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How The Pandemic Will Change

Workplace Learning For Good

By Simon Harwood and Rachel
Kay

orkplace learning has needed

‘/\; a jolt of change for some

time, to make sure there is

the connection between individual

aspirations and organizational goals.

The pandemic looks to be providing
that opportunity.

There has always been a nagging
sense that training is disconnected
— one-off spurts of activity followed
by an inevitable dissipation and
drift of the learning under the
everyday pressure of workplace
responsibilities; a situation where
the L&D team can sometimes feel
more like event planners than focused
on the strategic contribution with
measurable outcomes.

Some progressive organizations
have built learning cultures that
confer strategic value. But many more
still see learning as an overhead to be
cut, alever for compliance and a badge
of skills — and where’s the impact?

The pandemic has shown us the
opportunity, strategic value and need
for L&D to be put on to boardroom

agendas. Workplace learning should
be a continuous mechanism with
connected parts: outcomes based
and leading to change in working
lives that can be seen and felt by
both individuals taking part and the
organization around them.

Businesses have had to be agile
like never before and this agility
only springs from employees with
the right capabilities, including
critical thinking, learning agility and
a growth mindset. It’s a principle
that has become central to many
training improvement projects in
the Ministry of Defence, including
Project Selborne, Capita’s £1bn
contract to reinvent learning in the
Royal Navy.

The pandemic has accelerated
some existing trends that will allow
the outcomes model to become
dominant, overcoming some of the
barriers involved with tracking and
assessing training impact. That
includes the rise of remote working
and learning; the familiarity with
micro learning online; and with
greater use of data analysis of work

Contd on Page 3
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ear colleagues and
Dfriends, I am delighted
to present to you the
latest edition of The Academy,
NDIC Academy’s bi-annual
newsletter which details the
activities that take place at
this learning institution.
We are behind schedule,
due to the busy nature of
our programmes in the past
couple of months. This delay,
however, does not diminish
the richness and robustness
of the content, even in the
slightest manner.
ince our last publication,
S quite a lot has happened
on the global stage. First,
the world has intensified
efforts on vaccination against
Covid-19, and this has yielded
successes on several fronts.
This is characterized by the
increased access to vaccines
by developing countries who
are facing challenges of poor
healthcare infrastructure.
While it is true that we are
still far from safety, especially
with the recent infamous

Chief Learning
Officer

emergence of new variants
of the deadly virus, a lot of
progress has no doubt been
made.

econdly, Learning and
SDevelopment (L&D) has

gradually started to shift
its focus from a predominantly
online phase to more physical
trainings. Recall that L&D had,
in the most difficult phase of the
pandemic, gravitated towards
online learning and Virtual
Instructor-Led Training (VILT)
in order to create avenues for
the sharing of knowledge. This
innovation readily stepped in to
bridge the gap in learning which
was occasioned by Covid 19 -
induced lockdowns. However,
as the world continues to open
up, thanks in no small measure
to the increasing impact of
the vaccine, L&D appears to

Dr. Azubike Okoro, (D/CLO, Academy), flanked by the Newsletter editorial team
(L-R: Aisha Shafii-Ahmed, Vincent Ajah and Chinenye Akinlade)
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be retracing its steps back to
grateful arms of classroom
learning.  Notwithstanding,
online learning and hybrid
approach has come to stay!

Iso significant is the
fact that L&D has
ontinued to gain

traction and  relevance
among elite organizations
globally, especially in terms
of buy-in, budget and
championship.Similarly,
the NDIC Academy has
equally enjoyed tremendous
support from Management
for its programmes which
are aimed at organizational
development and enrichment.
This underscores the impacts
of L&D in the overall
growth and development of
establishments, both public
and private.

his edition features

I professional articles and

reports from reputable
learning organizations and
experienced columnists
with a focus on the future
of L&D in relation to the
impact of Covid-19. It also
features an article that deals
with the qualities required
to effectively lead various
generations of people, as
well as the attendant skills
requisite for such tasks. All
these essentially serve to
provide readers with insights
on the current global trends
in the learning space and what
we must do to stay abreast of
these developments.

inally, I wish to
Fappreciate our readers

for always making out
time to read the newsletter,
and for providing us with
invaluable feedback that has
assisted us in continually
improving our content and
delivery.
Enjoy your reading!
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Chinenye Akinlade (NDIC Academy), presenting a paper titled ‘Effective Communication in the Workplace’ during the FAA
certification program via Zoom on Thursday, July 1, 2021
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roles and performance.

Employee learning in some
organizations was already integrated
into the ‘flow of work’ but, over
the last year, this has become the
reality for almost all businesses and
employees. Digital environments
will be fundamental to taking an
outcomes-focused approach. They
allow for more tailored emulations
and simulations of actual workplace
situations for immersive, richer
learning experiences.

Better understanding of the
nature and parameters of work roles
means data analysis can be used for
assessment and to provide support
tools in real time. Rather than
based on single events and courses,
learning can take place in flexible
forms through on-demand content
in micro or longer forms to suit work
routines. Learners as consumers
with ownership over their choices
and ability to dip in and out of
different packages of external and in
the workplace education.

Focusing on outcomes is also a
way to address one of the major
barriers to effective L&D — making
sure employees care about what they
are learning about. When there is
transparency and attention to the
results of training, there can be a
virtuous circle of employees who
are aware of the impact on them
personally, of improved capability,
a better experience at work, more
possibilities for career progression
and so a greater commitment to and
personal investment in learning.
The approach makes for a culture of
learning — where people are conscious
and capable ‘learners’ — and makes a
habit of sharing their knowledge with
people around them.

As a model, anything that involves
monitoring performance and
behaviors can start to look like
a ‘Big Brother’ initiative. Hence
transforming learning needs
sympathetic handling, making sure
monitoring is non-intrusive and data
is only used for insight and support.

Again, learners benefit most when
they are allowed to behave more like

consumers, choosing to benefit
from opportunities, when and how.
But there is a citizenship dimension
in learning too. The sense of
collective effort — the difference

that individuals make as

part of a

team, as well as the overall impact
of organizations — is an important

part of the story.

The pandemic recovery period has
become filled with organizations
and sector bodies talking about the

opportunity for change,

making

a fresh start. But genuine change
can only be realized by people with
new and different mindsets and

capabilities. Employees

need to

be helped in ways that encourage
them to give more of themselves
when they are learning. For that to
happen, employers need to make
a new commitment to linking

learning to outcomes.

Culled Jrom:

https://

www.peoplemanagement.
co.uk/voices/comment/
how-pandemic-will-change-
workplace-learning-for-good
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Covid-19 Didn’t Challenge Managers,
It Exposed Them

By Brian Watkins

the upheaval to our personal

and professional lives as
COVID-19 changed the world.
As our world was turned upside
down, the focus was on reacting
and surviving. With a post-COVID
world in our sights, we ought to
reflect on what we can learn.

One thing we learned was that
front-line managers are critical
to the success of the team and,
unfortunately, most of them
were not up to the task. This is
the biggest risk to business going
forward.

The  conventional wisdom
early in the pandemic revolved
around managers — how much
their role changed, and the new
skills they needed to be able to
manage remote teams. The remote
workforce exposed managers’ lack
of skills necessary to lead teams
in any environment. In-person
teams created a false impression
that managers were effective — the
pandemic showed us that is wrong.

Managers started having virtual
happy hours and virtual meetings.
The use of Zoom, Slack, Microsoft
Teams and other communication
tools increased dramatically.
Managers were told to stress
communication and pay attention
to the well-being of the team. We
were all learning new skills in an
unpredictable world.

