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GlobalBusiness
AIRES has recently undergone a 
rebranding project. Please tell us 
a li�le bit about that? What has 
changed about your approach?

management, and issue resolu�on, 
but it doesn’t remove the human 
element from any aspect. Instead, 
it provides system generated support 
and guidance, allowing our specialists 
to do their job at a peak level.
We named our suite of tools RELOx, 
based on the tech industry concept 
of “UX,” the user experience. Our 
goal for every piece of Aires technol-
ogy is to have it be intui�ve and easy 
to use. Powerful technology without 
the end user in mind is basically 
wasted effort. 

Jeff Wangler
Our technology innova�ons have 
been driven by the needs of our 
clients and changes in the reloca�on 
industry. We like to consider our-
selves a technology company that 
happens to provide reloca�on ser-
vices. From the early days, we’ve 
listened to our clients and created 
customized solu�ons that we can 
then offer to our en�re client base. 
We’ve also closely followed trends in 
the reloca�on industry and created 
tools to adapt to the changing mar-
ket.Our ul�mate goal in developing 
technology is to automate and 
simplify processes as much as pos-
sible without losing that human 
touch. Instead of having technology 
replace a person, our goal was to 
have it powerfully assist our specia-

GlobalBusiness
Let’s talk a li�le bit more about your 
technology. How have you managed 
to stay innova�ve in the industry?

“…specialists do their job at peak ”

“… dedica�on to people, 
processes, and technology”

������������������������������
���������������������������
��������������������

lists. For example, our system auto-
mates service delivery, expense

Jeff Wangler
Our approach really hasn’t changed. 
We’ve always felt that our strengths 
have been our dedica�on to people, 
processes, and technology. We saw 
the re-branding as an opportunity 
to refresh and put these concepts 
front and center, but AIRES is s�ll 
the same organiza�on we’ve always 
been. Our professionals are s�ll 
great at what they do. They’re in-
spired by a caring a�tude and a 
drive to serve. 

INTRODUCING MR 
JEFF WANGLER
President at AIRES

32 year career in transportation, 
logistics, domestic and international 
relocation and mobility services. 
AIReS serves the relocation industry 
and has been a mobility leader 

since 1981. 

https://www.aires.com/


One other trend we have no�ced is 
mobility managers wan�ng to stream-
line their own processes and have 
things be more automated and simp-
lified as they take on more and more 
responsibility. 

Companies want to go to one RMC, 
a one-stop shop, and have them 
manage the process with their staff 
and their technology, making the 
total reloca�on experience sa�sfying 
to the employee and streamlined for 
the corporate client. 

GlobalBusiness
Can you provide an example of how 
you’ve used technology to adapt to 
a changing industry?

Millennials, that are more interested 
in managing their own benefits.

We knew that we needed to ad-
dress these trends head-on and 
create a tool for the lump sum 
employee popula�on, but we had 
to do it the AIRES way. Even the most 
independent person can find moving 
from one city to another daun�ng. 
We didn’t want to just create a site 
where the employee could login, 
see their balance, and basically be
on their own throughout the move.
So, when developing SpringBoard℠, 
we kept the user experience in mind.    
 

���������������������
��������������������

��������������������������
������������������������������
�����������������������������
������������

������������������������������
���������������������������
��������������������

Jeff Wangler
Definitely. We were very excited 
this year to release SpringBoard℠, 
a self-service lump sum manage-
ment tool. We’ve seen a growing 
trend in the past few years. For cer-
tain  employee groups, companies 
have reduced benefits, op�ng for a 
lump sum payment instead of full 
service benefits.

It never gets used. 
With that in mind, we developed 
Web and mobile tools that are both
simple and powerful, guaranteeing 
they’ll be useful to our clients and 
their employees. 

Jeff Wangler
We developed a state-of-the-art, 
user-friendly site, but we backed 
it with a human element. 
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We made sure the service partners 
available are the same ve�ed partners 
available through our primary vendor 
network, and support from an AIRES 
specialis�s always available so that 
the employee has a lifeline any�me 
there are ques�ons. 

At the same �me, we’ve seen more 
employees, par�cularly 

https://www.aires.com/


BusinessConferences

Fo more info contact:Edwin B Cohen, Publisher. Text/Call +16197873100 (ok zoom, WhatsApp), 
skype globalbusinessnews1 or email:   

It’s all about Global Business 
requiring MOBILE TALENT.

“Live” Training & Networking”
By design, “live” GlobalBusiness training 
conference workshops are not a trade-
show atmosphere because we have been 
advised by top-�er leadership to avoid it. 
GlobalBusiness trainings are smaller by 
design and very, highly-interac�ve in 
every session. Who’s involved typically? 
CHRO and VPHR, func�onal leadership 
from talent strategy, recruit, OD/Learning, 
Rewards/Compensa�on & Benefits, 
tax & legal, Mobility. In some of the train-
ings, Risk Managers, BusinessTravel, CFO, 
CMO, technology.

 

 

Scope & Depth
Conference #1 was presented in October 1984 
in associa�on with Los Angeles Area Chamber 
of Commerce inside their Bixel Street head-
quarters. At the �me, we publishing 
CALIFORNIA BOUND®, a glossy recruitment/
reloca�on guidebook to communi�es, 
educa�on resources/schools, lifestyles. 
The Chamber was a large customer and they 
are asked for our assistance with their mem-
bership campaign. We suggested they partner 
with us in a conference to be held inside their
 building; we would bring several prospects. They agreed and via good marke�ng a�racted almost 200. It became the beginning of 
something and we named it, California Reloca�on Council™.  In the audience were HR and reloca�on represen�ng a variety of companies 
and industries; including: Apple, Union Bank, Chevron, BofA, EY, Boeing, Northrop Grumman, TRW, US Air Force, DOD, Jet Propulsion Lab, 
CalTech, UCLA, USC, Fluor, Paramount Pictures, 20th Century Fox, ABC Broadcas�ng, Disney, Wells Fargo, and many Realtor Reloca�on 
Directors from various agencies such as Century21, Coldwell Banker, and pres�gious independent real estate firms, developers, 
and others. Since then +300 “live” events have been organized, financed and presented across the US, Mexico City, Canada, 
Panama (’06), Brasil (1st �me ’09), London (1st �me ‘97), Paris (1st �me ’99), Amsterdam, Brussels, Madrid, Frankfurt, Mannheim, 
Munich, Cologne, Vienna, Roma, Milano, and in Switzerland 13 �mes.
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'LIVE'   TRAINING & NETWORKING
Global Workforce Planning; Strategic Mobile Talent
SEE WHO & WHAT 
1.   JAN 19  was Los Angeles h�p://bit.ly/2dxEcXU    
2.  JAN 26  was San Francisco h�p://bit.ly/29k5HCt  
3.  JAN 31 was  Houston  h�p://bit.ly/2d0KELI    
4.  FEB 2  was Dallas h�p://bit.ly/2h7BMBG
5.  FEB 16  was Miami    h�p://bit.ly/2hqjVtg  

