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Also included are exclusive 
interviews with top winners 
of LEAD 2018 Awards. The 
winners share details of their 
award winning programs and 
plans ahead.

This is just a sneak peek into 
what we have in this edition of 
Leadership Excellence. We hope 
you enjoy reading all articles and 
look forward to hearing from 
you! 

Last but not least, we believe that 
there is no better way to connect 
with people than by sharing your 
leadership story. If you have one, 
send it to us and don’t forget to 
mail us your feedback.

Happy Reading!

No one likes conflict. Conflict 
in a workplace, especially in a 

team, drains us out and leads to 
discomfort and anxiety. However, 
positive disagreements also lead 
to progress. You become better 
at handling difficult situations, 
eventually leading to growth 
and success. Have you ever 
worked for an organization where 
everyone feels good because 
there is so much agreement and 
so little conflict? 

If your team is made up of 
“yes people,” it’s high time to 
reconsider things. Not all yes 
people start out that way. Maybe 
you caused them to behave that 
way by shutting down their ideas 
and causing them to self-censor 
and never speak up. Would it 
be that you have fallen into the 
common traps of confusing 
agreement with progress? Read 
Evan Hackel’s article, Good 
Leaders Would Rather Lead 
A Pack Of Wolves Than Herd 
Sheep for more insights on this 
interesting topic.

Based on a research by Towards 
Maturity, 65% of the leaders do 
not have time for face-to-face 
learning. They often reach out for 
help when they need it. Almost 

75% of the leaders believe that 
online learning can help them do 
their work faster and better. Read 
Andrew Hughes’ article, eLearning 
Is Key To Leadership Training 
to know how digital learning 
best support both needs-based 
learning and long-term leadership 
skills? 

Never write off others because 
they are too old, too young, 
too rich, too poor, or any other 
superficial reason. You’ll be 
surprised by the wisdom you 
can gain by simply listening 
with a non-judgmental ear. 
Read Jeff Davidson’s article, 
Twelve Reflections For Aspiring 
Leaders to know more.

Read Jim Clemmer’s article, 
Are You A Learning Leader On 
The Grow? to know why highly 
effective leaders are always on 
the grow and don’t get stuck in old 
habits and ruts. 

Babitha Balakrishnan
Editor, Leadership Excellence 

debbie Mcgrath
Publisher, HR.com

Write to the Editor at 
ePubEditors@hr.com

http://www.hr.com/
http://web.hr.com/nhl6i
http://web.hr.com/p9jt
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Have you ever worked for 
an organization where 

the following events had 
become common?

Everyone feels good because 
there is so much agreement and 
so little conflict . . . but profits and 
growth have stalled.

 ● You continue to sell the same 
profits or products you did five 
years ago, and nobody seems 
to mind . . . even though your 
competitors are way ahead of 
you. 

 ● Everyone on your top executive 
team agrees with everything 
you want to do. . . they’re only 
there to rubber-stamp your 
ideas. 

 ● When people leave to work 
for other organizations, 
they suddenly voice a lot of 
bottled-up frustration in exit 
interviews . . . anger that you 
never heard about before.

Good Leaders Would 
rather Lead a Pack of 
Wolves than herd sheep

If you answered yes to those 
questions, you have probably 
fallen into the common traps 
of confusing agreement with 
progress. 

How does this pattern take hold 
in organizations? Here are some 
probable causes. 

Problem one: You 
surround Yourself with 
People Who are Just 
Like You
You hired or promoted them 
because they have skills or 
outlooks that are just like yours. 
This happens in many companies, 
sometimes when an engineer/
entrepreneur who is bringing a 
product to market surrounds 
him or herself with other 
engineers. It can also happen 
when an entrepreneur obtained 
funding by selling his business 
idea energetically and who 
then assembles a team of only 

By Evan Hackel

Why positive disagreements will 
lead to much better results

salespeople to get the company 
off the ground.

To replace these sheep with 
wolves, have the courage to hire 
people who can do what you do 
not like to do, or for which you 
are not experienced. If you’re 
a great marketer who can’t 
become completely involved in 
building a network of retailers 
to sell your new product, for 
example, you need to bring in 
some merchandising and retailing 
experts to get your enterprise off 
the ground. 

Problem two: Your team 
is Made up of “Yes People” 
These are people who find it 
easiest to agree with whatever 
you say. Not all yes people start 
out that way. Maybe you caused 
them to behave that way by 
shutting down their ideas and 
causing them to self-censor and 
never speak up. 

cover artIcLe

http://web.hr.com/7hcy
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To replace these sheep with 
wolves, practice high-level 
listening skills in which you 
listen constantly for what other 
people are saying that is right, not 
wrong. Also have the courage to 
question your own assumptions 
and let people try things they really 
believe in, even if you think they 
might not work. One example? 
Maybe you don’t believe that 
offering free samples will attract 
new customers because you tried 
it before and it did not work. But if 
you let someone run with an idea 
that he or she really believes in, 
surprising success often happens.

Problem three: Your team 
Is other-directed
This happens when the people 
you lead are only going through 
the motions. They attend 
meetings and do the minimum, 

are engaging in subtle sabotage, 
perhaps it is time to cull the 
herd by letting some of them go. 
Herding meek sheep is difficult, 
herding evil sheep is a waste 
of time.

Good Leaders Would Rather Lead A Pack Of Wolves Than Herd Sheep

but are eager to find jobs at other 
companies, start companies 
of their own, pursue personal 
agendas or even subtly sabotage 
your progress because they think 
they are smarter than the other 
members of your team. You try to 
energize and motivate them, but 
you feel like a cheerleader without 
a team.

To replace these sheep with 
wolves, ingage their best 
thinking by listening to them and 
letting them take authority and 
“own” initiatives of their own 
within your organization. Other 
activities to get them genuinely 
invested in your company include 
inviting them to help define your 
company’s vision and mission. 
But let’s end this article with a 
special note. If you conclude 
that some members of the team 

Evan Hackel is CEO of Tortal Training, a 
leading training developmentcompany in 
Charlotte, North Carolina, and Principal and 
Founder of Ingage Consulting, a consulting 
firm in Woburn, Massachusetts. 

Would you like to comment?

http://web.hr.com/7hcy
https://www.tortal.net/
http://www.ingage.net/
https://web.hr.com/no3k
https://twitter.com/ehackel
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Ethics is a negotiation tool. Its 
how we arrive at ground rules 

we can all live with. I compare 
it to engineering, which is the 
know-how we need to make our 
physical infrastructure work. 
Ethics is the know-how we need 
to make our social infrastructure 
work. Like engineering, the 
purpose of ethics is to get things 
done, not to judge people.

A leader in the engineering field 
is someone who (a) knows the 
math and (b) has the maturity 
and judgment to apply it in 
practice and serve as an example 
for others. It is much the same 
with ethics. An ethical leader 
is someone who knows how to 
analyze ethical issues, and has 
the maturity and judgment to use 
this analysis to build consensus. 
Developing ethical leadership 
therefore poses two tasks: 
developing ethical competence, 
and developing ethical maturity.

ethical competence
It may seem unlikely that ethics 
has an intellectual basis like math, 

developing 
ethical Leaders

but believe me, it does.  I work 
in both areas, and I can tell you 
in an instant which one is harder 
(it’s not the one that starts with 
“m”).  While engineering is based 
on the laws of nature, ethics is 
based on the fact that the ground 
rules must seem reasonable to 
everyone. After all, if we can’t 
agree on the rules, we can’t get 
things done. You may think it’s 
tough to find rules everyone can 
agree on. Hey, you’re catching on 
already!  It’s very tough. That’s 
why some of the smartest people 
in history have focused on the 
study of ethics.  

Ethical thinkers have come up 
with a few principles that seem 
worthy of mutual agreement. 
One is called the generalization 
principle. It says that the reasons 
for my actions should be 
consistent with the assumption 
that everyone who has the same 
reasons will act the same way. 
This is why I shouldn’t lie merely 
to benefit myself, for example. 
If people always lied when it 
benefits them, no one would 

believe the lies, and they wouldn’t 
benefit anyone. The basic idea 
here is that we should all play by 
the same rules.

This doesn’t mean lying is 
always wrong. Life is much more 
complicated than that. To use a 
famous case, suppose I tell police 
I don’t know the whereabouts 
of Anne Frank, even though she 
is hiding from the Nazis in my 
Amsterdam office building. My 
reason for lying is to protect Anne 
and her family. If everyone lied 
to the police to protect innocent 
fugitives, the police wouldn’t 
believe the lies, but the lies would 
still accomplish their purpose. The 
police would be none the wiser 
about where people are hiding.

The same generalization 
principle can help us judge when 
it is ethical to break a promise, 
withhold information, accepts 
gifts from business partners, 
and so forth. Other principles tell 
us that we should consider the 
welfare of others and respect their 
autonomy. For example, failure 

By John Hooker

ethical competence and 
ethical maturity

feature

Interactive

http://web.hr.com/7hcy
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to recall a defective product 
may be unethical even when the 
cost of doing so outweighs the 
benefit to all concerned. It may 
violate autonomy, because it may 
expose customers to a risk of 
injury without their informed or 
implied consent. I am glossing 
over the details, of course. None 
of the principles I have mentioned 
are easy to defend or apply, but 
neither are the laws of physics. 
If you want to stretch your brain, 
ask yourself what kind of posts 
a social media site should take 
down, or what kind of personal 
data it can ethically share with 

marketing firms.  Then defend 
your answer.

Some kind of training is usually 
necessary to develop ethical 
competence. Maybe Newton 
could discover the laws of physics 
on his own, but most of us need 
help with both physics and ethics.  
Ideally, managers would learn this 
in professional school. They learn 
it in my course, but I’m not going 
to promise anything about other 
ethics courses. An alternative is 
to conduct training sessions for 
employees and managers. The 
training should be real training: 
participants should analyze 

dilemmas and have their analyses 
critiqued. It’s not enough to sit 
around and exchange opinions. 
Also, we must accept the fact that 
building competence takes time. 
Nobody can learn calculus in a 
week, or ethics.

Another approach is for ethically 
competent managers to use 
ethical reasoning in memos and 
meetings. This accomplishes 
several purposes. It signals that 
it’s OK to raise ethical issues. It 
provides staff with a vocabulary 
for discussing these issues. Best 
of all, it demonstrates some of 
the thought patterns that appear 

Developing Ethical Leaders

http://web.hr.com/7hcy
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in ethical reasoning. We naturally 
absorb the ideas that circulate 
around us.  

ethical Maturity
Developing ethical maturity is a 
much longer process, because 
it requires a lifetime. At least, 
this is what developmental 
psychologists tell us. Ethical 
competence is only part of ethical 
maturity, albeit an important part.  

People tend to mature ethically 
in stages that parallel cognitive 
and social development. Ethical 
training can help nudge people 
into the next stage, but beyond 
this, there is not much an 
organization can do in the short 
term. A better strategy is to keep 
an eye out for managers who are 
already moving into maturity and 
provide them the opportunities 
and the intellectual toolkit they 
need for ethical leadership.

