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| etter from the Editors

Dear our valued readers!

We are delighted to share with you our latest newsletter edition,
focusing on the vital and ever-evolving field of Learning &
Development (L&D).

In today's fast-paced world, investing in the growth and skills of your
people is not just beneficial; it's essential for staying competitive and
fostering a culture of continuous improvement. This edition is
dedicated to exploring key aspects of effective L&D, from
understanding its impact to identifying common pitfalls and adopting
better approaches.

Our first section, featuring insights from Sasha Seymore, originally
published on SHRM, tackles a crucial question: Measuring the ROI of
Your Training Initiatives. We delve into the challenges and importance
of quantifying the benefits of training, and explore three practical
approaches to help you better assess the return on your L&D
investments.

Following this, we feature a compelling piece by Steve Glavesk,
originally published in the Harvard Business Review, titled Where
Companies Go Wrong with Learning and Development. This section
critically examines common mistakes organizations make in their L&D
efforts, including learning for the wrong reasons and the impact of the
forgetting curve, and offers insights into what needs to change and
how to apply principles of lean learning.
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May this edition provide you with valuable perspectives and actionable
strategies to enhance your organization's learning and development
initiatives, ensuring your workforce is equipped for future success.

Warm regards,

ITD World Vietham Team
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1 Measuring the ROI
of Your Training Initiatives

Source: https://www.shrm.org/mena/labs/resources/measuring-the-roi-of-your-
training-initiatives
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Measuring the ROl of Your
Training Initiatives

The Training ROI
Dilemma

Picture this: You're an HR
manager gearing up to pitch next
year’s training budget. You've
spent weeks, maybe months,
planning a robust lineup of
workshops, online courses, and
team-building exercises.

These aren’t just events on a
calendar, they’re investments in
your company’s most valuable
asset—its people. Yet, as you
stand before the executive team,
ready to make your case, a
nagging question echoes in the
back of your mind: “How do we
really measure the ROI of our
training efforts?”

This scenario is all too familiar in
the corporate world. HR
professionals everywhere face the
challenge of proving the worth of
their training programs. In an era
when every penny counts,

showing the tangible benefits of
these initiatives is crucial.

But let’s be honest, calculating the
ROI of training isn't
straightforward. It's about more
than just crunching numbers; it's
about demonstrating how
investing in your team today can
lead to measurable success
tomorrow.

So, why does this matter? As
businesses evolve at an
unprecedented pace, staying
ahead means investing not just in
new technology or marketing
strategies, but also in your people.

But how exactly do you measure
something as abstract as
employee development?
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Training ROI Equals
Bang for Your Buck

When leaders ask to understand
the ROI of an initiative, what
they’re really asking is, “How
much benefit did we get out of
this project relative to its cost?”

In short: “How much ‘bang’ did we
get for the ‘buck’ we invested?”

When it comes to training, this
guestion can be challenging to
answer. Unlike other investments
for which the return may be more
tangible and immediate, the
results of employee development
efforts may not always be as
clear-cut.

ROl % = -

But that doesn’t mean it’s
impossible to measure. In fact, the
basic formula for calculating the
ROI of training is actually quite
simple.

As you can see, you only need
two data points to calculate
training ROI:

e The benefits of the training
initiative (measured in dollars)

e The cost of the training
(measured in dollars)

But as with anything, the devil is
in the details. Before we break
training ROl into its key
components, let’s start by
understanding the broader
context of why it matters in the
first place.

Cost of
training ($)

Benefits of

Cost of
training ($)
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The Importance of

Measuring Training
ROI

In HR, you may encounter
skeptics who question the value
of training. They may argue that
it’s difficult to quantify or that it
doesn’t directly impact business
outcomes.

However, measuring training ROI
is crucial for several reasons. It

e Demonstrates the value of
training: By calculating ROI,
you can provide tangible
evidence of how your
organization is benefiting from
training initiatives.

e Helps align training with
business goals: When you
measure the impact of training
on business outcomes, it
allows you to make strategic
decisions about future training
programs and ensure they are

aligned with overarching
business objectives.