    

6.  MAY 25  SILICON VALLEY  
7.  JUNE 28 TORONTO 
8. JULY 14 BOSTON  
9. SEPT 25 CHICAGO

 editorglobalbusinessnews@gmail.com

 https://lnkd.in/gQNxehi
 http://bit.ly/2pSLdIP 

http://bit.ly/2onRxrD 
http://bit.ly/2oWGWGX

mailto:editorglobalbusinessnews@gmail.com
 https://lnkd.in/gQNxehi
http://bit.ly/2pSLdIP
http://bit.ly/2onRxrD
http://bit.ly/2oWGWGX


INTRODUCING WENDY KENDALL

Based in the UK.  Wendy Kendall is a global 
career / talent strategy expert and an execu�ve coach. 
Wendy advises corpora�ons and execu�ves to think 
differently about global talent development. 
She's an organiza�onal psychologist for more than 
twenty years and was a U.K. military psychologist. 
Wendy has lived and worked overseas for the past 
15 years. She established her own prac�ce in 2003 
and has worked with nearly 3,000 global leaders 
and managers in that �me.

Her work has focused on assis�ng 
mul�na�onal companies and inter-
na�onal NGOs, that's nongovern-
mental organiza�ons, such as 
Brookings Ins�tu�on and Carnegie 
Endowment for Peace, Gates 
Founda�on and others. 

Wendy Kendall
Hi, Ed. Thank you. Really a pleasure 
to be here with you.

GlobalBusiness
It's my pleasure. You have wri�en 
some posts, they are wildly popular 
on LinkedIn and through different 
business channels. What is the 
fourth industrial revolu�on?

Wendy
This topic was actually the subject 
of the World Economic Forum at 
Davos 2016;  they had a week's 
worth of ac�vi�es trying to explain 

  

explain the coming of the fourth 
industrial revolu�on and what that 
might mean for business. 

Pu�ng it very simply, this is the 
age of hyper-connec�vity and the 
breaking down of silos across the 
world. It has implica�ons for 
global talent development in many 
different ways. That's really what 
the fourth industrial revolu�on is 
in a nutshell.

GlobalBusiness
Let's back up a li�le bit and go a 
li�le deeper. What was the third 
industrial revolu�on?

Wendy
The third industrial revolu�on was 
the age of compu�ng and digitaliza-
�on and we saw the growth of 
compu�ng power across the world. 

Wendy
What we have essen�ally is we 
have the growth of the internet, 
but then through the addi�on of 
sort of sensors, which are a�ached 
objects, we now have the growth 
of the internet-of-things, so the 
internet which was already con-
nec�ng people through computers 
is now connec�ng people and 
objects through computers.

 

LET’S WELCOME WENDY KENDALL

As we move into the fourth 
industrial revolu�on we're seeing 
that compu�ng power becoming 
highly networked and exponen�ally 
powerful and ubiquitous because 
of that.

GlobalBusiness
This is digitaliza�on? What is that 
in a nutshell?

What is also happening is that those 
sensors are becoming smaller and 
smaller and they're being embed-
ded into biological systems. That's 
where we get this sense of hyper-
connec�vity that is just spreading 
and moving across the world. As I 
said earlier, it has a lot of implica-
�ons for the future of work and the 
way in which jobs will be the kind of 
jobs that people will do in the future.

“Applying similar principles, 
the objec�ve is to help global 
companies be�er engage and 
be�er connect / communicate 
with their employees so the 
employee (and family), capital-
ize on their talents… and so that 
companies can be�er measure 
the ROI of their global talent 
development programs.”
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Featured INTERVIEW 

Her work, once again, has focused 
on assis�ng these companies and 
organiza�ons to implement global 
talent development strategies that 
prepare their future leaders for 
what's called the fourth industrial 
revolu�on.  WendyKendall.com  



GlobalBusiness
The sensors that you men�oned, 
we're not just thinking about sec-
urity precau�onary sensors, this is 
probably the founda�on of the 
smartphone, isn't it? It's senses 
where you want to go or what 
you're thinking and it connects you 
or… fills-out the rest of the sent-
ence or word …or whatever.

Wendy
Yeah, exactly. That's just one ex-
ample of it. I mean in addi�on to 
those sensors that are in either 
handheld devices or in everyday 
objects in our homes, so the idea 
of a smart fridge, which will order 
your food for you, going now into 
biological systems where ... I mean 
at the moment people have, for 
example, these Fitbit and those are 
kind of devices that they a�ach to 
themselves that monitor their sleep, 
that monitor their wakefulness, the 
amount of ac�vity they do, the 
kinds of ac�vi�es, the geography 
there at, the geographical loca�on.
Alongside all of those sensors we 
also have the rise of ar�ficial intel-
ligence, which is giving us so much 
more processing power, star�ng to 
an�cipate the trend of what groups 
of people will do and what also ind-
ividuals will do. 

That's essen�ally meaning that we're 
star�ng to create a situa�on where 
we can harness all of the people in 
 the world.  The kind of collec�ve 
talent and crea�vity and poten�al 
for the crea�on of knowledge of 
much more than we ever could do 
in previous �me.

GlobalBusiness
Fascina�ng, isn't it?

Wendy
Yeah.

GlobalBusiness
You are a psychologist, so here we 

are talking about things and a 
psychologist deals with people … 
so therefore, define the problem 
and then talk about a solu�on.

This is changing both the way in 
which we interact with the world, 
the way in which we interact with 
people and therefore the nature 
of the job that we will be doing 
in the future as well. All of those 
things will have an impact on how 
companies grow and develop and 
deploy talent across the world.

Wendy
I think the issue is that the fourth 
industrial revolu�on is really going 
to change the ways in which we 
interact with the world around us. 
That's one part of it. Ques�ons 
exist: How do we now interact with 
the world around us? How are we 
going to be interac�ng with people 
in the world around us in the fut-
ure? Think about the idea of 
‘virtual reality’.

GlobalBusiness
But the policies and prac�ces 
haven't kept up or really haven't 
tuned-in on maximizing the way 
this connec�vity can work, especi-
ally when we're talking about 
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GlobalBusiness
Sounds like ‘twilight zone’ stuff.
Wendy      
Technology is growing so quickly, 
virtual reality is really coming on-
line and into its own that when we 
think about it from a global talent 
development point of view or a 
global career point of view, we 
could even be in close collabora-
�on with people all over the world 
through a virtual reality context. 