You can probably spot three 
broad stages of ethical maturity 
among your coworkers. In the first 
stage, people take their beliefs 
and values from others. In youth, 
norms are typically supplied by 
family and school. In adulthood, 
people absorb the values of the 
organization to which theybelong, 
particularly when it advances their 
careers. It is for them that the 
organization’s ethical norms must 
be made as clear as possible.

In the second stage, people begin 
to do their own thinking but buy 
into a thought system that claims 
to have an answer for everything. 
One often finds this perspective 
among teens and young adults, 
but it can persist into later years. 
For example, one may reduce 
business ethics to maximizing 
shareholder value by any legal 
means. Managers in this stage 
may be persuasive or charismatic, 
but they are best passed over for 
top leadership responsibilities.  

In the third stage, people 
acknowledge the validity of 
different points of view but strive 
toward a rational consensus. This 
occurs in mature adulthood, if at 
all. Employees and managers in 
this stage are ready for mature 
leadership. They will respond 
to ethical reasoning, can learn 
to apply it themselves, and 
are equipped to help others 
reach consensus.

In fact, there is some evidence 
that people who are more adept 
at ethical reasoning tend to 
be more successful leaders in 
general. This is not surprising, 
because leadership is essentially 
consensus building – which is 
exactly what ethics does.

Developing Ethical Leaders

John Hooker, author of Taking 
Ethics Seriously: Why Ethics Is 
An Essential Tool For The Modern 
Workplace, is a T. Jerome Holleran 
Professor of Business Ethics and 
Social Responsibility, and Professor 
of Operations Research, at Carnegie 
Mellon University, Pittsburgh, 
Pennsylvania. He has also held 
visiting posts at several universities, 
most recently the London School of 
Economics and the State University 
of Campinas, Brazil. He brings his 
extensive background in philosophy 
and logic to the rigorous analysis of 
ethical dilemmas, and his background 
in management science to making 
sure the dilemmas are realistic. In 
addition to his online blog, Ethical 
Decisions (ethicaldecisions.net), 
he has published over 170 research 
articles, eight books, and five edited 
volumes on ethics, philosophy, 
operations research, and cross-
cultural issues, including Business 
Ethics as Rational Choice and 
Working across Cultures. He is the 
founding editor-in-chief of the world’s 
only academic journal dedicated to 
teaching business ethics, and he 
developed the ethics program in 
the Tepper School of Business at 
Carnegie Mellon University.

Would you like to comment?

Book

Taking Ethics Seriously

there is some evidence that people 
who are more adept at ethical 
reasoning tend to be more successful 
leaders in general.

http://web.hr.com/7hcy
https://web.hr.com/jc4lo
https://www.linkedin.com/in/john-hooker-b55aa91b/
https://www.routledge.com/Taking-Ethics-Seriously-Why-Ethics-Is-an-Essential-Tool-for-the-Modern/Hooker/p/book/9781138299580
https://www.routledge.com/Taking-Ethics-Seriously-Why-Ethics-Is-an-Essential-Tool-for-the-Modern/Hooker/p/book/9781138299580
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Carmen Murrell Randall

Organization: G4S Secure Solutions USA

Program: G4S North America Regional 
Leadership Program (RLP)

Program Administrators: Geoff Gerks & 
Heather Darbyshire 

Visit: www.g4s.us

Developing the  
Leadership Pipeline

Our editorial team interviewed Carmen Murrell 
Randall from G4S Secure Solutions USA at the 
LEAD2018 Awards this past February. Here are some 
excerpts from the exclusive interview.

2018

B E S T
E X P E R I E N C E D /

S E N I O R  L E A D E R S
P R O G R A M

What is the overall objective of 
your program?

RLP is a major part of our global 
approach to Talent Management. 
It enables us to equip talented 

managers and leaders with the 
tools and knowledge to successfully 
deliver in increasingly complex 
leadership roles, build a pipeline of 
future leaders to fill strategic key 

LE
A

D Award Rank2 Best Experience/ Senior Leaders Program

Video

http://www.g4s.us
https://youtu.be/MKDzqMfIfnw
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roles in and across regions, increase 
the retention rate of identified future 
leaders by offering accelerated 
career development opportunities 
in the classroom, on the job, and 
through action learning projects 
within the region and across G4S. It 
also allows us to share best practice 
and build networks across the 
regions and functions, set standards 
for management and leadership 
going forward and expose delegates 
to senior management of a region.

Who do you impact with 
your program?

a. Mid to senior managers who 
have at least one year’s service 
at G4S and have the ability to be 
effective in senior roles with the 
capability to progress at least one 
level in the organization and a 
proven track record of delivery and 
achievement against objectives and 
demonstration of desired leadership 
behaviors. 

b. Identified as a High Potential 
through the selection process;

 ● Ability – to be effective in more 
responsible and senior roles 
with the capability to progress 
at least one, if not two levels in 
the organization

 ● Aspiration – to move to a 
more senior position with 
increased complexity

 ● Engagement – to commit to 
the organization and remain in 
challenging roles

What are the lessons you’ve 
learned this year from facilitating 
your program?

The RLP is a 12-18 month program 
built around three separate 2/3 day 
residential events with inter-module 
work between the face to face 
interventions and continued career 
management after Post Module 3 
graduation. This year we learned 
the importance of incorporating 

additional communication 
mechanisms with attendees 
throughout the process to increase 
engagement and teamwork. We 
accomplished this via weekly 
emails, daily and weekly Google 
Community articles and chats, 
monthly newsletters, etc. We’ve also 
incorporated numerous teambuilding 
activities for graduations 
going forward.

How do you measure the return 
on investment and success of 
the program?

Through our talent review 
process, we track and evaluate 
the performance and growth of all 
RLP attendees and graduates.  To 
date, three of our graduates have 
already been promoted to senior 
management positions. 

What lies ahead for the program and 
how will it continue to succeed?

G4S is committed to the 
development of talented individuals 
to encourage internal progression 
and succession planning.  This 
year, our North America Regional 
Leadership Program was expanded 
to include all of the Americas Region, 
including LATAM, US and Canada, to 
support the consistent development 
of a pipeline of future leaders.

Through our talent review process 
we will continue to evaluate the 
performance and growth of all RLP 
attendees and graduates.  

Would you like to comment?

https://web.hr.com/91e20
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Lamont Gilbert

What is the overall objective of 
your program?

The objective of the Leadership 
Development Program is to improve 
business results by focusing on 
virtuous leadership practices: doing 
the right thing, for the right reason, 
on purpose. The program transforms 
training to practice, adoption, 
absorption and learning by: 

 ● Creating shared line of sight 
to execute strategy across 
our organization

 ● Enhancing leaders’ behaviors to 
transform company culture and 
the marketplace 

 ● Instilling the notion of enterprise 
ownership where the needs of the 
company are considered first

 ● Increasing capacity for and 
demonstration of curiosity and 
risk-taking 

 ● Strengthening our leadership 
bench and pipeline

Who do you impact with 
your program?

 ● Executives
 ● Managers
 ● Top Talent (high-potential) 

Supervisors
 ● Top Talent (high-potential) 

Individual Contributors at the 
Consultant Level

LE
A

D Award Rank1

LE
A

D Award Rank3

Focusing on 
Virtuous Leadership 
Practices
Our editorial team interviewed Lamont Gilbert 
from CSAA Insurance Group, a AAA Insurer, at the 
LEAD2018 Awards this past February. Here are some 
excerpts from the exclusive interview.

2018

B E S T
E X P E R I E N C E D /

S E N I O R  L E A D E R S
P R O G R A M

2018

B E S T  U S E
O F

S I M U L A T I O N S

Best Use of Simulations

Best Experience/ Senior Leaders Program

Organization: CSAA Insurance Group,  
a AAA Insurer

Program: Leadership Institute – Leaders 
Development Program

Program Director: Lamont Gilbert

Visit: www.csaa-insurance.aaa.com
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What are the lessons you’ve 
learned this year from facilitating 
your program?

Opportunity

As stories and knowledge are shared 
between employees and leaders, 
the program is evolving to inspire 
and equip participants in optimizing 
performance and psychological 
alignment, and fostering a mindset 
and behaviors that address and 
promote an improved capacity for 
learning and change.

Validation
Our various learning modalities 
(face-to-face, eLearning, virtual 
debriefs, leaders-as-teachers, 
etc.) effectively enable leaders 
to learn, practice and apply 
leadership behaviors/practices to 
ensure a culture of performance. 
Participant quotes:

 ● “The simulation experience was 
one of the best I’ve participated 
in. It was challenging and so 
educational too. In addition, the 
team spirit from cross-functional 
folks that the exercise fostered 
was invaluable.”

 ● “The interaction throughout the 
session reinforced the learning 
and built connections and 
understanding cross functionally! 
Very efficient way to achieve 
multiple objectives.”

 ● “The program was a good mix 
of practice and theory without 
being too prescribed. This module 
specifically helped me answer 
a question I have been asked 
numerous times in my career – 
which I have always answered 
–  but now I have a complete 
thought and reason.”
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How do you measure the return 
on investment and success of 
the program?

Program success and ROI is 
measured through:

 ● Internal evaluation by participants 
and a control question for each 
program module reveals the 
following on a 10-point scale 
(where 1 = “strongly disagree” and 
10 = “strongly agree”):

 “I am able to perform the 
leadership practices the 
organization is expecting of me 
as a leader”= 8.6

 ● External evaluation by BTS:
 Business simulation rating = 9.7
 Coupled with a Net Promoter 

Score of 88 (world class).
 ● Leadership index, as below, 

which is a subset of employee 
engagement questions 
administered to all employees 
annually by a third-party vendor:

2011 2012 2013 2014 2015 2016 2017

Direct Premium 
Written (in millions)

$2,703 $2,683 $2,837 $3,081 $3,260 $3,550 $3,857

Leadership Index:
 ● CSAA Insurance 

Group
70% 73% 74% 76% 77% 78% 76%

 ● Insurance Norm 63% 62% 66% 62% 66%

 ● High Performance 
Norm 

67% 70% 70% 70% 70%

What lies ahead for the program and 
how will it continue to succeed?

As leaders continue to apply and 
cascade key learnings throughout 
the enterprise, program adoption, 
absorption and impact remains high. 
While these positive findings are 
continually reinforced by internal and 

external evaluations, we continue 
to refresh the program to adapt to 
future trends. 

For example, the insight and 
innovation simulation will be 
updated to integrate a dynamic 
design question, which will serve 
as a key lens for the company’s 
transformation. Further, the capstone 
business simulation is undergoing an 
overhaul aligned with our business 
strategy evolution and needs of 
future leaders. Lastly, an additional 
program objective will frame:

 ● Desired participant expectations
 ● Priority learning outcomes
 ● Effective methods for producing 

key results
 ● Best business contributions and 

impacts. 