HR industry veteran, research
analyst and founder of Bersin by
Deloitte, Josh Bersin listed some
of these new skills in an article by
the Society for Human Resource
Management. He gave the
following recommendations:

« “How to foster empowerment
and professional growth during
the pandemic.

*How to keep up workers’
spirits, sense of connection and
productivity ‘in a very distracted

It has become cliché to discuss

4

work environment at home.’

How to encourage workers to
check in more frequently while
working remotely.

How to be sensitive to the
personal challenges some people
have when working at home.”

Professionalsnodded in agreement
and added more to the list. However,
simply take out any reference to the
pandemic or remote working and
the list holds up. In fact, it would
have been an accurate list at any
point in the last 20 years. The advice
for managers during a pandemic is
the same as it should be in a non-
pandemic world.

To be fair to Bersin and SHRM,
they were not advocating these
traits only for remote managers.
The article, though, clearly states
that managers “stepped up” these
behaviors. Based on steady, dismal
employee engagement rates
throughout the last 20 years, it is
safe to assume these were not the
default behaviors of most managers
prior to the pandemic.

As the pandemic continued, the
data got more confusing. With all the
talk about the upheaval and stress on

workers and managers, it would
be reasonable to conclude that
employee engagement would go
down. In addition, many articles

discussed employees missing
seeing coworkers face-to-face
and the lost innovation from the
casual encounters. But in Gallup’s
annual survey on engagement,
there was actually an increase
to 37 percent engagement from
35 percent in 2019. Granted, the
numbers fluctuated during the
year, but they were still higher
than most people predicted. We
suffered through what could be
the greatest economic and social
upheaval in most of our lifetimes,
yet employees were more
engaged.

Another study showed that
manager burnout increased 78
percent from Q1 to Q4 in 2020.
Other studies showed that
employee productivity was just
fine, either staying the same or
slightly increasing. The work
was getting done — so why were
managers more stressed?

Contd on Page 6
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From Fragile to Agile:
The Future of Learning and Development

By Kip Kelly

( :hange has always been
a constant in business.
The COVID-19 pandemic,

however, accelerated the rate of
change and gave rise to new and
unexpected challenges for business
leaders. The notion of “business as
usual” has become a thing of the
past.

Consider that in 1964, the average
tenure of a company on the S&P 500
index was 33 years. By 2016, that
tenure had decreased to 24 years,
and by 2027, the average predicted
tenure is just 12 years. That means
that at the current rate of churn,
nearly half of today’s companies on
the S&P 500 index will be replaced
during the next decade. Companies
simply won’t last in the long-term
without constant reinvention.

Facing unprecedented
disruption,  organizations are
prioritizing resilience to weather
the current crisis and prepare for
future challenges. Agility is the
key to becoming more resilient.
Agile organizations thrive in
rapidly changing

unpredictable,

environments. They evolve and
embrace uncertainty and ambiguity
and are far better equipped for the
future than traditional organizations.

For organizations to become agile,
talent development leaders must
embrace Agile learning. Gartner
defines Agile learning as “a mindset
and method of skills development,
via iterative short bursts, applied in
the flow of achieving outcomes that
can dynamically adjust with changing
needs.” It is the direct opposite of
traditional learning that is perceived
by many to be too expensive, too time-
consuming, and a kind that takes
employees away from their work.
Traditional training and development
programs are also perceived to be
largely ineffective (Gartner 2020).

In addition to these reasons, the
trend away from traditional learning
and development to a more Agile
approach has been underway for
years because adult learners retain
new knowledge and develop new
skills when they can immediately
apply it. For training to stick, when
employees are learning a new
technology, adult learners must not
only understand how it applies to
their daily tasks but also use the newly

acquired knowledge and skills as
soon as possible. Relevance and
immediate application are critical,
yet 33 percent of HR leaders report
that they don’t effectively integrate
learning into the employee
workflow (Gartner 2020). Agile
learning and development happen
in real time, right in the flow of
work, which helps learning stick
with adult learners.

Agile learning and development
can help build organizational
resilience. New  competition,
technological innovation, changing
customer demands, as well as
environmental, political, and
economic shifts require agile
learning for organizations to
survive and thrive.

Agile learning links skills
development to the business
strategy rather than to knowledge
gained. For example, if a business
strategy is to increase revenue
through technological innovation,
then the skills that will create,
implement, and maintain those
technologies should be deemed
as critical, and investment in
them should be linked to the
business strategy. Learning and
development must keep pace with
changing, but 31 percent of HR
leaders admit that they can’t create
skill development solutions fast
enough to meet evolving skill needs
(Gartner 2020).

Leadership coaching is the
perfect catalyst for agile learning
and development. It is dynamic and
flexible, accommodating different
learning styles and adjusting in
real time to meet rapidly changing
business needs. It is personalized
and relevant, focused on individual
needs while addressing larger
organizational goals. Leadership
coaching happens in the flow of
work, creating an opportunity for
leaders to apply new knowledge
and skills with immediacy.

Culled firom: https://www.
td.org/atd-blog/from-
fragile-to-agile-the-future-of-
learning-and-development
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Engaged employees stressed
how the company and managers
did a good job increasing
communication. Employees knew
what was happening and why.
Even when companies admitted
uncertainty, employees took
comfort in knowing what the
company and its leaders were
thinking.

Here is some advice given to
managers during the pandemic:

. Managers need to set
clear expectations on tasks for the
remote workers.

. Managers should be sure
to provide feedback.

. Managers should be sure
they are communicating often and
effectively.

. Managers should ensure
that workers are dealing with
emotional issues and have a
healthy work life balance.

. Managers should pay
attention to the struggles that
employees are having and have
open and honest conversations
about it — as well as share their
own struggles.

Which one of those things would
you say a manager shouldn’t
have done before the pandemic?
Which should they stop when the
pandemic ends?

Managers were not executing
on the right behaviors before
the pandemic. They did have
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Covid-19 Didn'’t
Challenge Managers, It
Exposed Them

to learn new skills — not because
the pandemic changed things, but
because they were doing the wrong
things before. The blame for this
is widespread, but managerial
training, however, is a routinely
underinvested space. The way to
be successful and prepared post-
pandemic is to focus on building a
culture of great managers. Here’s
how to do that:

Improve Hiring and Promoting
Decisions

Kathleen Hogan, Chief People
Officer at Microsoft, says “Managers
have always mattered.” The practice
for as long as I can recall has been
that a high performer who wants
to advance is the person who gets
promoted. For many years, that
was a perfectly fine method — until
the responsibility of the manager
changed.

In the past, the manager was a
mentor and guide. They used their
skill, knowledge and experience to
develop the team. The team expected
the manager to have the answer or
the ability to find the answer to the
tough questions. With experience,
the individual contributor would

learn.
Managers today have different
challenges. They are inter-

disciplinary and often can’t keep
up with the pace of change.
The manager is no longer the
“expert” in the department, but
the person tasked with ensuring
the individual contributors are the
experts themselves.

Having a VP of HR who is the
expert on engagement, labor
laws, recruiting and performance
management is rare, if not
impossible. Having a VP of HR
who can hire experts in all those
areas and get them to perform well
in a cohesive team is possible and
preferable.

Companies need to evaluate and
hire managers on the ability to
serve the team. Do they have the
communication and people skills
to get the most out of the team?

Better Training for
Managers

Even when hiring an experienced
manager, it is naive to expect that
they have been trained properly
or were successful leading teams
in this new business world. We
need to start treating management
as an independent profession,
which requires ongoing training
requirements. Managers should
be trained on the basics before
they take over a team and then be
required to attend regular, ongoing
training to continue to develop the
proper behaviors.

