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[Note: In this case study the word ‘mobility’ refers to international ‘workforce mobility’ or the international 

movement of employees between companies belonging to the same group. When the word is written in italics as 

‘Mobility’ it refers specifically to Ooredoo’s program where mobility is used by them as a strategic tool.]  

 

Ooredoo, one of the world’s fastest growing telecom groups, experienced record growth rates 

since 2006 by moving internationally through acquisitions and joint ventures. (see Appendix 1)  

But, growth usually checks in with its baggage of challenges and opportunities.  The challenge of 

managing and leveraging cross border talent was converted into an opportunity by Ooredoo’s 

Talent Management Group (TMG), through its Mobility program. The impact of the program 

went beyond talent management as it provided tangible financial benefits.   

Recent changes in the external environment, especially towards the end of 2015, has however 

posed new economic challenges in the countries Ooredoo operates in.  Within an environment 

of budget constraints, reductions in workforce and cost optimization, TMG’s biggest challenge 

lies in continuing to invest in people’s development.  

OOREDOO GROUP AT A GLANCE 

Headquartered in Doha, the capital of Qatar and partly state owned, Ooredoo is a leading 

international telecommunication group. It delivers mobile, fixed, broadband internet and 

corporate managed services tailored to the needs of consumers and businesses across markets 

in the Middle East, North Africa and South-East Asia. With operations in Qatar, Indonesia, Iraq, 

Kuwait, Oman, Algeria, Tunisia, Myanmar, Lebanon, Pakistan, Maldives and Palestine it has a 

global customer base of nearly 117 million customers. (see Appendix 1 & 2)   

History 

Even though the first telephone exchange was installed in Qatar in 1949 with the capacity of 50 
lines, the company was not officially established until 1987. The establishment was issued under 
Qatar Law No. 13 of 1987 and Qatar Telecom Q.S.C (Q-Tel) was the sole provider of telecom 
services in Qatar. 

The company's monopoly over Qatar’s telecom sector ended in November 2006 with Law No. 
34 of 2006 restructuring the communication systems in Qatar and lifting Q-Tel’s monopoly.  The 
first and currently only competitor, Vodafone Qatar, switched on its mobile network on March 
1, 2009 and started offering its products and services shorty after that.  In 2013 Q-Tel changed 
its name to Ooredoo Q.S.C. 

Vision 

Ooredoo means “I want” in Arabic, and the core philosophy of the company is to help customers 

reach their goals and ambitions every hour of every day. This philosophy is succinctly captured 

in its vision statement, ‘To enrich people’s lives,’ and in the brand essence of ‘human growth’. 

A public recognition of Ooredoo living out its vision was received in 2013 when it was named 

“Best Mobile Operator of the Year” at the World Communication Awards. Recently they 

launched a second advertising campaign with Lionel Messi, Ooredoo’s Global Brand Ambassador 
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called “Together we simply do wonders”. It plays on Ooredoo’s key themes of teamwork, 

technological skills and striving to do your best. 

Ooredoo’s vision is aligned to the Qatar National Vision 2030 and as a company it is committed 

to making Qatar one of the best-connected countries in the world. 

 

Business Operations and Results 

Ooredoo has three main business lines - Consumer Mobile, Consumer Broadband, and 

Corporate Managed Services.  

Strategically backed by Qatar Government, Ooredoo is listed in the Qatar Stock exchange and 

Abu Dhabi Stock Exchange. As of September 30, 2015 it had a market capitalization of QAR 24.7 

billion (US Dollars 6.8 billion).  

The company reported a marginal drop in its revenues from US$ 9.3 billion in 2013 to US$ 8.8 

billion in 2015. However, it grew rapidly and consolidated its global customer base from 95 

million people as on 31 December 2013 to 117 million people as on 31 December 2015.   

 

Current focus 

In Qatar, Ooredoo’s current focus is on providing innovative services in a rapidly evolving 

market. It has prioritized fast 4G+ services for mobile Internet, mobile financial services, 

extending nationwide its Ooredoo Fibre home broadband network and TV services.  In addition, 

it is focusing on a wide range of services in the Machine-to-Machine/Internet of Things area.  

