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About IOPWE and ‘The Beacon’  
 
IOPWE is proud to release their second issue of this year of our semi-annual newsletter 
“The Beacon”. This issue contains coverage of various activities and events organized by 
IOPWE and as our first issue of Beacon this summer also articles on a specific theme.  
 
IOPWE is proud to provide a platform to the women in business, engineering, sciences 
and technology and plan to grow with the participation of highly motivated and active 
women. Visit us at http://www.iopwe.org  
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Executive Team 
 

IOPWE’s executive team comprises of highly aspiring professional women in the fields of 
technology and business. They are proud to provide a platform and leadership to the upcoming 
talent. An introduction to our team is below: 

President: Wajiha Malik 
Wajiha has an MS in Management of Technology 
from Sloan School of Management MIT USA. Prior 
to MIT, she did her EMBA from Rutgers University 
Singapore Campus and before that Electrical 
Engineering from UET Lahore Pakistan. She has 
also cleared CFA level 1 and is enrolled for CFA 
level 2 for June 2007. She has worked as a System 
Engineer in Supernet Pakistan and at Pak Datacom 
as Assistant Manager for Sales and Marketing. 
After her degree from MIT she switched from 
Engineering to Finance and worked as a Research 
Analyst in Oasis Asset Management in South 
Africa. Currently she is working as a Porfolio 
Management Associate in Mashreq Asset 
Management Dubai. She has also done internship in 
the House of Lords in UK with Lord Nazir Ahmed. She paints as a hobby and has her painting 
exhibition in Singapore and Cape Town. She likes to travel and has been to 26 cities in the last 6 
years. She has lived in 6 regions namely South Asia, Far East, North America, Europe, Africa and 
Middle East.  
She offers IOPWE her experience and knowledge that she has gained through education and 
living in 6 different regions of the world. She would like to use her network to start joint 
programs and initiatives for IOPWE and mentor young professional women in their lives and 
career. 

Treasurer/Finance: Farhana Shiekh 
Farhana Sheikh is the founder of IOPWE. She is a graduate student 
at the Department of Electrical Engineering and Computer Sciences 
at the University of California, Berkeley. Her PhD research is 
focused on low-power digital circuit design methods for application 
specific integrated circuits. She is now working part-time as a 
graduate student intern at Intel Corporation, and is a recipient of the 
Intel Foundation PhD Fellowship. Her other research interests 
include developing business models for health care delivery over IP 
to rural villages in developing countries. Farhana can be reached at 
f.sheikh@iopwe.org. 

Communications/Web: Atika Mustafa 

Executive Administrator & Membership Coordinator: Mohammad Shahab Siddiqui�
Shahab is nowadays on study leave from Hamdard University, where he was working as 
Assistant Professor at GSESIT teaching undergrad and Masters students. He is also supervising 
number of Final Projects. He is doing PhD in Computer Science from Hamdard University, 
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Karachi on HEC Scholarship. He did his BCS and MCS from FASTICS, Karachi in 1996 and 
1999 respectively. 

Scholarships Coordinator: Sofia Agboatwalla 
 

PROJECT LEADS: 
 

Mentor Program Coordinator: Sophia Husnain 
Sophia Husnain is working currently as Director Technology at Comset Services Ltd, Karachi. 
She has a BE in Computer Systems from NED University and MS in Electrical Engineering from 
University of Michigan, Ann Arbor. She joined IOPWE in 1997 and has been active on emails. 
She has also been working with IOPWE Karachi Chapter. 

IOPWE Fundraising - West Coast: Farhana Shiekh 

IOPWE School Visits Program - Hina Naqvi and Nabiha Mauiyyedi 

Hina Naqvi:  
Born and raised in Pakistan, Hina moved to the California-Bay Area 
after finishing high school in Pakistan. She has a B.Sc. in Computer 
Science from California Polytechnic University, San Luis Obispo. 
Prior to graduation, she interned at Stanford Research Institute and 
Adobe Systems Inc. Hina has been working at Adobe for the past six 
years as a software developer. She has been associated with many 
non-profit organizations for the past ten years, IOPWE, Society of 
Women Engineers (SWE), and YMCA to name a few. Her interests 
include traveling to different parts of the world, watching movies, 
and outdoor activities. 

Nabiha Mauiyyedi: 

Newsletter Editor: Uzma Khan 
Uzma was born and grew up in Islamabad, Pakistan. She studied at 
NUST (National University of Sciences and Technology) 
Rawalpindi for two years working towards B.E. 
Telecommunications. Then her family immigrated to Canada and 
she graduated in May 2006 as a Computer Engineer from 
Memorial University of Newfoundland and presently she is 
working as a Software Engineer in Consilient Technologies.  
She got to know about IOPWE while being at NUST through a 
seminar that was conducted in Islamabad. Very delighted to see 
women from Pakistan in active participation in industry and 
academics, she wanted to be a part of such an organization and be 
able to work with energetic and ambitious women. She has been a 
member since 2001 and joined the executive team in 2007. One of 
her goals is to make educated/working society of Pakistan start 
working for the availability of basic education for every person in 
Pakistan on an emergency basis.  
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Marketing Coordinator: Fariha Avais 
 
Fariha is currently residing in NYC. She has been living in NY 
since 1994 and is originally from Rawalpindi. She graduated 
from Manhattan College in May 2006 with Bachelors in 
Science in Chemical Engineering. She attained a Seamless 
Scholarship (full paid) to pursue her MS in Chemical 
Engineering at Manhattan College. She is in the process of 
obtaining her MS part-time while working full-time as a 
Development Engineer at ABB Lummus Global at 
Bloomfield, NJ. She received the first US based Scholarship 
offered by IOPWE to an undergraduate Pakistani engineering 
student in 2004.  
 
She loves painting, poetry, music, travel, Broadway shows, 
etc. Her goals are to obtain her Professional Engineering 
License (PE), MBA/PhD and to one day open a tuition-free 
engineering school for underprivileged students in Pakistan.   

 
 

LOCAL CHAPTERS 

Islamabad Chapter President: Durdana Rauf  

Karachi Chapter President: Rabia Azfar  
Rabia is currently associated with System Innovations (Pvt.) Ltd. Si3, a fast growing system 
integrator. Before Si3 she was heading CRM department of CYBERNET. Her association with 
CYBERNET spread over 8 years. She also worked in a IT consulting firm, CRISS for 3 years. 
She started her career with a local firm Integrated Devices, before that she was associated with 
Gerry's Information Technology as a Support Executive. She has been into professional life for 
more than 12 years having 9 years involved in purely Information technology. Her strengths are 
IT selling, customer services, retention and delivery.  
She completed her BE majors Electronics in 1994 from Dawood College of Engineering and 
Technology, Karachi. She has been with IOPWE since mid 2002. 
She is strong believer of capabilities of women into leadership roles. Hence like to execute such 
programs where women with extreme talent to lead can be brought to the corporate world of 
Pakistan. 

Peshawar Chapter President: Saba Mahmood 
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Message from the President 
 
 

 
Happy New Year to you all. I pray that all your dreams come true in 2008. We have 
complied our 2007 winter Newsletter for you. This time the theme was " Leadership". 
We interviewed Chairman of NYSE to understand his view on leadership. We have also 
included articles from coaching specialist Dr. Juda on leadership.  
 
The last 6 months were spent to develop leadership skills of our members. Some of our 
activities in the last 6 months include a virtual workshop on leadership in Peshawar by 
Dr. Jiahong Juda Boston USA. We also had a lecture on Entrepreneurship in Karachi our 
broad member Mr. Mahboob Akhtar. We also shared quarterly magazine on leadership 
by the Leadership center MIT.  
 
IOPWE is pleased to announce its joint venture with 85 Borads- a premier all women 
network. 85 Broads has 17,000 members world wide from 250 institutions in 5 
continents. All members of IOPWE will have access to all the resources of 85 Broads 
www.85Broads.com  Also 85 Broads has given a donation of $2000 for IOPWE 2008 
scholarships. 
  
The Executive team of IOPWE would like more participation from the members. The 
member turnout at our events is very little. We would like to expand our community 
work by actively helping out other Non Profit organizations like Citizen Foundation and 
Development in Literacy. For this we need your support and participation.  
  
I look forward to your support in future. 
  
Yours Truly, 
  
Wajiha Malik 
President IOPWE 
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This Issue’s Theme 

 
 

On Leadership with Marshall Carter  
An Interview by: Wajiha Malik 
 
Marshall N. Carter is Chairman of New York Stock Exchange and Deputy Chairman of the 
parent company NYSE Euronext. He was Chairman of the Board of Directors of the predecessor, 
New York Stock Exchange for 2 years prior to the merger. Mr. Carter served as a director of the 
NYSE since November 2003. 
 
Mr. Carter, 67, most recently was a lecturer in leadership and management at the Sloan School 
of Management at Massachusetts Institute of Technology and Harvard’s Kennedy School of 
Government, where from 2001 to 2005 he was a Fellow at the Center for Public Leadership and 
the Center for Business and Government.  
 