Management training needs
to incorporate more relational
skills. Most of the things that
managers were being told to do
during the pandemic was around
relationships: communicate
more, check in on people, think

Contd on Page 7
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about them as people and their
individual struggles, etc.

Two of the great management
thinkers of our time have been
saying this for years. Tom Peters
says “Management is not about
administration. It is about
emotion.” And Mark Horstman
of Manager Tools says “the most
common mistake of first-time
managers is not developing
relationships with their direct
employees.” Teach managers
about management tasks and
labor laws as appropriate,
but focus manager training
on relationships, emotional
intelligence and empathy.

Focus on Key Behaviors
and Develop Key Manager
Metrics

Companies need to define the
management behaviors that build
engagement.

If an employee has a family
member that dies, the manager
needs to have a good relationship
with the employee, show empathy
and care about the well-being of the
individual.

Further, managers tend to be
evaluated by limited metrics — did
they meet the revenue, sales and
performance targets set for the
team? Those are still necessary but
we need separate metrics that tell
the company how the manager is
doing on individual behaviors.

Engagement scores would be one
measurement, but it still gives an
incomplete picture. Here are some
other suggestions:

Intentional retention rates: Every
manager should be able to identify
who they want to keep (good
performers with plenty of room for
development), who they could lose
to promotion (they are ready to
move up) and who is not meeting
expectations (would have more
success elsewhere). Great managers

The Academy, June, 2021

keep the people they should,
promote those that are ready and
replace those who are not meeting
expectations.

Promotion rates: Managers
should be preparing individuals
to be promoted and take on
additional skills. If a manager
never loses people to promotion,
question their ability to develop
people well.

Coaching skills: First, is the
manager coaching people both
inside and outside the team?
Second, is the manager setting the
expectation for the team that they
get coaching on improving key
skills? Third, does the manager
have a coach (or coaches) to help
them develop? Great managers can
say “yes” to these three questions.

Development plan creation:
Managers should work with
employees to create a development
plan and review it regularly.

Hold Managers Accountable

Companies need to focus on
holding managers accountable
not only for the results expected,
but the way they get those results.
Bobby Knight was the coach of
Indiana University with titles and
wins under his belt. He was also
known for his abrasive personality.
When he received criticism, his
supporters would say “but he
wins.” This implied two things:
the ends justify the means and
winning without being abrasive
is impossible. Great managers
disavow both of those conclusions.

Getting results is great but
getting results the right way is
imperative. Use the above metrics
with the understanding that doing
well in key areas will often get you
solid results. No one can doubt
that the pandemic created difficult
times. However, successful
companies will identify the things
we learned and increase focus on
building great managers.

Culled Sfrom: https://
www.chieflearningofficer.
com/2021/05/27/covid-19-
didnt-challenge-managers-
it-exposed-them/
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By Jayme Currans

n today’s workplace,
Imiscommunication is more
likely than ever before.

This is due in part to the
proliferation of communication
tools and technology and ever-
evolving ways to communicate in
increasingly rapid ways. But it’s
also due to the different values
and life experiences that shape
the different generations at work.

With the various generations
come differing communication
styles and knowledge gained
throughout a  lifetime  of
experience. Each generation has a
preferred way it likes to be led and
using these preferred leadership
styles managers are better able to
build trust and communicate with
employees in the best possible
way to boost understanding,
motivation and results.

When attempting to lead
people representing multiple
generations, it is important
to remember each is unique
and can contribute to success
through different strengths and
weaknesses.  Examining the
primary generations at work
today is a good place for managers
to start.

Generations in Today’s
Workforce

With an increasing number of
generations working alongside
one another in organizations,
a trend of miscommunication
between those of different
generations has developed.

For the purpose of this paper,
there are three main generations
visible in the general workforce
today: baby boomers, Generation
Xers and millennials. Each has
its own set of characteristics
and values which make them
unique. How these generations
are separated varies from study
to study, but for the purpose of
this paper, baby boomers are
those born between 1946 and
1964, Generation Xers are those
born between 1965 and 1980,
and millennials are those born
between 1981 and 2000. Each
generation has different likes,
dislikes, attributes and attitudes

8
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of each generation
important to managers for many
reasons but primarily because using
the preferred leadership style when
communicating with people from
different generations builds more
trust. This will in turn increase
communication among managers
and employees as well as possibly
increasing employee motivation and
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Of the main miscommunication

issues that arise when dealing with
people of different generations, one
of particular importance occurs
between a manager of a certain
generation when communicating
with employees who are of differing
generations,
boomer managing Generation Xers
or a millennial managing boomers.

whether that is a

There are

leadership  style

differences between the generations
aswell. Some preferamoreautocratic
leadership style while others prefer
a hands-off leader. While there is no
right or wrong leadership style, some
work better when communicating
within and between the generations.
Generational differences have a
large impact on reaction.

The preferred leadership styles
should be

wilt‘:ﬁ
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Leading Across
The Generations

surrounding work.

performance. If a leadership style
is not working for a certain person,
they are less likely to be motivated
to work hard.

Leadership Styles Overview
For purposes of this discussion,
the five main leadership styles

are: laissez-faire, autocratic,
participative, transactional and
transformational.

Laissez-faire  leadership, the
most relaxed of the styles, should
be used for employees who are
highly experienced and trained.
Because it does not value direct
supervision, it also fails to provide
regular feedback, which can be
a problem for employees who
are not well-trained and require
direct supervision. In autocratic
leadership, on the other hand, the
manager has total control over the
employees and will often make
decisions without their input. This
leadership style benefits employees
who require direct supervision but
not those who are more creative.

Participative leaders value the
input of the team but realize the
end decision rests on the leader.

Contd on Page 9
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Leading Across The Generations
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This leadership style is known to
give responsibility to employees,
which in turn can boost trust in the
manager as well as morale from
the employees. Transactional
leadership involves a give-and-
take relationship between the
manager and the employee. This
means that the manager and
employee are predetermined
to meet goals together and the
manager provides rewards or
punishments to team members
based on their accomplishments
on the predetermined tasks.

Transformational  leadership
depends on high levels of
communication and requires

the involvement of management
to reach goals. This means the
manager will focus on the bigger
picture within an organization
and delegate smaller tasks to
contribute to the overall goals of
the company.

Leadership Styles Across the
Generations

In a 2010 paper published in the
Journal of Diversity Management,
Mecca M. Salahuddin writes that
baby boomers have characteristics
that were shaped by events like
the Civil Rights movement, the
war in Vietnam and the high-
profile assassinations of political
figures and social movement
leaders. Baby boomers tend to be
more positive about authority,
hierarchy and tradition and are
also optimistic, driven and team-
oriented, according to the paper.
That combination means some
baby boomers are willing to
respect authority as long as they
know their opinion or contribution
is being considered in decision-
making processes.

From a leadership standpoint,
participative  leadership style
and techniques can be effective.
Approaching  boomers  with
respect for their achievements,
challenging them to contribute
to a team in an attempt to solve
organizational problems and

involving them in organizational
change initiatives are techniques
that can work, write Ahmed Al-
Asfour and Larry Lettau in a 2014
article in the Journal of Leadership,
Accountability and Ethics. Doing
this ensures they feel part of the
decision-making process and could
motivate them to work harder in an
attempt to contribute more.

Where baby boomers are more
team-oriented, Gen Xers tend to
be more individually motivated
and self-reliant. Often described as
cautious, skeptical or unimpressed
with authority, Generation X tends to
be fair, competent, straightforward
and at times brutally honest.
According to a study of perspectives
on leadership conducted by Kathryn
Eileen Holden and Deana M.
Raffo of Middle Tennessee State
University, Generation X admires
competency and honesty. They do
not value achievement as highly as
other generations.

