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By Keith Keating

When you become a lifelong 
learner and focus on 
continual learning of new, 

in-demand skills, you claim the 
power to face the future of work 
successfully.

The claim that machines or robots 
will steal our jobs has echoed through 
the decades from the earliest science 
fiction stories to more realistic 
developments today in smart 
electronics, artificial intelligence 
and automation. The claims that 
they will usurp millions of jobs may 
only be partially true, while the exact 
numbers are something we cannot 
definitively declare. In fact, the 
technological changes underway will 
create more jobs in different sectors 
if history is any indication.

The question then becomes not 

The Mindset Of A 
Lifelong Learner

whether a robot or AI system will 
render you obsolete, but whether 
you will rise to the challenge of 
learning what it takes to stay 
relevant and employed. When 
you become a lifelong learner and 
focus on continual learning of new, 
in-demand skills, you claim the 
power to face the future of work 
successfully.

What Does it Mean to Be a 
Lifelong Learner?

Abandon the commonly held 
notion that learning is for children 
and young adults. You graduate 
high school, get a university degree 
and consider yourself done with 
education. In the past, this may 
have been sufficient to land and 
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Notes from the
Chief Learning 

Officer

“Everything that has a 
beginning has an ending…”. This 
noble quote by Jack Kornfield 
bears more meaning now as I, 
with gratitude, present to you 
the eleventh edition of The 
Academy, NDIC Academy’s 
bi-annual newsletter which 
chronicles activities in the school 
for the past six months as well as 
emerging trends in the world of 
Learning and Development. This 
edition happens to be my last as 
Director/CLO of the Academy 
owing to my retirement from the 
Corporation which takes effect in 
the month of February 2022.

Vol. 6 N0. 2, features 
several articles about 
developments in 

the Academy, such as the 
certification of some staff by the 
Finance Accreditation Agency, 
Malaysia as Certified Training 
Professionals. The import of 
this feat is far-reaching as it not 
only enhances the professional 
standing of participants, but 
also assists to develop a crop of 
core trainers who are saddled 
with the task of managing the 
Corporation’s L&D activities and 
processes. 

The publication also features 
highlights of the Academy’s 
annual report for 2021. These 

high points summarily outline all 
the training activities that took 
place at the Academy throughout 
the year, such as the nature and 
types of programs executed, the 
total number of participants 
trained, and the training styles 
adopted. These details serve 
to guide readers on Academy’s 
training strategy and appetite 
for innovation in employee 
development.

Furthermore, the highlights of 
the surveys deployed by the 
NDIC Academy is featured. 

These surveys include Training 
Needs Analysis, Service Delivery 
and Impact Analysis. They serve 
to gauge the views of selected 
participants on the training gaps 
that need to be bridged through 
the deployment of courses, the 
nature and quality of services 
offered by the Academy either 
directly or through its partners 
and other stakeholders, and the 
impact of these training programs 
to employee productivity and 

performance.
Moreover, this edition also 

showcases specialized articles 
and reports from reputable 
learning organizations and 
experienced professionals 
with emphasis on the current 
trend and prospects of L&D in 
the post Covid-19 era. This of 
course speaks to germane issues 
such as remote work, blended 
learning, and the level of buy-
ins and championship of L&D by 
executives. One of the articles I 
find very interesting is the piece 
by Keith Keating which discusses 
the mindset of a lifelong learner. 
This article underscores the 
essence of continuous learning 
among individuals and the need 
to develop a mentality that 
constantly motivates us to learn 
new things. Without a shred of 
doubt, anyone who aspires for 
greatness requires this mindset. 
All these fundamentally acquaint 
us with perspectives on current 
developments in L&D and the 
approaches we require to adopt 
to stay relevant.

Finally, this edition equally 
features the chat I had 
with the Newsletter crew. 

I must commend them for their 
selfless efforts at sustaining 
this publication. Every good 
thing comes at a cost, and this 
newsletter is testament to the 
sacrifices we made over the years. 
We spoke at length about my 
journey through the Corporation 
and the prospects of retirement. 
It was a wonderful moment that 
was characterized by frank talks 
and the outpouring of emotions. 
But again, we must remember 
the words of Jack Kornfield, 
“Everything that has a beginning 
has an ending. Make your peace 
with that and all will be well”. 

My joy is that the lives of many 
committed and smart colleagues 
have been positively impacted, 
thus equipped to continue with 
the onerous and enviable task 
of discharging the corporate 
mandates.

As you flip through the 
pages, I wish you the very 
best. Cheers!

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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. . . a lifelong 
learner is 

someone who 
keeps acquiring 
new skills and 

capabilities 
well past 

their formal 
education years.

“

The Mindset Of A 
Lifelong Learner

keep a great job until you retire. 
But the concept of being a learner 
has shifted. No more is the concept 
learn, do, retire. To be agile and 
adaptable, you need to learn, do, 
unlearn — learn, do, rest — learn, 
do, unlearn — repeat. This is the 
cycle of a lifelong learner.

Modern careers are like nonstop 
conveyor belts — you need to keep 
moving and learning no matter 
what the stage of your career. Being 
content is a mindset that puts us at 
risk. Consider how quickly industry, 
business and technology evolve — 
this is how our employees get left 
behind. Instilling lifelong learning 
ensures talent remains agile, 
adaptable and ready to fill the next 
organizational gap.

In today’s work climate, lifelong 
learning paves the way for current 
and future success.

In the most basic terms, a lifelong 
learner is someone who keeps 
acquiring new skills and capabilities 
well past their formal education 
years. It involves not only studying 
new topics but also developing an 
open-minded, positive attitude 
about the dynamic nature of the 
world. Personal development 
continues alongside professional 
development.

A lifelong learner looks for 
opportunities to expand their 
knowledge and understanding. 
While qualifications help with 
a career, curiosity and a growth 
mindset invites future possibilities.

Why is Lifelong Learning 
Important Now (More than 
Ever Before)?

The labor market has changed 
considerably in the past decade. 
Increased digitalization and 
globalization lead to extreme 
flexibility when it comes to 
hiring new talent. Companies 
choose part-time, project-based 
independent contractors or gig 
economy freelancers more than 
ever before. They shop for workers 
based on skills rather than official 
qualifications or job titles.

Add in the fact that needed skills 
regularly morph as tech advances, 
and employers’ focus on attracting 
talent rather than someone to fill 

a job makes sense. They need people 
who support their policies, processes 
and projects. If the same person 
continues to be agile and adaptable 
for the long-term due to their focus on 
lifelong learning, they become a much 
more valuable asset.

Lifelong learning matters more now 
than ever because generic experience 
and flexibility cannot compete with 
serial mastery. Even mastering one 
skill will not ensure employment for 
the long-term. The shelf life of skills 
is reducing year after year. If you 
abandoned learning after achieving 
mastery in one thing, you will likewise 
become useless in the labor force.

These truths hold for both personal 
and professional development. While 
career-based learning assists with 
finding the next contract work or 
position, adopting the same mindset 
off-hours provides benefits, too.

For context, think of personal 
development as the process of 
learning anything that strengthens 
your mind, improves memory and 
instills higher levels of self-confidence. 
This translates not only into greater 
happiness and contentment but 
also promotes the soft skills that are 
appreciated in the workplace.

Professional development, on the 
other hand, is learning marketable, 
transferable skills that boost your 
value in the workplace. Tech and 
processes change rapidly these days, 
and disinterest in learning how to 
advance their usefulness in your 
industry translates into disinterest 
in helping your employer. The 
outcome? You are first in line for 
layoffs or downsizing.

If you develop yourself personally 
and professionally well enough and 
continue to do so for the rest of your 
life, you (or your brand) become the 
asset instead of the one skill you 
have to offer.

How to Become a Lifelong 
Learner

Understanding the benefits of 
both professional and personal 
development throughout your 
life does little if you cannot apply 
effective methods to become the best 
type of lifelong learner. The process 
involves attitude adjustments 
and the kind of effort you may 
not be accustomed to. In the face 
of sweeping and swift changes 
throughout global industries, 
however, it gives you the best chance 
of remaining relevant.

1. Develop a Growth Mindset
Research into IQ and neuroscience 

shows that lifelong growth and 
improvement are scientifically 
viable. Individual internal 
monologues may default to fixed 
mindsets, however. Definitive “I 
can’t” or “I will never” statements 
are often self-fulfilling prophecies.

A growth mindset, on the other 
hand, embraces challenges, change 
and critique on the way to learning 
goals. Accept that skill acquisition 
requires effort, that improvement 
is possible and that obstacles and 
others’ success are not reasons to 
stop your progress.
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2. Take Responsibility for 
Your Future

Too many adults blame the 
educational system, their industry, 
the government or chance for 
stagnation and career struggles. 
When you own your decisions, 
actions and future results instead, 
you give yourself the power to make 
changes independent of whatever 
happened to you in years past or 
yesterday.

Lifelong learners seek out 
opportunities for their benefit 
and growth because they 
understand they have the power 
and responsibility to mold their 
progress.

3. Discover and Follow Your 
Passion

If you do not have a passion for 
your current career position, figure 
out what your passion is, and then 
do what it takes to incorporate it 
into your life. The luxury to launch 
your own business or quit your job 
and become a travel photographer, 
for example, exists outside the 
realm of reality for many people. 
Instead, find passion where you 
are now. What makes your career 
meaningful? What rewards do 
you or others receive that you can 
feel good about? Take time to look 
within and find the value that you 
provide or can provide in your work.

As a lifelong learner, personal 
development helps you discover 
not only your passion but how to 
incorporate it into even the most 
mundane jobs. You also cultivate 
new opportunities by learning 
additional skills and techniques, 
paving the way for possibilities in 
the future. Passion fuels learning 
more than anything.

4. Be the Linchpin
Become a company or industry 

linchpin that holds everything 
together and keeps things moving 
in the right direction. Instead of 
aiming for indispensability, make 
yourself invaluable. Through 

lifelong learning and growth, you can 
create a personal brand that stands for 
dynamic need fulfillment. Proactive 
skill acquisition is an essential part of 
the learning, doing, unlearning and 
learning more lifecycle.

5. Stretch Beyond Your 
Own (and Your Employer’s) 
Expectations

The feeling of career contentment 
the first time you land a good job is 
rather old-fashioned these days. Still, 
too many professionals focus on an 
end goal where they can finally say, 
“I’ve arrived,” prop their feet up on 
the desk and float toward retirement. 
This comfort zone gives a false sense 
of security, which you have to push 
beyond to become a lifelong learner. 
Contentment is the enemy of success 
when things change so rapidly across 
most industries.

Courting positive stress in a 
controlled, beneficial way by taking 
a class, following tutorials and 
practicing new skills combats the 
harmful stress of trying to hang on to 
your job or find a new one when your 
abilities do not match expectations.

Steps outside your comfort zone 
can include deepening existing skills 
to help with future tasks, enhancing 
existing skills to make current tasks 

easier or more efficient, and genuine 
skill growth that can open doors to 
new roles and responsibilities.

As computers, AI systems, robotics 
and other machines get smarter and 
more capable, human workers must 
do the same to stay relevant and 
employed. As a lifelong learner, you 
can excel at both professional and 
personal development and growth 
to make yourself invaluable in your 
chosen field. The combination of 
educational opportunities today 
and the right mindset of non-
complacency and responsibility 
gives you the power to build a future 
that more closely aligns with your 
passions.