Prior to the Exchange, Mr. Carter served as the Chairman and Chief Executive Officer of the 
State Street Bank and Trust Company, Boston, and of its holding company, State Street 
Corporation. He joined State Street in July 1991 and President and Chief Operating Officer 
became CEO in 1992 and Chairman in 1993. During his nine years as CEO, the company grew 
more than six fold. State Street is leading servicer and manager of financial pension and mutual 
fund assets worldwide. Prior to joining State Street, Mr. Carter was with Chase Manhattan Bank 
for 15 years, in positions related to finance, operations and global securities businesses. 
 
A former Marine Corps officer who was awarded the Navy Cross and Purple Heart during two 
years service as an infantry officer in Vietnam, Mr. Carter served from 1975-76 as a White House 
Fellow at the State Department and Agency for International Development. Major projects 
during that year were the application of satellite technology to agricultural activities in West 
Africa, the use of high level U2 photography for disaster relief activities in Guatemala and the 
use of sensor surveillance equipment as a member of the project team that installed the U.S. Sinai 
Surveillance Mission in Israel after 1973 Middle East War.  
 
Mr. Carter holds a B.S. degree in civil engineering from U.S. Military Academy at West Point; 
(1962) and M.S. in operations research and systems analysis from U.S. Naval Postgraduate 
School, Monterey, California (1970); and an M.A. in science, technology and public policy from 
George Washington University (1976) which he attended on the GI Bill.  
 
Mr. Carter is chairman of the Board of Trustees of the Boston Medical Center, the primary inner 
city hospital for Boston.  Long active in industry affairs, he co-chaired the U.S. Working Group 
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of Thirty, which developed recommendations for revamping world securities clearance and 
settlement processes after the securities markets problems of October 1987.  He was a member of 
the Board of Directors of Honeywell International from 1997-2005.  Mr. Carter also chaired the 
Massachusetts Governor’s Special Advisory Task Force on Massport and Logan Airport 
following the events of September 11, 2001.  In 2006, Mr. Carter was inducted into the American 
Academy of Arts and Sciences. 
He was born in 1940 and grew up in Washington DC, Alaska and Colorado� 
 
Thank you Mr. Carter for sparing your time and sharing with us your thoughts on 
leadership. My first question to you is that is leadership in born or can it be cultivated? 
 
Marshall Carter:  It can be cultivated. A person can be trained as an effective leader 
through leadership and management training. Charismatic leaders like Bill Clinton are 
born though.  
 
How much does infrastructure plays a role in developing good leaders? 
 
Marshall Carter: Pakistan has got good military institution. It was developed and based 
on the British tradition. One should take a 50 years cycle view in developing 
infrastructure. It takes around 25 years of training to train a leader. GE, Citibank and 
Merill Lynch are famous for their leaders. Infrastructure is important.  
 
If the infrastructure to develop leaders is not available as in case of most developing 
countries, then what should one do?  
 
Marshall Carter: Yes, gain as much experience as one can. It will be harder to do it 
alone but manageable. Universities and educational institutions can offer leadership and 
management training. 
 
What in your opinion is more important in developing leadership skills; experience, 
mentors, class room training or books? 
 
Marshall Carter: Experience is the most important. I don’t give much weight to the 
mentors. You can learn a lot from books if you apply what you read. Class room training, 
leadership workshops are very valuable. 
 
What are in your opinion are the qualities of a leader in today’s world?  
 
Marshall Carter: I see 3 qualities necessary for a leader to survive in today’s world  
firstly Technical competence, secondly ability to adapt and thirdly communication with 
subordinates. 
 
Do you think that women lead organizations differently than men? 
 
Marshall Carter: Women have certain traits that are helpful. In a leader the important 
thing is to be effective- gender doesn’t matter. Kennedy School of Government Harvard 
has published a book named Women Leadership recently. 
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The common perception is that the leadership style needed to be successful in the 
corporate world goes in the favor of men. Would you agree? If what would you suggest  
women should do? 
 
Marshall Carter: Yes I agree this has been the way for the last 200 years but it is 
changing as the economy has changed from manufacturing to services.  
 
What trends of leadership style do you see going forward? 
 
Marshall Carter: As I said that it has been a manufacturing economy for the last 200 
years and thus required command and control style. Previously only 3 people used to 
report to a boss but now there is a team of atleast 12-15 people under one head.  
 
Do you think that job rotation is a good way of gaining leadership skills? GE is famous 
for doing this?  
 
Marshall Carter: Yes, but it should not be done laterally. As long as you are handling 
more responsibility it is okay to change jobs. This generation will atleast change jobs 7 
times. And maybe 3 career changes in a life time. 
 
I remember you told us at Sloan that military is a good institution to develop 
leadership. Do you think that Non –Profit can also develop leaders? 
 
Marshall Carter: Military is good to develop leaders at the age of 20’s and 30’s. As far 
as non profit goes it depends on what they are doing. Every assignment should add more 
responsibility that is what counts. There are “Doctors without Boarders” and there is 
“Engineers without Borders” too. 
 
Is there any message that you would like to say to young Pakistani Engineers? 
 
Marshall Carter: My undergrad degree in Civil Engineering helps me think logically. If 
you have done engineering you can study any thing and understand anything. I was able 
to understand all the complex financial products. Engineering training is very helpful. 
The basic education should be engineering and then one can devour into other fields like 
business administration etc. 
 

Making the Difference:  
By: Fiona Perry 
 
About the Author: 
Fiona Perry is HIV/AIDS coordinator for Disaster Management Team for Sudan, Kenya, Congo, Liberia, 
Pakistan and Afghanistan for a relief and development organization.  

 
I grew up in UK and graduated in nursing from London Charring Cross Hospital. After 
my graduation I worked for 2 years before I took time off to travel across the world. I 
visited 20 countries in a span of 2 years. Some of them are US, Australia, South Asia and 
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Nepal. From Nepal I traveled back to London thru land in 4 months with Expidit 
Expedition Group. Then I worked in Radcliff Hospital at Oxford for 2 and ½ year.  
 
I am a devout Christian and all the places that I had traveled too and all the people I met 
in different places left a deep impression on my mind. I wanted to give back to the 
society and help people who have been less fortunate than me. 
 
Niger: I took a position with SIM and went to a hospital in Galmi in Niger for 2 years. 
Niger is among the top 10 poorest countries in the world. Education and health 
infrastructure is not there. It is at the edge of Sahara desert and there have been many 
droughts in its history. In 1980 there was a major drought and people had to leave the 
region as there was not much farming. People had to travel long distances to reach this 
hospital where I was working and the hospital was in the middle of nowhere. Patients 
were usually in the bad shape as they had already tested traditional medicine before they 
sought the modern remedy. We had 1 surgeon, 1 medical doctor, 1 mid wife and a 
medical board and surgical board and we were treating 100 patients a day.  
 
Kosovo: Then I went back to London to study at All Nations Bible College. It helped me 
to understand on how to cope with religious differences in various communities that I 
travel to. After 2 years of study I went to Kosovo with the current organization that I am 
working with. It was in 2000. Kosovo in 2000 was torn down by war. The men had died 
and the women had been raped.  I worked on rebuilding of the houses and public health 
education there. Like there were corpuses in the wells and the water was contaminated. 
The mines had affected the crops. 
 
Kenya: In 2001, I went to work in Northern Kenya. There was a big drought there. 
People and animals were dying. We started a nutrition program in which we used to 
measure the weight of children and give them porridge to eat if they were mal nutrition. I 
stayed there for 9 months. After a year the rain came thru and the conditions got better. 
 
Then I went to do my masters in Mother & Child health from Institute of Child and 
Health in 2001 and 2002.  
 
Afghansitan and Pakistan: In 2002-2003 for 14 months I stayed in Afghansitan and 
Pakistan. Taleban had been there for a long time and in 2001 the Afghanistan had been 
bombed. We were there to rehabilitate the country. We ran the water and sanitation 
program and built 2 schools. We did a radio program in Afghanistan. In Pakistan I helped 
the Afghan refugees children. 
 
It was 4 years ago that I started going to Afghanistan. Things have not changed there 
much. There is not much development. The infrastructure is bad. There is inequality for 
women.  
Kabul is different from the rest of Afghanistan. The women drive there and wear 
headscarves instead of burkas. People in South are very conservative. People in general 
are afraid of Talibans. 
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Sudan: In 2004 I went to Sudan and stayed there for 1 and half year. Things were so bad 
in Sudan that we were based out of Kenya and would fly in and out of Sudan for our 
relief work. Sudan had been in war for last 20 years. It was extremely underdeveloped 
with no policies, no infrastructure very tribal and traditional. There was inequality for 
women. We ran health clinics, nutrition programs and health education. 
 
As an HIV coordinator: At the end of 2005, I got my current position i.e. HIV 
coordinator for all the countries that I had worked in. I train people in understanding 
human contact like water collection is a female activity in most of the world. In some 
places it is far from community and the women get raped during the course of the 
activity. So we propagate water wells to be located near the local dwellings. We also 
bring awareness of HIV Aids to people.  
 
Since my current employer has prioritized the issue of HIV and AIDS and called it a 
Corporate Priority Area, Disaster Management Traing have decided to incorporate HIV 
And AIDS into all the programs and ensure all their staff are ware of HIV and are 
supported if they are affected or infected. I have been employed to implement the 
mainstreaming approach to HIV. I travel to the different country programs conducting 
training on mainstreaming concepts and basic HIV and AIDS awareness. 
 