Due to their straightforward
nature and need for honesty, Gen
Xers are often the most difficult to
manage and may not fit into one set
traditional leadership style. To gain
their trust, tell them the truth, offer
learning opportunities and respect
the experiences that shaped their
values, beliefs and ways of thinking,
write Al-Asfour and Lettau. For

66

Trans-
Jormational
leadership
depends on
high levels of
communication
and requires the
tnvolvement of
management to
reach goals.

some organizations, Gen Xers have
become a major focus for managers
due to the retirement of baby
boomers.

Like generations before them,
millennials were shaped by events.
In their case, 9/11 and the Great
Recession have influenced their
beliefs and way of life. Many
millennials have the mentality
that they do not live to work but,
rather, focus on their life outside
of work. They often prefer fast
and immediate processing as well
as working in teams. They also
prefer to work in a more relaxed
environment than a hierarchical
structure and because of their
unlimited access to information
tend to be assertive with strong
views.

Many millennials prefer to receive
continuous and instant feedback
from their managers. According to
Al-Asfour and Lettau, they like to
know that what they do matters as
well as like to be praised in public
for things they accomplish. Even
though they prefer to be rewarded,
it is best to tell them the truth about
their work. If they are told they are
underperforming, they will likely
increase their productivity in an
attempt to reach a reward.

A Transactional Solution for
Multiple Generations

While each generation many
have a preferred leadership style,
that begs the question of how
best to lead teams that include
members of each generation. A
manager may not want to treat one
employee different than another, if
simply to avoid the appearance of
discrimination based on age.

The best option for managers may
be to use a transactional leadership
style. While this is not the preferred
style for any generation, it includes
aspects of each of the preferred
leadership styles and is easiest
to relate across generations.
Transactional leaders tend to value
structure and operate according

Contd on Page 10
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The Need To Extend Deposit
Insurance To Financial Cooperatives

By Danilo Palermo&Juan
Buchenau

eposit protection for banks
Dhas been around for a long

while. Czechoslovakia was
the first country to establish a
national level deposit insurer,
in 1924, followed by the United
States ten years later. Today,
146 countries have implemented
deposit insurance mechanisms for
their banking systems, according
to the International Association
of Deposit Insurers. For credit
unions or financial cooperatives,
however, the picture could not be
more different. A recent survey
by the International Credit Union
Regulators’ Network (ICURN)
showed that only 21 percent of
the surveyed non-G20 countries
had deposit insurance for credit
unions.

The need to extend deposit
insurance to financial cooperatives
is showcased by recent events
in Nepal. Financial cooperatives
have become a popular means of
pooling investment funds in the
country, especially among the
lower-income Nepalese. But poor
investments, lack of government
regulation and supervision, and
fraudulent acts by managers have
undermined cooperatives, causing
hundreds of them to close down in
the past few years. Without deposit
insurance to guarantee at least
part of their savings, thousands
of depositors have lost substantial
amounts of money, which led to
cases of mental breakdowns, heart
attacks, and suicides.

Credibility and Awareness

Deposit  insurance is an
important element of a country’s
financial safety net. It is also
essential to financial stability.
Once depositors suspect that a
market player is failing, they will
be tempted to withdraw their
money, accelerating the demise
of the institution and frequently
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the demise of other institutions in
the same segment. A trustworthy
deposit insurance scheme can rein
in these fears, mitigating the spread
of a crisis.

From the depositors’ point of view,
a deposit insurance guarantees that
their savings are protected, and that
they will be able to continue to access
their funds even if the institution
fails. Micro and small enterprises
will have continuous access to their

working capital, families will be
able to continue to spend their
earnings, and the overall impact of
the failure will be minimized.

A deposit insurer needs to have
sufficient reserves and backstop
funding lines to ensure that it will
be able to compensate depositors.
It also needs adequate systems and
information to be able to pay out
quickly.

Contd on Page 11
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to clear rules and regulations. They
are focused on results and recognize
and reward employees on a practical
level, such as with money or perks.

Along with being able to recognize
and reward employees based on
pre-established rules, regulations or
goals set by a company, transactional
leadership also favors structured
policies and procedures. Employees
can either work independently or
in a tightly organized hierarchical
structure. This balance of flexibility
and structure makes transactional
leadership an appealing approach
for each generation. By maintaining
one consistent leadership style
when communicating with different
generations, it ensures the message
isreceived by all and does not appear
to be discriminatory or biased
toward one generation.

While transactional leadership
can be a good fit when dealing with
multiple generations, it does have
advantages and disadvantages.
Advantages include clearly defined
rewards and penalites, the ability
to achieve short-term goals quickly
and clear structure. On the flip
side, creativity is limited because
goals and objectives are already set
and it may not be the best fit for
organizations where initiative is
encouraged.

If You Build It, They Will
Come

It is ultimately up to managers
to determine the best way to lead
and develop the people under
their supervision using a style that
builds trust in the process. Each
generation has a preferred way
to be led, shaped through their
life experiences and the values
instilled within them. However, it
is critical to avoid discrimination
in communication and remember
that what works for one person of
a certain generation may not work
for another person from the same
generation.

When a manager knows their
employees and establishes trust
with them, they learn the life
experiences that have shaped
their individual employees and
can then figure out the best way
to communicate with them. This
analysis is just a stepping stone
to help managers get on the right
track to communicating with
employees in a way that is most
beneficial for the employee rather
than the manager. By building trust
and opening the communication
channels, performance and results
should rise.

Culled Sfrom: https://
www.chieflearningofficer.
com/2018/05/17/leading-
across-generations/
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The International Association of
Deposit Insurers (IADI) standards
suggest that payouts should be
available within seven days of the
failure.

But another aspect—as
important as  credibility—is
awareness: Depositors must know
that their money is protected and
that they do not need to withdraw
their deposits upon hearing the
slightest rumor that a bank may
fail. To achieve this, deposit
insurers must invest in public
awareness, and require financial
institutions to inform their clients.

To avoid confusion, all
institutions taking deposits must
be members of the deposit insurer.
The ICURN survey shows that
among countries that have deposit
insurance for credit unions, a
significant portion have voluntary
systems. By leaving some
cooperatives out, these countries
undermine the effectiveness of
their deposit insurance schemes
and increase the risk of a run
on deposits at all financial
cooperatives, as the general public
may not easily distinguish covered
institutions from those that are
not.

Addressing Challenges before

Implementation

Depending on the country
where they are located, financial
cooperative sectors present
different challenges that impact
the implementation of deposit

insurance. In some cases, financial
cooperatives are supervised with less
rigor or not supervised at all. In many
countries, they report to an authority
that oversees all different types of
cooperatives or to a ministry, rather
than to the specialized financial
sector supervisor. Often, they do
not have minimum capital, liquidity
requirements, or exposure limits,
which makes their business riskier
than that of a bank.

In many instances, financial
cooperatives—especially the smaller
ones—do not have systems in place
to gather, process, and store data.
It is not uncommon to see financial
cooperatives that do all their record-
keeping on paper or on simple
spreadsheets. This creates significant
operational difficulties for the deposit
insurer, which will struggle to gather
depositor information and prepare
for a payout.

The transition from a system
with no deposit insurer to a system
where deposits are insured is a risky
one for the deposit insurer. Many
financial cooperatives may be in a

fragile situation and may fail soon
after the fund is created—before
it has had the time to accumulate
sufficient reserves.

These issues need to be addressed
before a deposit insurance is
implemented. A country must
ensure that cooperatives are
properly supervised, sound, and
have the necessary capacity to
comply with the deposit insurance
requirements.