Lifelong learners prosper in 
this new, increasingly flexible and 
dynamic global economy. Lifelong 
learners invent and reinvent 
themselves whenever they find 
or create the opportunity. This is 
not about job-hopping. It is about 
ensuring you can continue to provide 
benefits for your current job and 
position yourself as a valuable asset 
if you do have to find a new one.

Culled from: https://
www.chieflearningofficer.
com/2020/05/26/the-mindset-
of-a-lifelong-learner/
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Vincent Ajah (Academy) discussing with colleagues at the ‘parking lot’ 
during the FAA Certification Program at the Academy on Tuesday, June 
1, 2021
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By F.A. Agboola, Deputy 
Director, BED, NDIC

As Mazi Dr Azubike Okoro 
turns 60, come the 22nd of 
February 2022, it is time for 

him to retire from the services of 
the Corporation. Certainly, today, 
Mazi can cast a retrospective 
glance at how he started his work 
in odyssey in the Corporation, 
some thirty years ago as a Deputy 
Manager, uncertain of what his 
future in the organization would 
be. A quick comparison of his 
present status as Director/Chief 
Learning Officer, NDIC Academy, 
with his humble beginnings in the 
Corporation, can only but propel 
him to declare: Oh, Lord, I thank 
you. But while the God factor 
remains significant in the stellar 
and record-breaking achievements 
of Mazi in NDIC, it is not out of 
place to argue that for Mazi, it has 
also been a case of opportunities 
meeting preparations - focussed, 
well-planned and brilliantly 
executed preparations.

When Mazi joined the Corporation 
in 1992, he held two degrees, a 
bachelor’s degree and a Master’s 

As Mazi 
Marches on....

in Sociology and Anthropology from 
the University of Nigeria, Nsukka 
and University of Lagos, respectively. 
Thirty years on, by dint of hard 
work, self-discipline, and rigorous 
mental exertions, Mazi holds the 
following additional qualifications: 
MBA in Human Resource from the 
Graduate School of Business, Loyola 
University, Chicago, USA, and a 
Doctorate Degree in Management 
from the School of Business, Argosy 
University, Chicago, USA. Mazi is 
also a Fellow, Chartered Institute of 
Personnel Management of Nigeria as 
well as Fellow, the Nigerian Institute 
of Management. Furthermore, 
Mazi is affiliated with the Chartered 
Institute of Bankers of Nigeria 
(CIBN), the Society for Human 
Resource Management (SHRM), 

USA, the International Society 
for Performance Improvement 
(ISPI), USA and the Financial 
Accreditation Agency (FAA), 
Malaysia. His career progression 
in NDIC is the stuff of legends: 
Mazi was promoted in due course 
from Deputy Manager to Manager, 
to Senior Manager, to Principal 
Manager, to Assistant Director, to 
Deputy Director and to the zenith 
of it all, Director, without missing 
any promotion, a rarity, indeed, 
in the annals of the history of the 
Corporation. 

The career achievements of 
Mazi while in the service of 
the Corporation are no less 
impressive and glittering: starting 
work in the then Personnel 
Department where, as a relatively 
junior officer, he had to handle 
many sensitive assignments 
without blemish nor any scintilla 
of scandal under the impressive 
oversight of the then Director 
of Personnel, Alhaji Umaru 
Ibrahim – who later became the 
MD/CEO of the Corporation. 
Mazi also worked briefly in the 
Administration Department under 
the directorship of Mrs Chinelo 
Nzelu; as a researcher of note in 
RPIRD under the directorships of 
the cerebral and witty Dr Joseph 
Garba Donli and Dr Ade Afolabi; 
before he was redeployed again to 
the Human Resource Department 
where he served at various times 
under the directorships of the 
kind-hearted Dr Nuraddeen 
Auwal and the inimitable Aminu 
Ahmed. It was from Human 
Resource Department that he was 
appointed Head and subsequently 
Director and Chief Learning 
Officer of the NDIC Academy. 
The consensus that the Academy 
is making waves today both 
locally and internationally is due 
to the vast experience, acclaimed 
competence, and rich credentials 

Contd on Page 6

Dr Azubike Okoro (D/CLO, 
Academy)

Of course, true to 
his nobility, he is 
quick to attribute 
the success of the 

Academy under his 
watch to the support 
of the Management 
of the Corporation 

and the crop of very 
dedicated and hard-
working staff of the 

Academy.

“
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of Mazi as a researcher and a 
training guru. Of course, true to 
his nobility, he is quick to attribute 
the success of the Academy under 
his watch to the support of the 
Management of the Corporation 
and the crop of very dedicated 
and hard-working staff of the 
Academy. 

Some of the giant strides of the 
Academy under his watch include 
the recognition of the Academy 
as a training hub for the African 
Regional Committee members 
of IADI, the accreditation of the 
Academy as a training centre 
in banking and finance by the 
Chartered Institute of Bankers of 
Nigeria, and the establishment 
of “The Academy”, a bi-annual 
publication of the NDIC Academy.

Outside the Corporation, 
Mazi remains a man of positive 
influence on the rest of humanity 
both locally and internationally, 
and he has an intimidating list 

of honours and laurels to show for 
this. For instance, he is Chairman, 
editorial board of ‘Aro News’ as 
well as President, aronewsonline.
com, two publications that circulate 
news concerning his native land, 
Arochukwu. Mazi had founded Aro 
News in 1996 to encourage research 
on Aro history and civilization. It 
is therefore to be expected that his 
people in Aro Kingdom, would, as a 
measure of their gratitude, honour 
him with the highest traditional title 
of Ugwuaro. Internationally, Mazi 
has been inducted into two of the 
world’s highest international honour 
societies for graduates of business: 
the Beta Gamma Sigma and the 
National Society of Collegiate 
Scholars. 

Of course, as a maximal achiever, 
Mazi has also registered successes 
on the home front as he is happily 
married to the love of his life, Stella 
Chika Okoro and they are blessed 
with adorable children, too. Here 
is wishing Mazi Dr Azubike Okoro, 
Ugwuaro, the best in retirement, 
even if for him it is still morning on 
creation day.

The NDIC had in 2020 
initiated the accreditation 
of some staff of the 

Corporation as Certified Training 
Professionals (CTPs) under the 
Finance Accreditation Agency, 
Malaysia (FAA). 

The Training was identified as 
one which would help attain the 
Corporation’s strategic objectives 
by enhancing its Learning and 
Growth culture.

The Finance Accreditation 
Agency, a world-class institution, 
was incorporated in August 2012 
as a body that assists to develop 
higher learning standards and 
spearheads the standardization 
of certification efforts of the 
Financial Services Industry 
under the guidance of the Bank of 

As Mazi Marches on....

FAA Certification Programme

Negara and Securities Commission, 
Malaysia. It aims to create highly 
skilled and internationally mobile 
professionals for the global Finance 

Industry.
The Certified Training 

Professional course is an 
outcome-based programme that 
seeks to impart participants 
with practical knowledge and 
skills in the areas of training 
design, curriculum development 
and programme delivery. This, 
expectedly, would occasion the 
development of dynamic and 
effective trainers across the global 
financial industry.

The first round of training which 
took place in 2019 was for three 
staff of the Corporation, two drawn 
from the NDIC Academy and the 
third from the Human Resource 
Department. The following year, 
the Academy proposed and trained 
ten (10) of its staff as CTPs, having 
passed through the rigorous 
and intense training sessions 
and presentations required to 
achieve the Certification. This was 
successfully concluded. In 2021, 
five (5) staff of the NDIC Academy 
were further enrolled in the 
programme, thereby bringing the 
total number of trained staff in the 
Corporation to eighteen (18).

The programme has 
tremendously improved staff skills 
in the development and delivery of 
trainings in accordance with global 
standards and best practices. The 
Academy intends to adopt this 
programme annually to ensure 
that as many staff as possible 
are exposed to the rudiments 
of standardized learning and 
development.

Contd from Page 5
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Focus Areas for Preparing a Learning 
and Development Strategy for 2022

By Nick J. Adam

2020 was about virtual training 
evolution, and 2021 was about 
better engaging and training 

virtual teams. The signs are clear, 
in 2022 the focus is on how to adapt 
training strategies for a hybrid 
workplace. In this article, I share 
insights you can use as you firm up 
L&D strategies for 2022.

How Has L&D’s Role 
Changed In 2021?

In 2020, learning-focused 
organizations grappled with the 
challenge of rapidly delivering 
virtual training to their workforce. 
But, as 2021 rolled out, we saw a 
paradigm shift to remote work, with 
L&D teams pivoting to implementing 
strategies that train and engage 
remote workers by using a blended 
learning approach. These changes 
have transformed how employees 
now work from a 100% remote 
model into a hybrid on and off-
site working model. Consequently, 
L&D’s role has evolved too.

How has Training Evolved in 
the Last Two Years?

Over the past two years, L&D’s 
focus has shifted from just narrow 

“training” to a broader one that 
includes building more inclusive and 
dynamic teams. The focus now is to 
deliver greater employee experiences 
so that employees feel included 
and engaged. And that means L&D 
strategies must now focus on both 
learner experiences (what learning 
aspects learners like or dislike) as 
well as learning experiences (learners’ 
overall experience during a learning 
journey).

To better serve the new “work 
order,” L&D teams can no longer 
only develop strategies that focus 
on just training employees to do 
specific jobs. Instead, a changed 
hybrid work environment requires 
a strategic rethinking of L&D’s role. 
And that requires strategies that make 
inclusivity and engagement a central 
pillar in a hybrid workplace.

What are the Key Aspects 
to Consider when Building a 
Learning and Development 
Strategy for the Future?

As hybrid workforces will further 
evolve in the coming months into 
a more decentralized model, so too 
must training structures transform 
to support them. Here are some key 
aspects to consider when building a 
Learning and Development strategy 

for the future:

•	 Maintaining a 
connection

Disconnected workers often feel 
excluded. Given that hybrid work is 
the new “normal,” to better foster 
inclusivity, L&D strategies must 
consider building and maintaining 
ongoing connections and contacts 
between learners/trainers/
mentors.

•	 Driving collaborative 
learning

Hybrid workers collaborate with 
each other and offer real-time 
feedback to further their learning 
experiences. They’ll, therefore, 
expect L&D strategies to support 
these collaborative learning 
experiences. That means a greater 
focus on peer learning and social 
learning strategies.

•	 Driving autonomy 
among learners

The new hybrid workplace will 
force corporate learning strategies 
to provide greater autonomy 
to learners. This means L&D 
strategies must consider leveraging 
self-paced and self-directed 
learning.

•	 Understanding and 
integrating learner needs

The hybrid environment is a 
brand-new work paradigm with 
a different set of learner needs. 
And that calls for a new Learning 
and Development strategy that 
requires L&D teams to understand 
and integrate those needs to better 
train a new generation of learners 
[1].