Would you like to comment?

https://web.hr.com/gmc0
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eLearning Is key to 
Leadership training

Today, there is a leadership crisis in business. We 
know that this crisis exists for real when the World 

Economic Forum lists it as a critical agenda item. 
Some great leaders may be born, but most leadership 
skills like vision, management, problem-solving, 
communication, and so on, are taught. If you want 
your organization to perform in this competitive world, 
then you need to concentrate on developing your 
leaders. Great leaders have the power to influence 
employees and make them feel invested in the 
organization. If you do not have effective leaders 
that guide the people, then it will be difficult for 
you to survive the competition. Most organizations 
offer instructor-led leadership training. But is that 
really working?

In this digital age, millennials are always craving 
for instant access to information anytime and 
anywhere through their mobile devices. Leaders want 
personalized digital solutions at the point of need. 
Let’s look at some statistics. Based on a research 
by Towards Maturity, 65% of the leaders do not have 
time for face-to-face learning. They often reach out 
for help when they need it. And, if they do not find 
help in-house they turn to Google. Almost 75% of the 
leaders believe that online learning can help them 
do their work faster and better. eLearning leadership 
training can close this gap efficiently. 

So, how can digital learning best support both 
needs-based learning and long-term leadership skills?

How Does eLearning Develop Leaders?

Preparing leaders to handle challenges

By Andrew Hughes

http://web.hr.com/7hcy
https://www.weforum.org/events/annual-meeting-of-the-new-champions-2017?utm_campaign=elearningindustry.com&utm_source=%2F3-reasons-elearning-key-leadership-training-and-development&utm_medium=link
https://www.weforum.org/events/annual-meeting-of-the-new-champions-2017?utm_campaign=elearningindustry.com&utm_source=%2F3-reasons-elearning-key-leadership-training-and-development&utm_medium=link
https://towardsmaturity.org/2015/09/02/in-focus-excellence-leadership-development/
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eLearning is the starting point for effective leadership 
training. Coupled with personalized coaching and 
mentoring, it can work wonders. Here are some 
ways in which eLearning prepares leaders to deal 
with challenges.

 ● Online leadership training blends knowledge 
with real-life situations. This provides learners 
with immense confidence to apply theoretical 
knowledge to their work role. Online simulations 
mimic real-life scenarios that the learners can 
identify with. They allow managers to experience 
and deal with challenges that they might be facing 
in their job role. They must identify the problem 
and use their skills to come up with a feasible 
solution. Hands on practical application works 
much better than theoretical knowledge. 

 ● Branching scenarios in eLearning leadership 
training build and hone essential leadership skills. 
In a branching scenario, managers are provided 
with different options. Each decision they take 
leads them to a different path and has its own 
consequences. If they make the right decision, they 
are rewarded. If they goof up, they know that they 
start over. They realize the need to brush up the 
relevant skill in order to move down the right path. 
For example, if they fail to choose the right step for 
a process to proceed, they know that they need to 
brush up their knowledge on that specific process.

 ● Leaders need to upskill regularly. They should be 
aware of their existing strengths and weaknesses 
and keep upgrading. A good way to gauge your 
skill level is through online learning assessments. 
These assessments may be in the form of 
scenarios, simulations or games. The idea is to 
provide immediate feedback so that learners can 
identify their trouble areas and course-correct. 
With on-the-spot feedback, wrong behaviors 
are not committed to their long-term memory. 
Providing instant feedback is an inherent feature of 
eLearning. 

 ● Online certifications focus on precise skills. 
Learners need to master each skill, display their 
proficiency, and then move on to the next one. 
There are assessments that they need to clear to 
prove their expertise. This procedure ensures that 
the learner is serious about the course content. If 
they are invested in the course, they learn faster 

and recall better. So, if they are faced with a similar 
problem at their workplace, they are well-equipped 
to deal with it. 

 ● Leaders/managers are extremely busy people. 
They are adept at multitasking because they have 
very less time at disposal. eLearning helps them 
save a lot of time. They do not have to travel to 
the venue or spend hours attending classes. They 
can utilize pockets of free time that they have, to 
upskill. They can learn at their own pace. They 
need not move at the speed of other learners. 

eLearning goes a long way in bridging the gap 
between knowing what leadership is and being one 
in life. But, coaching and mentoring is essential 
to ensure that the knowledge gained is retained 
and applied.

eLearning Is Key To Leadership Training

Would you like to comment?

Andrew Hughes, who founded Designing 
Digitally, Inc. in 2001, has extensive 
experience in the development of 
enterprise immersive learning solutions 
for Government and Fortune 1000 
clients. He teaches as a professor at 
the University of Cincinnati and has 
been a consultant for the Ohio Board 
of Regents and the U.S. Department of 
Education for the Office of Innovation, 
where he helped to develop ground-
breaking learning spaces for the K-12 
sector.

eLearning is the starting 
point for effective 
leadership training. 
coupled with personalized 
coaching and mentoring, 
it can work wonders.

http://web.hr.com/7hcy
https://web.hr.com/crrrw
https://www.linkedin.com/in/andrew-m-hughes/
https://www.designingdigitally.com/
https://twitter.com/ddinc
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have leaders ready in the wings to effectively lead 
through these changes. 

the role of hr 
When an executive, manager, or team leader moves 
on or transitions to a new role, the gap must be filled 
quickly and smoothly. Failure to plan for this can have 
significant impact on the business, with problems 
such as turnover, lack of continuity in teams, and 
losses in productivity. To conquer even the most 
challenging changes, organizations should be able to 
rely on strong leadership from HR to ensure that the 
plan will be successful. 

Human Resources will be required to: 

 ● Actively solicit feedback and encourage 
discussions about the organization’s leadership 
needs based on what’s working or not now, what 
they foresee changing in the market, and the needs 
of specific teams or departments. 

 ● Encourage current leaders to seek out and identify 
high potentials (future leaders).

 ● Create systems that allow high potentials to 
continually progress, so when the time comes 
they are fully prepared and competent to step 
in. This will require set leadership tracks, a 
mentoring program, regular feedback, and 
one-on-one support.

does Your company 
have a Leadership 
development Plan?

4 things that should not be ignored

Succession planning is one of those topics that can 
be easily pushed off but most definitely should 

not be. Many successful, cutting-edge organizations 
are so busy living in the present that they aren’t 
fully thinking about the future until an unexpected 
change happens.

The long-term success of an organization heavily 
depends on consistently having the right people 
leading the organization with competence and 
confidence. Succession planning allows organizations 
to plan for their future by identifying and developing 
new leaders now who will ensure success in 
transitional times. When you really boil it down, the 
quality of any organization’s output is directly related 
to the quality of its leadership. 

In today’s fast-paced, competitive, and constantly 
evolving marketplace, succession planning should 
be non-negotiable for organizations that want to not 
only survive but thrive in their future. There are a few 
reasons for this. First, a generational shift began 
in 2015, as the millennial population overtook the 
number of baby boomers in the workforce. As more 
baby boomers leave their leadership positions and 
retire, organizations will be tasked with filling those 
vacancies. Second, when change happens today, it 
happens blindingly fast and has little mercy for those 
who cannot keep up. Organizations will do best if they 

By John Wright

feature

http://web.hr.com/7hcy
http://www.pewresearch.org/fact-tank/2018/03/01/millennials-overtake-baby-boomers/
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 ● Implement training that supports the needs of the 
succession plan.

4 Things That Should Not Be Overlooked During 
Succession Planning

1. Creation of Leadership Profiles
Organizations that determine the values of their 
leaders—the standards that influence the thoughts 
and behaviors of others—right out of the gates are 
beginning their succession planning on the right 
foot. From there it will be important to decide the 
skills, thoughts, behaviors, and actions that individual 
leaders need to do their jobs effectively. Keep in 
mind that succession planning starts at the top of an 
organization and works its way down.
 
Use your organization’s values and competency 
framework as a guideline for leadership development, 
for performance evaluations, and in the selection of 
key successors.

2. the Importance of starting early to 
create a clear Path for Growth
This is particularly important because in a recent 
survey, employees who were planning to switch 
companies cited a lack of career progress and a 
lack of challenge in their jobs as the two top factors 
influencing decisions regarding their career. By 
starting early and establishing a leadership journey 
for your organization, from individual contributors to 
the executive team, you are setting everyone up for 
success. Also, those who will truly benefit from this 
are identified as high-potential employees who need 
to be developed as leaders. It needs to be clear to 
these employees that they have a future in leadership 
at the organization and that there is a clear career 
growth path for them to follow.

3. Plans for Leadership at all Levels
A common mistake made in many organizations is 
focusing too much on executive succession planning 
and not enough on leadership positions at every 
level. Losing a knowledgeable supervisor with strong 
relationships and developed skills can have just as 
severe an impact on the business as a retiring CFO. 
A succession plan that addresses more than just the 
C-suite is the key to maintaining successful leadership 
throughout the organization.

4. Measurement that Informs Your 
succession Plans
When evaluating the ROI of succession planning 
initiatives, the focus should be on the outcome 
or benefit of preparing and planning for future 
leadership. The goal of leadership development 
should always be to maximize the potential outcomes. 
So, when a leadership development plan is too rigid 
and does not account for individual strengths and 
weaknesses, it could impede plans. While there is 
no one-size-fits-all solution to succession planning, 
it is the responsibility of leaders, in partnership with 
HR, to consider skills and capabilities beyond the 
predetermined performance criteria for each position.

Succession planning means that organizations have a 
well-thought-out strategy in place to develop leaders’ 
competency and character to suit the needs of the 
organization, from individual contributors all the way 
up to the executive team. Moreover, by identifying 
high-potential future leaders, organizations take steps 
to ensure their success long into the future by keeping 
the succession pipeline full and ensuring that leaders 
are set up for success when the time comes to step 
into positions of leadership.

Does Your Company Have A Leadership Development Plan?

John Wright is the President of 
Leadership Development and Learning 
Events for Eagle›s Flight. Since 1991, 
John has acquired extensive experience 
in the design and delivery of a diverse 
portfolio of programs and is considered 
a valued partner to many executive 
teams. His insight and experience 
enable him to effectively diagnose, 
design, and implement complex culture 
change initiatives in a collaborative and 
engaging manner. Moreover, John’s 
experience in global implementations 
allows him to draw from a deep well of 
history to create unique and customized 
solutions. John’s passion for developing 
people makes him a sought after 
speaker, partner and coach.