The World Bank has assisted
numerous countries in dealing
with this transition, through the
assessment of the cooperative
sector and the development of
solutions to allow weaker players
to either consolidate or merge into
bigger institutions or to exit the
market. In Albania, members of
financial cooperatives are now fully
insured by the deposit insurance
agency, and there are ongoing
initiatives in Moldova, Guinea, and
in some Caribbean jurisdictions, to
name a few examples.

Many development institutions
and authorities worldwide have
invested heavily in financial
inclusion to  ensure  that
individuals have access to useful
and affordable financial products
and services that meet their needs.
In addition, they have supported
or taken measures aimed at
consumer protection: Mechanisms
to ensure that contracts are fair,
that consumers are provided with
the necessary information, and
that fees are under control. But all
these measures apply on a “going
concern” basis, while the provider
is operating and can honor its
financial obligations. Once a
credit union fails, and the money
is no longer accessible, consumer
protection measures cannot do
much, and that is when deposit
insurance can make a substantial
difference.

Culled from: https://blogs.
worldbank.org/psd/need-
extend-deposit-insurance-
Jfinancial-cooperatives
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Know Your Facilitators -Internal & External

rancis Adekunle Agboola
Fattended Oyan Grammar

School, Oyan, Osun State
and passed the West African
School Certificate Examinations
in 1980 in grade 1. He,
thereafter, attended University
of Ife, Ile —Ife, Osun State (now:
ObafemiAwolowo  University,
Ile-Ife, Osun State) where he
was both a Federal Government
and a University Scholar and
graduated with a B.sc degree
in Accounting in 1985. Agboola
also obtained an M.sc Degree in
Accounting from the University
of Lagosin 1987, an MBA degree
of the University of Bangor,
Wales, United Kingdom as well
as a Diploma in Microfinance
from the Ateneo de Manila
University, The Philippines.
His professional qualifications

include: Fellow, Institute of
Chartered  Accountants  of
Nigeria, Honorary  Senior

Member, Chartered Institute of
Bankers of Nigeria, Associate
Member, Chartered Institute of
Bankers of Nigeria, Chartered
Member, Chartered Institute

Francis Adekunle Agboola
(Internal)

of Bankers of Scotland, Associate
Member, Nigerian Institute
of Management and Fellow,
Association of Enterprise Risk
Management Professionals.
Furthermore, he recently passed
the final qualifying examinations
of Chartered Institute of
Stockbrokers of Nigeria. Prior
to joining the Corporation in
1994, Agboola was a lecturer
in Accounting at Ogun State

University, Ago-Iwoye, Ogun
State (now OlabisiOnabanjo
University, Ago-Iwoye, Ogun
State) and is currently, a Deputy
Director, Bank Examination
Department, Nigeria Deposit
Insurance Corporation.
Agboola is an Examiner in
Banking  Regulation  and
Supervision for the Chartered
Institute of Bankers of Nigeria.
Agboola has delivered more
than 30 papers on Liquidation
and Bank Regulation and
Supervision in both internal
training programmesorganised
by the NDIC Academy, Bank
Examination Department and
other Departments in NDIC
as well as external training
programmesorganised by
reputable organisations like:
the  Financial Institutions
Training Centre (FITC) and the
Economic and Financial Crimes
Commission (EFCC). Agboola
is married with children and is
also a grandfather.Mr. Agboola
facilitates most Academy’s
technical programmes.

ingsley .0O. Nwaigwe is
B a specialist in DIS with

vast experience who,
through teaching new skills and
knowledge to staff, contributes
in increasing the Corporation’s
productivity. He is a regular
facilitator at the NDIC Academy
and hasover30years’experience
in Banking Supervision,
Deposit Insurance, Research
and Strategy Development.
He retired from the services of
the Nigeria Deposit Insurance
Corporation (NDIC) in January
2020 as Director in charge of
Strategy Development.

While at NDIC, he represented
the Corporation at different
high  profile  assignments
including the Okigbo Panel
on the “Reorganization and
Reform of Central Bank of
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Nigeria (CBN)” as a Research
Executive from January to
September 1994 and was awarded
a letter of commendation by the
Panel on behalf of then Military
Government. He represented
the Corporation in the “CBN/
NDIC Ad-hoc Committee on the
Evaluation of Bids of Banks offered
for sale” as a failure resolution
strategy, He also served in other
Committees of NDIC/CBN to
work out bank failure resolution/
restructuring strategies to address
banking sector distress as well
as develop a Banking System-
Contingency Plan for Systemic
Distress. He was also a member
of the Committee that revised
the CBN Code of Corporate
Governance for Banks in Nigeria
(Whistle Blowing) as well as a
member of the Committee that

|

Dr. Kingsley Oluchukwu
Nwaigwe, FCIB

developed the Framework for
the Establishment of Pass-
Through Deposit Insurance for

Contd on Page 13
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Subscribers of Mobile Money
Operators in Nigeria. He was
also part of the CBN/NDIC
Team that implemented the
electronic Financial Analysis
Surveillance System (eFASS)
for banks in Nigeria.

Hehasattended manyCourses
locally and internationally.

He has published articles
and presented papers locally
and internationally as well as
a regular facilitator at various
reputable academies such as
EFCC. In the last one year, he
has published three articles in
reputable Journals.

He holds a Higher National

Diploma (HND) in Accountancy
(Distinction)  obtained  from
Federal Polytechnic, Bida, Niger
State, Nigeria in 1987 and a
Master’s Degree in Banking &
Finance from the University
of Lagos in 1994/95. He has a
Diploma in Microfinance from
the University of Philippines.
He is a Fellow of the Chartered
Institute of Bankers of Nigeria
(CIBN), Fellow of the Chartered
Institute of Loan and Risk
Management, and Fellow Institute
of Management Consultants.
He is also a Certified Risk
Manager, Certified Management
Consultant (CMC) and a Balanced
Scorecard Professional (BSP).
He has a Masterclass Certificate
in Business Management &

Leadership from London
Graduate School and Doctor
of Business Administration
(DBA) Specializing in Banking
& Finance (Honoris Causa) from
Commonwealth University,
London as well as Certified
Management Specialist (CMS)
with  Distinction in Time
Management.

Last year, in order to remain
abreast with developments in
finance, he enrolled in Nasarawa
State University, Department of
Banking and Finance to pursue a
Ph.D. in Finance.

Mr. Nwaigwe loves reading and
listening to classical music and is
happily married with children.

He facilitates at Academy’s
flagship and technical courses.

Tips For Working
Effectively from
Home

Set Working

Hours

Set Goals

Reduce
Distractions

Limit

Interruptions

From Family
Members

Be Accessible

Create An

Ideal

Workspace

13




The Academy, June, 2021

Features

INDIC

Academy

Using Virtual Training To Meet Your
Learning And Development Challenges

By VinokD’Silva

n New Year’s Eve at the end of

2019, one would never have

imagined the tough times the
world would see in 2020 and the
crisis that resulted for companies,
industries, and economies
globally. The L&D industry has
been no exception to this crisis.
Organizations, after an initial period
of uncertainty and hesitation, have
risen up admirably to the challenge
of training employees, customers,
channel partners, and end-users.

This has not been without its own
set of challenges. Carefully drafted
training plans to be conducted at
the workplace had to be shelved as
“work from home” or “remote work”
became the new normal. You cannot
simply click a button and convert
all your traditional instructor-led
training (ILT) programs into virtual
instructor-led  training (VILT)
programs or self-paced e-learning
programs.
So, how did companies solve this

pressing need to train everyone in
20207

Switching from ILT to VILT

Several surveys and studies have
been conducted on the impact of
the COVID-19 pandemic on L&D.
One study showed an interesting
metric: 61 percent of respondents
said a major challenge would be to
replace in-person training content.