Wendy      
So far. Exactly.

GlobalBusiness  
Now with that in mind, we're both 
dealing with mul�na�onal 
organiza�ons, many of these 
organiza�ons, I mean we're talking 
about people who run the organi-
za�ons. Computers may run the 
world, but people run the com-
puters.



about mobility of people and com-
munica�ons, it's all there for company 
managers in the home office to com-
municate with somebody even though 
they're thousands of miles away but 
they're not doing it as well.

That new place and to spread that 
knowledge when they go there, share 
their working prac�ces, their new ideas 
about how to work and how to create 
business. At the same �me there's 
also an idea that we move people 
across the world so that they can re-
ceive knowledge, so this is, let's say, 
an idea of receiving and transmi�ng 
knowledge through global assignment. 
With hyper-connec�vity essen�ally 
we're star�ng to move to a posi�on 
where we need to think about crea�ng 
value through these global assignments.

Wendy   
Exactly. I mean one my main concerns 
when I've been working with people 
who are iden�fied as global talents 
working for mul�na�onal corpora�ons 
and they're being sent around to differ-
ent global assignment and what you 
start to see and in discussion with 
global talent directors and so on, the 
discussion that we've had is around the 
ways in which we're suppor�ng people 
in those careers and in those posi�ons. 

We are s�ll or have been suppor�ng 
people in essen�ally transmi�ng 
knowledge across the world. Why 
would you send an individual out to 
live in another country?
Very o�en it used to be in order to 
take knowledge to that country, to 

I think this highlights the ways in which 
we need to start changing our thinking 
around the why… and the how …and 
the what …..when it comes to global 
talent development for the fourth 
industrial revolu�on.
 
GlobalBusiness
VR, virtual reality, have you ever put 
on one of those headsets? I haven't.

GlobalBusiness
OK, so now let's get back to the 
exis�ng world of global talent, the 
rise of a global middle class, which 
means a lot of people in different 
countries around the world who 
may or may not working for mul�-
na�onal companies but they have 
a smart phone and they know how 
to code and so they're able to 
communicate.

  

Wendy  
Very interes�ng; one of the messages 
that we've been sending people when 
it comes to growing your career across 
the world, one of the philosophies has 

Rather than just transmit the knowl-
edge or receive the knowledge we 
actually need to be harnessing all the 
poten�al of that link, so why would we 
send the person to go and live in a 
country in the future… if they can get 
on VR headset and they can be in close 
collabora�on with their team anyway?

What inherent value would it have? 
How can that ac�vity create value for 
people and for companies as well? 
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Wendy  
Not one of the newest ones, but the 
funniest thing is that the very, very 
first project that I worked on when I 
le� my master's degree and I went 
working for the military was to help 
engineers develop virtual reality train-
ing for soldiers, so even 20 years ago 
we were exploring how could we net-
work people across the world and 
have them train together in a virtual 
environment. I can tell you the tech-
nology that we had 20 years ago was 
really clunky and really heavy comp-
ared to what it's like nowadays.

This is the future for our kids or grand-
kids and yet that future's now, par�-
cularly because of the rise of next gen 
age brackets and kids now 20 years 
old and about to enter the workforce, 
it's going to be very different than it 
is right now, isn't it? 



been that we need to show the 
ways in which we're similar to other 
people across the world. 

 

.

We have to get really clear about 
where we can add value, where can 
we create value, and how can we 
harness our differences and our 
uniqueness.

That implies as well that we need 
to enhance our abili�es to collabo-
rate even though we're different 
from other people, but that is really 
a big point and a big change that 
this fourth industrial revolu�on is 
going to have on us. 

I have a 19 year old daughter who's 
just heading off into the world of 
work and when I think about what 
I would advise her to do when it 
comes to applying for, whether it's 
internship or whether it's her first 
posi�on in a global mul�na�onal, 
I would be saying to her, "Think 
about what are the ways in which 
you're different …and what are the 
ways in which you can bring value 
to a team through your differences." 

A nice thing if we can demonstrate 
our similari�es and our commonal-
i�es, but when it comes to growing 
a global career the impact of this 
hyper-connec�vity has been to kind 
of fla�en the market, so at the same 
�me as everyone having a stake in 
having a global career it means 
you're compe�ng poten�ally against 
everybody else in order to make 
your next career step. The key thing 
that we have to start thinking about 
is… what makes us different and 
how is that valuable? approach global mobility is a lot of 

our philosophy was around what 
they call the ‘U-shape curve of in-
tegra�on’ and this is a model that's 
going back even to the 1950s and 
the world was a very different 
place in the 1950s compared to 
now.  The u-shape curve portrays 
changes that are emo�onal and 
somewhat physical during the 
stages of a reloca�on experience 
and how people are impacted, and 
therefore how organiza�ons are 
impacted.

So now the ques�on must become, 
How can we help people to be 
‘less different’ and how can we 
help them to experience ‘less of a 
downturn’ in their success a�er 
they have a move abroad? 

When we look at that u-shape 
model it’s essen�ally a deficit mo-
del, saying  "What are you missing 
and how can we fill the gap?" 

We have to start thinking about 
this… how can we ensure these 
cross-border moves are actually 
crea�ng value for us and the com-
pany.

GlobalBusiness
OK but first I have a ques�on. Let 

me describe, for simplicity sake, 
the situa�on.
. 

 

So therefore, the U-shape portrays 
when you dip-down into depression 
or confusion… or being alone …and 
the new people around you seems 
real foreign, strange, and one day 
you wake-up and you don't know 
where you are any more. 

Then a�er a while, perhaps with 
help… with training… or with a new 
or right a�tude … or somebody 

The U-shape means… I'm going on 
an assignment and will at first be 
going out and enjoying new restau-
rants or walking down new streets 
or out and about enjoying the 
nightlife, cafés and mee�ng new 
people. Then you se�le in, 
especially if you have the family 
with you, two or three months later, 
oh …the feeling sinks in… where 
am I? What has become of my reg-
ular ac�vi�es and my life? You miss 
the familiarity of home and the 
comfort and you feel apart and 
you're losing contact with people, 
the life, and what's going on in 
other people's lives …and with 
demands at work and expecta�ons 
of bosses and coworkers, well,  all 
of a sudden it just piles up.
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GlobalBusiness
You're talking about ‘global mindset’ 
but from a different perspec�ve.