This mainstreaming approach recognizes that HIV can’t be thought of a just health 
problem as it not only impacts the individual but affects and is affected by things like 
gender inequalities, poverty and culture. So my organization is mainstreaming by 
reshaping our core projects such as nutrition, food security and shelter to reduce people’s 
vulnerability towards HIV and help people cope with the affects of AIDS.  
 
I have held gender workshops in the places that I have worked. In these workshops we 
have men and women together. I tell them that gender is culture dependent. The society 
determines the role of men and women and one can change these scripts. I also tell them 
that religion plays an important part in gender. There is lot of gender-based violence in 
the places that I have been and also early marriages are a part of the culture. I focus on 3 
avenues: Change in personal life, change in organization and change at government level.  
 
I have held at least 3 HIV workshops in all the places I have worked. In these workshops 
on the first day I bring awareness to the disease like how is transmitted, how can we 
protect. On second day I talk about how people can cope with the disease like nutrition 
and water and on the third day I have written action plan and provide therapy.  
 
It does seem sometimes that its just a drop in the ocean. How can a small organization 
like mine make a difference to the status of women in Afghansitan so they have a choice 
and control over their lives. However I feel it’s a bit like recycling… if we all did it we 
would really make a difference and could see changes in the environment. 
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Book Review: Increasing Effectiveness through 
Situational Leadership: Leadership & the One-Minute 
Manager 
By: Wajiha Malik 
 
About the Author: 
Wajiha is IOPWE president. See Executive profiles to find more about her. 

 
Background: McGregor’s Theory X and Theory Y are taken as the fundamental 
frameworks for people management in organizations. 2 
Just to remind you Theory X makes the following assumptions in people management: 

·  Individuals are lazy they need to be coaxed to work 
·  Individuals shy away from responsibility so their decisions need to be taken by 

others 
·  Carrot and Stick policy needs to be applied to individuals where the carrot is the 

wage and the stick is the punishment for poor performance at work 
 
The managers that believe in Theory X have autocratic/directing style of management 
 
Theory Y makes the following assumptions 

·  Individuals natural disposition is towards hard work 
·  Individuals like to take responsibility 
·  Individuals work for more than money 

 
The managers that believe in Theory Y have supportive style of management 

 
Assumptions in Situational Leadership: 

·  Individuals are at different level of competence and commitment and thus require 
different level of guidance to achieve good performance 

·  An individual may be at different level of competence for different tasks thus may 
require different sort of guidance in different tasks. 

 
Use: It is helpful in managing people 1 in day-to-day business (diagram 2). The first step 
requires to set goals along with their performance criteria and measurement in 
collaboration with the individual. Once this has been achieved then the diagnosis comes 
which is the determination of the developmental phase (table 1) of the individual. This 
second step also needs to be done in consultation with the worker. After this the boss 
needs to discuss his leadership style (diagram 1) that suits the developmental phase (table 
2) and explain in detail how the communication between the boss and the subordinate is 
effected due to the leadership style adopted. The last step is to deliver i.e. managing 
progress and changing the leadership style as suited (diagram 2). However, the leadership 
styles need to progress in the order defined. They cannot be jumped (diagram 2). 
 
However, when using the framework for parenting, the process may be less formal. 
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Details 
 
Leadership box: 
 
 

 
 
 
     Diagram 1 
Types of Leadership:  
 
Directing: The leader provides specific instructions and closely monitors their 
implementation. 
 
Coaching: The leader continues to direct and closely supervise task accomplishment but 
also explains decisions, solicits suggestions and supports progress 
 
Supporting: The leader facilitates and supports subordinates efforts toward task 
accomplishment and shares responsibility for decision-making with them. 
 
Delegating: The leader turns over responsibility for decision making and problem solving 
to subordinates. 
 
The 4 Development Levels of Individuals: 
 
High Competence, 
High Commitment 

High Competence, 
Variable 
Commitment 

High Competence, 
Low Commitment 

Low Competence, 
High Commitment 

D4 D3 D2 D1 
 
Table 1 
 
 
 
 

High Supportive 
& Low Directive 
Behavior 
S3 
SUPPORTING 

High Directive & 
High Supportive 
Behavior 
S2 
COACHING  

Low Supportive 
& Low Directive 
Behavior 
S4 
DELEGATING  

High Directive & 
Low Supportive 
Behavior 

���
DIRECTING  

Supportive behavior 

High 

Low High 

Directive Behavior 
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Examples of the Development Phases: 
 
D1:  1.Fresh graduates who have lot of enthusiasm to learn new skills but lack 

experience 
 2.Kids 
 3. Individuals who have the eagerness to learn new skills 
Note: It can have catastrophic results if one delegates to an individual at D1 
developmental state. He, due to his high commitment will not hesitate to take risks that 
can prove to be very costly for the company/family  
 
D2: 1.Mid Career level individuals who have some experience to back them but due to 

the stage in life or work have lost some of their commitment or find it difficult to 
take decisions. 

  2.Teenage/Adolosence in parenting 
 3.Disillusioned young and women who have experienced life but hesitate to take  

the responsibility of decision-making 
D3:  1: People with lot of experience but are not confident enough to take the  

responsibility of their decisions 
2: Children who have started their professional career or have started their 
married lives 

 
D4: 1: Individuals who have the experience and have the confidence in their decisions. 
The individual that reaches this stage requires very little supervision and will probably 
take a new position in business to learn new skills, which will require going thru another 
leadership cycle under a different leader. 
 
In short for every goal/task/skill an individual goes thru this cycle of development.   
 
Leadership Style appropriate for various Developmental Stages 
 
Approach: “Leaders need to do what the subordinate can not do for himself” 
 
 
 
 
 
Development Level Appropriate Leadership Style 
D1 S1 Directing 
D2 S2 Coaching 
D3 S3 Supporting 
D4 S4 Delegating 
 
Table 2 
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Mind Map of the Situational Leadership: 
 

1. Start 
 

 
 
 
 
 
 
 
 
 
 
 
 
High 
Commitment & 
High 
Competence 

Variable 
Commitment & 
High Competence 

Low 
Commitment & 
High Competence 

High 
Commitment 
& Low 
Competence 

 D4 D3 D2 D1 
 
 
 
 
 
 
 
 
 
 
 
 
 
Delegating 
S4 

Supporting 
S3 

Coaching 
S2 

Directing 
S1 

 D4 D3 D2 D1 
 
 
 
 
 
 
 
 

Defining 
Goals 

Area of 
Responsibility 

Performance 
Measure 

Ask yourself 
·  What area do I 

want to influence 
·  How do I know 

that the job is 
being (well) done 

·  What is the 
performance 
measure 

2. Diagnosis (Determination 
of the Development phase) 

Having explained the 
development gird ask 
the subordinate to 
define where he 
stands. You should 
have your mind made 
up about the workers 
capabilities. In case 
worker thinks he at a 
high development 
stage as compared to 
what you thought then 
give the worker the 
chance as he is likely 
to put his best to prove 
that he is right  

3. Match (Choosing of the 
Appropriate Leadership 
style) 

It is very 
necessary to 
explain the 
communication 
style that will go 
with the 
appropriate 
leadership style 
e.g. D1 will 
require more 
frequent progress 
meetings and D4 
will hardly require 
any meeting 
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Good 
Performance 

Poor 
Performance 

Progress 
Made 

Temporary 
Set back 

Less Direction 
& More 
Support 

From Directing to 
Coaching or from 
Coaching to 
Supporting 

Less Support From 
Supporting to 
Delegating 

Setting up of 
New Goals 

More Support From 
Delegating to 
Supporting 

More Direction 
From 
Supporting to 
Coaching 

More Direction 
From 
Coaching to 
Directing 

Return to start 
i.e. resetting of 
goals 
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The 3 Secrets of One-Minute Management: 
 
Goals: They start performance in the right direction and permit a manager to analyze a 
person’s competence and commitment (development level) to perform well 
 
Praising: It fosters improvements in the development level of individuals and permit a 
manager to change his/her leadership style gradually from more direction (directing) to 
less direction and more support (coaching, supporting) to less direction and less support 
(delegating) 
 
Reprimands: They stop poor performance and may mean that a manager has to move 
back gradually from less direction and less support (delegating) to more support 
(supporting) or more direction (coaching and directing) 
 
 
Appendix: Glossary: 
 
1: Managing People: Implies getting the work done along with the human development 
process towards self sufficiency i.e. the worker has enough commitment and confidence 
that he does not need supervision. People can be individuals at work or individuals in 
family. The model works very well for parenting. 
 
2: Organization: Group of People interacting with each other e.g. family, friends or 
people at work 
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Appendix 2: Other Theories of Human Resource Management: 
(source: Managing People and Communications by David Robinson and John Courtis)  
Maslow’s Theory of Human Needs: 
 
 
 
 
 
 
 
 
 

 

 

Fredrick Herzberz’s Theory of Motivation: He classified “Motivators” & “Hygiene Factors” 
as below:  
 
 
 
 
 
 
 
 
Herzberg argued that both Motivators and Hygiene factors need to be taken into account if the 
employer is to keep happy and satisfied.        