Internationally, Ooredoo has seen significant returns from the small and medium enterprise 

(SME) sector, which provides the backbone to the economies where Ooredoo operates across 

Asia and the Middle East. Building on its experience in the SME area, Ooredoo is focusing on 

them internationally and has launched a range of special packages and services specifically 

designed for smaller companies. 

 

OOREDOO GROUP’s HUMAN TALENT 
Ooredoo has close to 17,000 employees in the Middle East, North Africa and South-East Asia, 

with 45 different nationalities across the Group and strong national teams in every operation. 

To support these employees, Ooredoo offers a host of employment advantages, including 

international mobility assignments, graduate positions, women in the workplace initiatives, and 

specialized programs for national employees in each of its markets.  

Since 2012, Ooredoo has been building talent management strategies and programs across the 

Group, with a focus on best practice in mobility, leadership development, and creating a 

common "One Ooredoo" language to identify and develop talent.    

To support these development programs, a common set of Ooredoo Leadership competencies 

has been introduced across the Group, supporting development and enabling managers and 

employees to share a unified approach to generating value.  

The creation of common competencies strategically assists Ooredoo in long-term succession 

planning, and providing a transparent and clear path for future leaders at both the Head Office 

and other national operations level.  
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One of the key initiatives in developing the competencies of future leaders is Ooredoo's Mobility 

program. A program that since 2013 has created over 100 international assignments each year 

across the Group, and helped to fill skill gaps, share knowledge, and build expertise company-

wide. 
 

Ooredoo Talent Management Group and Mobility Program 

The Ooredoo Group, was set up in 2008 in an effort to shift from the then financial holding 

company model, to more of an active performance manager.  It shifted from being an 

amalgamation of silos, and disparate geographic operating units, to a more unified and cohesive 

group.  This then lead to the formation of a new HR strategy at the Group to realize Ooredoo’s 

new Talent Management vision. 

The vision is both fascinating and impressive with aims ‘to transform talent from a commodity 

to a strategic enabler, delivering talent platforms that differentiate them and enable more 

informed and strategic people decisions that support the business strategy.’   

In 2011 mobility was identified as one of the pillars that would better support business strategy. 

Group CHRO, Mohanna Al Nuaimi, was a key advocate of the program.  Mobility was seen at the 

Board of Directors level as a means to accelerate the development of Qatari nationals and 

support Qatar’s vision to be more of a knowledge-based economy. (See Appendix 3) 

Alexander Matianis, Group Head - Global Talent Mobility, spearheaded the formulation of the 

Mobility program. He designed and implemented the policies, procedures and infrastructure 

needed to operationally support the program across the Group. He worked closely with 

Ooredoo’s business leaders to determine the overall strategy, develop the mobility 

segmentation model and build ‘Operations & Commercial’ (OPCO) capability in all countries 

they operate in and to support the function locally. [Note: Ooredoo refers to its operations in 

Qatar as ‘Head Office’ and the operations in other countries as OPCOs.] 

In 2013, the Mobility program gained traction with over hundred assignments per year. The best 

part of that story was that 50% of the assignments were initiated by OPCOs and not by 

headquarters.  (See Appendix 5) 

Another reassuring fact was that 98% of the 102 OPCO executive management surveyed viewed 

mobility as a solution to overcome business challenges like 

• In a rapidly changing business environment, mobility can facilitate fast-tracking business 

initiatives by deploying talent quickly and providing a fast turnaround of information. 

• Retaining the right talent due to organizational changes by transferring talent between 

OPCOs or sending them on assignments to acquire new skills. 

• Talent scarcity can be overcome by tapping into the 17,000 strong talent pool by 

advertising vacancies internally. To speed up the process Mobility champions can help get 

the reference checks and past performance records. 

• Employee skill gaps are an area that mobility directly addresses, since it is all about talent 

development. 

• Back filling assignees provides the teams an opportunity for growth as they can develop 

high potential employees to be successors. 
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At end of the 2013, the Mobility department merged with the newly established Talent 

Management Group led by Sarah Al Rahim. Sarah played a pivotal role in providing the required 

support to integrate Mobility to Talent reviews, leadership development and other talent 

management streams. She also increased the exposure of the program by showcasing mobility 

solutions and successes to Executive Management teams across the Group.    