Wendy
Definitely. I mean what really struck 
me when I look back into how we

Wendy
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GlobalBusiness
Now, all that takes a lot of effort and 
�me and yet this type of situa�on is 
not new to the company… it's been 
going-on for years and years, but 
there is another way of looking at it …  
more of an  S-curve?

Wendy
Exactly. It’s really a mathema�cal curve 
that has been used to explain other 
things, such as the spread of innova�ons.
The S-curve has been out there, it's 
not just a crea�on out of one individ-
ual's head. Here was the idea that 
struck me when I first moved abroad 
and we were talking and I went on 
some of these workshops as well, talk-
ing about culture shock, and was ex-
posed to this U-shaped curve of 
integra�on and the thing that really 
struck me was that when I was work-
ing for the military they never planned 
for a U-shaped integra�on curve when 
they deploy overseas. 

They planned for more of a S-curve.
They say, "Okay, we're going to deploy 
to a new an environment, we need to 
‘hit the ground running’ … we need to 
be successful as soon as we hit the 
ground …and we need to learn rapidly 

 

 
For the military it's more of a series 
of S-curves and just having had that 
experience of working with them 
really made me ques�on whether 
we could apply something like an 
S-shape mindset to the processes of 
moving people across borders within 
a mul�-na�onal company.

Wendy
Yeah, it's planning for this to be a 
growth experience. On the one side 
we can talk about the trauma of mov-
ing across a border, which is a bit more 
of a U-shaped idea,but at the same �me 
psychology anyway,we know that when 
people are exposed to stresses and chal-
lenges actually there's a lot of growth 
that is s�mulated because of it. Let's plan 
and work for that ratherthan planning and 
work-ng for the downturn. What would 
that look like? 
That would essen�ally mean helping 
individuals, first of all, to understand 
why they're going on a global assign-
ment and what kind of value they 
can create when they get there.  
That's a really, really important point.
At the moment, do we ask the family 
how is this going to create value for you? 
Not so much. Not in my experience. 
Do we really focus on helping the 
person going on assignment to 
iden�fy what's the value you're going 
to create with the differences you're 
bringing?
Because the sense of ge�ng lost in a 
global assignment comes from being 
told all the great things that you know 
you do well, all your talents and abili�es, 
well now you've got to kind of smooth 
them down so that you can fit in and not 
put your head above the parapet too 
much, don't be too different. That causes 
a loss of iden�ty and the downturn in 
the experience that people have.

   

…and we need to get the job done to 
reach a certain objec�ve in the mini-
mum amount of �me," and depend-
ing on the circumstance, with the 
minimum of casual�es. 

  

reaching-out who's been there already 
and done that before … they speak-up 
and talk with you, help you get back… 
get into a new frame of mind…   
you ‘come back up’ if you will. 
That's the U thing, right?

Wendy
Exactly, so the bo�om of that 
U-shaped curve is essen�ally what 
gets called culture shock, so the idea 
is that perhaps with more and more 
exposure or more and more under-
standing you eventually recover out 
of that culture shock and you get to 
a point of acceptance of integra�on. 
The smoothing out of that is the 
smoothing out of differences between 
you and your new culture.

GlobalBusiness
So this is helicoptering …hovering over 
the assignee and family with coaching.  
In other words staying in touch and not 
really being like a helicopter mom, but 
to have an expecta�on that there will 
be issues and avoiding that, if you will, 
through con�nuous learning, accultur-
a�on, integra�on, localiza�on to some 
degree, every step of the way rather 
than wait for something to hit bo�om.

What they do is they look at an ini�al 
transi�on period while the guys are 
learning about how to operate in this 
environment and then a big upsurge 
in ability to operate.Then, okay, we've 
achieved our mission, we're now 
ramping down and then we're going 
to move on to the next deployment 
a�erwards.

They don't plan for a U-shaped curve, 
it's not the mindset.



I suppose it will cost the company 
even more money if the assign-
ment blows up, but doesn't it cost 
money to do this?
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In other words, how do you meas-
ure and where can you find the 
value? How can you iden�fy it and 
on an individual basis? Now 
doesn't this cost a company a lot 
of money?   

GlobalBusiness
… makes sense to me.

  

When you look at it, essen�ally 
the issue has become because 
we've not been very good at under-
standing how to value the assign-
ment… audi�ng what is the value 
created? Is it new knowledge of 
self and also new knowledge of the 
geo-poli�cal nature of the specific 
region thus adding info and value 
to the company? 

 

Companies have had to struggle 
with capturing the return on
investment from global assignments. 
As you rightly said, they're very, 
very expensive.People on global 
assignment aresome of the com-
pany's most ex-pensive employees 
and if it goes wrong then it's a huge 
cost to the company, but it's also a 
huge cost to the person and to their 
family, so there's a lot invested. Wendy

To do the S-shaped curve it's going 
to cost at least as much money as 
the U. The difference is in the ques-
�ons you ask and it's free, the last 
�me I looked, to ask different ques-
�ons; be ready for success, plan for 
it…create value from the person’s 
differences and uniqueness… and 
apply that forward.

THE FOURTH INDUSTRIAL REVOLUTION

GlobalBusiness
Right. As we come to a close of this 
conversa�on I want to bring up the 
recent ar�cle, "The Expatriate ROI 
Zero Sum Game," and this exactly 
is what we're just talking about, 
isn't it? It's not going to necessarily 
be a zero sum. 

2010 Onwards1970s to 2000sBeginning of the 20th CenturyLate 18th Century

First Industrial Revolution:
Power Generation

Second Industrial Revolution:
Industrialization

Third Industrial Revolution:
Electronic Automation

Fourth Industrial Revolution:
Smart Automation

In January 2011, Industry 4.0 was initiated 
as aFuture Project by the German Federal 
Government 

Increasing the use of Cyber-Phisical 
Systems (CPS)

With the introduction  of IPv6 in 2012, there 
is vitually unlimited addressing space

First programmable logic controller
(PLC) developed in 1969

Growing application of electronics
and IT to automate production
processes

Introduction of the assemly line in
slaughter houses in 1870

Electrification drove mass production in 
varied industries

Governments, private companies, and 
industry associations are focusing on 
Industry 4.0 andmaking investments 
since 2010s

Introduction of the power loom in 1784 

Industry evolution with key developments

Mechanization of production facilities 
with water and steam power

Wendy
Why did I call this the zero sum 
game?

Wendy
I agree. I know. Yeah and I'm not the 
only one talking about this as well. 
I think this is a occurring to more 
and more people when we're 
start-ing to ques�on these kinds of 
models and mindset that we've been 
holding so dear for kind of sixty or 
seventy years now.

We need to be se�ng-up the envi-
ronment and se�ng-up the mindset 
to look for and harness the ways in 
which the assignees (and family) are 
going to create value.