Motivators 
·  Challenging Work 
·  Recognition for work 
·  Increased Responsibility 
·  Personal Development 

 

Hygiene Factors: 
·  Pay scale 
·  Physical Working Condition 
·  Policies 
·  Interaction with other workers 

Need1: Food & 
Shelter 

Need2: Belonging 

Need3: Self 
Esteem 

Need 4: Self-
Actualization 

Note: Self-
Actualization 
implies giving 100% 
of oneself at the task 
at hand. 

At work usually the unfulfilled needs are need 2 and need 4 

Fredrick Herzberz’s Theory of Motivation: He classified “Motivators” & “Hygiene Factors” 
as below:  
 
 
 
 
 
 
 
 
Herzberg argued that both Motivators and Hygiene factors need to be taken into account if the 
employer is to keep happy and satisfied.        

Motivators 
·  Challenging Work 
·  Recognition for work 
·  Increased Responsibility 
·  Personal Development 

 

Hygiene Factors: 
·  Pay scale 
·  Physical Working Condition 
·  Policies 
·  Interaction with other workers 
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A Holistic & Strategic Approach for Professional 
Development 
By: Jiahong Juda 
 
About the Author: 
Dr.Juda is the founder & CEO of BurnBright Partners. Dr.Juda can be reached at: 
JJuda@BurnBright.us 
 
If you wanted to develop your professional life in a more strategic way, what would you 
do? Where would you start? If you decided not to live by other people’s standards for 
success, how would you develop your own? If you would like to lead people to make a 
bigger impact, what do you need to pay attention to in your own growth to be more 
effective? What are some daily practices that are important for accessing your potential 
and enhancing your capacity? 
 
In this article, I will focus on two topics: 1) what is professional development? 2) How 
can we be more strategic in our development?  

What is Professional Development?  
Like most people, we pay a lot of attention to getting our degree(s) and developing 
relevant knowledge, skills, experiences, and business contacts, so that we can get a better 
job/project or the promotion that we want. All these externally focused efforts are 
sensible things to do. They give us the ticket and the tools to land on that job/project and 
then succeed once in place. 
 
However, focusing on ONLY on these external efforts is not a good development 
strategy. Why, because the world is full of knowledge and skills that can benefit us, but 
we simply don’t have time to learn it all. We must pick and choose where to focus our 
energies. So how do we choose our strategy? If we knew what we really needed, then we 
could focus solely on what’s relevant to us. It is obvious, right? However, how many of 
us really know where we want to go and what we will need to get there? Obviously what 
we need depends on where we want to go. As an example, if we go to the North Pole we 
will definitely need different tools and resources than if we go to the Amazon River.  
 
“Where do I want to go?” is a common professional development question for many of 
us, and it may reappears through out our careers. If we don’t know where we want to go, 
how do we know what we need? If we don’t know what we need, then how do we focus 
our learning and development efforts? We can easily waste lots of time circling. So how 
can we move forward? 
 
For a small fraction of people, they knew what they wanted to do by the time they were 
six years old. But for most of us we weren’t that lucky. Instead, we need to explore many 
areas in order to find our calling. If you don’t have a long-term career goal yet, don’t 
worry, and simply identify it as a need for yourself. In the mean time, you have a set of 
other basic needs, which can be financial, intellectual, psychological, spiritual etc. Our 
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needs have a very strong influence on our wants. If our basic needs are not met, we will 
feel bad. I have discovered that identifying all of our basic needs, especially the 
psychological ones, can be challenging. Feeling bad at our job, however, may present an 
excellent opportunity to uncover our violated core-values or unmet needs. 
 
My definition of Professional Development is “finding a FIT between the values you 
WANT to and CAN offer and the needs of the external world (a company, an institution, 
an organization, your clients, etc).”  It is about a FIT.  Note:  FIT is a dynamic state. For 
many people, their FIT will change many times during their lives as a result of changes in 
the external world as well as shifts in their own needs and wants. 
 
Your education degree(s), knowledge, skills and experiences give you credibility and 
demonstrate what you CAN offer. Your needs, desires, core-values, beliefs and passion 
drive what you WANT to offer. If someone is willing to pay you fairly for what you want 
to and can do, it may satisfy your basic financial and intellectual needs. Then you have a 
decent FIT. 
 
For some others, at different stages of life, finding a FIT may not be about just having a 
job (a paid job).  Rather they may have a strong desire to have a job that aligns what they 
do to who they are. If they can find a job or a career path that allows them to do this, their 
FIT is fabulous.   
 
In my opinion, a great professional life is about discovering what we really care about 
professionally, which can be a personal journey, and gain sufficient knowledge and skills 
to take care of it. 
 
However, be aware that finding a good FIT can be complicated and challenging. In 
different situations (country, culture, developmental stages, financial/physical conditions, 
etc), our needs and desires can be totally different. Our external environment may be full 
of obstacles one day and opportunities the next. Whatever your environment is, it can 
change quickly due to disruptive technology, globalization, political instability, etc.  As a 
result, it can sometimes be challenging to find someone who values your offer, even 
when you have a strong desire and clear capability to do something!  
 
Then for such complex situations, how can we be more strategic? There are many books 
and training programs focusing on variety topics affecting our development, and coaches 
who can help us address our specific growth issues. What is it still missing?  Given the 
magnitude of this challenge, it would be helpful to have an overall mental frame of 
reference that provides a big picture of professional development, and allows us 
customizing it to our own situations. Such a framework can potentially help us think and 
pursue our career in a more comprehensive and strategic way: starting from wherever we 
are, and navigating through the ever-changing and complex interfaces of our external and 
internal worlds to find and improve our FIT. 
 
To address this need, I have developed a practical framework with Claudette Rowley, a 
successful coach. In our development, we have integrated cutting edge research, existing 
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relevant frameworks, and traditional and contemporary wisdoms, with our own direct and 
indirect experiences. 

How Can You Be More Strategic in Your Professional Development?  
When we designed this framework, we asked the following question:  Since we each 
have had different career paths, and are at different development stages, what common 
factors can we identify that we needed to be aware of in order to optimize our 
development? It is a question that is very easy to ask but amazingly challenging to 
answer. 
 
The results of this work are the basis of our Strategic Professional Growth Framework 
that focuses on six key elements: 

1) Surveying Your Landscape 

2) Enhancing Your Situational Cognitive Capacity 

3) Exploring Your Inner World & Enhance Your Inner Capacity 

4) Applying an Entrepreneurial Mindset 

5) Building Your Support System 

6) Stepping into Your Journey 

 
Surveying Your Landscape 

Regardless of where you are in your career, you may have some critical issue(s) that you 
would like to address.  The first thing that you need to do is to “Survey the Landscape” 
that is relevant to your issues. For example, you may ask yourself the following question. 
What are the relevant external factors affecting my issue?  Who can impact or influence 
these?  Where are the opportunities and what are some potential pitfalls? You may also 
need to do an internal survey. What are some things that worked well for me before that 
will continue to work well here? What worked well before may not work so well here?  
What adjustments do I need to make?  It is important that you do a quick survey of both 
external and internal terrain before you begin diving into problem solving mode. 
 
Enhancing Your Situational Cognitive Capacity 

Speaking of problem solving, it is critical that you identify the real underlying issue(s).  
Have you ever wasted a lot of time by tackling the wrong problem? I have.  
Unfortunately this happens far more often than we want to admit.  For the critical issues 
at hand, we need to fully use our cognitive capacity to uncover the real underlying issue 
to tackle, rather than immediately attacking the symptoms. I use the term Situational 
Cognitive Capacity here in a broad sense, and it includes these aspects: 1) intuitive 
thinking, 2) analytical thinking (or critical thinking), 3) emotions/feelings, and 4) “body” 
knowledge. 
  
Intuitive thinking comes the most quickly. Analytical thinking is slower but ensures 
consistency and quality of thought.  Emotions and feelings play important roles in many 



IOPWE – International Organization of Pakistani Women Engineers  The Beacon 

 - 22 - 

decision-making processes. However, in most cultures we often don’t know how to 
handle our emotions and feelings in a productive way, so rather than try to deal with them 
we simply dismiss them.  If you have ever done research, would you really throw away 
good data points?  No way!  Yet so often in our lives we tend to throw away valuable 
information, which can be derived from our emotions or feelings, about our environment 
and ourselves. 
 
Recently I became more appreciative of the value of “body” knowledge. What is it? 
There are many situations where we can sense something is going on, i.e. we have a “felt 
sense” from these situations, but we can’t articulate it clearly yet. We can’t put our 
fingers on exactly what is going on. It often takes some time for us to “play” with our 
“felt sense” before our rational mind can articulate it clearly.  Yet given enough attention, 
time, and effort, we are usually able to do it.  This occurs more frequently in uncertain or 
complex situations. For more information about this you can check out the work done by 
Professor Eugene Gendlin from Chicago University. 
 
All these cognitive capacities are important to cultivate. It is not about which one is 
better, but rather having sufficient proficiency in each area to choose which one capacity 
or combination of capacities to use based on the situations we face at the time. 
 