Would you like to comment?

http://web.hr.com/7hcy
https://www2.deloitte.com/content/dam/Deloitte/ie/Documents/Finance/CFO/us_talent2020_global_paradox_deloitte_2012.pdf
https://www.eaglesflight.com/?__hstc=233635905.76cf5d4e785508d88218ce3730dfaff4.1516970452513.1524680457589.1525106820046.36&__hssc=233635905.3.1525106820046&__hsfp=1234021854
https://web.hr.com/rxr1
http://www.eaglesflight.com/
https://www.linkedin.com/in/john-wright-97b81a20/
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Rick Santos

Organization: Toromont Cat

Program: From Nunavut to Newfoundland, 
Toromont Cat’s Management Trainee Program

Program Director: Maria Vomiero (HR Director)

Visit: www.toromontcat.com

Video

Developing Future 
Business Leaders 

Our editorial team interviewed Rick Santos from 
Toromont Cat at the LEAD2018 Awards this past 
February. Here are some excerpts from the exclusive 
interview.

What is the overall objective of 
your program?

 ● An organizational strategy to 
grow business results through 

enhanced General Management 
and Technical expertise across 
the dealership.

2018

B E S T
E X E C U T I V E
C O A C H I N G
P R O G R A M

2018

B E S T  F I R S T
T I M E  M A N A G E R

P R O G R A M

LE
A

D Award Rank3 Best First Time Manager Program

Best Executive Coaching ProgramLE
A

D Award Rank4

http://www.toromontcat.com
https://youtu.be/XgUnATisuzw
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 ● Robust and sustainable 
succession plans for all key 
positions across the Toromont 
Cat dealership.

 ● Enhanced employee loyalty 
through Toromont Cat’s 
philosophy of developing and 
promoting employees from within 
the Company.

Who do you impact with 
your program?

This program is an effective 
collaboration between Human 
Resources and Business Leaders. 
Program expenses are shared 50 
/ 50 by Human Resources and 
business operations.

Human Resources lead the 
Recruitment effort to identify 
best-fit candidates to move into 
next steps of the selection process. 
Candidates are then interviewed 
through a unique all-day process 
with HR and Business Leaders for 
an in-depth assessment of capability 
and organizational fit. Business 
leaders and HR collaborate on the 
hiring decision and the Trainees are 
assigned to their first rotation

Business Leaders and HR collaborate 
to orient, onboard and develop 
Trainees in an accelerated format for 
success.  This can happen individual 
or in group settings (depending on 
the number hires at any given time).  
Trainees are automatically enrolled 
into key Company Leadership 
Programs (e.g. Situational 
Leadership, 4DX, Predictive Index, 
Sales Pro).  Business Leaders 
are also assigned as mentors to 

meet regularly with the Trainee for 
their success.

Trainees will be developed into future 
Business Leaders and/or other key 
positions within the Company.

What are the lessons you’ve 
learned this year from facilitating 
your program?

Trainees continue to produce 
improved business outcomes and 
financial results which is raising the 
demand from the business.  As a 
result, more Business Leaders are 
recognizing the value of this program 
and regularly request Trainees for 
their respective areas.  This has led 
to an increase in hiring for 2018 
and pressure to ensure a strong 
Trainee pipeline.

Some emphasis is needed to hire 
and develop Trainees into unique 
and specific geographies (e.g. 
outside more popular urban areas).  
Many trainees will prefer to work 
urban centres, however effective 
forecasting, targeted hiring and 
development planning within specific 
geographies should lead to the likely 
outcome of a Trainee graduating 
and working in non-urban centres for 
which they are hired.

How do you measure the return 
on investment and success of 
the program?

Toromont has had an impressive and 
consistent return on investment:

 ● Service operations led by former 
Trainees average +8% higher 
profit than others.

 ● A comparison of two operations 
replaced with former Trainees 
showed an $800,000 gain over 7 
months 

 ● Two branches (same VP and 
area) one led by former Trainee 
and the other not over 4 years; 
Trainee branch had service 
revenue +156% vs. 29%.

What lies ahead for the program and 
how will it continue to succeed?

As Toromont looks ahead, we 
are focusing more so on hiring 
for Diversity with an emphasis on 
Women in Leadership, Women in 
non-traditional roles, and members of 
Aboriginal / Indigenous groups.

Toromont will expand this program 
into our newly acquired Toromont Cat 
locations. The Company has recently 
doubled in size through acquisition 
and implementing this program into 
our new locations will be a priority as 
we integrate our broader HR teams 
and Business Leaders. 

Would you like to comment?

https://web.hr.com/0g6t
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reintroducing the 
hierarchy of needs

By Eric Termuende

two things we need to be measuring 
in the workplace

The workplace has always 
been the cause of buzzwords, 

and action as a result of 
them. From sustainability to 
leadership, people and culture 
to diversity and inclusion, these 
umbrella terms have been the 
conversation starter for countless 
initiatives, policy changes and 
development, and endless dollars 
in workplace enhancements and 
improvements. Seeing how fast 
technology is evolving around 
us, and the very nature of work 
changing just as quickly, how is it 
that we can make people engaged 
at work and feel like they’re doing 
their best work because they want 
to, and not because they feel like 
they have to? My answer: We 
ensure they feel that they belong 
and trust one another. 

Now, if we look at one of the 
more recent hot topics, Diversity 
and Inclusion and Unconscious 
Bias, I would say that trust and 
belonging are at the heart of 
both, and one step further along. 
Just because we have a diverse 
and inclusive workplace doesn’t 

http://web.hr.com/7hcy
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necessarily mean people feel 
like they belong. Rocky Ozaki, 
gave me a great analogy to help 
explain. He reminded me that 
if we were to host a dance and 
everyone was invited, that we 
would have a diverse group in 
attendance. He then reminded me 
that if people were invited to the 
dance floor, that they would be 
included. He then said that if he 
asked someone to dance, and the 
other said yes, they would all of a 
sudden feel a sense of belonging 
and trust. 

Why are trust and belonging so 
important? Well, we’re living in a 
time now where on average we 
are checking our phones 85 times 

a day. We spend nearly 10 hours a 
day behind a screen and in a world 
that is increasingly connected 
I feel that we are connecting 
less and less. Actually Harvard 
Business Review said that up 
to 40% of corporate America 
is feeling alone, and that the 
health implications of loneliness 
is the equivalent of smoking 
15 cigarettes a day. I actually 
feel that we have a loneliness 
epidemic on the way because we 
don’t know people as well as we 
used to, and we are too concerned 
about answering that last email 
or posting a new Instagram 
picture than we are having a 
deeper conversation.

To measure something as 
intangible as trust and belonging 
would likely yield subjective 
results. These results will vary 
depending on numerous factors 
and differences in staff, and will 
still serve as a bright North Star 
to guide cultural developments 
in the workplace. To start, 
both belonging and trust can 
be asked on a monthly basis, 
and respondents can indicate 
on a Likert Scale how they are 
feeling, along with having the 
opportunity to comment as well. 
This combination of qualitative 
and quantitative responses is key 
to having HR’s thumb on the pulse 
of the organization, and to also 
understand why thing either are or 
aren’t optimal at that time. 

The workplace is as complex 
as the people in it, and it isn’t 
changing any time soon. If we 
were to start measuring belonging 
and trust though, I feel that our 
people will start to tell us where 

the gaps are and how we can fill 
them. I feel the main reason we 
aren’t doing so now is because 
we’re trying to be fast, and have 
hard science tell us what we need 
to do. My advice is use our people 
and engage them in the process. I 
believe that the best thing we can 
do to speed up our companies 
and processes is to actually slow 
down, rehumanize the workplace, 
and have everything we do be 
rooted in belonging and trust. 

Reintroducing The Hierarchy Of Needs

Eric Termuende is on a mission to 
change the way we talk about work. 
A bestselling author, speaker, and 
entrepreneur, Eric is co-founder of NoW 
Innovations and has been featured 
in Forbes, Inc., Thrive Global, the 
Huffington Post and many others. In 
2015, Eric was recognized as a Top 100 
Emerging Innovators under 35 globally 
by American Express. Eric sat as 
Community Integration Chair for Global 
Shapers Calgary, a community that 
functions under the World Economic 
Forum. He is a former Canadian G20 
YEA Delegate, representing Canada in 
Sydney in 2014. Eric is currently signed 
by the National Speakers Bureau and 
travels the world talking about the 
future of work and multiple generations 
in the workplace. His new bestselling 
book, Rethink Work is now available 
on Amazon and in bookstores across 
Canada.

Would you like to comment?

the workplace 
is as complex 
as the people 
in it, and it 
isn’t changing 
any time soon. 
If we were to 
start measuring 
belonging and 
trust though, 
I feel that our 
people will start 
to tell us where 
the gaps are and 
how we can fill 
them. 
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https://hbr.org/cover-story/2017/09/work-and-the-loneliness-epidemic
https://web.hr.com/t3v1q
https://erictermuende.com/
https://www.linkedin.com/in/erictermuende/
https://twitter.com/termuende
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Get More done With
time Buckets

accomplish for each role in the week 
ahead. Not all of your roles will be 
critical or require action in a given 
week. For example, “volunteer” 
might not always be in your top 10. 
Also know that all things will not 
be equal—one role may have a 5% 
weight and another may have a 25% 
weight, depending on the week. You 
need to be realistic about the number 
of items you can accomplish. If you 
go beyond three, it’s easy to lose 
control of your schedule.

If you have a hard time identifying 
what needs to get done, try asking 
people what is most important. We 
tend to know our priorities on the job, 
but may not know what’s top of mind 
for family, for example. Ask your 
spouse what is important to her in a 
given week. If you’re jammed at work, 
you can even explain your busy week 
to your children and ask them what 
they want you to participate in during 
the week. Make this commitment 
sacrosanct, though, regardless of 
what’s going on at work.

Of course, asking your boss or 
your employees is a great way to 
get feedback: “I’m planning on 

need to do in a given week based 
on roles.

Think about the number of times 
you go through a week and don’t 
have time for your family. Or 
getting some exercise. Or doing 
a priority project at work. You get 
the idea: We get swept up in the 
wave of whatever is happening 
without regard to taking control 
of what’s important in various 
aspects of our lives.

the Process
It’s simple to create your own 
personal time bucket system; 
it just takes some thought and 
evaluation. Start by making a 
list of your top 7-10 roles that 
require action. Responsibilities 
like manager, employee, caregiver, 
spouse, mother/father, sister/
brother, board member, volunteer, 
etc. If you have more than 10 
roles, you may need to reevaluate 
your commitments and whether 
you are able to give your best with 
so many demands on your plate.  

Then identify the 2-3 most 
important actions you need to 

Time management is a 
perennial topic with my 

clients. The pace of modern 
business practically dictates that 
there are more tasks to do than 
time to do them, and this doesn’t 
begin to include personal respon-
sibilities. Although technology 
theoretically helps, in many cases 
it only increases the burden.

Myriad time management 
techniques, tools, and tactics are 
out there, all designed to help 
people get a handle on things. My 
advice is to try several to see what 
works for you—your personality, 
your lifestyle, your patience, and 
your attention span. The best 
system is the one that you will 
actually use!