GlobalBusiness
Doesn't it sound obvious to you?

Is it new rela�onships and 
networks? Is it new skills, new 
processes and procedures?



When we have that mindset around 
‘value crea�on’ it changes the types 
of ques�ons we ask and we get a lot 
more focused. 

We ask, "Why would we send this 
individual to this posi�on …this 
assignment? How are they going 
to create value when they get there? 
What are the ways in which they're 
different and how will that create 
value? 

This is really just about a change in 
mindset and a change in the types 
of ques�ons we start to ask. 

GlobalBusiness
In your ar�cle you talk about a 
framing, how can people and 
organiza�ons flourish together 
using global mobility within a know-
ledge economy in a way that creates 
compe��ve advantage for all. Do 
you want to sum up on that?

 

If they use that as a framing quest-
ion I think it will start to change and 
they will see the ways in which they 
can start to implement a ‘value 
crea�on’ approach to their global 
mobility ac�vi�es.

We have to really step-back and 
look at whether the methods that 
we're using as coaches and the 
mindset that we're approaching 
global mobility, whether it's really 
s�ll in keeping with what the age 
of hyper-connec�vity's going to 
bring to us. 

 

this value crea�on side of things 
and ask ques�ons that are focused 
on that. It's really as simple and as 
difficult as that.

 

GlobalBusiness
Been talking with Wendy Kendall. 
Her website is WendyKendall.com …
check it out. You're going to see a 
wealth of informa�on. Thanks very 
much for being our special guest 
today on GlobalRadioTalkShow.com.  
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I think it will start to percolate and 
create some differences in the 
processes, the procedures, the 
methods, the training courses and 
so on.

digitaliza�on, that's what we're 
talking about here and the people 
element of all that is what your 
specialty is. Are there new coaches 
needed or can old coaches be 
taught new tricks?

Wendy
Absolutely I embrace the power 
of possibility when it comes to
 people changing. 

What I would say is as a coach, 
when you're thinking about sup-
por�ng people please do look at 

GlobalBusiness
Just to sum up here, about the 
fourth industrial revolu�on and 

I think we have to ques�on what 
are the ways in which that U-shaped 
curve has shaped us as coaches 
and so focusing on finding the 
deficits and plugging them rather 
than focusing on what the person
does well, their strengths, their 
abili�es, their differences and how 
we can harness them so that it's 
more meaningful and it creates 
more of a sense of engagement 
and value for the individual.

Wendy
Yeah, so for me when I looked at 
what could be the strategic ques-
�on to kind of ask myself, and for a 
global talent director…, "How can 
both our employees and our com-
pany work together to use global 
mobility in order to create compet-
i�ve advantage and to create value?"



INTRODUCING MR 
PEYMAN DAYYANI

Mr. Dayyani is highly educated 
and has certifications including  
SHRM-SCP, SPHR, GPHR, 
and an MBA.

 

GlobalBusiness
Hello, this is Ed Cohen, Editor & 
Publisher of GlobalBusinessnews.
net and GlobalHR Business maga-
zine, and today your broadcast host 
on GlobalRadioTalkShow.com, 
coming to you from San Diego in 
California and from Tehran, Iran. 
My very special guest today is 
Mr. Peyman Dayyani, Chief Admini-
stra�ve Officer at Dana Energy. 

 

Peyman Dayyani
Hello Ed, my friend. I am glad I have 
this opportunity to talk with you 
and your listeners and readers.
Actually, for me it's a great honor 
and pleasure to be talking to you.  

My role is to create a new HR 
organiza�on which would meet the 
demand of the business, especially 
when at the �me many interna-
�onal companies had le� Iran, 
including Shell and Total. Dana 
ended-up having a lot of business 
opportunity and huge challenges. 

  

Peyman Dayyani
Thank you, yes. I worked for Shell 
and Nokia where I gained experi-
ences working in regional and 
global business, and I had oppor-
tunity to lead Nokia country entries 
in over 20 countries around MEA.  
Now, Dana Energy has been on new
fron�ers for oil and gas business, 
especially in the so-called 
‘upstream’. 

peace can evolve to allow for 
normalized business condi�ons.
So now tell us please, about your 
role at Dana Energy Group. What 
do you do?

Peyman Dayyani
It is my pleasure to meet you again 
and glad that new technology has 
given us this opportunity to stay in 
touch a�er many years and learn 
from each other.

Dana Energy has businesses in 
mainly three different sectors:  
services, trade, and also explora-
�on and produc�on field develop-
ment, ac�ng in Iran and the Middle 
East and Pakistan.

We each had nametags showing 
name and origina�on loca�on. So 
we greeted each other and began 
a conversa�on.
 

GlobalBusiness
For the benefit of the audience, 
know that Peyman and I met a few 
years ago, at the SHRM Conven�on 
in Las Vegas.  We happened to be 
si�ng next to each other on the 
same hotel transport bus.  

Dana Energy is ac�ve in Oil and Gas 
‘upstream’ business, Explora�ons, 
Produc�on, and Energy trading.  
Having established a proper and 
flexible working structure, Dana 
Energy has significantly and suc-
cessfully promoted its target 
business through establishment 
of affiliated companies, each with 
sufficient mastery and profession-
alism, and highly-expert human
resources. 

LET’S WELCOME OUR SPECIAL GUEST,
MR. PEYMAN DAYYANI

GlobalBusiness
I’m very interested about the recent 
ini�a�ve agreement, removing
some sanc�ons that would allow
business connec�ons to grow and 
of course hopeful that poli�cal   

My role was to create HR systems, 
a�ract talented Iranians, and bring 

We're going to hear a lot about 
Dana Energy, a leading 
private company in oil and gas. 

Featured INTERVIEW 
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I remember that well and I remem-
ber our mutual friends as well, 
such as Carol Olsby, a recognized
HR expert from Sea�le.  I'm glad 
that you and I have been able to 
stay connected, staying in contact 
over these years.  I welcome you 
warmly and hope to be able to 
someday come to visit in Iran, or 
at a mutual loca�on.



           
My role was also to organize, 
orchestrate, and manage the HR 
and day to day ac�vi�es, and it also 
involved looking at what the 
business required for increasing 
the capability to build, to become 
a well-established company.
Dana Energy has become a very 
successful company.  Dana received 
projects outside of Iranian borders, 
for instance, in seismic and 
geophysics work in Pakistan.  It's 
very promising the opportunity 
for Iranian talent to work and run 
an independent company, espec-
ially in an organiza�on which would 
probably have been banned by 
governments in the past.