Apart from addressing the challenges mentioned above, Ooredoo’s Mobility program provided 

other tangible and intangible benefits.  Talent Management and the OPCOs discovered mobility 

to be a ‘cost effective solution.’ Mobilizing experts from low cost countries estimated a $1.3 

million tangible cost savings for Ooredoo due to this program instead of their hiring external 

contractors.  During the period 2013-2015, the program resulted in a cost savings of US$ 2.1 

million at Ooredoo’s Group HQ. (See Appendix 7) 

Some intangible achievements of the Mobility program have been. 

1. Accelerated deployment of a unified brand:  Today eight operations, that were part of 

Ooredoo’s growth via acquisition in different countries, have adopted the Ooredoo brand.   

A shift from having local brands with unique identities tied to local norms to a unified global 

identity.  Mobility platforms, through short and longer term assignments allowed OPCOs to 

benefit from the know-how of brand ambassadors who partnered with the OPCO teams to 

execute successful brand deployments locally. 

2. Cross-pollination of knowledge and expertise: The Mobility program has allowed Ooredoo to 

cross-pollinate knowledge and expertise from one OPCO to the other. This is how, Inas Al 

Harthy from Oman, who went to Indonesia as part of the Mobility program put it. “My 

experience in Indosat (a Joint Venture - Ooredoo and Indosat in Indonesia) has broadened 

my knowledge in areas such as risk management, from both a management and operational 

perspective. The program gave me the opportunity to share my experience and practices 

from Ooredoo Oman with the Indosat management. I too got exposure and great 

experience, visiting most of the network data centres in Jakarta and other parts in Indonesia. 

I participated actively in meetings with the suppliers and provided a number of suggestions 

to support these areas. I have definitely gained more confidence since living in Jakarta as I 

learned how to deal with multicultural populations.”  

3. Facilitated the solidifying of Ooredoo’s organization culture: The program created synergy by 

solidifying an Ooredoo Citizen culture and supporting globally the Ooredoo values of 

Connecting (sharing knowledge via expert assignments), Caring (Developing culturally 

sensitive employees via development assignments) and Challenging (providing robust 

mobility solutions, developed from diverse assignments that can assist Ooredoo leaders to 

overcome business challenges).  

In addition, there are many intangible benefits to participants of the Mobility program. Manar 

Khalifa Almuraikhi, who went to the Kuwait OPCO from Qatar listed the benefits she received 

saying, “This was such an amazing experience in terms of exposure, diversity, exchanging 

experiences, getting to know new people and building up a great relationship with the team I 

am working with.”   
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When asked what she would consider the single biggest contribution made by the Mobility 

program to the Ooredoo group, Sarah responded, “Making a real impact in the lives of over 200 

people by stretching their professional development beyond the confines of their geographic 

territories and connecting them to people in other countries.   Especially, doing this in a region 

where mobility platforms are not commonplace.” 

A recent satisfaction survey conducted by Ooredoo clearly showed that mobility among 

employees drives a sense of belonging to the Ooredoo group. 

Like all programs, the Mobility program too has faced challenges that could impact its longevity 

and sustainability. 

• Length of assignments: The assignments were classified as Short Term Assignments (STA) 

with an average duration of six months or Long Term Assignments (LTA) that were on 

average about three years long.   72% of Ooredoo’s assignments were STAs. In addition, 

70% of them were expert assignments with only 11% being country-to-country transfers 

and 9% being development assignments. So, the majority of assignments were on average 

six months, making the assignee more of a tourist than a key contributor. (see Appendix 6) 

• Destination related issues: The reluctance of employees to go to unattractive destinations 

or destinations considered to be ‘hard places’ is an issue faced by Ooredoo. This is 

heightened by the fact that Qatari nationals who are willing to consider the development 

part of the Mobility program are reluctant to consider destinations other than familiar ones 

like Kuwait and Oman.  (see Appendix 8) 

CURRENT & FUTURE CHALLENGES FACED BY MOBILITY PROGRAMS 

Earlier in the day, in the meeting room in Ooredoo Tower, Sarah and Alexander had reviewed 

the current economic situation in the GCC and its impact on Ooredoo’s Mobility program’s 

future.   A recent article by Laura El-Khatri in Harvard Business Review2, “Oil’s Fall Is a Challenge 

for Gulf Economies, but also an Opportunity,” offers an insight on Ooredoo’s challenge.  