One method that has worked well 
for many clients is the concept of 
time buckets (in conjunction with 
whatever calendar system you 
use). This is a method to allocate 
your time based on the different 
roles in your life. The goal is to 
help you identify, prioritize and 
accommodate everything you 

By Lisa M. Aldisert

helping you focus on the 
most important tasks 

feature

http://web.hr.com/7hcy
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Get More Done With Time Buckets

prioritizing X, Y and Z this week, 
and my goal is to get them 
finished. Is there anything else you 
know of that might take priority or 
need my attention instead?” This 
is a great way to subtly involve 
others in your planning, by valuing 
their opinion, but also letting them 
know what to expect as far as 
your availability.

Time buckets help you look at 
your time strategically instead 
of tactically. When you focus on 
what’s important and commit 
to getting just two things done 
for each bucket each week, 
by Saturday you will have 
accomplished not only 20 
actions, but the most important 
20 actions. And you will reduce 
the time you waste each week 
swimming in the entirety of your 
comprehensive list.

I recommend setting your time 
buckets every Sunday evening. 
This way you enter the week 
prepared, and set the tone for the 
next seven days. Put your roles 
and actions in your calendar, 
and do your best to keep them 
in tact. Obviously, there will be 
times when you’llneed to be 
flexible;most people don’t have 
complete control over their 
calendar, and other priorities may 
slip in. 

One of my clients was overloaded 
with way too many roles ranging 
from owner of a printing company 
(with multiple management 
roles), the president of a trade 
association, an organizer of fund 
raisers for his church, a high 
school hockey coach, a father of 

three, a husband, and a caregiving 
son. 

He was always running out of 
time, and was never on top of 
things because he had too much 
on his plate. It wasn’t until he 
started using time buckets that 
he realized why. He was able 
to delegate some of his roles 
(especially the work he was 
doing as a business owner), 
shift his priorities, and even set 
expectations for his volunteer 
roles, until he finally got his life 
back into balance.

If you’re like this client (and a lot 
of us are), time buckets can be 
a great tool. Like any new time 
management system, setting it 
up takes some focus, and often 
starts with some trial and error, 
but the awareness it brings can 
be invaluable. The reality is that 
you can’t do everything, but time 

buckets help you focus on the 
most important tasks you need 
to do.

Dr. Lisa M. Aldisert is a NYC-
based business advisor, trend 
expert, speaker and author. She is 
president of Pharos Alliance Inc., an 
executive advisory firm specializing 
in strategic planning, organizational 
and leadership development for 
entrepreneurial organizations. 
Dr. Aldisert’s most recent book is 
Leadership Reflections. 

Would you like to comment?
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Parimal Rathod

Organization: Kotak Mahindra Life 
Insurance Limited

Program Name: Tied Agency-Center of 
Excellence (COE)

Program Director: Parimal Rathod

Visit: http://insurance.kotak.com

Training Managers  
Successfully

Our editorial team interviewed Parimal Rathod 
from Kotak Mahindra Life Insurance Limited at the 
LEAD2018 Awards this past February. Here are some 
excerpts from the exclusive interview.

2018

B E S T  F I R S T
T I M E  M A N A G E R

P R O G R A M

What is the overall objective of 
your program?

The Center of Excellence (COE) is 
focused on:

Knowledge, Skills and Behaviour:

 ● Train the Transformation Tied 
Agency Way and get a level up on 
People Leadership. 

 ● Get current leadership team from 
being an Ad-Hoc coach to a semi 
structured coach.

 ● Take out 50% of Zone 
Management comprised of Zone 
Heads, Branch Managers and 
Assistant Branch Managers and 
send them for 35 day program. 

 ● Invest 5-6 days on new sales 
& recruitment process, 1 day 
on Role Orientation on the new 
demands from their role.

 ● Train them on Interviewing and 
Selection of Recruitment and 
Development Manager (RDM)

 ● Take them through 2 days of 
Situational Leadership Training.

 ● Get them to change old habits of 
Ad Hoc Coaching. 

 ● Train RDM at their branches.

Business:

 ● RDM productivity – New 
Premium Collection

 ● RDM licensing – New Life 
Advisors added

 ● Contributing Life Advisor (CLA) 
per RDM

 ● Case size
 ● Case Rate

LE
A
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Who do you impact with 
your program?

Following audience was impacted by 
this program:

 ● Assistant Branch Manager (ABM) 
Mentor 

 ● ABM-Direct 
 ● Area Manager
 ● Branch Manager (BM) 
 ● Branch Recruitment and 

Development Manager (BRDM)
 ● Cluster Manager
 ● Divisional Manager (DM)
 ● Sales Quality Analyst (SQA)

What are the lessons you’ve 
learned this year from facilitating 
your program?

Three most important lessons 
that I learnt from facilitating this 
program are:

 ● We have to prepare newly 
recruited and promoted managers 
for change in their roles and 
responsibilities. 

 ● Learning is not a one-time 
activity, but a continuous learning 
process. There should be periodic 
learning interventions at various 
juncture of their career.

 ● First time managers should play 
two major roles: one as a team 
member and other as a leader. 

How do you measure the return 
on investment and success of 
the program?

We measure the success of the 
program through three ways:

1. Learning effectiveness 
evaluation: Learning 
effectiveness was measured at 
reaction, knowledge transfer, and 
performance improvement. 

2. Effective Management Processes 
(EMP): It is an internally designed 
evaluation process based on “4 
Disciplines of Execution” – Chris 
McChesney and Sean Covey 
and “Execution Excellence” – 
Ramcharan and Larry. 

3. DC (Development Centres): 
Development centre is used as an 
evaluation tool to assess whether 
the participants have acquired the 
desired level of competencies.

What lies ahead for the program and 
how will it continue to succeed?

We evaluate the program 
from learning, training and 
delivery perspective.

 ● Learning Evaluation: It helps us to 
improve training content, learning 
elements, and methodology.

 ● Training Evaluation: It supports 
us to improve first time manager’s 
skills and business acumen.

 ● Delivery Evaluation: This 
evaluation provides us new 
mode delivery such electronic 
media, business engagements, 
participant’s behavioural 
changes and process and tools 
improvement. 

Would you like to comment?
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Twelve Reflections For 
Aspiring Leaders 

Every person on the planet has some knowledge 
that could benefit others, including the people you 

work with everyday. Never write off others because 
they are too old, too young, too rich, too poor, or 
any other superficial reason. You’ll be surprised by 
the wisdom you can gain by simply listening with a 
non-judgmental ear.

I could be right or I could be wrong, but my 
life experiences have led me to the following 
observations. I hope some benefit you:

1. Stop lamenting the fact that you’re not smarter than 
you are, or that you’re not as good at something as 
you’d like to be. You can accomplish nearly anything 
you want through hard work. Your skills develop over 
the course of your life, and you can develop new 
ones. Maybe your boss will foot the bill for training, or 
maybe you have to enroll and pay for yourself. Further, 
learn to recognize the things you are good at and put 
these talents to use, rather than struggling to excel in 
a career for which you have no natural inclination. 

2. It is of little use to dwell on the past and wish you 
could go back and change it. Making mistakes and 
feeling as if you’ve squandered some of your youth is 
a natural part of life that happens to everyone. Anew, 
view your youth with a healthy perspective; while you 
may have squandered some time, you probably also 
accomplished a lot and had some fun along the way. 

3. Don’t get so caught up in dwelling on your mistakes 
that you fail to seize present opportunities. You have 
time left in your life to move on and use it productively. 
 
4. Don’t fear change. It’s a part of life and certainly 
part of your organization. You won’t be the same 
person at 30 as you were at 20, or as you will be at 40 
or 60. Growing in all different ways is a good thing. 
If you went through life with the mindset of a 20 year 
old, you would miss a lot of the joys of adulthood. 
While change can be disconcerting at first, each stage 
of life becomes more (or at least as) enjoyable and 
fulfilling than the previous one. 
 
5. Make a constant effort to grow. Challenge yourself 
mentally. Explore different means of spirituality. Place 
yourself in new social situations. Unfamiliar scenarios 
are usually a little frightening at first, but with time 
the unfamiliar becomes the familiar, and you’re glad 
you took the chance. Move out of your comfort zone 
and explore.

6. In our rapidly changing society, it’s easy to feel 
overwhelmed by all the technological innovations and 
information you think you need to absorb in order to 
function productively at work and even at home. Rest 
assured that everyone feels the same way. Staying 
flexible is key to maintaining productivity. Find ways to 
make the changes in your work life advantageous. 

By Jeff Davidson

Most of the things that happen to you, 
don’t just “happen to you.”

http://web.hr.com/7hcy
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7. Life is a continuing process, and there is no one 
point when you become magically grown up and have 
accomplished everything you want to. If there was 
such a point, what would you do when you got there? 
 
8. The nature of life is to constantly grow and change, 
and there is always more to learn and experience. Be 
wary of feeling as if you have reached the pinnacle 
of all of your experiences and accomplishments. If 
you become complacent, that point really will be the 
pinnacle of you life, since you won’t feel compelled to 
achieve even more.

9. You only have so much time and energy in your 
life. To feel fulfilled, you must choose what things 
you want to spend most of your time and energy 
doing. Choosing your priorities might take some 
soul-searching, or they might be obvious. Is family 
most important to you? Or, do you envision a 
time-consuming career? Whatever your interests, you 
must define your priorities in order to be productive. 
You can try to have 11 different priorities, but they 
will hardly be priorities, and you likely won’t pay 
sufficient attention to each. Decide what few things 
are important to you, and spend most of your time and 
energy supporting those priorities. 
 
10. Never underestimate the power of your attitude 
and the effect it has on your perception of the world. 
In general, people see what they want to see. For 
instance, if you have heard something negative 
about a person before you meet them, you are likely 
to dislike that person right off the bat, regardless 
of anything they do or say. The same holds true for 
almost every situation in life. There are both beautiful 
and horrible things in the world. If you think positively, 
you’re more likely to notice the beautiful things. If you 
think negatively, you will pick up on all the not-so-great 
things that go on. 

11. Many people seem to blame the mistakes in their 
life on some unseen force that constantly brings 
them down. They think they are just unlucky or that 
others are out to get them. For the most part, this is 
not the case. Almost everything that happens to us 
results from the choices we make, consciously or 
unconsciously. Not choosing becomes a choice in 
itself, don’t ignore the tough choices you will have to 
make. 
 
Blaming fate for your misfortunes will get you 
nowhere; taking control of your life and the choices 
you face will. In order to empower yourself, you must 
recognize the decisions in your life for what they are 
and consciously make the best decision you can. 
Every now and then something completely random 
will happen to you, and you certainly have no control 
over that. But realize that most of the things that 
happen to you don’t just “happen to you.” 
 
12. Making decisions is difficult, and the best 
decisions generally result from careful thought. 
However, don’t feel as if you have to ignore your 
gut feeling about something. We have instinct for 
a reason, and usually your instinct will not lead you 
astray. Sometimes it is detrimental to think too much 
about something; instead of over-analyzing, go with 
what your little voice tells you. You’ll be surprised 
how much you don’t realize you already know. The 
subconscious is a powerful thing. When you can 
harness some of that power and put it to use in the 
conscious world, you will find that the things your little 
voice tells you are usually right on.