•	 Providing room for 
continuous learning

The workplace is constantly 
evolving, and so is the need to 
learn and apply new knowledge. 
Busy workers—especially in a 
hybrid environment—however, 

Contd on Page 8
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don’t want to log on to the corporate 
LMS each time they have learning 
opportunities. Making continuous 
learning possible through both push 
and pull options, social learning, 
performance support tools (PSTs), 
and other self-directed learning 
support helps employees chart a 
continuous learning journey.

•	 Integrating LIFOW 
resources

Employees learn best when at 
work and at the point of need. As part 
of your Learning and Development 
strategy, make resources available 
to support learning in the flow of 
work (LIFOW) . And that means 
including strategies for learning 
that are on demand and accessible 
to all, especially to remote and 
mobile workers. Make it selective 
and searchable, so they can get the 
exact information they need, when 
they need it, and at the point of 
need.

•	 Planning on how to 
innovate and experiment 
within L&D

As training teams evolve their L&D 
strategies for 2022, they’ll need to 
innovate and experiment with new 
methodologies and approaches. The 
need of the hour is learning models 
that continue to evolve along with 
the transformations in the hybrid 
work model. Working with external 
partners and outsourcing critical 
L&D functions, which in-house 
resources might not adequately 
handle, is one aspect of the new 
work paradigm of a Learning and 
Development strategy.

What Should Be the Focus 
Areas For L&D Planning In 
2022?

As you begin planning your 2022 
Learning and Development strategy, 
it’s important to stay focused on 
some key areas. These include 
aspects that demonstrate the value 
of your team to the organization in 
building high-performance, fully 

Focus Areas for Preparing a Learning and 
Development Strategy for 2022

engaged, inclusive hybrid workspaces.

•	 Designing effective 
learning experiences and 
learner experiences

There’s a subtle distinction between 
“learning” and “learner” experiences, 
and it should be highlighted in your 
L&D plans for 2022. While a learner’s 
experience encompasses every aspect 
they encountered while participating 
in learning, a learning experience 
covers interactions between learners 
and their learning environments. 
Make sure you highlight both these 
experiences along a learner’s learning 
pathway.

•	 Adopting agile learning 
strategies

For 2022, the key remains in building 
flexible, agile learning strategies that 
include frequent iterations of training 
design and development.

•	 Transforming upskilling 
and reskilling for the hybrid 
workplace

The new hybrid workplace paradigm 
requires a new set of skills. Make sure 
your Learning and Development 
strategy focuses on delivering workers 
the skills they’ll need in the future—
and not on enhancing skills they used 
in the past [2].

•	 Driving learning culture 
transformation

A Learning and Development 
strategy for 2022 must embrace 
the transformation of learning 
culture across the organization. This 
includes building effective learning 
frameworks that support a culture of 
continuous and lifelong learning.

•	 Measuring and 
demonstrating the impact of 
training

Though many business leaders 
accept the value that L&D brings to 
the organization, L&D leaders must 
continue to demonstrate that value—
both in terms of fiscal impact as well as 
its potential to build a more inclusive, 
engaged, and high-performance 
hybrid workforce.

•	 Integrating measures 
to plan L&D’s transition from 
cost center to performance 
driver and value creator

The “traditionalist” business 
leader views L&D as a cost center. 
As you plan your 2022 hybrid L&D 
strategies, it’s important to focus on 
the business impact of your training. 
It’s vital not to lose focus of the 
L&D’s role as a function that creates 
value and drives performance. To 
do this, make sure your training 
metrics align with organizational 
Key Performance Indicators (KPIs). 
Focus on high-value metrics, such 
as revenue generation, performance 
enhancements, higher compliance 
to mandates, and improved 
performance.

Parting Thoughts

2021 has seen paradigm shifts 
in working models, notably an 
augmented focus on the hybrid 
workforce. This trend, along with 
a greater emphasis on inclusivity, 
participation, engagement, and 
performance, will define Learning 
and Development strategies for 
2022. I hope the information 
provided in this article will help 
you plan and craft L&D strategies 
for 2022 by highlighting key focus 
areas to consider when building 
those strategies.

Culled from: https://
te c h i l iv e. in /fo c u s-a rea s-
for-preparing-a-learning-
and-development-strategy-
for-2022/
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As hybrid workforces 
will further evolve in 

the coming months into 
a more decentralized 

model, so too must 
training structures 

transform to support 
them. 

“
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By Alan Hiddleston

Amid the skills crisis, learning 
practitioners need to offer 
far more personalized 

development opportunities to be 
truly effective, says Alan Hiddleston

Now that workers have gradually 
returned to the office, hybrid 
working has introduced a new set 
of challenges – particularly for 
learning and development (L&D) 
teams. According to the latest 
research conducted by the CIPD 
prior to the pandemic, 65 per cent 
of businesses either did not offer 
regular remote working options or 
offered it to less than a tenth of their 
workforce. As we begin to return to 
‘normal’, that number is expected 
to fall to 37 per cent, representing 
a significant shift in working 
patterns, which is something that 
people professionals and L&D 
teams really need to prepare for. 

For most organizations, the 
introduction of hybrid working 
requires a significant culture 
change. New practices and policies 
must be in place to accommodate 
such structures – and naturally, 
this requires more digital tools 
and communication. Training 

How will Hybrid Work 
Impact the Future of L&D?

programmes must be far more agile 
and flexible as employees need to be 
able to learn from anywhere, at any 
time and, most importantly, on their 
terms. 

Whether employees are working 
in the office or remotely, leaders 
must ensure employees have a 
more positive work-life balance and 
provide more opportunities for them 
to grow and reach their full potential, 
as they look for greater job fulfillment 
and satisfaction. After all, numerous 
businesses have been facing the ‘Great 
Resignation after many employees 
have experienced burnout over the 
last year.

Facing a skills crisis on two 
fronts 

A concern for government and 
businesses alike is that the UK is 
facing a skills crisis on two fronts. 
First, the remote working economy 
has revealed the state of the digital 
skills deficit. As indicated in a report 
by the Learning and Work Institute 
earlier this year, there is a disconnect 
between the increasing demand for 
digital skills and the availability of 
workplace training. Indeed, 70 per 
cent of new employees expect their 
company to offer digital skills training 
on the job, but only half of employers 

have the capabilities to do so. This 
has of course been magnified by 
the fact that new staff have been 
onboarded remotely, sometimes 
with rushed or incomplete training 
programmes, while others have had 
their training put on hold.

Businesses are also facing one of 
the most complex talent shortages 
to date. According to the Office for 
National Statistics (ONS), UK job 
vacancies soared to an all-time high 
in July this year, with available 
posts surpassing one million for 
the first time. The reopening of 
society, coupled with the departure 
of many overseas workers as a result 
of Brexit negotiations and Covid 
restrictions on international travel, 
have left talent gaps throughout 
major industries. Though the UK 
government recently launched its 
Professional Qualifications Bill, 
which recognizes the qualifications 
of foreign professionals entering the 
UK, more action is needed to propel 
our economic recovery and provide 
some security for UK businesses. 
Furloughed and prospective workers 
will need to be reskilled and upskilled 
as we continue propel our economic 
recovery.  

Compared to 
traditional 

corporate training, 
programmatic 
learning relies 

on collaboration 
and feedback, 
and actively 

encourages social 
learning.

“
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Reinventing the HR function 
through programmatic 
learning

As the hybrid work pattern begins 
to take shape, businesses will likely 
identify even more learning or 
development challenges. HR and 
L&D professionals will have to move 
beyond content and provide more 
complex, personalized learning 
pathways because a ‘one-size fits all’ 
approach is simply no longer viable. 
A one-off e-learning module or 
course does not expose employees 
to the breadth of information that is 
needed to cover the more complex 
issues.

L&D programmes must be far 
more agile and require more digital 
technologies to enable employees 
to top up their skills on a regular 
basis and learn around their busy 
schedules, whether in the office or 
at home. To accommodate this and 
to maximize engagement, content 
and training should be presented 
in a variety of formats, including 

classroom-based sessions, interactive 
webinars and videos.  

Compared to traditional corporate 
training, programmatic learning relies 
on collaboration and feedback, and 
actively encourages social learning. 
As continuous, action-based blended 
learning programmes, they provide 
employees with the opportunity 
to test their knowledge in real-life 
situations, often spanning several 
months, with an understanding of 
how a particular task or skill will relate 
back to the overall business function. 
However, for these programmes to be 
effective, all parties need to be involved 
in the design phase: L&D teams, HR as 
well as department leads and even line 
managers. 

By doing so, organizations can tap 
into their home-grown talent by giving 
subject matter experts and mentors 
the opportunity to provide more 
‘realistic’ content. Together, they can 
draw upon their experience and design 
a programme that addresses the 
skill gaps and needs of the company. 
Providing opportunities for real-world 
application so employees can test their 

knowledge in a scenario relevant to 
their everyday work, with informed 
feedback from their colleagues – 
whether that is in person, or via 
online forums and panel sessions.

The skills deficit is challenging. 
If L&D is to succeed, it’s important 
to address the issue from all sides 
– all onboarding, upskilling and 
wider training programmes need 
to be reviewed. A good first step 
is discussing this with employees 
themselves, allowing them to air 
their views but ultimately ensuring 
that they too are on board with 
the process. All leaders need to 
review the shortages and talent 
deficit specific to their business 
and adapt training programmes to 
fit individual learner needs. It is 
here where learning technology will 
likely play a major role in helping to 
deliver these programmes.

Culled from: https://www.
peoplemanagement.co.uk/
voices/comment/how-hybrid-
w o r k i n g - i m p a c t - f u t u r e -
learning-development#gref
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experience those years namely, the 
excellent and hardworking bosses 
I served under, particularly my 
immediate departmental directors 
like late Mrs Fatimah Ibrahim, Alhaji 
Umaru Ibrahim, Mrs Chinelo Nzelu, 
Dr J. G, Donli, Dr N.M. Auwal, Alhaji 
Aminu Ahmed, etc, the training and 
development programs that I was 
exposed to locally and overseas, the 
self-development initiatives that 
I found necessary to undertake, 
including professional master’s and 
doctorate degrees while on study 
leave overseas, the teams and closely-
bonded committees and groups 
I interacted with, excellent inter-
agency assignments, amongst others. 
However, I must emphasize that I 
was able to succeed in accessing these 
opportunities that were available 
because my motivation, attitude and 
morale were positive, so it was like a 

fertile ground meeting a high-yield 
variety of crop. 

     
The NDIC Academy has 

undoubtedly witnessed 
tremendous growth under 
your leadership, bagging 
certification from the CIBN and 
international recognition by 
IADI as a center of excellence 
on Deposit Insurance System 
training and education. 
Looking at this array of 
successes, what is your vision 
for the Academy in the nearest 
future?

