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The Transformation
of Learning and
Development

LinkedIn Learning Report 2022

iving and working through the
I pandemic and economic and

social tumult has prompted
individuals to prioritize flexibility
and fulfillment. Organizations are
reexamining business strategies,
workforce models, values, and culture
— often steered by new demands from
employees themselves.

Amid this era of
transformation, learning and
development (L&D) has a new
mandate to become its best self. L&D
leaders are answering employees’
renewed calls for growth and purpose,
and they are grappling with the urgent
challenge of future-proofing their
organizations.

The transformation of L&D means
learning leaders are knocking down
traditional silos to collaborate on a
more holistic vision for HR. They
are reaching for fresh solutions to tie
skill building to career paths, internal
mobility, and retention, while also

massive

bringing a new sense of care and
humanity to employee well-being,
diversity, and inclusion.

Keeping pace with this rate of
change is an enormous challenge.
This report is here to help. Success
is built one step at a time, by
capitalizing on industry data,
tapping the support and wisdom
of colleagues, gleaning advice
from top thinkers, and — above
all championing a world-
changing notion: Learning is the
foundation of any great endeavor.
Organizations that prize constant
learning will lead the world as they
build the new normal.

L&D Leaders can embrace
transformation by understanding
opportunities and challenges.
The pandemic sped up digital
transformation and the ever-
enlarging skills gap. L&D has a new
hot seat at the center of adapting
to change and a to-do list that

Contd on Page 5
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t is my pleasure to present
this historic edition of The
Academy. Of course, this is
not the maiden edition of
the magazine, in fact, this is its
twelfth edition, a confirmation
that the magazine, a bi-annual
publication, has been in
existence for more than half
of a decade. However, the
historicalness of this edition
is brought in bold relief by
the fact that it is the first
edition that will be published
under my watch, as the new
Director/ Chief Learning
Officer of the NDIC Academy
sequel to the retirement of my
predecessor, Mazi Dr Azubike
Okoro, from the service of the
Corporation in February, this
year. A Management Scholar
of the first rank and a brilliant
Administrator, Dr Okoro had,
indeed, left the NDIC Academy
better than he met it. Perhaps,
an icing on the cake of the
illustrious stint of Dr Okoro
as the Deputy Director and
later Director/ Chief Learning
Officer of the NDIC Academy
is this magazine as his baby,
a product of his fecund mind.
Once again, we wish Dr Okoro
a blissful retirement while
promising him that we shall
ensure that the high standards
that he had set at the Training
Academy as demonstrated
by the high quality of The
Academy, as an example, never
wane but get even better.
he Management of the
I Corporation comprising
the Managing Director/
Chief Executive Officer, Mr.
Bello Hassan, the Executive
Director (Operations), Mr.
Mustapha M. Ibrahim and the
Executive Director (Corporate
Services), Mrs Emily Chidinma
Osuji, paid a courtesy visit
to the Training Academy on
25th of March, 2022 as part
of their familiarisation tour
of the Corporation’s offices
throughout the country. The
MD/CEO in company of the
two EDs, undertook a tour of

Chief Learning
Officer

the facilities at the Academy
which included the reception,
offices, classrooms, the gym and
the creche. The MD expressed
satisfaction with the good
conditions of the facilities
which, according to him,
reflected the good maintenance
culture at the Academy. You will
get to read more about the visit
in this edition. Additionally,
some photographs that were
taken during the visit are also
published for the viewing
pleasure of our readers and for
the records.

ur Features Column is
Obrimming with scholarly

and agenda—setting
articles that were culled from
reputable international sources
for your reading pleasure. The
very dynamic nature of the
banking and finance industry,
both locally and internationally,
compels regulators, supervisors
and other stakeholders in

the industry to be constantly
ahead of the curve in terms
of information gathering and