Twelve Reflections For Aspiring Leaders

Would you like to comment?

Jeff Davidson is “The Work-Life Balance 
Expert®” and is the premier thought 
leader on work-life balance issues. He 
works with organizations that want to 
enhance their productivity by improving 
the work-life balance of their people. 
He wrote “Breathing Space,” “Simpler 
Living,”and the “Dial it Down, Live it Up.” 

You won’t be the same 
person at 30 as you were at 
20, or as you will be at 40 or 
60. Growing in all different 
ways is a good thing. 
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Lisa Reinhardt

Busola Malvo

Organization: The CCS Companies

Program: LEAD (Leadership Exploration 
and Development)

Program Director: Lisa Reinhardt

Visit: www.ccsusa.com

Best First Time Manager Program

Innovation in Deployment of                        
Leadership Program

Video

Helping Managers  
Lead Successfully
Our editorial team interviewed Lisa Reinhardt, Sr. 
Manager, Learning & Organizational Development 
and Busola Malvo, VP, Human Resources from The 
CCS Companies at the LEAD2018 Awards this past 
February. Here are some excerpts from the exclusive 
interview.

What is the overall objective of 
your program?

Our leadership curriculum was 
created in order to provide our 

Supervisors and Managers the 
development resources they need 
to successfully lead others. In 
most cases, our Supervisors are 

2018

I N N O V A T I O N
I N  D E P L O Y M E N T
O F  L E A D E R S H I P

P R O G R A M S

2018

B E S T  F I R S T
T I M E  M A N A G E R

P R O G R A M

LE
A

D Award Rank24
LE

A
D Award Rank17

LE
A

D
ER

SH
IP,

 PERFORMANCE, EXCELLEN
CE

•  ESTABLISHED 1966  •

http://www.ccsusa.com
https://youtu.be/lLo27cuwkrk


2018 LEAD AWARD WINNERS

35
#AWorldInspired

associates who were promoted, 
based on their performance, however, 
they have no leadership experience. 
Our curriculum was introduced to 
address that need. One particular 
component of the curriculum, 
our Managers’ Portal, provides 
resources to our leaders. These 
resources can be accessed at any 
time to immediately provide new 
leaders with information pertaining 
to Performance Management  
(including SMART Goal Setting, and 
Managing Performance for Optimal 
Results), as well as HR Topics such 
as Best Hiring Practices.

Who do you impact with 
your program?

The program directly impacts 
participants (leaders), but it also 
impacts everyone in the organization, 
as well as our clients and customers. 
By building leadership capability 
with our frontline leaders, we 
increase our levels of engagement 

and motivation, which ultimately 
impacts productivity.

What are the lessons you’ve 
learned this year from facilitating 
your program?

Our program is instructor-led and 
contains a variety of components 
including pre-work, consisting of 
articles and videos.We also have 
handouts, job aids, a participant 
workbook, and in-class activities, 
consisting of group discussions and 
real-time polling. This variety keeps 
our learners engaged.  Our make-up 
classes, however, are typically 
delivered in a virtual format, which 
impedes the amount of participant 
interaction, and ultimately impacts 
the participant learning experience.  
I continue to look for new, innovative 
ways to enhance the make-up 
classes. I’m always impressed 
though, by the questions raised by 
participants and their willingness to 
share experiences and insights with 

each other, regardless of whether the 
class is instructor-led or virtual.

How do you measure the return 
on investment and success of 
the program?

Our success is measured each day 
through improved communication 
and conflict resolution; increased 
collaboration, productivity, and client 
satisfaction; fewer corrective actions; 
lower rates of absenteeism; and 
higher levels of engagement and 
motivation. Half-way through the 
program, we asked participants to 
share some measures of success 
with us. One of our managers 
compared a 2016 collection goal 
for which her team only achieved 
69%, versus a 2017 collection goal, 
which reached 114%. A strong leader 
equals a strong team.

What lies ahead for the program and 
how will it continue to succeed?

In 2018, we plan to launch 
LEAD2 (Leadership Exploration 
and Development – Leveraging 
Experiential Activities for 
Development). Our leaders will play 
a more active role in their learning, 
and have even more opportunity for 
application and practice. Learning 
is an ongoing process that does 
not end when participants leave the 
classroom.In fact, the learning just 
begins. We will continue to reinforce 
the learning from LEAD, while we 
build additional capabilities with our 
leaders. 

Would you like to comment?
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Parimal Rathod

Organization: Kotak Mahindra Life 
Insurance Limited

Program Name: TOGETHER

Program Director: Parimal Rathod

Visit: http://insurance.kotak.com

Effective Onboarding  
Program

Our editorial team interviewed Parimal Rathod 
from Kotak Mahindra Life Insurance Limited at the 
LEAD2018 Awards this past February. Here are some 
excerpts from the exclusive interview.

2018
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P R O G R A M

What is the overall objective of 
your program?

TOGETHER is designed to on-board 
new bank partner employees on 
Kotak brand, its products and 
processes at the launch of business 
relationship. 

There are two-fold objectives:

 ● Kotak Life to build a winning 
partnership by establishing a 
positive brand image

 ● Partner’s employees understand 
the Kotak products and processes

Who do you impact with 
your program?

Our channel partner has more than 
850 branches. There are varying 

number staff members ranging from 
5 to 15 in each branch. To activate a 
branch, all staff members should be 
oriented about this partnership and 
business know-how.

 ● Branch Head (BH)
 ● Branch Operation & Service Head 

(BOSH)
 ● Customer Care Manager (CCM)
 ● Customer Care Associate (CCA)
 ● Teller 
 ● Relationship Manager (RM)
 ● Sales Manager (SM)
 ● Business Development Executive 

(BDE)
 ● Personal Banker

LE
A
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What are the lessons you’ve 
learned this year from facilitating 
your program?

Three most important lessons 
that I learnt from facilitating this 
program are:

 ● We have to have a sharp and 
quick intervention to activate the 
branch with insurance business. 

 ● Provide sale tools and aids for 
channel partner’s staff for quick 
reference during the sales call.

 ● Simplify processes for channel 
partner to achieve business 
results. 

How do you measure the return 
on investment and success of 
the program?

We measure the success of 
the program through learning 

effectiveness evaluation of 
Kirkpatrick Model.

 ● Learners’ Feedback: How learners 
reacted to the program and its 
relevance to their job role.

 ● Knowledge Transfer: Learners 
recall the knowledge and 
skills delivered.

 ● Behaviour Change: The change 
in the learners’ behaviour through 
their supervisor’s observations. 

 ● Performance Improvement: 
Performance improvement before 
and after the program.

What lies ahead for the program and 
how will it continue to succeed?

We evaluate the program 
from learning, training and 
delivery perspective.

 ● Learning Evaluation: It helps us to 
improve training content, learning 
elements, and methodology.

 ● Training Evaluation: It supports 
us to improve learners’ skills and 
process alignment.

 ● Delivery Evaluation: This 
evaluation provides us new 
mode delivery such electronic 
media, business engagements, 
participant’s behavioural 
changes and process and tools 
improvement. 

Would you like to comment?
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cultural transformation: 
an upheaval or 
Metamorphosis?

The need for a cultural change is not uncommon 
in a workplace. Many organisations make cultural 

shifts, so it synchronises well with their long-term 
business strategy as well as their workforce. In fact, 
when a company’s culture matches its business 
strategy, it naturally attracts people who are 
comfortable in the environment- what is otherwise 
called as a highly engaged workplace conducive to 
productivity and success. 

Bringing about a cultural transformation is no easy 
game for corporates, as you are asking people to 
change their attuned way of being and unlearn old 
ways after all. So how do you make it happen? It 
takes a good understanding of the psychology behind 
people’s behaviours, actions and decision drivers, 
alongside sincere efforts from the management 
to make a cultural shift happen. The approach 
your change management model working towards 
a cultural transformation takes can make all the 
difference between an inconvenient upheaval and a 
beautiful metamorphosis.

employee value Proposition for 
reciprocity
Employee Value Proposition has been gaining 
a lot of traction in the HR industry in the recent 
days, and can be a crucial piece in making your 
organisation’s cultural transformation come to life. 

An EVP is a complete offering an employer makes to 
its prospective and current employees in return for 
their best every day. An EVP encompasses pay and 
other non-financial benefits that are of great value to 
employees. How it fits in, in a cultural transformation 
scenario is that, it helps find and keep employees who 
are the right fit for the organisation culture-wise, while 
it also forges an unwritten give-and-take psychological 
contract between employees and the organisation. 
Of course, you need to crack the right EVP for your 
organisation to make the magic happen.

EVP is unique to every organisation, just like its 
culture. An organisation’s EVP is developed carefully 
after evaluating the values, vision, mission and 
roadmap, and understanding what kind of idol 
employees would help them realise these goals. Take 
time to figure out what gets employees excited about 
your workplace, to show up and give their best every 
day, or what are things that they would not care about 
as much. These insights can then be used to develop 
a well-rounded EVP unique to your organisation, by 
knowing what your employees really care about. Make 
sure your EVP is in tune with your culture, to attract 
and retain employees who will embrace it with open 
arms. Statistics report that departments with cultural 
alignment record 30% lower turnover rates. When 
employees receive a solid proposition from their 
employer that is in line with their dreams and desires, 

Get to the roots with behavioural economics 

By Siddharth Reddy
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they naturally reciprocate the gesture and help the 
organisation thrive. 

So far we have just looked at how to build your 
organisation’s unique EVP. To put it into action, you 
want to tap into all phases of an employee’s lifecycle 
in the organisation. Ideally, an EVP will come into 
picture even before an employee has made the 
decision to join your organisation, and will stay on 
long after they have moved out of the organisation. 
The EVP design code outlines exactly this, as it 
captures moments in the employee’s journey such 
as, decision day, first day, every day, achievement 
day, referral day, that are avenues to strengthen the 
employee-employer relationship, and hence influence 
the reciprocity in adhering to the culture. Ultimately, it 
is up to employers how best they tap into EVP to bring 
about a cultural change in the organisation. Make a 
proposition to your employees that make them want 
to return the favour.

Get to the roots with Behavioural 
economics 
Behavioural Economics is another key asset in 
introducing cultural change. Any kind of a cultural 
change requires a behavioural change in the people 
in the equation. Getting employees to adopt new 
practices and modify their current mind-set comes 
with time, and is not simple as a simple on-off switch; 
humans are complex beings after all. Behavioural 
Economics principles allow us to dig deeper into 
human psychology, understand how people make 
decisions, making it easier to bring in change in 
behaviour so it is in tune with the culture. 