Yes, God has been so kind, 
enabling my team and I 
to witness the birth of the 

Academy, and giving me the 
rare opportunity to serve as its 
pioneer director during which 
we introduced the ‘disruption’ 
that created what we have today. 
My vision for the Academy going 
forward is intertwined with the 
current developments in the L&D 
space. Covid-19 and its associated 
consequences have greatly altered 
the shape and size of the learning 
and development processes. At the 
Academy, we were lucky because 
sequel to anticipation of emerging 
issues in the global training 
environment, even before the 
emergence of Covid-19, we reacted 
proactively to the issue of virtual 
learning and proposed the creation 
of our 4th Unit, the e-Learning 
Services Unit. Management saw 
the need and responded favorably 
which made it possible for the new 
Unit to be quickly activated with the 
onset of the lockdown on Monday 
March 30, 2020. Accordingly, even 
as the virus raged, we successfully 
conducted four (4) webinars on the 
theme: DIS: Response Options to 
Covid-19 in May, 2020. Over 3000 
participants from 18 countries 
were in attendance. The webinar 
was designed as a deliberate 
learning strategy to respond to 

Good morning, sir! Thank 
you for this opportunity to 
have a chat with you. Sir, you 
joined the Corporation in 1992 
and have served meritoriously 
till this moment. What would 
you say your experience has 
been like?

Fantastic. First, thanks a bunch 
for the opportunity to share 
my views, I guess we can 

appropriately call it a ‘Parting Chat’ 
because this is the last edition of 
The Academy newsletter before I 
take a bow from the Corporation 
later this month due to retirement. 
Second, my experience? Quite huge 
I would say because I joined the 
Corporation about 30 years ago, so, 
experience that spans 30 years, you 
trust, must be enormous. Several 
factors contributed to enrich my 

Contd on Page 12Aisha Shafii-Ahmed and Chinenye Akinlade working on an interview with 
Dr Azubike Okoro (D/CLO, Academy)

After many years of meritorious service, retirement inevitably 
beckons for one of NDIC’s finest gentlemen, the pioneer Director/

Chief Learning Officer of NDIC Academy, Dr Azubike Okoro. An astute 
professional and academic of repute, Dr Okoro has imprinted his 
outstanding legacy across all facets of the Corporation. And being 

the first editorial board chairman and founder of this newsletter, the 
crew swiftly seized the opportunity to have a chat with him. Enjoy the 

excerpts below!
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the Academy need to make a series 
of tactical decisions on its learning 
delivery process. Some of those 
decisions have already been made 
with Management’s timely support, 
while others are yet to be in place. The 
most critical is the fact that training 
delivery has shifted from face-to-face 
to virtual. Most training programs 
that are executed post Covid-19 
are basically online collaborations, 
however, for highly specialized firms 
like the NDIC, such program delivery 
modes are inadequate to equip staff 
with basic knowledge, practical and 
hands-on skills on deposit insurance, 
supervision, bank failure resolution, 
premium calculation, liquidation, 
asset management, etc. The Virtual 
Instructor-Led Training (VILT), if 
fully deployed by the Academy will 
provide staff with a robust learning 
management system for effective 
learning. Given the complexity and 
dynamic nature of our jobs, the 
current training and development 
arrangements of using Zoom and 
Self-Paced Online courses is, at best, 
inadequate in addressing the skill and 
competency gaps required to execute 
the core mandates of the Corporation. 
What is needed is a blended learning 
and development platform which 
encompasses live conversations, 
group interactions, chats, polls, 
quizzes, assessments, all controlled 

the new environment, and it was 
highly successful due to the high 
attendance, fruitful deliberations 
and positive feedbacks. In addition, 
we deployed over 40 free webinars 
on various topics to boost capacity 
development of our staff and the 
feedback was very commendable. 
However, going forward, to continue 
to equip employees with the skills 
they need, and quite frankly demand, 
due to the uniqueness of our jobs, 

and monitored by facilitators and 
coordinators. My recommendations 
would therefore, include:
•	 an interactive training 
platform with synchronous 
capabilities to accommodate 
the peculiar nature of capacity 
development on DIS. It must be 
robust enough to accommodate 
a virtual instructor-led training 
(VILT). 
•	 it is imperative to adopt a 
blended training approach, like 
what is obtainable at Corporate 
University, FDIC, USA
•	 	 We must aim to 
have effective handshake across 
departments in terms of optimal 
utilization of available skills for 
training facilitation, 
•	 	 invest in core 
trainers’ certification (e.g., 
Financial Accreditation Agency, 
Malaysia), 
•	 upskill staff on generic 
competencies, such as digital 
knowledge, etc. 

Sir, you joined the 
Corporation as a Deputy 
Manager and you’ve gone on 
to become a Director, passing 
through many grade levels in 
the process. How challenging 
was it? And what advice do you 
have for colleagues aspiring to 
get to the top?

Thank you once again. True, 
I joined the Corporation as 
a Deputy Manager. This is 

because I worked for some years, 
so had garnered some cognate 
experience that qualified me to 
be placed as such. And yes, I 
progressed through all managerial 
grades and became a Director, 
to the glory of God. Indeed, what 
made it more interesting, and worth 
being ever grateful to the Almighty, 
is the fact that I never missed 
promotion. Hence, I had always 
been promoted each time I was due 
and went through the written and 
oral assessment processes. Perhaps, 

Contd from Page 11

There is no 
relationship 

between 
retirement and 

uncertainty/
challenging life; 

that situation 
may occur in 
the absence 
of a planned 

retirement life.

“

Dr Azubike Okoro (D/CLO, Academy), flanked by members of the Newsletter crew: 
Vincent Ajah and Chinenye Akinlade 

Exclusive Interview with Dr. Azubike Okoro, Pioneer Director, 
NDIC Academy
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the years I would say I missed were 
the years I spent outside the country 
while on study leave but I did not 
present myself for consideration 
those years as per policy. So, actually 
there was no missing of promotion 
in my career. I don’t know how 
many people that were that lucky 
in a very competitive public sector 
organization, so I can’t thank God 
enough. How challenging was it 
and advice for younger colleagues? 
It was quite challenging I must say. 
NDIC, going by its processes and 
work ethics, does not fit a typical 
government agency where work 
culture is usually slack, compared to 
private sector firms. The implication 
is that one must be prepared, first by 
being a good desk officer and your 
bosses must see you as such so that 
it impacts your appraisal. But being 
competent at the job is not enough 
unless you back it up with requisite 
attitude and mannerism expected 
of a public servant. So, you must 
have the stuff to prove performance 
at work and the right character that 
would earn you recommendation 
by your bosses. Recall the popular 
cliché, ‘’nothing good comes easy’’, so 
the challenge is to always endeavour 
to do the right things, if possible, 
distinguish yourself through 
performance, and that makes it 
easier for you to be picked for higher 
positions. I can always remember 

the energy sapping activities during 
promotion exercises. But let me 
recommend what my erstwhile boss 
recommended for me because I found 
it very true and useful; our fate in life 
would ultimately be determined by 
three factors – God, preparation and 
opportunities. No doubt, if you do your 
own bit, particularly by being prepared 
and available for opportunities, the 
God factor will take control according 
to divine order which is beyond human 
interference. 

 
Generally, retirement is 

regarded by most people as 
a period of uncertainty when 
life becomes more challenging. 
However, knowing you to be 
highly organized and likes to 
keep busy, can you share with us 
your plans?

Perhaps, your premise is wrong. 
That it’s the perception of 
most people does not make 

it factual. There is no relationship 
between retirement and uncertainty/
challenging life; that situation may 
occur in the absence of a planned 
retirement life. In my considered view, 
enjoyment starts with retirement. 
What, with abundance of time at 
your disposal? Just imagine waking 
up in the morning later than when 
you were working, taking your time 
to fix appointments to suit your 

convenience and allowing enough 
time later in the evening to catch 
up with gym, meeting friends and 
family, religious and sundry social 
activities. However, the constraints 
I can see, perhaps, are those 
that may be imposed by lack of 
resources at retirement, depending 
on one’s peculiar circumstance, 
such as ill-health or unfinished 
family factors like having children 
in school, large dependant family, 
etc. Ideally, planning for retirement 
must commence once employment 
is taken and the first important 
decision is to look at your natural 
tendencies, attitude and aptitude 
and decide on the kind of things 
you would love to be engaged with 
at retirement. Once that decision is 
made early, you now dedicate all your 
active service years working towards 
preparing yourself. Personally, I can 
say that am in love with academic 
or intellectual engagements and am 
certain you must have seen it from 
my various official and personal 
commitments over the years. I 
informed my career adviser during 
my first year at university that I 
would love to become a lecturer, and 
I had some of my lecturers then as 
models. Now, you can easily connect 
with the reason why, at a certain 
stage in my career, I endured the 
pains of leaving family and salary, 

Contd on Page 14
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Dr Azubike Okoro (D/CLO, Academy) and Mr. Muhammad Kollere (Head, 
Learning Management Unit, Academy) at a departmental retreat in Abuja

Exclusive Interview with Dr. Azubike Okoro, 
Pioneer Director, NDIC Academy



14

The Academy, December, 2021 Interview

including promotion behind for few 
years to realize the objective of a 
professional doctorate degree. One 
obvious consequence of that action is 
that it instantly widened the options 
available to me at retirement in terms 
of things that would effectively engage 
me. So, my problem now, perhaps, 
may be being very well guided to 
make a choice as the alternatives 
that present themselves are multiple. 
But to give you a specific answer, in 
about the last one decade, one has 
been functioning as an ‘’internal 
consultant’’ on various roles in the 
Corporation. So, it would be easy 
to now focus and deepen the role in 
activities that provide me more joy as 
an External Consultant on HR and 
L&D related issues. Again, an adjunct 
faculty in any of the several business 
schools in the country, where 
lecturers with requisite academic 
qualification and industry experience 
are in great demand, may be a tailor-
made role. And imagine the gap 
being experienced by institutions 
of higher learning whose desire to 
update their curricula to introduce 
DIS in their business programs, 
in the light of developments in the 
global financial architecture, have 
created urgent need for such scarce 
talents. Honestly, I see limitless 
opportunities, but I would first, want 
to take a deserved ‘’long rest’’ before 
making any decision.   

Finally, the news of your 
retirement came to us with 
mixed feelings to say the least. A 
lot of our colleagues across the 
Corporation would love to have 
you around for longer. How 
would you react to this? Any 
final words?

We all believe in God, so my 
best answer would be to 
resort to what the Holy 

Book says, “To everything there is a 
season, and a time to every purpose 
under the Heaven. This is inclusive 
of life and death, so retirement and 
disengagement from active service 
are but minor aspects. But beyond 
what I have just said, am basically a 
sociologist and social anthropologist 
by training, so I appreciate the 
abundance of emotions and what its 
likely to cause at periods like this. 
But this is not a new thing to me 
also because it’s what I witnessed in 
most circles I operated since my early 
adulthood. I can connect with you 
on this because even as a Corper in a 
rural community known as Dandume 
in Katsina state in 1985, many people, 
including the school principal, gave 
in to emotion and broke down in 
tears during our send forth. I couldn’t 
stand it myself. I recall the principal 
telling people that he doesn’t know 
if my behaviour was because of the 

course I studied in the university or 
basically the way God created me. I 
don’t have the answer myself, but at 
the onset of my retirement leave in 
November 2021, several colleagues 
came around and said things that 
made me to decide that I don’t 
want the Dandume experience at 
this age. So, my final words would 
be that as we found ourselves in 
the Corporation, God brought 
us together for a purpose. So, we 
must always thank Him for that 
opportunity and endeavour to do 
only those things that would further 
that objective. May He guide us to 
a true path of love of Himself and 
mankind and to do things on basis 
of which posterity would remember 
us. So as players on this stage, 
once the time comes, we depart to 
continue in other places and areas 
of calling until eternity calls us. 
Our paths shall never cease to cross 
because we have established lasting 
relationships, but there comes a 
time to quit one scene for another.  
Even as I bow out, I believe that I 
have impacted lives positively and 
that’s my greatest happiness and 
legacy. I wish succeeding colleagues 
the best of luck as they keep the flag 
flying higher and higher for a greater 
NDIC family. I want to thank you, 
and the entire Academy team, most 
sincerely for this opportunity. It’s 
well. 