Justifies training budget: In
today’s competitive business
landscape, budgets are
constantly under scrutiny. By
showing the ROI of training,
you can justify the investment
and potentially secure more
resources for future initiatives.

Drives continuous
improvement: Measuring ROI
allows you to identify areas for
improvement in your training
programs and make necessary
adjustments to maximize their
effectiveness.
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Challenges of
Calculating Your
Training ROI

We've touched on the benefits of
measuring training ROI, but it's
important to acknowledge that it
can be a complex and challenging
process, especially when you
don’t know what factors to
consider or how to measure them
accurately.

The most obvious challenge is the
intangibility of training’s impact.
Unlike sales or marketing
initiatives, which have clear and
direct impacts on revenue, the
effects of training are not always
as evident or immediate. How do
you measure the increased
collaboration, the spark of
innovation in your team, or that
overall happier workplace vibe
after a training session?

Another challenge is the difficulty

of collecting meaningful data.
Even when we identify what we
want to measure (be it tangible or
intangible), collecting relevant,
reliable data poses its own set of
obstacles. For tangible outcomes
such as an increase in sales or a
decrease in turnover rates after
training, the issue may involve
setting up systems to track these
metrics accurately over time. For
intangible benefits, the challenge
is even greater, requiring creative
approaches to assessment such as
surveys, 360-degree feedback, or
other qualitative measures.

And, perhaps the most challenging
of them all, you'll need to get
organizational buy-in. Employees
are hesitant to change, and when
you start discussing ROI, it may be
met with resistance. Some may
view this process as an added
burden or a way to scrutinize
their performance.
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And leadership may be hesitant to
invest in ROl measurement if they
don’t see the immediate benefits
(see my eloquently put ‘bang for
buck’ analogy).

In those moments, well-supported
data that breaks down the myriad
benefits (and costs) of training can
be a powerful tool in your arsenal.

Measuring the
Benefits of Training in
Dollar Terms

The basic formula for calculating
the ROI of training only goes so
far. It doesn’t cover the abstract
benefits that are often the most
valuable and impactful. But, if
we're being honest, organizations
want to see numbers in dollar
terms—it's a language they
understand and trust. So, how do
we bridge the gap between
intangible outcomes and tangible
ROI?

We recommend one of the
following three approaches to
quantify the benefits of your
training initiatives in dollar terms:

e Calculate the dollar impact of
improving new employee
onboarding.

e Calculate the dollar impact of
decreasing employee turnover.

e Calculate the dollar impact of
reducing operational errors.

Approach 1: Calculate the
Dollar Impact of Improving
New Employee Onboarding

According to the Brandon Hall
Group, organizations with a strong
onboarding process improve new
hire retention by 82 percent. This
means that for every employee
who stays on board because of
your training program, you are
saving the cost of hiring and
training a new employee.
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invest in ROl measurement if they
don’t see the immediate benefits
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buck’ analogy).
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data that breaks down the myriad
benefits (and costs) of training can
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According to the Brandon Hall
Group, organizations with a strong
onboarding process improve new
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means that for every employee
who stays on board because of
your training program, you are
saving the cost of hiring and
training a new employee.

And yet, despite the need to nail
down the onboarding process,
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the first day of new employee
training can feel like drinking from
a firehose. New team members
need to master huge volumes of
industry knowledge and company-
specific information to succeed in
their jobs.

For companies, it's expensive and
time-consuming to onboard new
employees. And, too often, it’s a
waste of time and money.
According to the Harvard
Business Review, it typically takes
eight months for a newly hired
employee to reach full
productivity, and 33 percent of
new hires start looking for a new
job within their first six months.

You can create major financial
gains for your company by
improving your onboarding
program. By reducing the time it
takes for new employees to
become fully integrated into their
roles, companies can save large
amounts of money.