Exploring Your Inner World & Enhance Your Inner Capacity 

This is a core element of being strategic in our professional growth. If we would like to 
succeed on our own terms, rather than by other people’s standards, we need to really 
know ourselves.  Our current projects often provide a tangible context for us to learn 
more about who we really are, and how we normally “show up” in the world. This “here 
and now” experience is commonly a missed learning opportunity. 
 
Our effectiveness in making the desired impact depends on how we “show up” (our 
behavior), which includes our mental model (how we interpret information, draw 
conclusions and plan actions), our style/temperament, bias/limited perspectives, talents, 
hot buttons, habits, self-image, stories, etc.  A successful growth process is all about 
increasing both our self-awareness and our repertoire of how we can “show up”.  In the 
end the goal is to increase our capacity to pick and choose the most suitable response for 
each situation that we face. 
 
Exploring “who we really are” is a necessity for tapping into our potential. In addition to 
self-awareness, it requires “acceptance”, the most essential developmental skill and also 
one of the most difficult to master. Like many people, I have been very critical of myself. 
I applied all kind of rules to myself while at the same time suppressing many of my own 
thoughts and feelings. Yet I came to realize that if I didn’t let all my thoughts and 
feelings show up, how could I know my real self? If I didn’t know my real self, how 
could I tap into my potential?  After recognizing the error of my ways, I have begun to 
focus on practicing acceptance, accepting who I am NOW.  By being able to accept 
ourselves for who we are we will finally be free to channel our energy towards shaping 
our desired future. 
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What we do today either intentionally or by default will impact our future. If we want to 
have a future different than our present then we will inevitably need to change something. 
And there are two things, and only TWO things, which we can change. They are our 
“thinking” and our “doing”. (All right, we can change our “being” as well, but I am not 
addressing this here.) If we don’t change anything, the momentum will carry us through, 
and we will always get what we always got, at best! 
 
Finally, passion is an immense energy source. If you have not found yours yet, pay close 
attention to what energizes you, and eventually you will find it. I have seen many people 
gain a tremendous sense of satisfaction about what they’ve done after they have found 
their passion and pursued it. What a good life!  
 
Applying Entrepreneurial Mindset 

Have you ever heard a successful person say that they have never planned to be “so-and-
so”, but opportunities were presented to them somehow? I heard a few. Unfortunately, I 
have never found any satisfying “lessons learned” from those types of experiences. 
Maybe they had a sixth sense. Perhaps they were just lucky, or they had a set of practices 
(habits) that enabled them to be more open to opportunities. What can we consciously do, 
so that we can be better in recognizing, creating, and seizing life’s opportunities? I 
believe that an entrepreneurial mindset can potentially help us do just that. Three 
characteristics of entrepreneurial approach may work well for professional development: 
1) heightening our sensitivity in seeking and seizing opportunities, 2) leveraging 
resources that are not under our control, and 3) not being afraid to make things happen. It 
is this strong belief that motivated me to start a professional organization several years 
ago - WEST (Women Entrepreneurs in Science and Technology) – (www.westorg.org). 
 
Building Your Support System 

If you would like to bring out your best and access your potential most efficiently, you 
need to build a support system, if you don’t already have one. Good support systems 
fulfill four needs for us.  

1) If you don’t know what you don’t know, they can help expand your horizon.  

2) Some of the things that you absolutely know to be true are not true at all.  This 
can be a very dangerous situation so it’s critical to have someone who can provide 
grounding.  

3) You know what things there are that you don’t know and your support system 
helps you fill in the gaps, either directly or by referral to others with appropriate 
skills and knowledge.    

4) In those rare cases where you truly know everything that you need to know, 
remember that doing is very different than knowing. Your support system can 
help you retrieve your knowledge, translate knowledge to action, and condition 
your mental muscles to achieve your desired impact. 
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Stepping into Your Journey 

Growth is a journey. It takes millions and millions of steps, small or big. Most of the 
time, all we need to do is take small steps, and when we are ready, we can take some big 
leaps.  
 
We need to pay very close attention to two factors here: orientation and energy flow. 
Orientation is a common need of humans. In this context, it is about knowing where we 
are going relative to where we are now. If we don’t know our long-term destination, we 
need to have at least a short-term goal as our focus, and to create a space for envisioning 
our future.  
 
Meanwhile, we need to know our “energy flow” status. What are our energy sources? 
Where are the energy sinks? How do we spend our energy? How can we recover energy 
quickly? Can we sustain our energy flow? If we have a sensible orientation and a healthy 
energy flow, it is likely that our small steps will cumulatively get us to where we want to 
go. Of course, we need to regularly check our course of action and make necessary 
adjustments as needed.  

Summary 
Growth is about modifying our behavior and creating new habits that support our 
ambition. It is important to be conscious about how we “show up” and to be disciplined 
about conditioning ourselves to establish new habits and build new capacity. 
 
In using this framework, you can start at any topic, depending on your situation. Focus on 
one, no more than two topics at a time. But do check back regularly to see what is the 
most relevant topic for you at that time. Remember that learning is recursive. Each time 
you experience it, you may learn at a new level. I hope that you can customize this 
framework to your specific situation thereby empowering both yourself and the people 
around you. 
 
In the future, we plan to provide more detailed articulation on each element at our 
website: www.BurnBrightPartners.com. Our intention is to provide these six elements as 
reference points for guiding strategic professional and personal development. Yet this is 
only a starting point in our search for a systematic and practical framework for achieving 
that goal in a more holistic way. I welcome your questions, feedback and input. You can 
reach me at: JJuda@BurnBright.us.  
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Learning Leadership: Key traits of leader 
By: Uzma Khan 
 
About the Author: 
Uzma Khan is the editor of IOPWE newsletter. See Executive profiles to find more about her. 

 
Being in a leadership position in a professional role be it a manager, supervisor, lead, etc. 
gives you the authority to accomplish certain tasks and objectives in the organization. But 
a fact one needs to remember is, this power does not make him/her a leader...it simply 
makes them the boss. Leadership is different. It means to inspire, to motivate, to lead, to 
be liked and be followed. And these functions cannot be accomplished by merely bossing 
around. 
 
Q: So what does it take to become an inspiring leader?  
Following is a collection of facts & thoughts about leadership & how can it be cultivated 
& fostered within us. The resource for this summary is [1]. Read the entire guide for 
more details on leadership concepts.  
 
I feel that this collection should be started by a first & foremost truth that prevails for 
developing most of the skills & is therefore of utmost important for leadership as well 
and it is…  
 
“Good leaders are made not born. Talent is there but the skills have to be acquired 
by constant knowledge & hard work. “ 
 
Some key attributes are 
 
a) Beliefs 
 Our beliefs make us what we are. A leader’s beliefs, convictions that drive them 
to achieve their goals. It is important to know what your beliefs are and how important 
they are. Historically people have fought and put their lives in dangers working for their 
beliefs.  

So, values and beliefs are the internal forces that guide us, while norms, both 
formal and informal are the external forces that guide us. In turn, knowledge of our 
surroundings directly influences our beliefs and values [1]. 
 
b) Values 
 Values are something that stem & originate from one’s beliefs and help to 
determine how we will act as they help us to weigh the importance of various 
alternatives. Values guide us about how much worthy is a certain alternative to take 
action upon.  
 
In a professional environment they drive all organizational and individual efforts. The 
leader’s values will eventually become the values of the organization through education, 
discussion and strong work relationship with the leader.  
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c) Character 
 
In order to be able to inspire others to follow them, leaders need to be able to have both 
strong and good characteristics. They need to build excellence not just command it. 
Excellence is "being all you can be" within the bounds of doing what is right for your 
organization [1].  
 
This can be further understood by the following quote 
Waste no time arguing what a good man should be. Be one. - Marcus Aurelius 
 
“Character develops over time. Many think that much of a person's character is formed 
early in life. However, we do not know exactly how much or how early character 
develops. But, it is safe to claim that character does not change quickly. A person's 
observable behavior is an indication of her character. This behavior can be strong or 
weak, good or bad. A person with strong character shows drive, energy, determination, 
self-discipline, willpower, and nerve. She sees what she wants and goes after it. She 
attracts followers. On the other hand, a person with weak character shows none of these 
traits. She does not know what she wants. Her traits are disorganized, she vacillates and 
is inconsistent. She will attract no followers.” 
 
Strength and goodness of character are two separate and independent things. A strong 
person can be good or bad. A leader of any kind of evil group is an example of a strong 
person with a bad character, while an outstanding community leader is one with both 
strong and good characteristics.  
 
Any organization needs leaders with both strong and good characteristics, people who 
will guide them to the future and show that they can be trusted.  
 
d) Knowledge 
 
Of course knowledge, the know how, the perception of facts, ideas & experiences as 
understood by the person founds the basis from which an action of any person and more 
importantly of a leader emerges.  
A really good definition of knowledge comes from [1] and is quoted here 

 
 "a fluid mix of framed experience, contextual information, values and expert insight 

that provides a framework for evaluating and incorporating new experiences and 
information."  