Exclusive Interview with Dr. Azubike Okoro, Pioneer Director, NDIC Academy

Dr. Azubike Okoro (D/CLO, Academy), flanked by staff of the Academy at a departmental retreat
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We are living through 
disruptive times, where 
the pace of social, 

technological, economic, political, 
environmental, and demographic 
changes shows no sign of slowing 
in 2022. This creates an urgent 
need for organizations and 
individuals to keep up to date with 
the latest trends if they don’t want 
to become rapidly obsolete.

In terms of business continuity 
and resilience, for L&D teams 
this means one thing: They must 
make a pause, analyze the current 
situation with an open mind and 
start adopting the latest trends 
in their industry without fear or 
worry. The actions leaders make 
today will define which doors are 
open to them tomorrow.

To take corporate learning 
experiences to the next level, 
L&D leaders must embrace the 
following approaches this new 
year.

1) Focus On Ongoing Skills 
Development is Key

The World Economic Forum 

The Top Learning & 
Development Priorities for 2022

Contd on Page 16

predicts that over the next four years 
we will see 85 million jobs displaced 
and 97 million new jobs. Many of those 
new roles will require completely 
new skills from your employees. 
This means that in order to thrive, 
organizations will need to focus on 
continuous skills development.

According to the 2021 LinkedIn 
Learning Report, 59% of Learning 
and Development professionals said 
upskilling and reskilling are a top 
priority in 2021; this is equivalent 
to a 15% increase since June 2020. 
However, Covid-19 has rapidly 
accelerated the need to acquire new 
skills. Business leaders are feeling the 
pressure to reinforce these strategies 
even more. Six out of ten leaders say 
that between the pandemic and the 
resulting economic crisis, their need 
to acquire new skills has accelerated.

Skills development goes hand in 
hand with lifelong learning. In this 
new environment, training, work, 
and reskilling are no longer linear, 
but rather occur in a cyclical model 
of constant reinvention. More and 
more professionals will want to 
work for companies that invest in 

their development and help them 
become more “employable”; and on 
the contrary, they will leave or not 
consider working at those that seem 
to not prioritize this issue.

2) Adopt Personalized 
and Adaptive Learning 
Experiences

Traditionally, corporate learning 
experiences have been designed 
with a “static”, “linear” and “one size 
fits all” approach. However, modern 
learners are now expecting modern 
and personalized experiences... 
just the way they stream movies 
and listen to music. Your workers 
want to learn at their own pace 
and, from time to time, they may 
need additional support to review 
the content at the point of need, as 
often as necessary. That’s why it’s 
essential to provide micro, mobile, 
personalized, and just-in-time 
experiences.

After years of having this issue 
on the table, organizations are now 
finally taking action. According to 
a report by Deloitte on the future 
of learning, 11% of organizations 

Mahmoud Marafa, Yasmin Maigida, Vincent Ajah and Mudasiru Oyedeji discussing during the FITC Curriculum 
Development program at NDIC Academy, Abuja on Tuesday, October 5, 2021 
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identify personalized learning 
design as their top priority, while 
nearly 44 percent of organizations 
place it among their top two 
priorities.

In simple terms: learning 
creates value, as it helps workers 
and organizations anticipate and 
respond with agility to changes. 
However, to offer REAL value, 
L&D leaders must know their 
audiences. Therefore, by 2022 
it is a priority not only to design 
personalized learning experiences 
but also to implement the right 
technologies and strategies that 
enable leaders to get to know their 
students/employees thoroughly. 
By constantly analyzing each 
employee’s performance in real-
time and offering individualized 
learning pathways, driven by 

artificial intelligence and machine 
learning, employee satisfaction will 
increase drastically.

Fortunately, today we have multiple 
options technological options 
available to capture and quickly 
analyze key information. Here at 
SHIFT, after working with different 
large companies throughout our 20-
year journey, our team has discovered 
that when training activities are 
intrinsically linked to the objectives 
and needs of a certain audience, 
self-directed learning habits arise 
naturally, without having to resort to 
extrinsic motivation or force training. 
Whatever the preferences and goals 
of your employees, it is essential that 
you, as a leader, really get to know 
them (their patterns, interests, goals, 
frustrations) and understand where 
each of your employees is in their 
professional and company journey 

and strategize how you can help 
them get to the next step.

3)Expect a Rise in Your 
Online Training Budget

The pandemic has changed 
business priorities dramatically. 
With the increase in remote workers, 
online training and development 
programs have become protagonists. 
After several fluctuations during 
2020, training budgets have finally 
start increasing in 2021 and will 
probably continue to increase next 
year.

Among the results of the report 
published by the Statista Research 
Department, 79% of the companies 
surveyed said they have increased 
spending on eLearning at the 
expense of presence training. In 
line with these results, LinkedIn’s 
Workplace Learning Report also 
showed that budgets for learning 

Participants in a group session during the FITC Curriculum Development program at NDIC Academy, Abuja on Tuesday, 
October 5, 2021
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and development increased by 57 
percent over the past year. 64% of 
respondents agreed that learning 
and development had gone from a 
pleasant option to an urgent need 
in 2021.

In addition, we can say that not 
only is it important to increase 
training budgets, but to ensure 
that you have a strong eLearning 
strategy backed by management; 
this is imperative to continue 
thriving in 2022. According to 
the LinkedIn Learning Report 
mentioned above, when managers 
and leaders support learning, 
students are more engaged, and 
programs have much more impact.

4) Pay Attention to 
Where Learning Happens - 
Encourage Learning in The 
Flow of Work

Today learning can happen 
everywhere, anywhere, and in 
many ways. According to the 
70/20/10 Model for Learning and 
Development, we can say that most 
experiences can be classified into 
three big categories:

Experiential: 70% of the 
knowledge is obtained from 
work-related experiences (work 
assignments, projects, etc.). 

Social: 20% happen through 
educational experiences where 
participants are involved in learning 
and are not just simple information 
passive “tourists” (interactions with 
others, such as co-workers and 
managers)

Formal: 10% happens through 
formal training experiences.

This means Learning and 
Development professionals have at 
their disposal a wide combination 
of opportunities to generate an 
impactful and transformative 
learning experience.

So, in 2022, companies should 
encourage learning in the flow of 
work, intertwining the different 

The Top Learning & Development 
Priorities for 2022

learning styles. Offering workers 
informal, on-the-job training, 
coaching, and mentoring via 
interactions with subject-matter 
experts and colleagues and formal 
online training courses, where 
learners feel empowered and owners 
of their learning journey, driven 
by their day-to-day, on-the-job 
experiences.

Learning as we work has many 
benefits both for employees and 
companies, for instance, it drives 
productivity and knowledge retention 
by providing learning at the point of 
need without detracting from our 
workload.

A study by Towards Maturity shows 
that the organizations applying 
new models such as 70:20:10 are 
consistently reporting more benefits 
compared to those who are not.

They are at least: Four times more 
likely to respond faster to business 
change (30% vs. 7%)

Three times more likely to report 
improvements in staff motivation 
(27% vs. 8%)

Twice more likely to report 
improvements in customer 
satisfaction scores (42% vs. 18%)

Employees today are ready and 
eager to learn continuously. However, 

many of them have the same 
challenges to make this possible: 
time constraints, lack of training 
options, and the preference to spend 
free time in other ways. Therefore, 
establishing a culture of lifelong 
learning, offering multiple learning 
opportunities, and creating a sense 
of urgency to keep updated should 
be a priority in 2022. Provide 
guidance to people on how and 
what to learn during and out of the 
working day. In a company with a 
positive learning culture, people are 
more committed to the three types 
of learning experiences mentioned 
above.

5) Measuring Online 
Training Effectiveness: Big 
Data & Learning Analytics Go 
Mainstream 

How are you measuring the 
effectiveness of your online training 
programs? Understanding the 
number of people trained and 
calculating the cost per employee 
is a good first step. Defining 
completion rates is also important. 
However, they do not provide 
enough information as to whether 
the eLearning program translates 
into achieving the business goals, 
or if we are being able to maximize 
our training ROI.

In this context, one of the 
major problems that remain 
unresolved is the measurement of 
the effectiveness of training and 
development activities. This is 
because the measurements used 
today are mainly based on post-
training comments, satisfaction 
surveys, the number of trained 
persons, and other low-value 
indicators. To top it off, the number 
of companies using these indicators 
is increasing.

Considering this situation, one 
of our predictions for next year is 
that L&D leaders will start paying 
more attention to measuring 

Skills 
development 
goes hand in 

hand with 
lifelong 

learning.
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YouTube is an L&D Powerhouse 
for Younger Workers

By João Nogueira Santos

Every generation learns 
in different ways, and 
organizations need to make 

the most of Gen Z’s preference for 
online video content, says João 
Nogueira Santos

By 2025, Gen Z workers – people 
born after 1997 – will make up 27 
per cent of the workforce. They 
are the largest, most educated 
and diverse generation in history 
and their social contribution will 
shape our world for decades to 
come. Everything from politics and 
business to culture and climate 
change will be influenced by their 
worldview and know-how. 

As the first true digital natives, 
Gen Z spends more time online 
than any other generation and they 
love YouTube. Just like Gen X and 
Baby Boomers grew up hooked on 
watching TV, younger generations, 
including 85 per cent of teens, are 
drawn to YouTube. Why? What is 
the appeal? There are two main 
reasons. Firstly, YouTube is very 
entertaining and secondly, it is full 

of learning content. And as every 
good teacher knows, when learning 
is combined with entertainment, the 
results are extremely powerful.

Over the last decade, YouTube has 
slowly been changing the way people 
are learning and how educators are 
teaching. This connection is borne 
out by independent research. In a 
recent survey conducted by Think 
with Google, 80 per cent of Gen Z 

teenagers say YouTube has helped 
them become more knowledgeable 
about something and 68 per cent 
say YouTube has helped them 
improve or gain skills to prepare for 
the future. 

Look at the impact that ‘Study 
with Me’ videos had during the 
pandemic, by helping students to 
remain motivated. Educational 
channels like the Khan Academy 
have spawned the arrival of 
thousands of new content creators, 
all dedicated to helping audiences 
learn something - school subjects, 
hobbies, artistic skills, science, 
self-care, plus business skills and 
personal development. This has 
also sparked the rise of other online 
video learning platforms, such as 
Udemy, Coursera and Udacity.