“The recent sharp decline in the oil price has undoubtedly altered the economic outlook for the GCC 

economies as a whole. After a period of sustained real GDP growth, which averaged around 5.8% during 

2000–2011, the IMF projects growth rates to slow down to 3.4% in 2015 and 3.2% in 2016.  After an 

initial “wait and see” strategy, GCC oil producers have by now come to realize that the current oil price 

decline is no short-term phenomenon.  

And yet this shift could become a key chance for the region’s economies. By January 2016, several GCC 

countries announced far-reaching economic reforms that used to be unthinkable merely a few years ago. 

One of them is the reform of domestic energy pricing and subsidies in a region that used to be known for 

charging among the world’s lowest rates for fuel, gas, and electricity. From a political standpoint, the 

region’s subsidy reforms of 2015 and 2016 are a success not only for the GCC but for the wider Middle 

East region, as they demonstrate that painful economic reform is possible without triggering the for-

decades-feared specter of large-scale protest. 

The other big component of this opportunity is the acceleration of overdue reform in other market 

segments: education and labor markets, investment terms, and the role played by private investment into 

the region’s infrastructure and service sector. Regional policymaking will also need to pay much closer 

attention to a relatively new but increasingly popular concept in the region: sustainable growth well 

beyond the 2030s, based on high-skill jobs and diversified national economies. Within the GCC, 
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sustainable growth will be determined by what current and future policies hold, and by whether their oil-

rich economies can diversify enough to do a lot more business with a lot less oil.” 

Back in their offices, members of the Talent Management Group wondered about the future as 

they reviewed the key findings of the survey of Qatari nationals (Appendix 9). Will the negative 

fallout from reduced oil prices result in a positive change in Qatari employees’ acceptance of the 

need to diversify their economy and geographic reach?  Can Ooredoo fulfill its Corporate Social 

Responsibility by linking the Mobility program to the Qatar Vision 2030 of diversification and 

ignite a patriotic passion within their Qatari employees? Or should they just focus the mobility 

program on expatriate employees who enthusiastically sign up for the Mobility program? 

 

 

 

 

 

 

 

 

 

 

 

  

TERMINOLOGY 

CAGR Compound Annual Growth Rate 

CHRO Chief Human Resources Officer 

EBITDA Earnings before interest, tax, depreciation, 
and amortization. 

GCC Gulf Cooperation Council 

GDP Gross Domestic Product 

IMF International Monetary Fund 

LTA’s Long Term Assignments 

OG Ooredoo Group 

Opco (OPCO) Operations and Commercial 

Q-Tel Qatar Telecom (now Ooredoo) 

SME Small Medium Enterprises 

STA’s Short Term Assignments 

TMG Talent Management Group 

This case was prepared by Jaywant Michael and Peter Robertson. It was prepared for case competitions and classroom discussion and rather than 

to illustrate either effective or ineffective handling of an administrative, ethical, or legal decision by management. All sources used for this case 

were obtained either from meetings with Ooredoo officials or through publicly available material. 
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Appendix 1– Introduction to Ooredoo 2015 Results 

 

 

Appendix 2– Growth of Ooredoo 2006-2014  
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Appendix 3 –  Evolution of  Global Mobility to create a knowledge-based economy 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Appendix 4 – Ooredoo Mobility Trends – Number of Assignments per annum 
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Appendix 5 – Ooredoo Mobility Trends – Initiators of Assignments 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

Appendix 6 –  Ooredoo Mobility Trends – Nature of Assignments 
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Appendix 7 –  Ooredoo – Results – Cost Savings 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Appendix 8 –  Ooredoo Mobility Trends – Key findings of survey of Qatari nationals 
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