 
Further, Iranian government and the 
society are very proud and self-reliant. 
They have a pride about what they 
can do, and as well they have very 
demanding requirements for  

interna�onal companies.
When you look at the US, for in-
stance, there are many Iranian 
execu�ves in the Fortune 500, in 
universi�es and academia, and 
these are the key people, poten-
�ally the prime candidates for 
returning back to Iran and leading 
the businesses in the future.  
These people will likely be the 
business leaders in the future.

opportunity with you, to learn more 
at this �me..

17 

GlobalBusiness Yes, and now 
I want to drill-down and ask you 
about things that ‘global HR profes-
sionals and mobility professionals’ 
should know about Iran in the new 
poli�cal environment today.  What 
should we understand?  

up-to-speed to do the work during 
those years. 

GlobalBusiness: Thank you 
Peyman for this direct and frank 
explana�on. It is very important 
informa�on for our global reader-
ship. I’m honoured to have this 

Peyman Dayyani  It is really very 
challenging for HR professionals in 
two aspects. Number one, a�rac�ng 
the high-level talent and the 
high-qualify expatriate to move to 
Iran. Number two is to accommodate 
their needs as expats in Iran in the 
sense of global standards.  
In a sense, especially about enter-
tainment ma�ers, and also in the 
area of educa�on, especially for young 
children.  It would be a very difficult 
challenge and my colleagues in 
global HR and mobility would need 
to understand these are serious 

GlobalBusiness Very interes�ng 
and thank you for your keen 
insight. Please con�nue.

Peyman Dayyani 
Yes, glad to share more info.  Iran’s 
business groups need execu�ves 
from all over the world. There’s a 
growing need to have a broad 
understanding of the reali�es, 
about what things need to be done 
inside Iran. It will take �me. People 
need to learn about and understand 
the Iranian culture, understand the 
infrastructure, and clearly understand 
the requirements and challenges, 
the en�re reality of living in Iran. 

Peyman Dayyani To my global 
HR colleagues all over the world, 
please know… you should realize 
that Iran has been in isola�on for 
several years and prior to that, realize 
that Iran has been in isola�on from
the world for over thirty-five years 
in the area of global business. 
Briefly and to the point, many struc-
tures that HR has or see in other 
countries which were established 
to support business expatriates 
and accommodate the needs of 
expatriates were not in place and 
are s�ll not exis�ng today, e.g. 
interna�onal schooling, clubs, and 
social networks.  

GlobalBusiness Can you 
please go deeper?

Peyman Dayyani  Living in Iran…
it will not be the same…for instance, 
as living in Dubai or even Riyadh, or 
Kuwait.  
Expatriates coming to Iran will be 
facing challenges in terms of living 
in communi�es which have not be 
globalized. But it is also important 
to learn that western media has not 
made a very pre�y picture of Iran… 
and please know that ‘picture’ or 
portrayal of Iran is not, what media 
has painted to some extent, not true. 



Peyman Dayyani  It's very un-
pleasant at the moment. I can put it 
this way; take the fact that isola�on 
has caused a large gap in industry 
knowledge… knowing about the 
interna�onal HR perspec�ves, know-
ing where to go for knowledge 
resources, who to go to for guidance 
about management of people in 
business context, and many other 
aspects. 
 

Therefore, a need exists for educa-
�onal programs to be led by the 
CIPD, SHRM, and other interna�on-
al associa�ons within the profession 
to bring people, young talented 
people, up- to speed and be edu-
cated and gain work experience 
using the now-common prac�ces 
and terminology that are in in 
prac�ce in the rest of the world. 
 

 
will find it valuable, without ques�on. 
In my role as Editor and Publisher, this 
interview/conversa�on should provide 
a founda�on for more understanding, 
more knowledge, more communica�ons 
going forward. Thank you again.
Now going further about ‘con�nuing 
professional educa�on’ and looking 
to a business future of more interact-
ions, to what extent is online learning 
now available in Iran? It seems to me 
that ‘online learning’ would be one 
answer to the ques�on of building-up 
the local HR industry.
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GlobalBusiness  Thank you for 
your directness. It’s very interes�ng, 
and now I would like to learn more. 
It seems to me there will be a big 
opportunity for intelligent/informed, 
trustworthy people in appropriate 
business services. So therefore, I 
imagine, you will have much work 
to do for a very long �me. To add 
insight, what is your perspec�ve of 
the HR profession inside Iran today?

limita�ons to finding and selec�ng 
‘right fit’ candidates.

. 
GlobalBusiness  I have a couple 
of things to say now. Your communi-
ca�on skills are excellent and equally, 
your informa�on is extremely
interes�ng and our global readership 

We need to invest in programs for 
Iranian professionals, for HR 
professionals, and to work on 
the gap of the language barriers 
because many of my colleagues in 
HR today, they do not speak 
English and it would be very, 
very challenging. 

However, the good news is that in 
Iran today we currently have a 
number of students who are stud-
ying for their masters degree in 
human resources and the PhD in 
human resources. They are very 
eager to learn and are striving to 
become truly competent to work 
with interna�onal companies and 
to meet and work with HR colleagues 
from across the whole globe.

Isola�on has caused a lack of pres-
ence of the SHRM, CIPD, and other 
interna�onal associa�ons in Iran 
and this has caused a big compet-
ency gap between people who are 
prac�cing HR in Iran…compared 
with their colleagues across the 
Persian gulf and other countries in 
the region. 

Peyman Dayyani  Yes, I joined 
SHRM when I was working for Nokia 
in Dubai, when I worked as an 
expatriate outside of Iran.  At that �me, 
 I decided that I needed to acquire 
the qualifica�ons from the 

GlobalBusiness  Please, can we 
go back to your background as a 
global HR advisor for US-based SHRM 
(Society of Human Resource Manage-
ment)?  You served for two terms 
and you met a lot of interes�ng 
people, I'm sure. Do you stay in touch 
with these people in the US?

Peyman Dayyani  Basically, in the 
past ten years we have faced very 
strict sanc�ons which have been im-
posed on Iran. In many of the interna-
�onal associa�ons it was not allowed 
for an Iranian to become a member 
and enjoy the learning online.
Further, there has been a gap, basically 
in infrastructure as well as regarding 
access. However, please note broadband 
networks and mobile “3G" and "4G” 
networks are now being installed. 
I think it's just a ma�er of �me…
when the sanc�ons are li�ed there 
will be a need to run a campaign 
about how to use online learning 
for professionals  and also provide 
a learning system, not only for HRs 
but also in finance and other man-
agement disciplines in order to bring 
the proud Iranian people forward. 



interna�onally organiza�ons.  
In 2006 I applied for it and I studied 
by self-learning and I got the 
cer�fica�on. At the same �me, 
I ap-plied for CIPD and received a
license as associate member of 
CIPD, and I was very eager to learn
more. I was very ac�ve and became 
a volunteer to the SHRM and be-
came a member of their global HR 
panel and for sure, that experience 
gave me a lot of knowledge oppor-
tunity and I met many interes�ng 
people during these two terms.