L&D teams had to ensure that
employees received the training
and knowledge they needed to excel
at their jobs. A key objective was to
assess the existing ILT programs
and convert them with -careful
analysis into VILT programs. The
focus was on integrating into the
training content a virtual instructor
who would be able to guide learners
with their queries in real-time.

This was achieved in two ways
based on the budget available. One
was to ask instructors to record
answers to possible queries and
integrate them within the learning
content; the other was to develop an
Al-powered animated chatbot that
would be programmed to answer
queries.
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No Al-chatbot is 100 percent
perfect, and it is impossible to predict
all the questions that a learner may
pose. In such a scenario, the chatbot
could be programmed to request the
learner raising a query to email their
query to a subject matter expert. The
SME could then reply to the learner
with detailed answers to the query.

Looking Beyond Virtual Training

During these trying times, 84
percent of companies cited an increase
in training using the VILT modality.
The challenge is that not everyone
was comfortable with VILT or a full-
fledged online learning program
deployed on the company learning
management system or learning
experience platform.

Not everyone has access to high-
speed internet, and there were
potential security issues in accessing
a learning portal from an external
network. The challenges for IT and
L&D teams in such scenarios are
manifold.

Microlearning and Mobile
Learning to the Rescue

In such a scenario, the focus shifts
on how the repurposed or modified
VILT programs can be appropriately
broken into smaller learning bytes or
microlearning and deployed for quick
and easy access. LinkedIn Learning’s
Workplace Learning Report 2021
features interesting nuggets of
information. Sample some points
below:

. The pivot L&D made from
ILT to blended online learning—
experiences with a mix of VILT and
online learning—will remain the
status quo.

. Most organizations will
continue to shift budgets away from
ILT to online learning.

. Assign “Pre-watch” online
learning before a VILT session.
. Less is more.

Role-appropriate and device-
agnostic microlearning can help
bridge the learning gap and help
employees  upskill  themselves
with ease. Making microlearning
interactive and engaging with
thoughtfully designed games can
work wonders in terms of retention
of learning.

The Way Ahead

We are living in unprecedented
times, and when things return to
normalcy, a hybrid working model
will become the norm and companies
will offer their employees flexible
working options. Virtual learning
and self-paced microlearning is the
way forward. Companies that do
not plan and execute their training
calendar properly will falter.

Culled from: https://www.
td.org/atd-blog/using-virtual-
training-to-meet-your-
learning-and-development-
challenges
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Virtual Learning as the New Normal:
How Sustainable Is Covid-19 Induced
Lifestyle?

Alaekwe, Hyacinth Eluvwah

en the World woke up
on December 31, 2019
and was told about the

outbreak of a certain CORONA
Virus, everybody thought that like
all other novel diseases before it,
it would phase out in weeks and
the world will continue its normal
business. But by April 2020,when
the virus had ravaged most
European and Asian Countries
and was driving at a suicidal
speed towards other continents,
everybody began to agree that what
we were witnessing was a pandemic
like none before it.

Twenty months on, everybody
including children and the aged
have stories to tell on what impact
COVID-19 has had on their
individual, family, community and
national lives.

The world-wide lock down
declared by countries around
the world started like a joke, but
as the intensity of the pandemic
heightened, even doubting

Thomases like the former US
President, Donald Trump, were forced
to eat the humble pie. With schools,
offices, markets and almost all public
places grounded, the world was
forced to learn new ways of living and
surviving or risk sudden extinction. It
was no rocket science that something
needed to be done and virtual learning
and living came to the rescue.

Virtual learning/meeting platforms
(as at the last count there were 40 or
more of them) sprang up around the
world with each offering the same
services and only differing in names.
Notable ones among them included
Coursera, Skillshare, Udemy,
Codecademy, Edx, Pluralsight, Future
Learn and Moodle.

Popular virtual meeting
platforms such as Skype, Slack,
Google Hangouts, Zoom meeting,
GoToMeeting, Microsoft Teams,
Facetime and Google Meetenjoyed
booms never seen before as the
world struggled to advance and keep
civilization as we know it.

The Online sales and delivery
platforms could not be out done and in

weeks virtual restaurant platforms
and others selling all things from
simple clothing and groceriesto
even work-out equipment filled the
whole place. Perhaps, Amazon.com
was the busiest of them all, selling
and shipping all types of wares
around the world. It even created
special sectionslike AmazonGo,
Amazon Prime and Amazon
Books to carter for special needs
and customers. The popularity of
Amazon was however restricted to
the affluent and the elite.

But virtual learning and meetings
were the ones that traversed the
entire human race. Education
was and is still important, and
Corporates and professionals have
to keep the workforce busy and
productive. Every school from
those in far flung places like Cairns
in Australia to those in down town
Oji River in Enugu State, Nigeria
were forced to acquire computers
and requisite skills to reach their
students and pupils; institutions

Contd on Page 16
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kept the workforce engaged through
platforms that provided audio and
visual support, and meetings were
held and are still being held without
anyone leaving his/her immediate
surroundings.

There is no doubt that technology
has played great parts in all
those innovations that have kept
humanity away from the insanity
that the absence of communication
and engagement would have
caused. The world has managed to
hang in there while the pandemic
raged and ravaged and progress has
been made no matter how small.
Analysts were quick to point at
those developments as the NEW
NORMAL, an expression associated
with the belief that COVID-19
has come to stay and may not be
departing to Mars anytime soon.

Undoubtedly, the world has
not fared so well in the face of the
pandemic. Apart from deaths,
sicknesses and social dislocations
the pandemic had occasioned,
businesses have suffered and the
start-stop  educational system
has worsened deep learning and
stunted growth. The advent of
virtuallearning gave hope of a new
advancement in learning and called
to question the brick and mortar
style of teaching and learning
that seemed to encourage docility
among students and teachers.
Corporate bodies thought they have
found a way to minimize expenses
on staff training, transportation and
face to face meeting expenses and
allowances while shopping seemed
very easy as you can order virtually
anything while sitting in your living
room. But the optimists seemed to
have passed early judgments. Loud
murmurs and open complaints
from big industry players and
parents do not seem to suggest that
virtual living and learning has been
successful or even sustainable.

Early researches suggested that
virtual /remote workers are more
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Twenty months
on, everybody
including children
and the aged have
stories to tell
on what impact
COVID-19 has had
on their individual,
Jamily, community
and national lives.

productive than on-site workers but
that largely depended on the type
and nature of works being done.
Working from home has proved to be
highly difficult with the distractions
of family wanting attention or other
household noises just as supervision
of virtual works have proved audios
and cumbersome. In any case some
jobs cannot just be done from home;
Consider your pilot, Doctor, Dentist,
bricklayer ~and hairdresser all
working from home! Big Corporates
operating in auto parts equipment,
auto mobile, Leisure and Restaurants
have complained of challenges
and losses arising due to their staff
working remotely (at home) and
such challenges included: Workers
Experiencing Social Isolation,
Productivity Levels Dipping, Physical
Discomfort in a Home Office, Issues
with Teamwork and Collaboration,
Workers Not Having Access to
Software and  Security Issues
Stemming from Remote Work.
Complaints about students having
little to no face-to-face interaction
with others; Online students feeling
isolation or loneliness outside the
traditional high school environment
and students feeling detached from

their teachers are becoming louder
by the day, under virtual learning.
The epileptic power supply and
poor internet connection in most
developing and third world countries
have equally robbed off on virtual/
online learning.In those countries,
lectures are delivered in fits and
starts. In addition, students who lack
the self-control and motivation find
it difficult to keep to a self-imposed
pace required to learn virtually.
How do you monitor the progress
of a student who is always on the
driving wheels or in a shopping
mall when lectures are going on
and complains he could not switch
on the visuals because network was
bad? Lab and practical application
in chemistry, biology, and other such
subjects can’t be easily taught over
the online medium and you flinch
at the thought of being attended
to by a Doctor, Lab technician or
Biochemist who has never worked in
a physical laboratory or performed
any physical test.