A better onboarding program can
improve your company’s bottom
line in four measurable ways:

e Fewer days onboarding. By
streamlining the onboarding
process, organizations can
reduce the time and resources
spent training new employees
so that they can start
contributing to the company
sooner.

e Faster ramp-up of new
employees. When onboarding
is done effectively, new
employees can quickly become
productive and contributing
members of their teams.

e Reduced churn during
onboarding. Employees who
have a positive onboarding
experience are less likely to
leave the company during their
first few months of
employment. This reduces the
costs associated with
recruiting, hiring, and training
new employees.
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e Cost savings. Onboarding
often involves a series of costs
(trainer time, travel, materials)
that can add up quickly. By
streamlining the process and
reducing the time it takes for
new employees to become
productive, companies can
save money on these
expenses.

By viewing this as an investment
rather than a cost, companies can
see the value in allocating
resources to improving their
onboarding program. Showing
that investment is easier than
ever once you understand what
you’re measuring and why.

ROI % =

Simply input the variables below
and you'll have the ROl impact of
your improved onboarding
program in seconds.

Approach 2: Calculate the
Dollar Value of Reducing
Employee Turnover

Every time a skilled employee
leaves your team, it costs your
company money to replace them.

Research suggests that the cost of
employee turnover can total 150
percent of that employee’s annual
compensation. For managerial
roles, that number is significantly
higher—200 percent to 250
percent of annual compensation.

Cost of
training ($)

Benefits of
training ($)

Cost of
training ($)
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In other words, for a company

with an average salary of $50,000,

the cost of turnover is $75,000

per departing employee per year.

For a company of 500 workers

with a 10 percent annual turnover
rate, that works out to nearly $3.8

million per year!

Through better training, you can

give that money back to your

company. Deloitte estimates that

effective training can reduce

employee turnover by 30 percent

to 50 percent.

How can you calculate the true
cost of turnover in your

organization? Consider four cost

categories:

e Covering the role. Include the

cost of filling the vacant
position with temporary or

existing employees. If you can'’t
fill the position, you'll want to

account for the cost of lost
productivity.
e Filling the vacant position.

Include the cost of
advertisements, recruiters, and
hours spent screening and
interviewing candidates.

e Onboarding a new employee.
Include materials, travel, and
trainer time.

e Ramping up for the new hire.
When new employees first join
your company, they'll spend
more time learning than
producing. Therefore, you'll
want to estimate the ramp-up
time for new team members
and account for lost
productivity costs.

Each of these categories has its
own set of costs, both tangible
and intangible. For example, the
cost of lost productivity can be
difficult to quantify but can have a
significant impact on your
company’s bottom line.
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To truly understand the cost of
employee turnover, it's important
to take into account all of these
factors and calculate them
accurately. By doing so, you'll
have a better understanding of
the true cost and be able to make
informed decisions on how to
reduce it.

Now that you've calculated the
dollar value of reducing employee
turnover at your company, simply
incorporate the cost of the

training initiative to complete your

ROI calculation.

RO| % = —

Approach 3: The Value of
Reducing Costly Operational
Errors

Operational errors cost your
company money every day.
Therefore, if your training can
reduce or eliminate the highest-
impact mistakes that employees
make, you can drive significant
business impact for your
company.

Start by thinking broadly about
the full range of things your
employees need to do in their
jobs. Over the last three to six
months, what kind of operational
mistakes have you observed?
These might include payroll
processing errors, compliance
oversights,

Cost of
training ($)

Benefits of
|

Cost of
training ($)
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compliance oversights, or
inefficiencies in recruitment
strategies—areas where precision
is crucial.

To decide where to focus your
training, you can estimate the
relative business impact of each
mistake.

To do that, brainstorm the range
of potential consequences that
could result from each error. Each
consequence has a potential cost,
and those costs fall into three
broad categories:

e Hard costs. Direct financial
losses are the simplest to
quantify. This includes
expenses like correcting
payroll errors or legal fees
from compliance violations.
These costs should be tallied
as part of the operational
mistake’s overall expense.

e Soft costs. These involve the
time managers spend rectifying
an error, the negative impact

on employee morale, or
damage to the company’s
reputation. Soft costs also
encompass the potential loss
of employee trust or
engagement due to mishandled
HR practices.

e Opportunity costs. Think
about this in terms of lost
future revenue. In an HR
context, you might consider
the lost potential of a high-
performing employee who
leaves due to dissatisfaction or
the diminished employer brand
that makes top talent less likely

to apply.