The real enablers that can put your cultural 
transformation strategy into action are employee 
recognition and rewards tools. As Behavioural 
Economics shows, Dopamine Effect or the rush that 
people feel when something good happens can be 
used to direct them to repeat certain behaviours. 
Offering rewards and recognition in return for living 
by an organisation’s new culture and values, naturally 
makes employees feel good about themselves, 
as a result of Dopamine Effect. This is a common 
behaviour management strategy where positive 
reinforcement is used to induce change. Timing 
is key while reinforcing a positive behaviour. A 

reinforcement enabler that comes into play long after 
the desired behaviour is displayed, simply fails to do 
the job. You want to follow-up any good act in cultural 
transformation displayed by employees with positive 
reinforcement, and immediately, so it doesn’t lose 
its meaning.

Some change management models even use negative 
reinforcement to help people unlearn old habits, or 
as in this case, old practices, values or behaviour. 
Of course, it takes a good balance of positive and 
negative reinforcement strategies to get the change 
transformation act right. Ultimately you want 
employees to believe that they have more to gain 
from fulfilling positive consequences when compared 
to negative consequences. As another B.E Principle, 
Prospect Theory explains, people make decisions 
based on potential gains and losses. So if you were 
to frame the positive consequences of adopting a 
new behaviour versus the negative consequences 
of the same, the former would have a better impact 
than the latter. Bottom line, you want to show people 
how much more they have to gain from embracing 
their new culture, while giving a slight push to people 
who show resistance to cultural change by showing 
the inconvenient negative consequences that follow, 
alongside showing them the way out on how it can be 
easily avoided. 

Bringing in all Levels of Leadership for 
all-embracing change
A common roadblock that gets in the way of change 
management is the misconception that it’s only the 
senior-most management that can lead change. 
Middle managers can play a pivotal role in turning the 
top-line strategy into day-to-day action by employees. 
According to statistics 28% to 36% employees claim 
that they work with leaders who have a dysfunctional 
approach, while another survey reveals that nearly half 
the people leave their jobs to escape a bad manager. 
If there is anything that these telling statistics reveal, 
it is that middle managers make a difference to the 
perceptions and decisions of the team members. 
For the effects of cultural change to truly trickle 
down all levels of hierarchy, change needs to start 
in each team, with every manager and leadership 
team member taking the reign of responsibility and 
involving every employee in the organisation. How do 

Cultural Transformation: An Upheaval Or Metamorphosis?
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you bring a cultural transformation without getting the 
people involved, involved? In fact, one of the common 
barriers to cultural change, or why employees resist 
change, is that they do not feel as if they are a part of 
the change process. It starts with making employees 
at every level aware of cultural changes coming in, 
and the why and how of it, alongside showing how 
they’ll be making a difference in the big picture. 

The next step is to enable managers with recognition 
and reward tools to positively reinforce new values 
and cultural ideas. A survey by Gallup revealed that 
the most memorable recognition for employees 
comes from their managers. Clearly, employees look 
for affirmation from their high-ups, especially their 
managers; this makes recognition a powerful tool in 
reinforcing cultural change. Managers in individual 
teams can use recognition to drive the new values 
in team members, encouraging them and thanking 
them for upholding organisational values, which 
cumulatively helps bring about cultural change in the 
organisation. Train your managers on the what, when, 
and how of using recognition and reward tools to truly 
make your cultural transformation a reality.

A social recognition framework can further speed 
up the process of cultural transformation. The more 
people see others being rewarded and recognised for 
adapting to the new culture, it encourages them to 
follow suite. As Rosabeth Moss Kanter, a recognition 
and motivation guru explains, “Recognition creates 
role models and heroes and communicates 

standards. It says: these are the kinds of things that 
are valued here.” 

Furthermore, most people respond to social code 
and conform to unsaid norms set in place in their 
immediate environment. It’s all about being a part 
of the herd, and making decisions based on what 
everyone else is doing. Once you get the ball rolling 
and get a few people to adapt to a new culture, it’s 
only a matter of time before social recognition and 
awareness make it gain momentum, and others are 
persuaded to join the herd as well. This helps cut 
down some of the resistance a cultural transformation 
may otherwise face. Throw in the perks of recognition 
and rewards that people receive on adopting the new 
culture, and you know why this is a winning strategy 
for your change management model.

Once you have a cultural change set into motion, the 
next step is to create a lasting impact, which calls 
for sustained efforts on the part of an employer. 
To sustain change, organisations need to focus on 
critical behaviours that are essential for the cultural 
impact, while harnessing the power of the leadership, 
recognition and behavioural principles consistently, 
until the change of culture becomes the way of being. 

Cultural Transformation: An Upheaval Or Metamorphosis?

Siddharth Reddy is the Managing 
Director of BI WORLDWIDE India. 
Siddharth and his team at BIW work with 
their clients in creating and sustaining 
engagement with their employees, 
channel partners and consumers. 
The team utilizes the principles of 
Behavioural Economics to understand 
human behaviour and the psychology 
of decision making and try that back 
to driving business strategies. Prior to 
joining BI WORLDWIDE India, he was 
the Co-founder and Managing Director 
of Surf Gold India and COO of Accentiv 
India.
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Dr. Diane Barish

Organization: Relief International

Program: RI Academy

Program Director: Dr. Diane Barish

Visit: www.ri.org

Video

Supporting the 
Career Development     
of Staff
Our editorial team interviewed Dr. Diane Barish from 
Relief International at the LEAD2018 Awards this 
past February. Here are some excerpts from the 
exclusive interview.

What is the overall objective of 
your program?

Relief International (RI) regards 
staff development and the 

capacity building of local staff in 
the developing countries in which 
we operate as an integral part of 
organization strategic planning. 

2018
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M A N A G E M E N T
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RI’s Organizational Development 
and Training Unit (OD&T) provides 
learning and development 
opportunities to more than 1800 
staff members in 20 countries. 
The central aim of the RI Academy 
is to support the professional and 
career development of staff through 
relevant training initiatives that 
are identified through an engaging 
process between the supervisor, 

the employee and the OD&T Unit. 
Tying training and development to 
performance ensures that learning 
is relevant to the employee and 
supports the performance goals 
and outcomes of the individual and 
the organization.

Who do you impact with 
your program?

RI Academy supports staff at all 
levels of the organization, including 
the Head Office and the field offices 
in 20 countries.  RI has 1800 staff 
located in 3 regions; Africa, Asia and 
the Middle East with head offices 
in the US and the UK. RI focuses on 
four main sectors: Education, Health, 
Water and Sanitation (WASH) and 
Economic Opportunity/Livelihoods. 
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What are the lessons you’ve 
learned this year from facilitating 
your program?

a. Key factors in successful 
development programs are

i.   Effective communication with 
organization leaders, helping 
them understand how staff 
development supports not only 
the individual’s performance 
but also department/program 
outcomes. 

ii.   Obtaining leadership support 
and buy-in ensures that the 
resources and time are made 
available for staff to engage in 
development opportunities. 

iii. Collaboration between the 
employee and the supervisor. 
By working with their staff 
to identify knowledge or 
competency gaps and 
then seeking appropriate 
interventions there is a 
commitment from both the 
supervisor and the employee to 
engage in development. 

iv. Framing performance 
management as a 
development opportunity and 
not just an assessment of 
past performance.

v.   Engaging staff in identifying 
their training needs is the most 
effective marketing tool for 
the program

b. Leaders who understand the 
value of staff development and its 
relationship to a successful Program 
have lower attrition (unrelated to 
the duration of a program), promote 

more staff, and have higher staff 
engagement and satisfaction ratings. 

c. A well-developed Performance 
Management system should 
be relevant and appropriate for 
the audience. Compliance with 
the Performance Management 
process is increased when the 
system and processes are easy to 
follow, accessible and related to 
job performance.

How do you measure the return 
on investment and success of 
the program?

To measure the effectiveness and 
value of the program we track several 
indicators. 

a. We look at the number of staff 
who are promoted or “hired from 
within.” 

b. We track the percentage of staff 
performance reviews that are either 
in progress or completed with a 
maximum delay of 3 months from 
the process deadline.

c. We track the number of staff 
across the organization who are 
engaged in some sort of training or 
development activity, through the 
RI Academy Learning Management 
System or through external training 
programs. 

d. We measure engagement and 
satisfaction on an annual basis, 
incorporating the feedback and 
survey results into the following 

year’s objectives to continuously 
improve the program.

What lies ahead for the program and 
how will it continue to succeed?

The RI Academy will continue to build 
its catalog. To ensure that programs 
are effective and relevant we will 
encourage staff to provide feedback 
and reviews on course offerings 
and cultivate their suggestions for 
additional resources and program 
providers. 

RI Academy will work with Programs 
leadership to develop targeted 
learning programs, in support of 
specific technical competencies 
and KSAs.

We will continue to reinforce, 
with leadership, managers and 
supervisors, the importance of 
linking training and development to 
performance. 

We aim to improve our capacity 
to support staff, by creating 
and supporting Coaching and 
Mentoring relationships.

RI Academy will work to increase 
interaction, sharing and the exchange 
of ideas through the RI Academy 
Community Site with the support 
and engagement of the Centers 
of Excellence – Technical Team 
Leaders. 

Would you like to comment?
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Greek mathematician, 
Euclid, was hired to 

teach geometry to a young, 
impatient Egyptian heir to 
the throne. The prince was 
an unmotivated student. He 
especially resisted learning 
basic formulas and theories 
before getting into practical 
applications. “Is there no 
simpler way you can get to 
the point?” he asked. “As the 
crown prince I should not be 
expected to deal with such 
trivial and useless details.” 
Euclid’s response gave 
teachers through the ages 
that unforgettable phrase, “I 
am sorry, but there is no royal 
road to learning.”

I’ve been coaching “Jordan,” 
a senior executive. He’s 
been asking for that royal 
road to learning. Jordan’s 
been building his personal 
development plan around the 
360 feedback he’d received. 

As we discussed potential 
action plans, he kept 
complaining that this 
took time away from his 
overloaded and crazy busy 

are You a Learning 
Leader on the Grow?

By Jim Clemmer

highly effective leaders are lifelong learners
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daily struggle to stay on top of 
e-mails, meetings, and projects. 
“I don’t have any extra time 
to work on my development,” 
Jordan insisted.

As we looked deeper at Jordan’s 
work it became clear he was 
“majoring in the minors” by getting 
caught in the details and losing 
sight of his role to focus on the 
bigger strategic picture.

He was also thinking of leadership 
development as additional 
activities or time to be carved 
from his day rather than building 
a series of smaller improvements 
to his hallway conversations, 
meeting agendas, or coaching on 
the fly.

It turned out that Jordan’s biggest 
misconception was to see learning 
as an end result rather than an 
ongoing process. He’s operating 
on the assumptions that once he 
has a diploma, certification, or 
new position, he can coast on our 
earlier learning efforts and use his 
accumulating experience.

Are You A Learning Leader On The Grow?

This is the deadly trap of viewing 
learning or change as a phase of 
life rather than a way of life.