Mr. Francis Adekunle Agboola (D/CLO,
Academy)
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internalization. Thus, the
feature articles that are
published in this edition
such as "Effective Employee
Development Starts with
Managers" by Anand Chopra
—McGowan, "Creating Your
Personal Development Plan
for 2022" by Rebecca Hart,
"How Important is Training
and Development in 2022"
by Kamy Anderson, and "How
to Implement a Learning and
Development  Strategy" by
Howard Schultz, are a must
read for all stakeholders in the
industry as the articles address
very topical issues that are of
perpetual relevance.

n the "Know Your
IFacilitators" Column, we

share with our readers,
short background information
on two of our seasoned
facilitators. Dr Waziri
Mohammed Galadima is one
of our internal facilitators.
An expert in non-interest
banking, Dr Galadima
is currently a Principal
Manager in the Research,
Policy and International
Relations Department of the
Corporation. The second
facilitator, Mr. Ambrose
Ochiegbu Nwogu, is one of
our experienced external
facilititators. Mr. Nwogu
retired from the service of
the Corporation as a Deputy
Director.

inally, in our Foreign
FNews segment, we
bring you up to speed
on the latest news from the
Canada Deposit Insurance
Corporation concerning
Registered Education Savings
Plans (RESPs) and Registered
Disability = Savings  Plans
(RDSPs). Of course, the Photo
Splash Column is rich as usual
as we stimulate your viewing
pleasure = with  beautiful
photographs of recent events
in the Academy.
Please read and enjoy
another rich edition of The
Academy!
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Academy Ticks As MD, EDs
Pay Courtesy Visit

he Management of the

I Nigeria Deposit Insurance
Corporation on Friday, 25th
March 2022, paid a courtesy visit
to the NDIC Academy, as part of
their familiarization tour of the
Corporation’s offices across the
country. The visit was aimed at
assessing the condition of the
facilities at the Academy. The
team which was led by the MD/
CEO, Mr. Bello Hassan, also
comprised the Executive Director
(Operations), Mr. Mustapha
M. Ibrahim and the Executive
Director (Corporate Services),
Mrs. Emily Osuji, as well as other
executive staff of the Corporation.

The MD/CEO in the company
of his team, undertook a tour
of the facilities at the Academy,
carefully assessing the reception,
the classrooms and offices, the
gym, creche and the lounge, etc.
The MD/CEO noted, among
other things, that the Academy
possesses  standard facilities
that would adequately support
the effective implementation of
learning programs for staff of the
Corporation. He further enjoined
the Management and staff of the
Academy to work hard to ensure
that the facilities were properly
maintained and used judiciously.

Afterwards, the Head of the
Academy, Mr. Muhammad
Kollere, presented to the MD/
CEO the challenges faced by the
Academy in the discharge of its
duties. He noted, while thanking
Management for their continued
support, that those challenges
tended to hamper the smooth
running of the Academy’s training
programs. In response, the MD/
CEO promised to address the
challenges as soon as possible to
ensure a hitch-free training cycle
in 2022.

At the end of the exercise,
Senior Management, in their
characteristic accesibility,
interacted with staff of the
Academy in delightful exchanges)
of pleasantries, under an
atmosphere filled with joy and
laughter. It was a proud moment
for the Academy!

i
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L-R: Mr. Bello Hassan (MD/CE) and Mrs. Emily Osuji (ED/CS) during a tour of
the NDIC Academy on March 25, 2022

, " L |
Mr. Bello Hassan (MD/CE), Mrs. Emily Osuji (ED/CS), Mr. Mustapha M. Ibrahim
(ED/OPS) and other delegates during a tour of the NDIC Academy on March 25,
2022
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Academy Gets a New Director!

gratitude to Management that we

announce the redeployment of
a brand-new Director to the NDIC
Academy, in the form of Mr. Francis
Adekunle Agboola, who effectively
assumed duty as Director/Chief
Learning Officer of the Academy on
24th June 2022.

Prior to his promotion and
appointment, Mr. Agboola
was a Deputy Director at Bank
Examination Department (BED)
where he spent over a decade as a
seasoned Bank Examiner in charge
of some of Nigeria’s elite banks,
ensuring adherence to best banking
practices and regulatory standards
by the operators.