After identifying these costs,
assess each mistake based on its
likelihood of recurrence and the
probability of sustaining the
identified hard, soft, and
opportunity costs. Use historical
data and insights from past
incidents to inform these
estimates.
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How many times is the given
mistake likely to occur each year?
When the mistake occurs, how
likely are you to experience each
of the hard, soft, and opportunity
costs you identified? You can use
historical data to estimate these
probabilities.

Potential
consequences of
a single mistake

| Hard Costs )

Annual cost of o
mistake

| Oppty Costs )

[ SoftCosts | x

By carefully considering each
potential consequence and
putting a dollar value to it, you
can estimate the true cost of each
operational error. This exercise
may reveal surprising results, such
as a seemingly minor mistake
actually having a high overall cost.

Probability of o
mistake (%)

Totol possible
errors per yr. (#)
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Organizations spent $359 billion
globally on training in 2016, but
was it worth it?

Not when you consider the
following:

e /5% of 1,500 managers
surveyed from across 50
organizations were dissatisfied
with their company’s Learning
& Development (L&D)
function;

e 70% of employees report that
they don't have mastery of the
skills needed to do their jobs;

e Only 12% of employees apply
new skills learned in L&D
programs to their jobs; and

e Only 25% of respondents to a
recent McKinsey survey
believe that training
measurably improved
performance.

Not only is the majority of training
in today’s companies ineffective,
but the purpose, timing, and
content of training is flawed.

Learning for the
Wrong Reasons

Bryan Caplan, professor of
economics at George Mason
University, and author of The
Case Against Education, says in
his book that education often isn't
so much about learning useful job
skills, but about people showing
off, or “signaling.”

Today’s employees often signal
through continuous professional
education (CPE) credits so that
they can make a case for a
promotion. L&D staff also signal
their worth by meeting flawed
KPIs, such as the total CPE credits
employees earn, rather than
focusing on the business impact
created. The former is easier to
measure, but flawed incentives
beget flawed outcomes, such as
the following:
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e We're learning at the
wrong time

People learn best when they have
to learn. Applying what’s learned
to real-world situations
strengthens one’s focus and
determination to learn. And while
psychologist Edwin Locke showed
the impact of short feedback
loops back in 1968 with his theory
of motivation, it’s still not widely
practiced when it comes to
corporate training. Today’s
employees often learn uniform
topics, on L&D’s schedule, and at
a time when it bears little
immediate relevance to their role
— and their learning suffers as a
result.

e We're learning the wrong
things

Want to see eyes glaze over
quicker than you can finish this
sentence? Mandate that busy
employees attend a training

session on “business writing
skills”, or “conflict resolution”, or
some other such course with little
alignment to their needs.

e We quickly forget what
we've learned

Like first year college students
who forget 60% of what they
learn in high school, studying
merely to get the CPE credit
suggests that employees, too, will
quickly forget what they learn.
German psychologist Hermann
Ebbinghaus pioneered
experimental studies of memory
in the late 19th Century,
culminating with his discovery of
“The Forgetting Curve.” He found
that if new information isn’t
applied, we'll forget about 75% of
it after just six days.
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The Forgetting Curve

If new information isn’t applied, we'll
forget about 75% of it after just six days.

Lapsed time since learning: None Retention (%)
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Use It or Lose It

We can blame biology — and our
innate, evolutionary desire for
survival — for the fact that
humans quickly forget what we
learn. As Matthieu Boisgontier, of
the University of British
Columbia’s brain behavior lab put
it, “Conserving energy has been
essential for humans’ survival, as it
allowed us to be more efficient in
searching for food and shelter,
competing for sexual partners,
and avoiding predators.” As a
result, our brains quickly forget
what we don’t use. Incorporating
new learning into your work is
one way to retain knowledge.
Another is spaced repetition.
Originally proposed by
psychologist Cecil Alec Mace in
1932, it refers to spreading
learning out over time (material
should be reviewed in gradually
increasing intervals of roughly one
day, two days, four days, eight

days, and so on). This approach
takes advantage of the
psychological spacing effect,
which demonstrates a strong link
between the periodic exposure to
information and retention. Studies
show that by using spaced
repetition, we can remember
about 80% of what we learn after
60 days — a significant
improvement.