 
There are two parts to this definition:  

·  First point her is the information part i.e. framed experience, contextual 
information, values and expert insight.  This is all what we have within us. The 
information, the insight, the vision, the character, beliefs, values that motivates us 
to do anything. 
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·  The second part defines the function or purpose of knowledge, "that provides a 
framework for evaluating and incorporating new experiences and information." 
Notice how this relates the two ideas together i.e. first set of experiences to 
choose & act upon to create a second set of experiences.   

Thus the "The role of knowledge in generating appropriate actions is that it serves as a 
background for articulating possible courses of action (articulation), for judging whether 
courses of action will yield the intended result and for using this judgment in selecting 
among them (selection), for deciding how actions should be implemented and for actually 
implementing actions (implementation)." [1] 

 
e) Skills 
 Skill is developed by hard work during training & hard work. It is measured by 
your performance in professional fields, arts, sciences, technology, business, games and 
athletics.  
 
There are many types of skills but the common factor in all skills is that one has to meet 
the demands of a task by virtue of his/her expertise. Generally it would require 
understanding and perception of a problem, then choice or a response i.e. making a 
decision & then executing the decision based on your skill set.  
 
So really it is not enough to have a strong belief & they have to be continuously further 
improved, complimented by the inputs of surroundings. Knowledge has to be gained & 
skills need to be learned to able to accomplish what you are supposed to do with your 
team and thus establishe 
 
References: 
 
1. Clark, D. R. (2007), The Art and Science of Leadership. Retrieved December 15, 
2007 from http://www.nwlink.com/~Donclark/leader/leader.html 
 

 
True theme of Leadership 
By: Hina Malik, Muhammad Uzman 
About the Author: 
Hina .Malik is associated with triangular disciplines of Mathematics, Physics, and Mechanical 
Engineering in the domain of Materials and Metallurgical Sciences. She is an energetic person with 
multidimensional research interests. Besides she writes on variety of topics including social and 
technological issues.  
 
 
In this short article, I am going to throw a glance upon the art of leadership. This article 
does have three sections. The initial one deals with the definition of leadership. In second 
section, I have tried to describe the skills of leadership in accordance to my theme and 
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though. And third and last part of the article provides the essential framework and 
infrastructure for a successful leadership.  

 
Definition of Leader and Leadership 
 
John C. Maxwell, an American entrepreneur, author and motivational speaker quotes that 
“A leader is one who knows the way, goes the way, and shows the way and a great 
leader’s courage to fulfill his vision comes from passion, not position”. 

Leadership in general is considered as a process by which a person influences others to 
accomplish an objective. Leadership may also be correlated with the style in accordance 
to which a person directs an institution or organization in a way that makes it more 
cohesive and coherent. The motivation provided to a group of people to act towards 
achieving a common goal is also referred as leadership. In the words of Kevin Freiberg 
and Jackie Freiberg (NUTS! Southwest Airlines' Crazy Recipe for Business and Personal 
Success, Bard Press, 1996, p. 298) “Leadership is a dynamic relationship based on 
mutual influence and common purpose between leaders and collaborators in which both 
are moved to higher levels of motivation and moral development as they affect real, 
intended change”.  

A very important distinction is that a leader is not a title or a position. Kevin Cashman, a 
leadership coach and the CEO of Leader Source, says, “Too many people separate the act 
of leadership from the leader. They see leadership as something that they do, rather than 
as an expression of who they are.” Webster says “leadership is the position or function of 
a leader; the ability to lead; an act or instance of leading, guidance, and direction”. We, in 
practice can’t separate the parameters of leadership from the personality of a leader.�
 
Art of Leadership 
 
Although sometimes God-gifted, but leadership skills and qualities are not always 
inherent. It is rightly said that good leaders are made not born. If one possesses the desire 
and willpower, he or she can become an effective leader. To maximize the potential in a 
rapidly changing global community, people have started recognizing the need for 
leadership ethics more than ever before.  According to the famous and most widely 
accepted transformational leadership theory, leadership skills can be learned and applied 
to different areas of life. Good leaders develop through a never-ending process of self-
study, education, training, and experience. To achieve success in anything demands a 
grim determination and to see everything to its end. One who doesn’t own this quality 
and abandons a thing after some time without taking the trouble of clinging to it, at the 
last has only disappointment in store. Hesitation or deficiency of ‘want’ of firmness of 
mind to take proper action at the right moment stands in the way of progress and brings 
failure and ruin in life. 
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Essential Qualities for Successful Leadership 
 
There are several elements that may have a strong influence on the art of leadership. Most 
of these essential and necessary factors are under-mentioned.  
 
�  Intensive moral ability.  
�  Good character. 
�  High mental caliber.  
�  Honesty. 
�  Courage. 
�  Gentleness.  
�  Good intentions. 
�  Trustworthiness. 
�  Helpfulness.  
�  Tolerance.  
�  Forgiveness. 
�  Excellent communicative skills. 
�  Splendid delivery of speech. 
�  Pleasantly effective behavior. 
�  Dynamic interaction with the followers. 
�  Awareness of current issues. 
�  Self-discipline. 
�  Devotion to the cause.  
�  Enthusiasm, and inspiration 
�  Intellectual passion.  
�  Strength of thought. 
�  Beauty of gesture. 
�  Power of personality. 
 
Now I am going to discuss only few crucial factors in a bit more detail.  
 
Magnificent and Crystal Clear Vision 
In general public follows a vision that is perfectly clear in its minds, therefore, it’s 
extremely important that a leader itself must possess a crystal clear vision of what he or 
she wants to accomplish and the direction that he wants to go. The vision only can take a 
leader to perform great actions. If his vision is the slightest bit blurry in his own mind, 
then how can he expect to lead people if he doesn’t know where he is going himself? A 
truly great visionary is important in all spheres of activities for spirit of leadership.  
 
Respect for Every One 
A true leader should have respect for every one. We are all a part of this global 
community and have a spark of the divine within us. Therefore, even though there is 
diversity among us, through religion, gender, culture, age and status, we are all part of the 
Divine Family. This respect level can be shown through courtesy, and cooperation.  
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Decisiveness and Planning�
Every organization has a particular working environment, which dictates to a 
considerable degree how its leaders respond to problems and opportunities. This is 
brought about by its heritage of past leaders and its present leaders. A leader should 
always be decisive. To take right decision at right time is very important. A leader should 
not ponder. He or she must be able to make quick decisions to difficult problems to 
develop immediate solutions. 
 
Dedication and Motivation 
The road to achievement starts with a goal. One should implant that specific goal in his or 
her mind. A true leader is always dedicated to his goal, aims, ambitions, and 
achievements even if he needs to pay the price by making sacrifices, he never hesitates or 
feels reluctant. He makes a choice and sticks to his plan honestly. The principal 
difference between the average person and the one who is highly successful seems to be 
in the degree of his or her personal motivation and dedication to the cause. Motivation is 
the hidden power in the successful person's arsenal and is the key ingredient for success. 
From my perspective, it is something from your inside that let you knows the path you 
are going to choose, whether it’s right or wrong. The scale-meter of measuring right and 
wrong is fitted into one’s own heart. It is self-generated and not external. It means no 
external agency can compel and pressurize you to do something unless you enjoy the true 
spirit of right motivation through your achievements, as there is a strong connection 
between motivation, and achievements. And a truly successful leader necessarily believes 
this spirit for creating a change and making room for betterment in the society.   
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ACTIVITIES 
 
IOPWE joins 85Broads 
All IOPWE members will be given complimentary membership of 85 Broads 
and can access all its resources. 
By: Uzma Khan 
 
About the Author: 
Uzma Khan is the editor of IOPWE newsletter. See Executive profiles to find more about her. 

 
There have been many initiatives around the world for empowering and providing strong 
platforms for women from all walks of life. IOPWE is a similar one. IOPWE has decided 
to network with another such great organization ‘85Broads’.  All of IOPWE members 
will also become members of 85 Broads and will have access to all the resources of 85 
Broads. We want to initiate joint programs with 85 Broads and also seek active 
participation between the 2 organizations. 
 
The 85 Broads network is a global community of over 17,000 talented and accomplished 
women at all stages of their lives and careers. 

It was founded in 1997, by Janet Hanson as an independent network for current and 
former Goldman Sachs women (the name being a humorous play on Goldman Sachs' 
street address in NYC). Janet Hanson is a respected leading entrepreneur with a 
distinguished Wall Street background. In addition to her many achievements, she 
founded Milestone Capital Management, a $2 billion institutional money management 
company which is the only woman-owned firm of its kind in the United States and was 
recently ranked as one of the 25 Best Small Companies Nationwide by Working Mother 
Magazine. 

Today, the 85 Broads network is open to students and alums from over 250 leading 
colleges and graduate schools across the globe along. Their members come from all 
different ages, countries and backgrounds. To be specific they range in age from 17-65+, 
work for over 1000 different companies, and live on all 7 continents. 

The 85 Broads network is unique in the breadth of knowledge, industry focus, career 
level, and geographic distribution across its membership.  

The advantages to be a member of such a active network of smart professionals range are 
but are not limited to 

·  Accelerating your career by having access to jobs, internship’s listings and 
discussions.  

