build these skills into the organisation to
give it the greatest chance of success?

This keynote session will highlight:

* The difficulties of predicting the future in a
turbulent world.

» The failure of strategic planning.

* How short-term thinking has endangered the
wealth and health of many western countries.

* How Australia has avoided the worst impacts
of the financial crisis and how it needs to build
on this to develop greater skills in foresight
planning.

¢ How delayed gratification can enable people
and organisations to achieve greater success
in the future.

* The process of dream learning and how it can
inspire and motivate us to achieve greater
things.

Dream: A Learning and Development Strategy for the Future

e How L&D can build and sustain a coherent
future strategy for organisations.

Dr. John Wilson is a specialist with forty years’
experience of learning and development for
individuals, organisations and governments. He
also teaches at Oxford and Sheffield universities
and previously spent two years working in Sweden
and four years for an oif company in Saudi Arabia.
John has published widely in a range of academic

and practitioner journals and magazines and has
also authored and edited eight books. The two
most recent ones are a textbook for L&D students
and practitioners: International Human Resource
Development: Learning and Training for Individuals
and Organisations; and, Dream: Your Life, Your
Future, a personal development book designed to -
inspire and motivate people to imagine and create
their future lives.




C’o'ncurrent workshops

e'rship and HRD Conference

Conference delegates will be able to attend 4-6 concurrent workshops during the two-day conference. S’rlor to the
conference all delegates will recewe an onhne nomination form mvmng you to select preferred concurrent worksh

Wmnmg the hearts, heads and minds
of leaders inthe mining industry
Mark Harris and David Dewhurst; Business

improvement Specialist and Organisational

“Development Specralrst, GMD Partners
Ltd. New Zealand.
Case study: Stockton Ming

Applying Kirkpatrick Four Levels
at the Stockton Mine. A case stil
E partnershlp fo deliver a comp! hen

factors leading to the success and

and adjustments made along the:joumney. W )
earts, heads and minds of leaders in‘an industry
nowned for tough hearts, heads and minds.

ession- highlights:
Learning and performance can only: start'once

“+. you have-identified the results that the business -

needs to deliver and the cntlcal behawours that
will deliver thern,
lilding credibifity at all levels is fundamental to
the effectiveness of a Leatning and Performance
programme,
Garnlng credibility with business leaders means:
about performance rather than learning.

A Workplace Training Evaluatron

- System
- Lioyd Olivecrona, Manager - Standards and

Qualification Systeins; The Skills Organisation

 Informing and_ lmprovmg the manag
" workplace training. This model-can
~ workplace training context,

Session highlights:

& Understanding of the dynamics of effectrve
workplace training.

*Understanding of the approach required to
effectlvely evaluate workplage training systems

o Detalls of a proven evaluation framéwork for
~workplace training.

o | atest developments from the NZ workplace
tralning space that may rnform Australlan
practrce

transformatronal change? Explore the process

how the values and purpose of a medium size

professional services. firm were generated and

which prepare them for future challenges an

opportunrtres some known and others totally:
pected. This workshop will combine video
ghts, stakeholder wisdom and experief

for m'utli-sensory impact.

* Innovative approach
stakeholders.

Dr Tanvi Gautam, Managi

People Tree g

The world of work has changed ]

ways but the mental models used to manag
new: workplace need to undergo a shn"r ln i




ViAsitAaitd.com.au/conference for updates
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eadership and HRD Conference

Better Best, Brilliant! .
ynda. Chachaty Management Consultancy -
nternatlonal .

OOVer the core techniques

uch as managing change, motivating ,teams to
Igher levels of performance, managln’g a diverse

A set of exciting tools and tschniques to

rganisational challenges.

' Strategles 1o faclitate engaging
ead-learners to come to their ov
::moments by following the EA T

. Greate Interactive session plans to address S

e 'ACthltIeS, games and sesslon |deas that you car: vprovxdes practlcal expenenoe m the:1

"Use Your Voice for a Change

Carl Tinsley, Managing Director, Breaking

‘Ground Pty Lid

Have ydu ever wondered - why the voices of some

o Sess;on h/ghllghts ‘
- o' Learn and practice the 4 essennal VOICB styles

. Learn and practice language pattems for

" s Learn the difference between the typlcal male

for trainers.

- stopping, encouraging and redirectlng energy
and behaviour in the training room.:

‘and female voices and how to i |ncrease the :
Alexibllity. in-your volce, :- - S
ake away key communication strategl

ill make you a more influential prese

Technology and Reso |

~ Competency Based Training Using
AP Training Module

hmed Al-Jowder, Training and Development
uperintendent, Gulf Petrochemical
ndustries Company (GPIC)

Jase Study: Gulf Petrochemical Industries

he competitive business; a constant need
0 provide accelerated learning opportunities
0 employees is fulfilled by identifying position
reqwrements and functional /- behavioural/ core
om etericies, and by fulflllng competency gaps

|dentn‘ymg and fulfiling competen g
ERP softwarg; which'is the prime need of
road cross-section of the L&D communi

Learning content in the future -
Everything you need to discover,

~ create, store-and share engaging
learning content, all in one place and

accessible from anywhere.

Joanne Norbury, Content Services Business
Manager, eWorks

Easy access to content for my courses An exciting
VET initiative to create a national VET practitioner
online community that will Use social software and
content building: tools for sharing the workload of
developing, maintaining and curating VET specific
e-learning content to use and re-use and share
teachmg and Iearnlng experience with that content

Taking your elearning ove
Miranda Welch, Director, Amapur

Case study: Ministry of Health (NZ), Cata
Ltd; Kineo Pacific

* Organisations are dependent on partn

suppliers, customers and stakeholders:t
contribirte to achieving mutually beneficial goals.
This session explores what happens when'we =
need to engage learers that are not staff - taking
elearning beyond the traditional boundaries of.

. your organisation; Based on my experience |n the

NZ health sector, we'll look
funding; governance, sec
resources and the criteria f

- Session h/gh//ghts




Pre and Post Conference Workshops
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Statement of Participation

This is fo confirm the participation of

HWANG , JENN-RONG

In the 40 ARTDO International Leadership and
HRD Conference and AITD National Conference
Melbourne, Australia 9-12 April 2013
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Ehzogelrh Robinson, AlTD Chief Executive Officer
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