But it’s more than just Gen Z
Although YouTube is especially 

effective at engaging younger 
audiences in learning, its appeal is 
much broader. YouTube’s own data 
shows that 72 per cent of people 
aged between 36 and 55 are also 

By 2025, Gen 
Z workers – 
people born 
after 1997 – 

will make up 27 
per cent of the 

workforce.
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learning on the platform. 
Matthew Syed and Malcolm 

Gladwell may be household 
names, but there’s a whole 
new generation of personal 
development and productivity 
superstars on YouTube and they 
have millions of followers. These 
content creators also appeal to 
very diverse audiences - ethnically, 
generationally and in a gender-
neutral way. People like Jay 
Shetty, Ali Abdaal, Thomas Frank, 
Matt D’Avella and Lavendaire. 
By putting YouTube at the heart 
of a future-focused learning 
strategy, L&D professionals can 
grab the attention of not just 
younger workers, but across 
every generation, background and 
origin. 

The learning potential within 
YouTube is phenomenal and best 
of all, it is completely free. What is 

YouTube is an L&D Powerhouse 
for Younger Workers

it about these videos that make them 
so good for learning? One of the 
biggest factors that makes YouTube 
content so valued and high quality 
is that it attracts the most creative 
learning content producers and world 
leaders in education. The very best 
content on YouTube can be sublime 
and is better than any content found 
in closed learning libraries. It is also 
universally available, which is one 
of the most significant benefits at 
a time when ‘levelling up’ is such a 
socio-political priority

The internet has always been 
regarded as a great up-leveler. 
It has created an opportunity 
for universal free education and 
with a little research, the content 
available, especially when it comes 
to YouTube, is of the highest quality. 
Salman Khan, founder of Khan 
Academy which is now the world’s 
biggest school – both online and 
offline – says YouTube will go down 

in history, together with writing 
and the printing press, as sparking 
a new era for learning, one that is 
open to all, completely free and 
very high quality.

There are other benefits to 
consider too. Along with its 
physical accessibility, the video 
format also makes learning easier 
for anyone to grasp. Videos 
are more supportive of diverse 
learning needs and styles than 
traditional classroom approaches. 
Not everyone can learn easily 
by reading books and manuals, 
whereas YouTube is quick and 
user friendly. It’s inclusive, you 
can pause the videos, rewind or 
rewatch clips many times and take 
notes. 

Given that L&D budgets are 
especially squeezed now because 
of the pandemic, it’s a shame that 
more organizations are not making 
the most of what’s there for the 
taking. So much corporate training 
is still happening in classrooms or 
proprietary content libraries. How 
could companies be leveraging the 
world’s biggest and best learning 
resource?

How to make the most of 
YouTube’s learning content

The single most important 
element is content curation, 
because of the vast amount of 
content available on the platform. 
It’s about searching, filtering, 
organizing and contextualizing 
YouTube content to meet the 
company’s training needs. Now 
there are resources to make this 
task easier. Consider having 
themed weeks to combine news 
events with important topics – 
corporate sustainability and health 
and wellbeing are two examples.

Supported like this, it’s only a 
matter of time before people start 
to switch onto self-development 
and continuous learning, which is 
the key to living successful careers, 
adapting to changes, and helping 
organizations succeed.

Culled from: https://www.
peoplemanagement.co.uk/
voices/comment/youtube-
l e a r n i n g - d e v e l o p m e n t -
p o w e r h o u s e - y o u n g e r -
workers#gref

training effectiveness using big data 
and analytics. Companies will start 
identifying other more relevant KPIs 
(employee engagement, knowledge 
retention, and time to proficiency) 
that will enable them to evaluate 
training more effectively.  

On implementation of big data 
and analytics, leaders can leverage 
the basic reporting capabilities of 
their LMS and training software, and 
additionally, they can start searching 
for advanced apps that allow them to 
take this to the next level. Obtaining 
detailed reports with ease can help 
you track key insights and data points 
more quickly and efficiently. These 
reports often show data related to 
behavior patterns, user preferences, 
and friction areas that will give you 
a deeper understanding of why your 
online programs are not hitting the 
mark. 

6) Expect a Boost in Social 
Learning

According to the latest report by 
LinkedIn Learning, social learning 
drives engagement in a big way: 
Students who use social features 
such as questions and answers 
or learning groups obtain up to 
30 times more hours of learning 
content than those who don’t. 
Also, 91% of L&D professionals 
said teams learning new skills via 
collaborative and peer-to-peer 
methodologies are more successful. 
An overwhelming majority also 
agreed that social learning helps 
build a sense of belonging in an 
organization.

Culled from: https://www.
shiftelearning.com/blog/
priorities-elearning

The Top Learning & Development 
Priorities for 2022
Contd from Page 17
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By Michael Wiseman

Organizations look to 
learning and development 
to empower people to thrive 

in their current roles and prepare 
them for future ones. And the 
benefits are seen far and wide — 
historically, companies that invest 
more in employee development see 
greater profitability than those that 
don’t.

This year, preparing employees 
for the future will be more important 
than ever, as organizations face 
the effects of a changing labor 
market, skills gaps, hybrid work 
environments, and more. 

Learning and development 
is about to become even more 
important.

Each new year brings changes 
in technology, shifting workplace 
demographics, and in 2022 

Why Learning and Development 
will be Vital in 2022

especially, uncertainty about the 
future. More and more business 
leaders are starting to lean on learning 
and development for support in facing 
these essential challenges. 

L&D proved to be an indispensable 
asset throughout 2020 and 2021, 
helping navigate multi-year changes 
that instead took place over a matter of 
months, all while keeping employees 
engaged as they worked from afar. 

Here are a few reasons the value 
of learning and development will 
continue to become clearer than ever.

The Great Resignation
Much has been made about “the 

Great Resignation” — over four-
million Americans quit their jobs 
in August of 2021, which was 
another record-breaking month for 
resignations in a sequence of record-
breaking months. While this pattern 
isn’t good news for organizations, it 

provides a unique opportunity for 
learning and development.

Part of what’s driving the 
Great Resignation is a desire for 
greater individual development 
opportunities that help employees 
stay up to date in their fields and 
potentially leverage increased 
income opportunities. Crafting 
learning experiences that meet this 
need will help organizations improve 
retention. 

L&D teams can help learners 
figure out what their next role 
might be, which skills they’d 
need, and then offer the necessary 
steppingstones to get there. Curated 
training experiences and unique 
learning paths often result in greater 
engagement and motivation.

Taking this a step further, tailoring 
training offerings to operational 
needs and making them available 
to the general public (à la Amazon’s 
upskilling program) can help combat 
the labor shortage, while increasing 
brand awareness and loyalty. It’s a 
win-win.

The Growing Need for 
Resilience

The COVID-19 pandemic has 
forever changed the landscape of 
work and learning. Remote work is 
now the norm and 73% of employees 
want the option to continue to work 
from home in the future. 

But hybrid work presents a series 
of challenges. Overall productivity 
may suffer, leaders struggle to 
keep remote employees engaged, 
and because checking in on a team 
member’s well-being requires more 
than just dropping by their desk, it’s 
become easier to neglect entirely. 

These stressors and other VUCA 
conditions fueled by the ongoing 
pandemic have put one skill in high 
demand. Resilience is emerging as 
one of the key traits necessary for 
success in the workplace. 

Resilience — the ability to 
overcome unexpected challenges, 
recover quickly from difficulties, 
and prevail in the face of adversity Muhammad Muawiyyah making a remark during the Fundamentals & Practice of 

DIS program at the NDIC Academy on Tuesday, November 2, 2021
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— matters most during times of 
intense change. This year, learning 
opportunities that help individuals 
understand and leverage resilience 
are paramount. Since most 
people are naturally resistant 
to change, these opportunities 
should be offered at all levels of the 
organization.

Learning leaders should also 
consider how community and 
engagement play a role in keeping 
workers resilient. Creating 
opportunities for employees to 
connect with one another will be 
pivotal as organizations become 
increasingly cross-generational.

Generational Changes in the 
Workforce 

Gen Zs are predicted to make 
up 36% of the workforce by the 
end of 2022. Despite stigmas 
around this generation and their 
frequent use of social media, 
Gen Z workers take ownership of 
their jobs and crave feedback to 
better themselves professionally. 
They also reportedly believe that 
engagement “is the key to retention 
and better performance.” 

And Gen Z isn’t the only 
generation changing the face 
of the workplace. Millennials 
are predicted to make up half 
of the U.S. workforce by 2025. 
87% of them say “learning and 
development in the workplace is 
important.” They’ll ditch the job-
hopping stereotype as they look to 
stay with their employer longer and 
seek growth opportunities within 
their current organization.

Learning and Development 
Should be Prepared to Evolve.

How can L&D teams keep 
these younger learners engaged? 
Because Gen Z is hyperconnected, 
development opportunities should 
connect learners to one another 
and offer socialization. Gen Zs 
are also digital natives who are 
used to simultaneously navigating 
through content on their phones, 
smartwatches, and tablets. They 
expect learning to be mobile and 

Why Learning and Development will be Vital in 2022

designed uniquely for the device 
they’re on.

Most of all, L&D should be prepared 
to constantly evolve because, as Gen 
Z takes over the workplace, another 
generation will soon show up with 
their own unique preferences and 
expectations for learning.

Widening Skills Gaps
Due to rapid technology adoption 

and job automation, there’s a 
growing need to fill the “jobs of 
tomorrow.” A recent Future of Jobs 
Report highlighted that skill gaps are 
expected to remain high for the next 
few years, and 94% of business leaders 
expect employees to pick up new skills 
on the job. Developing soft skills like 
emotional intelligence is going to be 
crucial. In fact, Deloitte predicts that 
“soft skill intensive occupations will 
account for two-thirds of all jobs by 
2030.” Leadership development will 
also remain in high demand in 2022. 

Inadequate leadership selection 
processes and substandard training 
have fueled the leadership gap we’re 
still experiencing today. Learning and 
development teams will need to tie 
leadership training back to real-world 
skills like:

Creating psychological safety. 
Unspoken norms govern the way 
teams work together, and those norms 
are influenced by a team’s leader. 
Leaders who know how to read the 

verbal and nonverbal cues of their 
team members and give everyone 
an opportunity to make their voice 
heard are the ones who build the 
most innovative teams.

Managing crises. Successful 
leaders keep their cool under 
pressure, while helping team 
members maintain their composure 
as well. Training leaders to 
build trust and communicate 
empathetically during a crisis is key.

Uniting a team. Great leaders set 
vision, but how they do that differs 
from person to person. Training 
leaders on how to clarify a goal and 
unite people underneath that goal 
can help everyone on the team feel 
connected to a greater purpose.

As leaders become better 
equipped, L&D should continue 
offering support for training at all 
levels and frequently evaluate the 
training’s effectiveness. 

Final note
We’ve discussed why learning and 

development will be important this 
year, but just having a seat at the 
table is not enough. To keep L&D a 
necessity, learning leaders must be 
prepared to discuss ROI. 

If your organization hasn’t already 
adopted data-driven strategies to 
design better learning experiences 
and assess program effectiveness, 
now is the time to. 

Everyone from chief learning 
officers to on-the-ground 
instructional designers should be 
asking if the learning experiences 
they’re creating and offering could 
be more closely tied to larger 
business objectives, and if there’s a 
more cost-effective (but still people-
effective) way to offer any training.

Many leaders will see this challenge 
as an opportunity to further enshrine 
learning and development as the 
future of the workplace; others may 
be intimidated. But those who rise 
to the challenge will see the fruit 
of their effort in every corner of the 
organization.