·  Attending exclusive events and programs with other 85Broads members 
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·  Networking, networking, networking with talented individuals from your field of 
interest and share the news from around the world.  

·  Being around inspiring, motivated, dynamic, intelligent and positive females and 
be inspired.  

85 Broads has donated $2000 for the IOPWE 2008 scholarships. 

For more information on 85 Broads visit www.85broads.com 

 

IEEE and IOPWE Seminar at Sir Syed University of 
Engineering and Technology: 28th July 2007 in Karachi 
Event reported by: Muhammad Shahab Siddiqui 
 
About the Author: 
Muhammad Shahab Siddiqui is Council Member CSP(Computer Society of Pakistan) & Karachi Chapter 
Membership Coordinator, IOPWE. 

 
We had an excellent program at SSUET, Karachi on July 28, 2007.  Though Sophia 
Hasnain could not make it due to some family problem.  The program was well listened 
by the students and faculty members of 3 different departments i.e. Computer 
Engineering, Electronics Engineering and Bio-Medical Engineering of Sir Syed 
University of Engineering and Technology, Karachi. Also there were some guests from 
HIIT and GSESIT, Hamdard University, and Mohammad Ali Jinnah University, Karachi. 
The capacity of the auditorium was about 300 and around 250 people were there. 
 
The program was started at 11:30 AM with the recitation from Holy Quran. After that I 
(Muhammad Shahab Siddiqui) presented "IEEE Student Branches in Karachi and 
Importance of Networking". The topic was well listened as there was a interest of making 
an IEEE Student Branch at SSUET from Students as well as Faculty members. While 
talking about networking, I highlighted IOPWE but the topic itself was remained 
untouched as Sophia was not there. 
 
But the vacuum was filled by the next presentation, delivered by Group Captain Riasat 
Ali Changazi on the topic "Economic Sustainability through Standards and Certification 
Culture". He made his presentation for IOPWE and women engineers and his basic 
philosophy or claim was that females are better engineers then men as they go in detail 
items of everything. She can handle and troubleshoot problems very easily as this is in 
her nature and natural gift by Allah. Secondly, he emphasized on economic development 
of Pakistan drawing references to China.  
 
He told the audience that China has raised their standard of working by adopting 
standards. He quoted that China has classified their companies into three categories. 
Grade 3 companies will make products. Class 2 organization will develop technologies 
and the top one make standards. There are 7.5 million standards available in the world 
while the demand is of 15 million. There are 600 Standard issuing companies in USA 
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while in Pakistan there is only 1. Pakistan produced 4,500 standards in 60 years and 
adopted 14,000 standards in just 1 day, as Dr. Atta signed. 
 
Mr. Riasat's presentation was an eye opener to all of us. Also he urged students to 
develop knowledge earning and research habits in them and not just becoming copy-book 
engineers. He urged people studying and working abroad to come to Pakistan and help 
industry and academia to increase their level of studies and to contribute in the economy 
development of Pakistan first-hand and not indirectly. 
 
Below is a summary of Mr.Riasat’s comments: 
 
My philosophy as far as engineering and women are concerned is based on my 
interaction with women engineers and I have come to the conclusion that woman can be 
better R&D engineers because R&D needs passion and lot of patience.  In R&D you must 
have depth of Knowledge and you have to go in details of every factor.  Woman have 
more passion & patience than man and she always like to go in details of every event. 
Just imagine the role of a woman as a mother; what a patience and how passionate she 
is? Child brought up she may be a working woman but she will go in details of every 
event her child is involved. As a  house wife she knows each and every details of the 
family.   
  
As far as Chinese are concerned Chinese decision makers have raised a slogans "Third 
class companies make product, Second class companies produce technologies and First 
class companies set standards . It is a slogan which gives confidence to the Industry and 
people. it is a target for the industry to be achieved through slogan or we may say that it 
is a road map mile stone for Chinese Industry.  
  
About the technology school and globally adoptable HR: 
I have started my first project to produce globally adoptable HR where woman will also 
be trained as technicians and will be certified for jobs like CNC welding, CNC 
 machining, CAD/ CAM in jewelary and other technologies. I need Ideas and technical 
help in this project. I strongly believe that we can not achieve economic sustainability 
with out involving woman in technological activities and technical work because woman 
are 52% of our population. We must give proper respect and due share of woman in 
technical work. Woman of Pakistan should also be brave and come up to the practicality 
of the events. They need to be more pragmatic and contribute more than the present 
contribution, they don't have to be afraid of any one staying with in the parameters of our 
culture. Woman are the best Change agent in the world. If you want to change the nation 
educate the woman.  
  
My daughter is just 18 years and she will participate in International events alone I have 
made her that much confident that she can take care of her self. I just have to make her 
an eagle in the sky and provide her protection from a distance where she should not see 
me but feel confident enough to be leader and contributor for serving 
humanity tomorrow. 
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These presentations were then concluded by the Dean Engineering, Sir Syed University 
of Engineering and Technology, Karachi and also announced for his help in establishing 
IEEE Student Branch at SSUET.  Also he appreciated the efforts of IOPWE to have this 
seminar and requested for the same in future as well.  The event was closed with the 
lunch for the guests and faculty members at 1:15PM.  
 
I believe this will be a starting point of the efforts IOPWE like to make in Karachi for the 
year 2007. I hope to see more IOPWE members at such events to participate. If someone 
else wants to contribute as presenter then please write to me, I will try to arrange 
another talk to the professional or student community as per requirement.  I look forward 
for liaisons with other professional organizations like IBM, Microsoft, PASHA, CSP, 
PSEB, ISACA, CISCO, etc. in order to hold joint events with them.  We can also utilize 
the facilities at different universities like SSUET, FAST-NU, NUDUET, UIT, Hamdard, 
Bahria, MAJU, JUFW, etc. for IOPWE projection in student community. 
shahab.siddiqui@ieee.org 

 
INWES Symposium, Wroclaw, Poland: 2nd – 4th July, 2007 
Event reported by: Durdana Habib 
 
About the Author: 
Durdana habib is Islamabad chapter president for IOPWE. 

 
 
Regional Symposium on Women 
Scientists and Engineers of New EU 
Countries and East Europe was held July 
2-4, 2007 in Wroclaw, Poland at the 
University of Wroclaw. The symposium 
was sponsored by the University of 
Wroclaw, the President of Wroclaw City, 
INWES, and the CIDA-Canadian 
International Development agency. 
 
Against a background of increasing 
demand for a skilled workforce in 
science, engineering, and technology 
(SET), the symposium focused on 
training, retention and advancement of 
skilled women in these fields. 
 
Ms. Durdana Habib was the reporter for 
the training panel for “Empowering 
Women Scientists & Engineers in 
Eastern Countries”. Participants came 
from all eastern European countries, 

 
Through the camera 
 
 
Monique Moutaud, Chair ICWES14, Durdana Habib 
and Pamela Wain at INWES Board meeting in 
Wroclaw, Poland. 
 
 

 
Symposium participants visit the Post Cistersian 
Monastry  and picnic in the garden of the Castle on 
the Water. 
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western Europe, Russia, Japan, Korea, 
Canada, USA, UK, India, Pakistan, 
Africa and other countries. 
 

 
Delegates at dinner hosted by the President of 
Wroclaw City at “The Knight Hall” 
 

 
 
 
 

 

 
Women’s Forum Held at CASE, Islamabad: 3rd Aug, 2007 
Event reported by: Durdana Habib 
 
About the Author: 
Durdana habib is Islamabad chapter president for IOPWE. 

 
A Women’s Forum was held at CASE on Aug. 3, 2007 with over forty participants from 
academia and industry. Ms Durdana Habib highlighted the importance of such forums in 
networking women professionals. She appreciated the CASE management in extending 
support with a view to focus on gender issues. Durdana Habib is among the Board 
Directors of the International Network of Women Engineers and Scientists and President 
IOPWE, Islamabad chapter. 
 
Dr. Judith Sutter, Professor at the Argosy University, USA was the lead speaker at the 
women’s forum. Currently she is teaching a course "Industrial Psychology and 
Sociological Aspects in Technical Organizations" to Engineering Management students 
at CASE.  She did her PhD in "Cross Cultural Psychology and Psycho-anthropology".  
 
The forum discussed the following three issues:  

1. What are ways that men and women can be sensitized about gender issues?  
2. What are strategies to empower women through all stages of their professional 

lives?  
3. Where do we go from here? 
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Responses were solicited from small work groups and posted on a large white board. 
From this and the subsequent discussion, three main areas of concern emerged. The first 
and most common issue was that of raising awareness. Specifically, participants stated 
the following: “awareness should be raised through publications, cartoons, jokes; a needs 
assessment should be completed through questionnaires and surveys; print up flyers for 
creating public awareness of gender issues; involve the media; and conduct seminars, 
workshops and peer support meetings.” 
 
 

 
  
Dr. Saeeda, Vice Chancellor-Fatima Jinnah  
Women’s University                                                 Women’s forum in progress 
 enjoying tea at the forum 
 
The second main issue identified was at the level of policy as it pertains to 
discrimination. Statements were: “there should be an identification of job descriptions 
for ladies; policies should be implemented; there should be an age relaxation for ladies 
in opting for jobs; complex tasks should be given to girls without discrimination; and 
there should be job descriptions and a gender policy.” 
 