Sadly, most L&D programs
overlook these biological realities
and invest billions of dollars into
what amounts to transfers of
quickly forgotten information.

What needs to change

Today'’s fast-moving business
landscape calls for organizations
and their people to adapt to
changing circumstances rapidly,
and to always be learning. As
Wired co-founder Kevin Kelly
puts it,
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“Get good at beginner mode,
asking dumb questions, making
stupid mistakes, and teaching
others what you learn.”

Lean learning, which pays homage
to Toyota’s lean manufacturing
system, stresses using effort only
when it's needed, improving
outcomes, and cutting waste; it's
short, affordable, and provides
employees and organizations with
an immediate capability update.

Lean learning is about:

e Learning the core of what you
need to learn

e Applying it to real-world
situations immediately

e Receiving immediate feedback
and refining your
understanding

e Repeating the cycle

Like lean manufacturing and the
lean startup before it, lean
learning supports the adaptability
that gives organizations a

competitive advantage in today’s
market.

How to Apply Lean
Learning

e Think 80/20

Tim Ferriss, entrepreneur and
author of The Four Hour book
series, is an advocate of a lean
learning method he calls
DiSSSCaFE. He suggests
identifying the minimum learnable
unit (MLU), and applying the
Pareto Principle. If you want to
learn Japanese, focus on the 20%
of words and phrases that show
up 80% of the time. Then apply
what you learn in actual
conversations with Japanese
speakers as frequently as needed.

e Apply learning to real-world
situations

At Collective Campus, we don't
just teach executives a specific
innovation methodology.
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We first ensure that they can
actually apply the methodology
internally, and we request that
they bring real-world projects to
workshops so that we can apply
what’s learned in real-time,
shorten the feedback loop, deliver
business outcomes, and
encourage “aha” moments.

e Leverage guided learning

Rather than provide training at
specific intervals, guided learning
embeds continuous learning into a
live application. Think screen pop-
ups as-you-go that support rapid,
context-sensitive, and
personalized learning. This is
especially applicable for functional
leads, employee on-boarding,
cross functional teams, IT, and
end-user training.

e Personalize content

Using today’s technologies, you
can personalize training so that it
adapts lessons based on employee

performance, tailoring content to
every single employee’s needs,
learning style, and delivery
method.

e Provide ongoing support

Providing employees with further
support after a learning session
via a combination of instant
messaging, voice messaging, and
chatbots ensures that they can
apply learning to specific
challenges.

e Activate peer learning

When your employees want to
learn a new skill, they typically
don’t Google it or refer to your
learning management system
(LMS) first; 55% of them ask a
colleague. When you account for
the fact that humans tend to learn
as they teach, peer learning offers
a way to support rapid, just-in-
time learning, while strengthening
the existing understanding your
employees have about concepts.
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It could be as simple as
establishing an online
marketplace, or periodic peer
learning workshops, to connect
employees who are willing to
teach specific skills with
colleagues who want to acquire
such skills. Incentivizing peer
learning by incorporating it into
performance reviews can ensure
that employees continue to invest
time into the program.

e Offer micro courses

Give employees short, bite-sized
learning opportunities, which can
take the form of digestible, hour-
long courses on topics of
relevance to an employee’s
immediate challenges or
opportunities.

Moving From Credits
to Outcomes

In order to begin practicing lean
learning, organizations need to
move from measuring CPEs
earned to measuring business
outcomes created. Lean learning
ensures that employees not only
learn the right thing, at the right
time, and for the right reasons,
but also that they retain what
they learn.