The online shopper may be happy
that goods ordered are delivered to
his doorsteps but how sure is he that
the apples, the vegetables and other
perishables supplied to him had not
been with the supplier for weeks and
hence lost freshness? What about
the feeling of a good bargaining
session and the beating down of the
price?

The world may have coped well
with the myriad of issues thrown at
it by the COVID-19 pandemic, but
sustaining or upholding some of
the escape routes adopted during
this era as the new paradigmshift
looksuntenable. They are at best
what they are — stop-gap measures;
but the NEW NORMAL?Hell no! We
all hope and pray that this also shall
pass soon.

The human race was not framed to
exist and interact virtually.

Alaekwe, Hyacinth Elvwah
Bank Examination
Department

Nigeria Deposit Insurance
Corporation.
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Kenya Deposit Insurance Corporation(KDIC),
Rolls Out Banks’ Risk-Based Premium Model
After One-Year Suspension

enya has rolled out the risk-

Kl):lsed insurance premium

odel for commercial banks

after a one-year suspension due to
the Covid-19 crisis.

The Kenya Deposit Insurance
Corporation (KDIC) in collaboration
with the industry stakeholders
have agreed that the model, which
requires ‘high risk’ lenders to pay
more premiums to the Corporation,
goes live from July 1 2021.

The banks’ risk status will be
assessed based on their liquidity
positions, capital adequacy, and
asset quality and governance
structures.

KDIC Chief Executive Mohamud
Ahmed Mohamud said Wednesday
that the highly anticipated model
ensures equity in  premium
assessment process, with the
primary objective of providing
incentives for banks to avoid
excessive risk taking.

“Cognizant of the country’s state of
the economy, this new dispensation
in Kenya’s banking sector is a
culmination of three straight years
of intense discussions and reviews
with the KDIC membership on
both the design of the model
and its efficacy as well as public
participation,” MrMohamud told
reporters in Nairobi on Wednesday.

“All commercial and Microfinance
Banks who are members of the
depositinsurance have, atindividual
levels, been sensitised on the
assessment process of determining
risk categories, the premium rates
for each category and how a bank
could improve its risk profile.”

The new risk-based premium
model was scheduled to go live on
July 1 last year but was suspended
to give small and weaker banks a
breathing space due to the impact
of Covid-19.

The deposit insurance fund,
which is run by KDIC, was created
to compensate depositors of
collapsed institutions and to boost
confidence in the banking industry
that had been rocked by a series of
bank failures in the 1980s and early

1990s.
Prior to the new mode, the fund was

being funded by member banks at a
flat rate of 0.15 percent of the total
deposits per annum.

In Uganda, the Deposit Protection

Fund (DPF) has implemented the
risk-based premium payment model
where all institutions licensed and
regulated by the Bank of Uganda
(BoU) pay a normal premium of 0.2
percent of their average weighted
deposit liabilities in the previous
financial year.

However, institutions rated high
‘risk’ pay an additional charge of
0.2 percent of the average weighted
deposit liabilities in addition to the
annual premium, while institutions
which are comparatively less risky
pay 0.1 percent of the average
weighted deposit liabilities in
addition to the normal premium.

Risk adjusted premiums are based
on quarterly ratings from BoU.

https://allafrica.com/
stories/202107020147.html

Soon risky banks to pay higher

deposit insurance premium: What it
means for depositors

he Reserve Bank of India

I has said that the Deposit

Insurance and Credit Guarantee

Corporation (DICGC) can soon charge

a risk-based premium for all financial

institutions to enjoy insurance cover
under the scheme.

What this means is that banks
whose risks are better managed would
pay less in premiums when compared
to banks with higher risks.

Although flat rate premium systems
have the advantage of being relatively
easy to understand and administer,
they do not take into account the
level of risk that a bank poses to the
deposit insurance system and can be
perceived as unfair in that the same
premium rate is charged to all banks
regardless of their risk profile,” the
Reserve Bank of India (RBI) stated in
its latest annual report.

The deposit insurance cover for
bank depositors was raised from Rs 1

lakh to Rs 5 lakh in case the bank
fails and this became effective
from February 4, 2020. However,
this cover is not free for financial
institutions like banks as they have
to pay insurance premium to DICGC
to enjoy this insurance cover.

Based on the risk profile of the
financial institution DICGC collects
premium either at a flat rate or a
differentiated rate.

The primary objective of a
differential premium system is
to provide incentives for banks
to avoid excessive risk taking
and introduce more fairness into
premium assessment processes.

“The introduction of RBP in order
to address the issue of moral hazard
inherent in flat rate premium is a
natural corollary.

Contd on Page 18
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PDIC Grows Deposit
Insurance Fund

ANILA - State deposit
insurer Philippine
Deposit Insurance

Corporation (PDIC) has built up
its deposit insurance fund (DIF) to
PHP216.85 billion as of the fourth
quarter of 2020, and settled 100
percent of the 7,072 valid deposit
insurance claims within its target
turnaround time (TAT) for banks
ordered closed last year.

The DIF represents PDIC’s
overall capacity to respond to
insurance calls due to bank
failures. The prompt settlement
of deposit insurance claims, on
the other hand, provides affected
depositors the needed relief.

In a report to Finance Secretary
Carlos Dominguez III, PDIC
president Roberto Tan said its DIF
posted a double-digit growth of
10.3 percent or PHP20.33 billion
from its 2019 level of PHP196.52
billion.

The increase resulted in an
adequacy level of 6.91 percent in
terms of ratio of the DIF to the
banking system’s estimated total

insured deposits. The ratio was
above the minimum target of 5.5
percent for 2020.

Tan said PDIC will endeavor to
maintain adequate DIF cover at
prudential level.

Dominguez said PDIC’s record
of performance has been marked
by the prudential management of
the deposit insurance fund and
the prompt settlement of deposit
insurance claims.

The DIF consists of reserves for
insurance losses of PHP193.64
billion, retained earnings of
PHP20.21 billion, and permanent
insurance fund of PHP3 billion.

The PDIC also reported that of
the total deposit insurance claims
involving 7,072 deposit accounts
in five banks closed last year,
6,733 accounts involved deposits
of PHP100,000 and below, were
settled within target turn-around-
time to eligible depositors, while 339
were for deposits with balances of
more than PHP100,000.

Tan said the PDIC aims to continue
the prompt settlement of deposit
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insurance claims by expanding
to digital payment platforms
this year, including Instapay and
the multi-channel disbursement
facility of a government bank.

He added PDIC is also targeting
in 2021 the reduction of loan
accounts by 17,825 and real
property assets by 807 from the
baseline set in 2019.

To support the government’s
coronavirus disease 2019
(Covid-19) response efforts and
comply with the provisions of
the Bayanihan 1 and 2 laws (RA
Nos. 11469 and 11494), the PDIC
extended the statutory deadlines
for filing of deposit insurance and
creditors’ claims; granted relief
measures to lessees, borrowers,
and property buyers; and swiftly

addressed the settlement of
special claims.
The PDIC reiterated its

commitment to deliver value-
added services to its clients and
stakeholders and to fulfill its core
mandates as deposit insurer and
statutory receiver of closed banks
with operational excellence to
protect the depositing public and
promote financial stability.

https://www.pna.gov.ph/
articles/1136304

Soon risky banks to pay higher deposit insurance

premium: What it means for depositors

Contd on Page 17
The Internal Committee on
RBP (Chairman: Shri V. G.