Culled from: https://
bigthink.com/plus/learning-
and-development/
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Know Your Facilitators –Internal & External

Olubukola Adedotun has 
B.Sc. In Accounting from 
the University of Ado-

Ekiti. She has a Masters degree 
in Finance from the University 
of Lagos and a Masters degree in 
Business Administration from 
Prifysgol Bangor University, 
Wales, United Kingdom. She 
is a Fellow of the Institute 
of Chartered Accountants of 
Nigeria (ICAN), an Associate 
member of the Chartered 
Institute of Taxation of Nigeria, 
Chartered Institute of Bankers 
(both Nigeria and UK). 

She has over 14 years work 
experience which spans 
across the banking industry 

and the Corporation. She joined 
the Corporation in August 2010 
and was deployed to Claims 
Resolution Department (CRD). 
She started her career in the 

Olubukola Adedotun (Internal)

She has been involved in 
planning and executing various 
field work on Information 
Gathering, Bank Closure and 
Depositors Verification exercises 
from 2010 till date. She is a 
member of the Bank Closing 
Committee and Committee on 
Termination of Liquidation 
Activities of Closed Microfinance 
Banks and Primary Mortgage 
Banks.  She is currently a Claims 
officer in CRD with various 
roles such as claims verification, 
computation of liquidation 
dividends for closed banks and 
claims complaints resolution. 

She is married and has 
children. Bukky enjoys 
reading, event planning, 

travelling and family ties. 
Mrs Adedotun facilitates 

Academy’s Technical 
programmes.

Corporation as a Treasury Officer 
in CRD. She has performed several 
roles in the Department which 
include treasury, reconciliation 
and claims functions. 

the services of the NDIC as 
Director, SIID, in 2021.

His professional 
achievements include 
CBN’s Governor 

Award for the Best Examiner 
(2012), Member Consultative 
Committee on Annual Banking 
and Finance Conference (2015), 
Member Planning Committee 
World Banking Conference 
Institute (2017), Member CIBN 
Election Organizing Committee 
(2018), Representative of MD/
CEO, NDIC on the Governing 
Board of CIBN (2018-March 
2021). 

Mr. Etopidiok expanded 
the knowledge space 
of MFBs/PMBs by 

designing relevant curricula in 
collaboration with the CIBN. 
Deposit Insurance Scheme 
issues now incorporated in the 
syllabus of selected Nigerian 
universities.

He facilitates Academy’s 
technical programmes.

of Lagos, he joined the Nigeria 
Deposit Insurance Corporation 
(NDIC) on 17th July 1989 as an 
Examination Assistant. 

Among the various accolades 
he garnered throughout his many 
years of meritorious service, 
Mr. Etopidiok won NIM’s Best 
Managers’ Award in 1991. In 
1997, he was seconded to Group 
Merchant Bank Ltd as Executive 
Director (Operations) and in 1999 
was also appointed Executive 
Director (Operations), Afex 
Bank Limited. In 2009, when 
the first set of bridge banks were 
established, he was appointed a 
one-day MD/CEO of Bank PHB 
PLC, now Keystone Bank Limited. 
In 2015, he was promoted to 
the rank of Director, Special 
Insured Institutions Department 
in Lagos. And effective 2019, he 
represented NDIC on the Board 
of the Financial Institutions 
Training Center (FITC). 

Mr. Etopidiok’s professional 
qualifications include Fellow 
(NIM), Fellow (AERM), and 
Fellow (ICEN).  He retired from 

Etopidiok, Joshua James, 
fondly called Oga J.J, 
has BSc in Banking and 

Finance from the University 
of Calabar in 1983, an MBA 
in Investment Banking from 
the University of Lagos in 
1989 as well as a Diploma in 
Microfinance from Antoneo De 
Manila University, Philippines. 
Having graduated with 
honors from the University 

James Joshua Etopidiok (External) 
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US FDIC said to be Studying 
Deposit Insurance for Stablecoins
So-called pass-through 

coverage would insure the 
holders of these tokens against 
losses up to $250,000 if the 
bank holding the collateral 
were to fail.

By Nate DiCamillo	

The Federal Deposit Insurance 
Corp. (FDIC), a key U.S. 
banking regulator, is studying 

whether certain stablecoins might 
be eligible for its coverage, five 
people familiar with the agency’s 
thinking said.

The discussions are preliminary, 
and it’s not clear what the timetable 
would be for making any policy 
decisions or how such changes 
would be communicated.

The agency is trying to analyze 
what so-called pass-through FDIC 
insurance might look like for the 
reserves that stablecoin issuers 
hold at banks, the sources said. 
Such coverage would insure holders 
of the tokens against losses up to 
$250,000 if the bank holding the 
collateral were to fail.

The FDIC is also looking at what 
regular, direct deposit insurance 
might look like for banks that want 
to issue stablecoins, people familiar 
with the discussions said.

“This is all part of a process by 
which they are trying to bring 
stablecoins into the banking system 
in a responsible manner,” one 
insider said. “It depends on what’s 
backing the stablecoins. If it’s 
backed by reserves at the Fed[eral 
Reserve] for cash then I think you 
just make the argument that it’s a 
deposit. If it’s backed by Treasurys 
[bonds], I think you’ll have a hard 
time treating it as a deposit.”

The discussions come amid a 
broader debate in the U.S. about 
potential stablecoin regulation. 
This week the Wall Street Journal 
reported (and CoinDesk confirmed) 
that the Biden administration would 
subject stablecoin issuers to bank-
like regulations. Circle, issuer of 

Foreign News

as deposits or whether someone’s 
ownership of a stablecoin is a deposit 
at the stablecoin issuer,” said Todd 
Phillips, a former FDIC lawyer 
who is now the director of financial 
regulation and corporate governance 
at the Center for American Progress, 
a Washington think tank.

The coverage could present 
challenges for issuers. Typically, 
these companies identify customers 
when they deposit cash for 
stablecoins or redeem the tokens for 
cash. But because stablecoins run on 
open, public blockchain networks 
(usually Ethereum), theoretically 
anyone with a crypto wallet that 
hasn’t been blacklisted can receive 
stablecoins from, and send them to, 
other wallets.

One thing to remember is that 
each person has insurance of only up 
to $250,000,” said Phillips. “So, the 
stablecoin issuer would need to keep 
track of who is the current holder of 
their stablecoin and how many they 
own.”

Whatever the FDIC insures must 
not compromise the rest of the 
agency’s mission, he said.

USDC, the second-largest stablecoin, 
disclosed that the Securities and 
Exchange Commission (SEC) sent 
an investigative subpoena to the 
company in July.

Stablecoins are cryptocurrencies 
that are designed to trade at parity 
with government currencies, typically 
the U.S. dollar. The most popular 
kinds are backed by traditional 
financial assets such as cash in a 
bank or commercial paper, and are 
supposed to be redeemable 1-to-1 
for cash on demand. The two largest 
stablecoins, Tether’s USDT and to a 
lesser degree USDC, have come under 
scrutiny recently over questions about 
their backing.

According to two other people 
familiar with cryptocurrency banking 
issues, stablecoin issuers don’t have 
the same kind of access to pass-
through FDIC insurance that crypto 
exchanges have when they’re banking 
in the U.S. Exchanges can gain 
omnibus accounts where the funds 
that belong to each of their clients 
are insured up to $250,000 each but 
issuers of stablecoins don’t get these 
same kinds of protections.

“The FDIC is probably looking 
at whether stablecoins can count Contd on Page 24
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Russian Deposit Insurance Agency says 
Rouble Deposits Boosted by Rate Hikes

A series of rate increases by 
the Russian central bank 
has bolstered households’ 

demand for rouble-denominated 
deposits that could draw more funds 
from forex accounts, Yuri Isaev, the 
head of Deposit Insurance Agency 
(DIA), said.

The Bank of Russia has raised its 
key rate six times so far this year, 
lifting it from a record low of 4.25%, 
as it tried to curb rising inflation 
that is expected to prompt another 
rate hike in December.

Retail deposits in Russia grew by 
4.2% in 2020 compared with 9.7% a 
year earlier when interest rates were 
low as Russia grappled with the first 
wave of the COVID-19 pandemic, 
Isaev said in an interview with 
Reuters.

In the 12 months to Oct. 1, banks’ 
retail deposits grew by 4.8%, 

deposits is on the rise again as 
rates are increasing,” said Isaev, 
who also serves as president at the 
International Association of Deposit 
Insurers (IADI).

This week, the central bank said 
it would consider hiking the key 
rate by 100 basis points to 8.5% 
among other options at the Dec. 
17 board meeting, a move that 
would increase the appeal of rouble 
deposits further. read more

Banks had 32.85 trillion roubles 
($445.6 billion) in retail deposits 
as of Nov. 1, with slightly more 
than 20% denominated in foreign 
currency, the central bank said.

Russia stepped up efforts to cut 
the share of non-rouble assets in the 
economy to ensure macro-stability 
during financial market turbulence 
after the West imposed sanctions on 
Moscow for annexing Crimea from 
Ukraine in 2014.

The share of FX deposits shrank 
from 30% in 2016 as Russian 
deposit rates are above FX deposit 
rates that are close to zero, Isaev 
said, adding that it can possibly 
decline further to 15%.

“But it is unlikely to go lower.”
($1 = 73.7240 roubles)

https://www.reuters.com/
markets/currencies/russian-
deposit-insurance-agency-
says-rouble-deposits-boosted-
by-rate-hikes-2021-12-06/ 

according to the DIA, set up by Russia 
to pay out deposits in the event a bank 
goes bust.

“Interest towards fixed-term 

potentially help protect consumers, 
Phillips added.

“The FDIC has strict rules as to 
which institutions may call themselves 
FDIC-insured or use the FDIC logo 
for advertising,” he said. “Just as how 
the FDIC’s logo on a bank’s website 
allows savers to be confident that the 
bank is safe, insurance of particular 
stablecoins and permission to use the 
FDIC logo would provide clarity about 
which stablecoins, up to the insurance 
limit, will not lose value.”

It’s likely that the agency will ask 
for public comment from the industry 
before any actual policy change is 
taken, Phillips said.

“I also imagine there are 
conversations going on between the 
four FDIC directors, since you need 
a majority of them to approve a new 
regulation,” he said.

https://www.coindesk.com/
policy/2021/10/06/us-fdic-
said-to-be-studying-deposit-
insurance-for-stablecoins/ 

“The FDIC basically has one 
overriding mission,- which is to 
ensure the safety of the Deposit 
Insurance Fund, the DIF,” Phillips 
said. “If the FDIC were to insure a 
stablecoin, that insurance would 
come out of the DIF and the FDIC 
will want to be very sure that 
they are on legal footing and that 
whatever they do doesn’t risk the 
DIF.”

Good Housekeeping seal
If the FDIC went ahead and 

provided deposit insurance 
for stablecoins, it would apply 
only if a bank that was banking 
a stablecoin issuer or that was 
issuing a stablecoin itself went into 
receivership. Even in this scenario, 
it’s rare that FDIC insurance would 
enter into the picture because the 
agency generally takes a failed 
bank’s assets and deposits and sells 
them to a healthy bank.