And as Eric Ries, author of The
Lean Startup, says, “The only way
to win is to learn faster than
anyone else.” This has never been
truer than it is today.
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1-1Coaching #1
(2hrs each online)

Build High-Performing Teams ~ Foster trust and collaboration to create
cohesive, results-driven teams.

Align and Execute with Excellence ~ Integrate team goals with
organizational priorities to achieve maximum impact and execution.

Navigate Team Dynamics ~ Overcome challenges effectively with
strategies to maximize unity and productivity.

Inspire Peak Performance ~ Equip leaders with actionable tools to drive
accountability, innovation, and exceptional team results.

Learn from Thought Leaders ~ Gain exclusive insights and strategies
from global experts to empower team transformation.

Innovative Learning Methods ~ Gain from a customized blend of in-
person, team, and online methodologies.

Access Valuable Resources ~ Utilize cutting-edge mobile app, toolkit
and materials for outstanding results.

Practical Application Focus ~ Engage in workshops, virtual sessions, and
hands-on projects for real-world impact.

Global Network Alliance ~ Collaborate with senior leaders from other
leading organizations during Phase 2 of the SLDP journey.

Leverage on Global Gurus ~ Tap the wisdom of mega-guru mentor-
coaches throughout the SLDP journey.
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(with Action Learning Application) {with Action Learning Master Coach
Application) {&months™ optional)
- .

1. Life Coaching

2. Executive Coaching
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3. Disruptive Team Coaching
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4. Strategic Business Coaching

5. Coaching Culture
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Everyone Can Coach for a Better World

The LETs Coach app enables powerful coaching every time, everywhere,
and everyone. Use the app to inspire people to pbring out the bestin
people so they can lead their best lives. Leverage on powerful tools to
help individuals discover their life purpose, set compelling goals, create
actionable plans, foster personal and professional growth, and unlock
their full potential, making a positive impact on the world.

-—
/ERY LEADER CAN BE A Grea 4 C'oa 4 é

GAME-CHANGING SYSTEMS

' 365 — Daily Inspiration for a Better World

STORIES - uplifting Soul for a Better World
LEARNING - Profound Wisdom for a Better World
MASTERY - 5 Levels of Mastery for a Better World
TOOLKIT — Empowering Leaders for a Better World
RESULTS - Rapid Progress for a Better World
GAMIE - Fun Challenges for a Better World
MARSHALL Al — Mentor Coach for a Better World
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(Kickoff) CERTIFIED CHIEF MASTER COACH By John Mattone, DJ
Mitsch, Brenda Bence,

OCT 27-29 Arthur Carmazzi

NOV 24-26 Dr. Marshall Goldsmith,

DEC 17-19 Dr. Peter Chee

JAN 28-30 & Dr. Marcia Reynolds

MAR 11-13

SEP 30 e-CIDD Fee USD 2,800/pax
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LEARN ANYTIME AND ANYWHERE!
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. By Dr. William ).

Acceleration Rothwell

(F2F in Malaysia)
OCT 24, 31 e-CTP Fee USD 3,500/pax
NOV 07,14, 21, CERTIFIED TRAINING PROFESSIONAL By Dr. Mario Aquino del
28 Castillo
NOV 11-12 e-CTLP Fee USD 2,800/pax
NOV 18-19 CERTIFIED TALENT DEVELOPMENT AND LEARNING By Dr. William J.
NOV 25-27 PROFESSIONAL Rothwell
DEC 02-03 Dr. Mario Del Castillo

Early bird: Discount 10% Standard fee
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V Your Global Coaching &

Leadership Development Partner Follow us

LEARN ANYTIME AND ANYWHERE!