As with a few dollars a day going 
into a savings account, learning 
is a way of life that accumulates 
little by little each day. Scottish 
author, Samuel Smiles, founded 
the modern self-help field with 
his 19th century bestseller, Self 
Help. In it he writes, “(People) 
of business are accustomed to 
quote the maxim that ‘time is 
money’ — but it is more; the proper 
improvement of it is self-culture, 
self-improvement, and growth of 
character. An hour wasted daily 
on trifles or in indolence, would, 
if devoted to self-improvement, 
make an ignorant (person) wise 
in a few years, and employed in 
good works, would make his/her 
life fruitful, and death a harvest of 
worthy deeds. Fifteen minutes a 
day devoted to self-improvement 
will be felt at the end of the year.”

It’s critical to dealing with 
today’s relentless barrage of 
overwhelming activities that can 
easily suck us into the vortex 

of busyness. This often leads 
to working harder and harder 
with the same tools, habits, and 
approaches. The urgent crowds 
out the important and there’s no 
time left to sharpen our skills 
or grow our personal, team, or 
organizational capabilities.

Highly effective leaders are 
always on the grow. They don’t get 
stuck in old habits and ruts (once 
defined as a grave with the ends 
knocked out). Constant growth, 
development, and adaptability to 
change come through continuous 
learning. The 19th century 
British theologian and essayist, 
John Henry Newman once said, 
“Growth is the only evidence of 
life.” If we’re not growing, we’re 
like a dying tree; eventually the 
winds of change will snap off our 
rotting trunks and blow us over.

For over three decades, Jim 
Clemmer’s keynote presentations, 
workshops, management team 
retreats, seven bestselling books, 
articles, and blog have helped 
hundreds of thousands of people 
worldwide. The Clemmer Group is the 
Canadian strategic partner of Zenger 
Folkman, an award-winning firm 
best known for its unique evidence-
driven, strengths-based system for 
developing extraordinary leaders 
and demonstrating the performance 
impact they have on organizations.

Would you like to comment?
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Melissa A. Thompson

Organization: Mood Media

Program: LEAD: Continuous Learning

Program Administrators:  
Melissa A. Thompson,  
Human Resources Manager

Hillary Maxwell, Training and 
Development Manager

Visit: https://us.moodmedia.com

Courses for Employees 
at All Levels

Our editorial team interviewed Melissa A. Thompson 
from Mood Media at the LEAD2018 Awards this past 
February. Here are some excerpts from the exclusive 
interview.

2018

B E S T  U S E  O F
A  L E A R N I N G

M A N A G E M E N T
S Y S T E M

What is the overall objective of 
your program?

Our Continuous Learning program, 
which is housed within our Learning 
Management System (LMS), 
contains a variety of courses that 
appeal to all employee levels. 
Specifically, all in-house Sales 
training content is provided through 
our LMS. Courses are assigned to 
New Hires upon joining the company 
as well as throughout their tenure 
as new products become available 
and business changes are made. 
After surveying the employee 
population, we determined they were 
eager to have additional learning 
opportunities that they could 
incorporate into their day-to-day 
without taking them away from their 
duties for long periods of time. As a 
result, we invested in a package of 

microlearning content and loaded 
courses into the LMS and made 
them available to all employees. 
Subjects range from Communication 
to Time Management, Leadership 
to Business Fundamentals. As 
microlearning courses, each is on 
average 4-12 minutes in length which 
fits in with employee needs as they 
navigate their daily tasks. Some 
courses are combined to create a 
curriculum that can be completed 
all at once or within the individual 
course time over several days.

Who do you impact with 
your program?

LEAD: Continuous Learning 
microlearning courses are available 
to all Mood employees based in 
the US. Courses can be assigned 
by Direct or Indirect Management 
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or employees can request courses 
ad hoc for their own growth and 
development. 

What are the lessons you’ve 
learned this year from facilitating 
your program?

Our employees appreciate and desire 
the convenience and the variety the 
microlearning courses provide. The 
ease of being able to request training 
that best fits their needs and receive 
the content in small, digestible 
snippets of time gives them the 
flexibility to incorporate learning 
into their day-to-day. For example, 
employees will voluntarily complete 

training when there is unexpected 
down time in the day. 

How do you measure the return 
on investment and success of 
the program?

Our usage reports really help us 
gauge employee involvement. We 
also offer a bonus for completing 
courses through our Employee 
Recognition platform where 
employees can earn 25 points per 
course, up to four per month. Points 
can be redeemed for various rewards, 
including gift cards, company 
merchandise, and even PTO. 

What lies ahead for the program and 
how will it continue to succeed?

Going forward, we will be adding and 
updating available microlearning 
content as well as adding additional 
Mood-specific training. We are 
able to create training based on 
business needs and targeted subject 
areas that may be important to the 
company at that time. This also 
helps us deploy required training and 
remain in compliance. 

Would you like to comment?
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Carolina Mejía

Organization: NatureSweet

Program: Powerful Brand Immersion

Program Director: Martha Elena Calderon

Visit: https://naturesweet.com

Sharing Our Story 
to the World

Our editorial team interviewed Carolina Mejía 
and Annalisa Vazquez from NatureSweet at the 
LEAD2018 Awards this past February. Here are 
some excerpts from the exclusive interview.

2018
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S Y S T E M

What is the overall objective of 
your program?

The overall objective of the Powerful 
Brand Immersion is to train and 
engage our Commercial Team into 

our brand story which consists of 
7 different phases: Our Philosophy, 
Product, Service, Category 
Management, Merchandising, 
Message, and Promotion. This 
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immersion is an opportunity for them 
to engage in these modules so that 
they could share our “Our Story” to 
the world in a groundbreaking way.

Who do you impact with 
your program?

The target audience impacted by 
our program is all our agricultural 
workers. At NatureSweet, agricultural 
workers are the people, who are part 
of our value chain and are impacted 
by our company; for example, our 

associates, communities, customers, 
consumers, providers, and everyone 
who is impacted by our company. 
Transforming the lives of our 
agricultural workers is NatureSweet’s 
dream and reason of being.

What are the lessons you’ve 
learned this year from facilitating 
your program?

The lessons we’ve learned this year 
from facilitating our program are 
how we can continue innovating with 

different ways to share our story to 
the world. We have invited all of our 
brokers to visit our plants in Mexico 
so that they could also experience 
all the stages of our tomato process 
and live our culture characterized by 
happy and proud associates. We also 
have created groundbreaking training 
programs across our organization 
on how to live our Unleashers which 
are our leadership competencies that 
characterize our NS associates (I 
am Accountable, I Talk Straight, I am 
Innovative, I am Passionate, I am a 
Powerful Partner). 

How do you measure the return 
on investment and success of 
the program?

We measure the return on 
investment in the way we are 
transforming our industry and our 
category. Transforming the lives of 
agricultural workers enables us to 
change people’s perspective of an 
agricultural business into a people’s 
business. Moreover, we want to be 
valued as a CPG company. 

What lies ahead for the program and 
how will it continue to succeed?

This program has unlimited potential 
and it will continue to succeed 
by sharing Our Story to all our 
agricultural workers. 

Would you like to comment?
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Why It takes More than 
Words to Build a solid 
culture 

An organization’s culture 
informs its members 

of the behavior which is 
most appropriate for certain 
environmental conditions, and 
by doing so, allows people to 
achieve their goals. Thus, culture 
is accountable for achieving a 
certain level of excellence in living 
and development. 

In terms of governance and 
people management, culture is 
responsible for influencing people, 
attuning their minds to shared 
visions, goals, and appropriate 
actions. This positive influence 
can only be gained through the 
prominent roles of symbols and 
values. 
 
Cultural hierarchy should be 
created and maintained from 
the top to the bottom. Trying to 
build culture from the bottom 
upwards with mere attributes and 
rules is like chasing a rainbow 
to find where it begins and ends. 
Seasoned leaders are well aware 
that symbols and values are 

By Oleg Konovalov

the importance of values

http://web.hr.com/7hcy
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important for employees, while 
rules and attributes are praised by 
those who like jumping between 
jobs. More rigorously, symbols 
and values are associated with                                         
employees’ reflexive 
receptiveness of culture and 
actions evoked by values.  

Building an elegant and solid 
culture is the pinnacle of the art 
of leadership. All four critical 
forces must be prominent, 
effective, and working towards 
cultural enhancement. Symbols, 
values, rules, and attributes 
are interdependent and work 
effectively only if well-defined and 
supportive of each other. Delete 
or ignore one of these forces and 
the culture will collapse, burying 
the whole organization under it. 
If rules and attributes prevail over 
values and symbols, then expect 
a negative culture to flourish, 
turning a once great organization 
into one that is unable to satisfy 
owners or employees

some practical tips to 
instilling values:

 ● Chose three to five core values 
reflecting vision and evoking 
the best human qualities 
needed for achievement of 
your organization’s goals. 
Three is a minimum number 
of values needed to support 
employees’ psychological 
aims. At the same time, people 
will lose focus if more than five 
values are declared.

 ● Your organization’s values 
should echo human values and 
desires, otherwise they will 
be meaningless.

 ● An ability to translate values 
into practice and reality 
matters most. Simple 
declaration of values without 
actions is self-defeating.

 ● Your organization’s purpose 
and goals must be aligned 
with values that allow for the 
control of actions and the 
ability to benchmark stages of 
development against them.

 ● If rules are not in line with 
values, then they simply 
imitate natural control and 
care of people. Massaging 
rules for the sake of changing 
them leads to chaos and 
misalignment of values.

 ● If culture turns negative, look 
at whether or not your rules 
and attributes support your 
organizational core values.

 ● Values are important for 
believers and rules are praised 
by manipulators.

 ● Values are not patterned 
statements, but have a tacit 
nature because an advanced 
understanding of them is 
born among employees. Only 
then are they fully visible to 
external stakeholders. Thus, 
let employees get involved in 
discussing them.

Values are the pillars that hold up 
the culture and form the cultural 
codes which regulate all the 
unwritten procedures and social 
norms inside an organization, 
whether formal or informal. 

Values keep an organization’s 
spirit strong and concentrated, 
defining the organizational 
conciseness. An organization 
without prominent cultural values 

is like a drunkard who has lost 
his way in a blizzard without hope 
of rescue. The aim of cultural 
values is to stimulate employees 
and encourage a willingness to 
commit their capabilities to the 
achievement of an organization’s 
goals. Values which are accepted 
and supported by members 
reach their hearts and minds 
and so allow them to drive an 
organization beyond rational 
predictions to reach desired 
horizons. 

Why It Takes More Than Words To Build A Solid Culture

Oleg Konovalov is a management 
consultant with over 25 years of 
experience operating businesses 
both in the UK and internationally. 
He received a doctoral degree from 
the Durham University Business 
School, UK. His research areas 
include the structure and forms 
of organizations, organizational 
and interpersonal ties, culture and 
ideology, effectiveness and problem-
solving. He is the author of Corporate 
Superpower: Cultivating a Winning 
Culture for Your Business.  
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