VenkataChalapathy) undertook the
risk assessment of banks, primarily
based on CAMEL parameters and
recommended the introduction of
RBP,” says the RBI report.

The recent recommendations
made by the Internal Committee
under chairmanship of Shri V. G.
VenkataChalapathy are currently
being considered by the RBI for
their implementation.

Several committees in past had
also recommended RBP, however, it
could not be operationalised because
the roll out of the process was linked
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with hike in deposit insurance cover.
Though the insurance was raised to
accommodate the rise in cover from
Rs 1 lakh to Rs 5 lakh, however, the
increase in the premium rate was
marginal, as it was increased to 12
paise per Rs 100 of deposits from
April 1, 2020, from 10 paise earlier.

What it means for deposit
holders

To implement the RBP the
premium may go up further.
However, risky financial institutions
will have to pay much higher
premium for the cover while the
strong ones will be rewarded for
their prudence and pay a lower
premium. As mentioned above,

the banks with strong risk profile
will offer much better risk adjusted
return to their depositors compared
to those with weaker risk profile
once this is implemented. So even
if you are getting a similar interest
rate on your deposit in a strong bank
and a weak bank, it would be much
better to go with the former as the
return will come at a lower risk.

https://economictimes.
indiatimes.com/wealth/
personal-finance-news/
soon-risky-banks-to-
pay-higher-deposit-
insurance-premium-what-
it-means-for-depositors/
articleshow/83001249.cms
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3RD QUARTER IN-HOUSE
COURSE CALENDER
sl COURSE TITLE :::'T:gs VENUE JuLy AUGUST SEPTEMBER OCTOBER

- I:fun;fnut-l: and Practice QASSHOOM |  ABUIJA/LAGOS Gth - 11:.:: 12th

T |BasiciCT csssioom|  ABUIA/LAGos | Tt - 9th & 12th -

14th

BFR |Bank Closure CLASSROOM| LAGOS 12th - 16th

BS |Bank Supervision aassrOOM|  ABUJASLAGOS

bIS |Fundametals and Practice assaoom|  KANO/ENUGU

of DIS

IT |BasicICT CLASSROOM | ENUGU/KANO

BS ::::“ﬂ:“" CLASSROOM LAGOS
MD l“'"“'"‘:: cLassRooM | ABLUASLAGOS

T |Intermediate ICT CLASSROOM | KANO/ENUGU
- e [

BS |Bank Examiners Level 1 | CLASSROOM LAGOS

B5 |Bank Examiners Level 2 | CLASSROOM LAGOS

IT  [Intermediate ICT CLASSROOM | LAGOS/ABUIA

- Imﬂﬂﬂ: Lecture ABUIASLAGOS
MD ”'"""m’"n: ABUJA/LAGOS

IT  |Advanced ICT CLASSROOM | LAGOS/ABUIA
e s

BS |Risk Based Supervision | CLASSROOM LAGOS

IT  |Advanced ICT CLASSROOM | ENUGU/KANOD
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Umar Farouk and Dr. Sani Saidu brainstorming at the Capacity Building program in Abuja on Tuesday,
May 25, 2021

Ibrahim Sadiq (Head, Programme Delivery Unit) flanked by Abdullahi Kabeer and Aisha Larat Shafii-Ahmed
during a lecture during the FAA Certification Program at the Academy on Tuesday, June 1, 2021
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Ibrahim Sadiq (Head, Program Delivery Unit) delivering a lecture during a lecture during the FAA
Certification Program at the Academy on Tuesday, June 1, 2021

Participants brainstorming in a group session during the FAA Certification Program at the Academy on
Tuesday, June 1, 2021

21




The Academy, sune, zo021 Pho to S pl a sh |N AD;“!ES

Participants who emerged victorious brandising their trophy during the FAA Certification Program at the Academy on
Tuesday, June 1, 2021
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M. M. Ibrahim (Executive Director, Operations) in a group photo with Dr. Azubike Okoro (D/CLO, Academy)
and other staff of the Corporation in Abuja during the 1st batch of Induction Program on Monday, May 24, 2021

22




|N ADﬂ!ﬁﬁ Ph Ot 0 Spl a sh The Academy, June, 2021

&

Mrs. Emily Osuji (Dir., Asset Management Department), delivering a lecture on ‘Functions and Structure of
AMD’ during the 1st batch of Induction Program on Monday, May 24, 2021

1 i s g o
b N A
b B S
Sy

Dr. Musa Bayero (Learning Management Unit, Academy), delivering a lecture on ‘Financial Inclusion’ at the
Capacity Building program for staff in Abuja on Monday, May 24, 2021
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Participants delivering a group presentation at the Capacity Building program for staff in Abuja on Friday,
May 28, 2021

Participants delivering a group presentation at the Capacity Building program for staff in Abuja on Friday,
May 28, 2021
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Participants at the Capacity Building program for staff in Abuja on Friday, May 28, 2021
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Vincent Ajah (Academy) making some comments at the ‘parking lot’ during the FAA Certification Program at the
Academy on Tuesday, June 1, 2021
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A cross section of participants at the Capacity Building program for staff in Abuja on Friday, May 28, 2021
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At the NDIC Academy, we love feedback!
It helps us improve on the standards of
our facilities, programmes and processes.
Please find below some thoughts from our
colleagues across the Corporation:

The course was very educative; we hope to see more.
Thank you.

- Mohammed Audu, KZO (Bank Examiners’
Foundation Program)

It met my expectation. However, I would advise the
Corporation to ensure that staff nominated for the
Basic level should be allowed to also complete the
Intermediate and Advanced levels.

- Abiola Motunrayo, SIID (Basic ICT Program)

I am satisfied with the level of coordination and
scope of the course. I would suggest at the least, a
three (3) week duration for all the levels (Foundation,
Levels 1 - 3) all things being equal, to allow for better
assimilation.

Thank you.

- Ekpenyong David, SIID(Bank Examiners’ Level 1
Program)

I recommend more practical sessions for the
programme

-Adeoye Jubril, CRD(Bank Examiners’ Level 1
Program)

I thank the Academy for organizing this course and
for the opportunity given to me to attend and develop
my skills

—-Nkechi Ebunoluwa, LSU (Bank Examiners’
Foundation Program)

The training is very useful to all staff of NDIC. I
recommend it for everyone

— Eke Philomena, CPAU(Bank Examiners’ Level 1
Program)

The course is very rich and relevant to all staff,
especially those in operational Departments

-Sallau Adamu, YZO (Bank Examiners’ Foundation
Program)

FEEDBACK FROM TRAINING

FEEDBACK

The class was refreshing and insightful.
- Naabba Jameel, BEU(Bank Examiners’
Foundation Program)

did
YOU

® The Academy conducted a 3-day
program for staff of Ghana Deposit
Protection Corporation on Deposit
Assessment and Verification from May
19-21, 2021

® One of Academy’s faculty members
and Head, E-learning Services Unit,

Mr. Theophilus Ogedegbe, becomes the
second staff to bag the Certified Training
Professional certificate from the Finance
Accreditation Agency (FAA), Malaysia

® The Academy has trained over
15,000 persons in the last 7 years
in various skill areas

® The Quality Assurance

Review Committee (QARC), an
interdepartmental Committee,
assists the Academy with
periodic reviews of its curricula,
identification of emerging issues
in the banking industry and
contributes to the overall quality
of Academy’s service delivery

® The Academy deploys three (3)
surveys annually to gauge staff
perception about different aspects
of its activities

W @ in

@ndic_academy ndic_academy NDIC Academy
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