How the agency proceeds could 

US FDIC said to be Studying 
Deposit Insurance for Stablecoins

Contd from  Page 23
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In the last quarter of 2020, the 
NDIC Academy conducted 
needs analysis to determine and 

collate skill gaps among managerial 
cadre staff across the Corporation. 
Based on these gaps, the Academy 
proposed thirty-five (35) programs 
for the 2021 training calendar 
year and obtained Management’s 
approval for twenty-four (24) of 
them.

Out of the 24 courses, 8 were 
new – Evolving Electronic 
Payment Landscape: Practice, 
Risk Management & Regulation, 
Penetration Testing and 
Vulnerability Assessment, 
Emotional Intelligence & Managing 
Stress in the Workplace, Train the 
Trainer, Communication & Report 
Writing Course, etc., designed to 
address contemporary issues in 
banking and finance as they relate 
to bank supervision. The financial 
sector is very dynamic and banking 
operations is rapidly changing; thus, 
the choice of courses was influenced 
by the training needs of employees 
in relation to the corporate mandate. 
The Academy worked in concert 
with the Operations Departments 
and the Quality Assurance Review 
Committee (QARC) to validate the 
curricula and collaborated with 
external experts (FITC, NIBSS, etc.) 
to execute some of the courses.  

In summary, the 24 approved 
courses were executed, thus 100% 
execution rate was achieved, 
and 2,355 participants were 
trained. Statistical analysis of 
training activities, including 
capacity development for external 
stakeholders (EFCC, DIS agencies 
from IADI Africa Sub-Region, IADI 
member countries etc.) indicates 
notable progress. 54 (2.47%) 
trainees in 2021 were from local 
and foreign stakeholders.

Also, one executive staff of the 
Academy was redeployed, and one 
executive and eight managerial 
staff were posted to the Department 
during the period. The new 
staff were given comprehensive 

Highlights of NDIC Academy’s 
Annual Report for 2021

induction and orientation which 
facilitated adaptation to their 
new role as trainers. In addition, 
they were assigned topics to make 
presentation to ascertain their level of 
understanding of knowledge shared 
and other activities of the department.

In addition, the Academy fully 
utilized its Stratex budget in 2021 as 
staff of the Department benefitted 
from relevant programs identified 
to bridge competency and skill gaps. 
Moreover, in a bid to meet one of 
its strategic objectives for the year, 
Management approved the use of 
part of the Stratex vote to certify 
5 staff as Core Trainers under the 
Financial Accreditation Agency 
(FAA), Malaysia training scheme. 
The Certified Training Professional, 
an online program, was designed to 
equip staff with skills for training 
design, development, and delivery. 
In addition, there was effective 
collaboration with other Departments 
via provision of logistics to execute 
their own Stratex programs.

Furthermore, Management had in 
2017 approved an inter-departmental 
Quality Assurance Review Committee 
(QARC) to support the Academy 

with periodic review of its courses, 
identification of emerging banking 
concerns, domestication of case 
studies, and overall quality of service 
delivery. The Committee’s job aligns 
with Management’s goal of creating 
a world-class learning institution in 
the field of deposit insurance. The 
QARC met in the last quarter of the 
year and reviewed past activities 
and those planned for 2022. In 
addition, the sub-committees were 
assigned with specific tasks such 
as holistic review of Academy’s 
curricula, identifying emerging 
industry concerns, developing, and 
domesticating case studies, and so 
on.

As part of its plan to continuously 
draw attention to its core functions, 
the Academy continued the 
production and publication of its 
bi-annual online newsletter in 2021. 
This initiative has been greatly 
applauded from within and outside 
the Corporation as it opened the 
door for suggestions, comments 
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and constructive criticisms which 
enriched the activities of the 
Academy. To date, eleven (11) 
editions of the online newsletter 
have been produced and hosted on 
our website.

To enhance the robustness of 
Academy programs and effectively 
engage course participants, Harvard 
Business School case studies are 
incorporated into most programs. 
The Quality Assurance Review 
Committee (QARC) submitted 
a total of 42 case studies after 

Highlights of NDIC Academy’s Annual 
Report for 2021

thorough review by internal Subject 
Matter Experts (SMEs) in November 
2020. The SMEs, mainly ex staff of 
the Corporation, added tremendous 
value by reflecting local experiences 
in some of the cases, having subjected 
them to peer-reviews and plagiarism 
check to ensure standardization.

In conclusion, despite various 
hurdles, the Academy made 
significant progress in enhancing 
employee capacity in recent years, 
with a clear signal of ability to do 
even better. As a result, it has devised 
a work plan that is both solid and 
ambitious for 2022. The major goal 

is to overcome skill gaps in critical 
operational areas, particularly 
among younger employees given 
current staff mix. As the impact of 
Covid-19 fades, it is recommended 
that blended learning as well 
as, on-ground classroom-based 
learning be sustained, particularly 
for mandate-focused, operational 
courses where experiential and 
hands-on learning cannot be 
achieved online. This is to avoid 
imbalance in the corporate 
manpower structure and 
leadership pipeline for strategic 
operational reasons.

The Academy deploy surveys 
annually to gauge staff 
perception about different 

aspects of its activities. For example, 
the choice of courses in the annual 
training plan is always based on the 
result obtained from the training 
needs analysis survey undertaken 
the previous year. Three survey 
instruments were administered to 
samples of employees in November 
and December 2021 to identify gap 
in skills, assess quality of services 
and the impact of training on 
performance.

Training Needs Analysis survey 
enabled participants to indicate 
areas they have gap in skills to 
perform assigned duties. Trainees’ 
perception regarding services 
rendered, as well as, how the skills 
acquired impacted performance at 
work, were tracked by the service 
delivery and training evaluation 
instruments. The training needs 
analysis survey revealed gaps 
amongst employees of 2010 to date 
with specific reference to Academy’s 
flagship courses. Out of the twenty-
two (22) courses surveyed, over 
68.18% of respondents were yet to 
be trained in them. The gap is more 

Highlights of NDIC Academy’s 
Annual Surveys

pronounced in courses like Bank 
Examiners Level 2, Fundamentals 
of Non-Interest Banking and Non- 
Interest Deposit Insurance, Bank 
Resolution, Bank Supervision, 
Management Development, Asset and 
Liability Management, e-Payment 
Systems, Financial Fraud and 
Forgeries, Intermediate ICT and 
Advanced ICT. 

Furthermore, the survey results 
showed that majority of participants 
who responded to the service delivery 
survey were on the managerial 
grades of Assistant Manager to 
Deputy Manager, who spent between 
0-10 years in the Corporation. 
Interestingly, the findings indicate 
that majority were satisfied with 
the services rendered. However, 
many want some improvement in 

the learning environment. On the 
training impact analysis, the result 
showed that despite the negative 
impact of covid-19 on learning and 
development activities generally, 
the NDIC Academy was able to adapt 
to the new environment quickly. It 
organized several webinars for local 
and international audience and 
later adopted the Virtual Instructor- 
Led Training method which boosted 
training activities. The analysis of 
the data, as well as feedback from 
both staff and supervisors, indicate 
that the objectives were greatly 
achieved. The Academy relies on 
it to identify areas of strength and 
areas that need improvement and 
appropriate recommendations were 
made.

Contd from  Page 27



29

The Academy, December, 2021Photo Splash

Dr Azubike Okoro (D/CLO, Academy), facilitating a Question and Answer session during the Intermediate ICT program at 
NDIC Academy, Abuja on Wednesday, November 10, 2021

Dr Olabode Agunbiade, facilitating during the FITC Curriculum Development program at NDIC Academy, Abuja on Tuesday, 
October 5, 2021 
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Dr Azubike Okoro (D/CLO, Academy), with other staff of the Academy at a departmental retreat in Abuja

Dr Dozie Okwuosah, Director CBN (Rtd), flanked by participants during the Bank Examiners Foundation program in Lagos on 
Wednesday, November 10, 2021 
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Dr Azubike Okoro (D/CLO, Academy), facilitating a Question and Answer session during the Intermediate ICT program at 
NDIC Academy, Abuja on Wednesday, November 10, 2021

Members of the Quality Assurance Review Committee (QARC) interacting during the committee’s meeting in Abuja on Monday, 
October 11, 2021
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Dr Olabode Agunbiade, facilitating during the FITC Curriculum Development program at NDIC Academy, Abuja on Tuesday, 
October 5, 2021 

A cross-section of participants during the Intermediate ICT program at NDIC Academy, Abuja on Wednesday, November 10, 
2021 
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Members of the Quality Assurance Review Committee (QARC) interacting at the committee’s meeting in Abuja on Monday, 
October 11, 2021 

A cross-section of participants during the FITC Curriculum Development program at NDIC Academy, Abuja on Tuesday, 
October 5, 2021 
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Participants at the FITC Curriculum Development program at NDIC Academy, Abuja on Wednesday, October 6, 2021

A cross-section of participants during the Fundamentals and Practice of DIS program at NDIC Academy, Abuja on Monday, 
November 1, 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:

FEEDBACK FROM TRAINING

I observed that the arrangement and the content of 
the programme was very rich and will require more 
time than allotted to increase the takeaway.
–Oyedele Tajudeen, ITD (Bank Examiners’ Level 1)

The course package was adequate. Academy should 
keep it up and extend this great opportunity to cover 
all staff of the Corporation irrespective of department 
or unit.
–Mary Effiong, EZO (Bank Examiners Level 1)

The course is an eye opener for those of us in service 
departments. We now have a feel of what operations is 
like. Any staff that has not done foundation should be 
encouraged to do so. 
At the same time, residential programs can also be 
organized in Abuja to encourage those who may not 
want to be away from home for this long.
–Mamza Bello, HRD (Bank Examiners Foundation)

The course was really enlightening.
–Vivian Nwaiwu, ERMD (Bank Examiners 
Foundation)

I gained a lot of knowledge from this course
–Ogboghodo Eniye, BZO (Bank Examiners 
Foundation)

The course was educative, insightful and would 
assist in understanding core operational issues in the 
financial industry.
–Eromonsele Goddey, SIID (Bank Examiners Level 
2)

The course is very impactful to our core mandates in 
NDIC
–Abraham Ojo, ETSD (Effective Bank Closure)

I enjoyed the course and I loved the simulation as it 
gave us hands on field experience.
–Chinenye Chimezie, CPAD (Effective Bank Closure)

The facilitators for the program were exceptional. 
Every single one of them handled their respective 
courses excellently. The course was very rich and 
value adding and I learnt so much. Overall, this is 
one of the best programs I have attended and I am 
grateful to the Academy.	
–Jumoke Aremo, ETSD (Fundamentals and 
Practices of Deposit Insurance System)

I learnt so much at the ICT program especially 
the practical sessions. The facilitators were very 
experienced and professional. I hope to advance to 
the next level in the series.
–Muhammad Muawiyyah, PMD (Basic ICT)

NDIC Academy ndic_academy@ndic_academy

l The Quality Assurance Review 
Committee (QARC) recently reviewed 
and domesticated forty-two (42) case 
studies for the use of the Academy

l The Academy trained 2355 
participants across twenty-four (24) 
programs in 2021

l NDIC trains international 
participants tuition free

l The Academy trained 54 participants 
from sister agencies in 2021.
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