The third issue was that of facilities. The participants noted a need for the following: 
“Separate common rooms; day care centers; security; pick & drop; separate washrooms; 
and ergonomics.” Upon conclusion, participants agreed that a formal networking group 
with regular meetings, both virtual and physical, should be established. Business cards 
were exchanged, emails collected, and new friendships formed. 
 
The participants included professionals from Mobilink, LMK Resources, NEC 
corporation, National Bank, Pakistan Ordnance Factories while academia was epresented 
by COMSATS, NUST, FJ Women’s University, CASE and Govt. Polytechnic Institute 
for Women among others. 
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Participants pose for a Group Photo  
  with Dr. Sutter and  Durdana                                          Discussion groups in progress                
 
 

                          
  Dr. Saeeda,Vice Chancellor-Fatima Jinnah  
  Women’s University                                               Dr. Sutter with Durdana  

 

 

CSP and IOPWE Seminar: 31st Oct 2007 
Event reported by: Muhammad Shahab Siddiqui 
 
About the Author: 
Muhammad Shahab Siddiqui is Council Member CSP(Computer Society of Pakistan) & Karachi Chapter 
Membership Coordinator, IOPWE. 

 
We had a seminar as CSP Monthly Tea meeting on 31st Oct 2007 5.00 pm to 6.30pm at 
the CSP Auditorium Sasi Arcade Clifton Karachi.  Mr Mahboob Akhter of Quartics Inc 
USA, Co Founder of The Indus Entrepreneurs (TiE) Southern California Chapter and 
also Board Member, IOPWE gave a presentation on "Business and Entrepreneurship". 
 
A small group of 20 professionals from different IT sectors attended the session.  The 
speaker gave a good detailed outline about What is Entrepreneurship? and How can 
we make a good Business Plan?  
 
The session ended in 2 hours but gave a lot of information to the audience.  You can read 
the comments of the speaker himself about the event, though the turnout of IOPWE 
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Females members was 0.  Mr. Mahboob Akhter in his number of emails after the event to 
CSP and IOPWE said the following: 
 
“I am thankful for the opportunity to speak at the forum. The number and quality of the 
questions was impressive and I can see that the professional community is very eager to 
embrace entrepreneurship.  What I also observed is that the starting point and the risks 
involved with any startup venture are somewhat unclear.  This is where CSP and IOPWE 
can invite local and visiting entrepreneurs to benefit your membership.” (Nov. 06) 
 
“There was nobody from IOPWE present; at least nobody introduced themselves to me 
from IOPWE.  However, I would like to thank Rabia for her instrumental part in having 
this event organized.  I enjoyed the session and the attendees showered me with questions 
which I interpreted as content presentation directly relevant to their interests.” (Nov. 08) 
 
“It was certainly a pleasure to be with CSP and its esteemed membership. I came away 
very excited because the attendees expressed tremendous interest in the subject 
demonstrated by the series of questions (good questions I might add).  I think you have 
quite a few businessmen and entrepreneurs in Pakistan who you can call upon for 
mentorship.  As a first step, I would suggest that you begin a focus group and then plan a 
series of talks with the general topic of entrepreneurship and specific topics: 
i) Identifying an opportunity,  
ii)  Due diligence process, 
iii)  Vetting the business idea,  
iv) Proposal writing,  
v) Investor presentation, and others.  
 
 I think CSP can provide this valuable service to its membership. I am glad to help and 
whenever I visit Pakistan I will be happy to share my experiences with CSP 
membership.” (Nov. 11) 
 
“Regarding continuation of dialogue or starting a project, I would 
suggest that you review the suggestions I presented in my email.  There 
are quite a few good business persons and entrepreneurs locally who can 
help CSP/IOPWE with a series of seminars.  A great service could be 
delivered if CSP/IOPWE can deliver on complete series of such sessions.” (Nov. 14) 
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An Online Interactive Video Lecture Telecast Live from 
Boston USA: 24th Nov, 2007 
Event reported by: Farah Mahmood 
 
About the Author: 
Farah Mahmood is lecturer at the dept. of Electrical and Electronic Engineering NWFP UET Peshawar. 
Executive member IOPWE, Secretary/Treasurer IEEE Peshawar Subsection 
She can be reached at farah.mahmood@gmail.com 
 

The IOPWE Peshawar Chapter in collaboration with IEEE Peshawar Subsection 
organized an online interactive video lecture telecast live from Boston USA on the topic 
of “Strategic Professional Development”. Dr. Jiahong Juda, Founder and CEO of 
BurnBright Partners was the speaker for the occasion. She has developed a practical and 
customizable strategic framework for successful professional development and personal 
growth.  

The video lecture was a one of its kind event for the University and was 
successfully concluded with an interactive question and answer session. A small group of 
targeted audience from different walks of life attended the video lecture.  

The interactive video lecture helped answering questions such as: 
If you aspire to develop your professional life in a more strategic way, what would you 
do? Where would you begin? What kind of strategic leadership can enhance your career? 
If you don’t want to live your life by other people’s standard for success, what can you 
do? What are some daily practices that will cumulatively enhance your professional and 
personal life in the long run? There is little training or guidance on these topics. Most 
people simply explore on their own, which is highly inefficient. 
 
Out of her own frustration, Dr. Jiahong Juda, the Founder and CEO of BurnBright 
Partners, has developed a practical and customizable strategic framework for successful 
professional and personal growth, by combining leading academic studies, traditional and 
contemporary wisdom, and her direct and indirect life experiences. Her complete 
biography can be found at http://www.burnbrightpartners.com/About_Us.html 
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The Val IT Framework 
By: Muhammad Shahab Siddiqui 
 
About the Author: 
Muhammad Shahab Siddiqui is Council Member CSP(Computer Society of Pakistan) & Karachi Chapter 
Membership Coordinator, IOPWE. 

 
Organizations continue to make significant IT-enabled business investments: investments 
in sustaining, growing or transforming the business that have a critical IT component. 
Experience and an increasing volume of empirical research demonstrate that such 
investments, when managed well within an effective governance framework, provide 
organizations with significant opportunities to create value. 
 
Many organizations have created value through selection of the right investments and 
effective management of the investments from concept through implementation to 
realization of the expected value. Examples include IBM, which reportedly was able to 
save more than US $12 billion over two years by linking disparate pieces of its supply 
chain and thereby reducing inventory levels, and Southwest Airlines, which was able to 
reduce procurement costs and increase service levels through its supply chain 
transformation project. 
 
However, without effective governance and good management, these investments 
provide an equally significant opportunity to erode or destroy value. Indeed, according to 
a 2002 Gartner publication, 20 percent of all expenditure on IT is wasted, representing, 
on a global basis, annual value destruction of US $600 billion.  
 
A key lesson is that IT investment is no longer only about implementing IT solutions. It 
is increasingly about implementing IT-enabled change. This implies greater complexity 
and greater risk than historically has been the case. The management practices that have 
traditionally been applied are no longer sufficient. The message is clear: IT-enabled 
business investments can bring huge rewards, but only with the right governance and 
management processes and full commitment and engagement from all management 
levels. Up until now, however, management has not had a clear way to consider 
investments in IT or how to report on, or monitor, the potential success or failure of such 
investments. 
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In considering the lack of IT investment and management guidelines, the IT Governance 
Institute, working with other leading thinkers in the business and IT community, has 
undertaken the Val IT initiative. The goal of this initiative, which includes research, 
publications and supporting services, is to help management address this challenge, and 
to ensure that organizations realize optimal value from IT-enabled business investments, 
at an affordable cost, with a known and acceptable level of risk. 
 
Val IT extends and complements COBIT, which provides a comprehensive control 
framework for IT governance. Specifically, Val IT focuses on the investment decision 
(are we doing the right things?) and the realisation of benefits (are we getting the 
benefits?), while COBIT focuses on the execution (are we doing them the right way, 
and are we getting them done well?). 
 
Effective governance starts with leadership, commitment and support from the top. 
However, such leadership, whilst critical, is not enough. Val IT supports the leadership 
by providing a comprehensive framework, with a full complement of supporting 
processes and other guidance materials, developed to assist the board and executive 
management in understanding and carrying out their roles related to IT-enabled business 
investments.  
 
Val IT, supported by the control framework in COBIT, provides a one-stop, credible and 
codified source to support the creation of real business value from IT-enabled 
investments. Val IT has relevance to all management levels across both the business and 
IT, from the CEO and the C-suite to those directly involved in the selection, procurement, 
development, implementation, deployment and benefits realization processes. Val IT 
contains essential guidance for all.  
 
In order to support this concept of management and to propagate this change  
in Pakistan IT Industry, Computer Society of Pakistan (CSP), Karachi Chapter  
and Information Systems Audit and Control Association (ISACA), Karachi  
Chapter join together to have a series of seminars on “Enterprise value:  
Governance of IT Investments known as Val IT” to be organized in Karachi. The details 
will be announced later.  If you are interested in attending these seminars please email me 
at shahab.siddiqui@ieee.org I will dispatch the details as I get them.
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