Peyman Dayyani  Yes indeed, 
my career always has been in VUCA 
environments. During my experience 
in Iran and outside of Iran, I have 
been very fortunate to be in the 
various places and be part of oppor-
tuni�es to learn. 

Peyman Dayyani  There were 
challenges all the �me, very interes�ng 
experiences, full of uncertainty.  
I had to deal with things such as: 
How to a�ract the talent; How to 
bring expatriates into the country. 
Another �me, with no recruitment 
company in Islamabad we had to 
help local businesses create and 
manage a recruitment company.   
And about complexity, I worked with 
the different na�onali�es. For 
instance, the office in Dubai in which 
we had over forty na�onali�es  to 
work together, and they all had 
different perspec�ves, they came 
from different families, but just a few 
had their bachelor's degree. 
Imagine the communica�on 
challenges.
 

 Yes.GlobalBusiness   
Peyman Dayyani: 
Thank you very much.

Peyman Dayyani   I had the 
pleasure and honor to be part of the 
team that he created HR body of 
knowledge for HRMP, which now 
labeled as SPHRi PHRi by HCI.  The 
sugges�on I made through the leader-
ship of the SHRM was that SPHR, 
PHR, and GPHR content was all very 
American-centered and there was a 
need to introduce a new cer�fica�on
to be globally-orientated and meet 
interna�onal HR professional 

GlobalBusiness 
Very interes�ng info, and very cool! 
Congratula�ons. 
Peyman, this conversa�on is inspira-
�onal.

GlobalBusiness 
Let’s now talk about the so-called 
‘VUCA World’ we are living in 
today…  complexity challenges, 
vola�lity, uncertainty, ambiguity…
and more.

competence requirements.    

��

About ambiguity, always I had to deal 
with it. Those days, learning from the 
Nokia days and the previous when I 
worked for Shell gave me the strength 
when I returned back to Iran. I applied 
those learnings.  In Iran there were the 
sanc�ons; but we s�ll needed to 
build performance … so there was 
ambiguity and uncertainty on the 
business side.

GlobalBusiness I regret to say 
we are coming to a finish. I have 
learned a great amount from you. 
Thank you for being my guest on 
GlobalBusiness

GlobalBusiness  No.

My work with Nokia, for example, 
was in countries in Africa and the 
Middle East. In some they never 
had HR.  For example of varied 
experiences, in Ethiopia during 
their civil war, helping people in 
danger … for example, picking-up 
the orphans when there was figh-
�ng in the streets. Then later in a 
war in Lebanon we had to evacuate 
people from all over Lebanon. 
These were ‘uncertainty moments’ 
for sure. You need strength, mental 
and physical and emo�onal… 
and competent people to learn
how to deal with and turmoil and 
natural disasters, such as a flood. 
Can you imagine working those 
environments?  
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TAIWAN

BusinessDestinations

It’s about the:
Taipei Taiwan 
Startup Scene
By Founder, Mr David A. Hall
Startup Center partner

Innova�ve Tradi�onal Industries:
The chief incubated companies are all non-tech industries, including agriculture, forestry, animal husbandry, mining and quarr-
ying, tex�les, chemicals, food, beverage processing, food and beverages, metal and electrical industries, construc�on, shoe-
making and related industries, glass and ceramics, paper making and prin�ng transporta�on and warehousing.

Strategic Knowledge: 
The chief incubated companies 
include those in financial services, 
logis�cs and transporta�on ser-
vices, telecommunica�ons and media services, medical, health and personal care services, human resource 
training services, manpower alloca�on and property management services, tourism, sports and recrea�onal services, cultural 
and crea�ve services, design services, informa�on services, R&D services, environmental protec�on services and engineering 
consul�ng services.

Advanced science and Technology Industries:
The chief incubated companies include those in digital 3C, precision electronic components, precision machinery, aerospace, 
bio-medical and special chemicals, green technologies and high-end materials. Mul�-incuba�on(55 incuba�on centers):
The chief incubated companies are in a wide range of fields.

Advise industries with local 
characteris�cs in terms of their 
community or organiza�on on 
enhancement of space design,
landscape design and planning 
and organiza�onal management 
as well as assistance with product 
package design, product R&D and 
design and produc�on technology.

Local Cultural 
Characteris�cs:  
Incubate industries with local 
characteris�cs, with "local" 
pertaining primarily to the 
countryside, towns and ci�es. 
A characteris�c industry refers to 
a local industry with historic, cul-
tural or other dis�nc�ve or 
unique quali�es. 

Taiwan is an Open Democracy 
https://goo.gl/iFNW9v (Overtakes US with 91 Point “Freedom Score”)

• Freedom of Speech
• Freedom of the Press
• Fair and Friendly Foreign Residency Visas
• Governed by Rule of Law

• Free and Fair Elections
• Democratically Elected Officials at City, 

County and Federal Levels
• Fair and Friendly Business Setup and 

Operations

The economy of Taiwan, is the 5th largest economy in Asia, 
and is included in the Advanced economies group by the 
International Monetary Fund, and ranked 15th in the world by 
the Global Competitiveness Report of World Economic Forum.  
Taiwan is often referred to as the “Asian Miracle”
▪ Consistently ranked one of the World’s Top 10 or 20 Places to LIVE

▪ Consistently ranked one of the World’s Top 10 or 20 Places to TRAVEL

▪ Consistently ranked one of the World’s SAFEST Countries

▪ Consistently ranked one of the World’s top 10 or 20 FRIENDLIEST places 

▪ Consistently ranked on the world’s top 10 or 20 EASIEST places for Foreigners to Live, 
Work, Get Around and more!

▪ Taiwan offers Beach to Mountain.  A Prosperous, and Developed Economy.  A Free, 
Open Democracy with Free Elections, Peace and Stability.  One of the best Free 
Healthcare systems. Quality of living is supreme! Who could ask for more?

service@usbct.com.tw

mailto:service@usbct.com.tw
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BusinessDestinations

Taiwan Startup 
Scene

Over 200 Startup Incubators
100s of Weekly Startup Events

Largest Incubator in Asia
New Foreign Startup Assistance Center with Govt. grant/loan form in 

English, on an English Web site
Millions of Dollars in Startup Loans and Grants for Foreign Startups

Easy to Register and Set up a Foreign Business in Taiwan
Silicon Valley Connection.  