For further enquiries, please visit © www.itdworld.com © ITD World. All rights reserved.
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August 2025 July 2025 June 2025

Topic: Talent Acceleration Topic: Leading through Disruption Topic: Competency Management

SUCCESS

May 2025 April 2025 March 2025

Topic: Digital Leadership Topic: HR Transformation Topic: Elevate Coaching Skills
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MALAYSIA
ENANG (Head Office)
TeL +6Ux.’. 228 3869

E-mail: itdpg@itdworld.com

Tel: +403 6203 3880
E-mail: itdkl@itdworld.com

SINGAPORE

TD INTERNATIONAL PLELTD
Tel +65 85 556 DDI

E-mail: itdsg(@itdworld.com

THAILAND

INT -,. R N/ DN/ e
Tel: +662 116 9336 to '?
E-mail: itdbkk@itdworld.com

M

VIETNAM

ITD VIETNAM

Tel: +84 28 38 258 487

E-mail: itdhecmc(@itdworld.com

PHILIPPINES

) CONSULTING GROUP INC
TeL +63 916 33 fn? 2&8
E-mail: itdmanila@itdworld.com

CAMBODIA

ne

| U-LUL

Tel: +855-23 555 0505
E-mail: itdcambodia@itdworld.com

INDONESIA

+622‘| 29308710
E ma|l, itdjakarta@itdworld.com

MYANMAR

Tel +959 765 222103
E-mail: itdmyanmar@itdworld.com

MEDITERRANEAN
ERRANEAN
Tel +9[] 532 263 6666
E-mail: itdmediterranean(@itd-
world.com

BRAZIL

Tel +55 ‘II 99961 9706
E-mail: itdbrazil[@itdworld.com

EURDPE

TeL +55 ‘II 99961 9706
E-mail: itdeurope(@itdworld.com

AUSTRALIA
E-mail: itdaustralia(@itdworld.com
AFRICA

E ma|l ddafrrcal’ﬁntdworld com
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Mission
Transforming Leaders and Changing the World for the Better.

Vision
The #1 Global Coaching and Leadership Development Partner.

Core Values [LISTEN):
Love, Innovation, Synergy, Trust, Excellence and Nurture.

Competitive Advantage Statement:

ITD World is an award-winning Multinational Corporation that provides the
world’s best coaching and leadership development solutions to leading global
organizations. We offer comprehensive & innovative solutions that produce
superior results

Core Activities and Resources:

Talent and Leadership Development; Corporate Training, and Consulting; Team
and Executive Coaching, Professional Competency Certification; Mega Events
and Seminars; Coaches, Mentors and Speakers Bureau; Community Services
and Campaigns. Over 308 world-class programs and more than 200 dedicated
mega gurus, top international resource persons, trainers, speakers, coaches
and consultants from around the world.

Exclusive Mega Gurus:

Dr. Marshall Goldsmith, John Mattone, Dr. William Rothwell, Dr. Peter Chee,
Thomas G. Crane, Dr. John C. Maxwell, Marcia Reynolds, Darelyn DJ Mitsch,
Arthur Carmazzi & Brenda Bence

Quality Certification, Awards & Publications:

Winner of the ARTDO International HRD Excellence Award in
recognition for outstanding contribution to international Human
Resource Development.

Bestowed the Brand Laureate International Award for the Best Brand
in Training.

Cutting edge books co-authored with the world's Top Mega Gurus-
‘5 Levels of Mastery”, "Coaching for Breakthrough Success”, "12
Disciplines of Leadership Excellence”, "Becoming an Effective
Mentoring Leader,” and "Leader’s Daily Role in Talent Management”.

Clients:

Intel, IBM, United Nations Missions, American Embassy, Western Digital,
Agilent, Dell, AMS, Motorola, Nike, First Solar, Accenture, Citibank, Central
Bank of Malaysia & Philippines, ThaiBev, LinkedIn, Adobe, Micron, DHL,
OSRAM, Infineon, Siemens, B Braun, Bosch, Schneider, Toyota, Ajinomoto,
Samsung, UOB Bank, AEON, Swire Shipping, Dominos, Siam Cement Group, CP
Group, Sacombank, PetroVietnam, Petron, SM Supermalls, Malaysia Airlines,
Vingroup, Philippine Airlines, Shangri-La Hotels, Sheraton, Prudential, AlA,
GSK, MSD, Bayer, Johnson & Johnson, Unilever, Nestle, Coca-Cola.

E"i" Follow us on
iRzl 00000

the B et S Chapter omand]

www.itdworld.com
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@ ITD World. All rights reserved
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