Strong connections with Overseas Taiwanese and those Returning to 
Taiwan  from SV.

Startup Taipei Startup Talks Founder, and 



Social Impact for 
Better 
Communities

Many Social Enterprises, 
Social Businesses and Social 
Organizations are 
flourishing thanks to efforts 
led by USBCT and the Yunus
Social Center at National 
Central University.  Social 
Organizations focus on 
Communities in Taiwan, as 
well as, being Global, 
Scalable and Sustainable.

4 Day Global Changemakers Young Camp, Conferences, Seminars and Events centered 
around making a positive Social Impact

22

TAIWAN

BusinessDestinations

Core Areas of Incubation



��

William Taylor |  Partner

T: 415.262.8575  |   F: 415.434.0882 
333 Bush Street, Suite 1100, San Francisco, CA 94104    

Representing clients from coast to coast. 

IS GLOBALIZATION BAD? 
What’s your opinion?
Global business is a ‘megatrend’ 
be�er enabling development of 
diverse people & economies 
worldwide resul�ng in… an 
expansion and the rise of a global 
middle class, an evolving pool of 
global talent for ‘smart compan-
ies’, keen awareness to develop a 
‘global mindset’.

Yes, imbalances have been created 
so let’s get it right because in my 
America no one should be le� 
behind— let’s build a private/
public partnership to develop + 
implement worker retraining only 

for specific job func�ons act-
ually needed by companies, + 
fund compensa�on for the 
displaced + adjust tax codes to 
make America the world’s ’21st 
century enterprise zone’.

Doing so would be good for 
business; surely it would be 
good for America. 
What say you?  

Contact us: 

Call/Text: (+1)6197873100.

William.Taylor@lewisbrisbois.com

LewisBrisbois.com

View our locations nationwidelocations nationwide.

edcohen
@globalbusinessnews.net

mailto:William.Taylor@lewisbrisbois.com
http://www.LewisBrisbois.com
http://lewisbrisbois.com/about/locations
http://www.itx-ge.com/
http://www.itx-ge.com/
http://www.itx-ge.com/
https://www.cignaglobalhealth.com/resources/we-know-expats.html 
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Harvinder Freeman in her role as the Global Mobility Manager for Oceaneering with 
more than 10 years of experience in Human Resources & Global Mobility.  
She was appointed to set up and organize the Global Mobility department as well as 
the GEC implementa�on for the US based opera�ons.Harvinder Freeman GEC

Mary Lindenstein Walshok, Ph.D.  0
Mary Lindenstein Walshok is an author, educator, researcher, and she is an execu�ve 
with UCSD (University of California San Diego) as Associate Vice Chancellor for Public Programs and 
also the Dean of Extension.  Dr Walshok is a thought-leader and subject ma�er expert on aligning 
workforce development with regional economic growth. Stanford University Press is publishing her 
book;  Inven�on and Reinven�on: The Evolu�on of San Diego’s Entrepreneurial Economy.

Here’s a selec�on you might like:

CONVERSATIONS 
with interes�ng people

LA- based Colin Daley, Execu�ve Director of Sales with LEVEL Furnished Living 
(stayinglevel.com), 
a luxury residen�al tower in very cool downtown LA.

Colin Daley: Execu�ve Director of Sales at LEVEL Furnished Living, Los Angeles, CA.

SOUND INTERESTING?
For info, contact                                                       or text/call (+1) 619.787.3100

Texas-based Sandy Asch, PRINCIPAL of Alliance for Organiza�onal Excellence LLC
and co-author of ROAR: How to Build a Resilient Organiza�on

Sandy Asch    +ROAR: How to Build a Resilient Organiza�on the 
World-Famous San Diego Zoo Way with Co-Author Sandy Asch

Washington-based global transport consultant, Mr Hampton Dowling on
Geography & geopoli�cs impac�ng mobile talent  
Interna�onal Compe��veness with Hampton Dowling, Managing Partner, 
the HCB Group LLC

Wendy Kendall, UK-based Organiza�on Psychologist / Strategy consultant on
Innova�ve way to measure ROI of Interna�onal Assignments 

http://bit.ly/2evhUeo

http://bit.ly/2lsvIp7

http://bit.ly/2eGiHJ1

http://bit.ly/2l6ndE2

http://bit.ly/2mEhBgM

ed@globalbusinessnews.net

http://bit.ly/2lNFNjc

http://bit.ly/2evhUeo
http://bit.ly/2lsvIp7
http://bit.ly/2eGiHJ1
http://bit.ly/2l6ndE2
http://bit.ly/2mEhBgM
mailto:ed@globalbusinessnews.net
http://bit.ly/2lNFNjc

	COVER FINALFINAL HTL 03 16 2017 INDD
	PAGE 2 Aires AdHotlinked 03 10 2017
	PAGE 3 ALT TOC 04 24 2017 INDD
	PAGE 4 NEW YORK Flyer 03 16 2017 HTL AGENDA INDD
	PAGE 5 SAN JOSE MAY 25  FLYER 04 22 2017 INDD
	PAGE 6 FINAL JEFF WANGLER PAGE 01 FINAL HTL 03 10 2017
	PAGE 7 JEFF WANGLER PAGE HTL 03 10
	PAGE 8 GLOBIANA AD HALF-PAGE FINAL HTL 04 22 2017 INDD
	PAGE 9 WENDY PAGE 1 FINAL OPT 03 17 2017
	PAGE 10 WENDY PAGE 1 FINAL OPT 03 17 2017
	PAGE 11 Wendy PAGE 3 FINAL 03 08 2017
	PAGE 12 Wendy PAGE 4 FINAL 03 08 2017
	PAGE 13 WENDY PAGE 5 FINAL 03 08 2017
	PAGE 14 WENDY PAGE 1 FINAL OPT 03 17 2017
	PAGE 15 WENDY PAGE 1 FINAL OPT 03 17 2017
	PAGE 16 PEYMAN PAGE 1 FINAL OPT 03 17 2017
	PAGE 17 NEW PEYMAN PG2 FINAL 03 08 2017
	PAGE 18 PEYMAN PAGE 1 FINAL OPT 03 17 2017
	PAGE 19 PEYMAN PAGE 1 FINAL OPT 03 17 2017
	PAGE 20 NEW 20 TAWAIN 1 03 08 2017 INDD
	PAGE 21 TAIWAN NEW FINAL OPT 03 17 2017
	PAGE 22 TAIWAN NEW FINAL OPT 03 17 2017
	Page 23 HOTLINKED 03 14 2017 INDD
	Page 24 HOTLINKED FINAL 02 26 2017