With this appointment, Mr.
Agboola becomes the second ever
Director of the Academy, succeeding
the retired maiden Director, Dr
Azubike Okoro, who left the service
of the Corporation in February 2022,
having attained the mandatory age of
60 years at which public officers retire
from active service. The new Director
will also double as the Head of the
newly established Africa Center for
Deposit Insurance (ACDIS), albeit
not yet operational.

Mr. Agboola holds a Bachelor’s
degree in Accounting from the
Obafemi Awolowo University, Ile-
Ife, Osun State where he was both
a university as well as a federal
government scholar, and an MSc in
Accounting from the University of

It iswith a deep sense of delight and

v |

Mr. Francis Agboola (D/CLO, Academy) being accompanied to his office by staff of the Academy upon resumption as Director
on June 24, 2022

June 24, 2022

L-R: Mrs. Amina Yakubu (Head, Program Delivery Unit) and Mr. Muhammad
Kollere (Head, Learning Management Unit) welcoming Mr. Francis Agboola
(D/CLO, Academy) on his assumption of office as Director of NDIC Academy on

Lagos. He also bagged an MBA from
the University of Bangor, Wales,
United Kingdom as well as a Diploma
in Microfinance from the Ateneo de
Manila University, The Philippines.
His  professional  qualifications
include:  Fellow, Institute of
Chartered Accountants of Nigeria;
Honorary Senior Member, Chartered
Institute of Bankers of Nigeria;
Associate Member, Chartered
Institute of Bankers of Nigeria;
Chartered = Member, Chartered
Institute of Bankers of Scotland;
Associate Member, Nigerian
Institute of Management; Associate

Member, Chartered Institute of
Stock Brokers; Associate Member,
Chartered Institute of Securities
and Investment; Fellow, Association
of Enterprise Risk Management
Professionals; and Fellow, Institute
of Management Consultants of
Nigeria, among others.

The task ahead may be daunting,
but the Director is not faint-hearted.
He has pledged to work with all
available hands to sustain and
improve on the Academy’s enviable
standards.

Here’s wishing Mr. F. A. Agboola
the very best for the future!
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has never been longer. Skilling,
employee retention, well-being,
leadership, and DE&I are all urgent
priorities.

It is also important for L&D
professionals to think about the
convergence of HR disciplines.
Business volatility — especially
employee attrition — amplifies the
need for HR silos to break down
walls and think holistically. L&D
innovators are focusing on the
convergence of talent development,
skill-based planning, and internal
mobility to build work culture
based on continuous learning.

L&D in Transition

Learning leaders lived up to
high expectations in the past two
years — helping people pivot to
pandemic protocols, remote work,
and hybrid operations. They now
have their executive leaders’ ears
and will continue influencing how
their organizations adapt to change
and re-imagine the future.

Learning lights up company
culture. Culture is having a
watershed moment. According to
Glint data, having opportunities to
learn and grow is now the number
one factor that people say defines
an exceptional work environment.
On top of that, employees who rate
their culture highly are 25% more
likely to be happy at work and 31%
more likely to recommend working
at their organization. The headline

People
Transformation

~

is clear: Learning powers culture, and
culture powers engaged employees
who are energized to innovate, delight
customers, and beat the competition.
Fortunately, almost two-thirds of
L&D professionals see their culture
moving in the right direction.

Learning is becoming critical with
innovative tools and formats. One
way to reframe all this new pressure
is to take a step back and recognize
that learning is rapidly becoming a
critical part of many peoples’ daily
work, including the daily work of
L&D professionals themselves. The
trend shows up in one of the learning
formats that L&D professionals say
they are likely to see more of this year:
on-the-job learning through projects
and gigs.

In the past of couple of years, we
have seen a plethora of Al-enabled
educational tech products entering
the market. Combined with other
emerging technologies such as
virtual reality, augmented reality,
cloud computing, and the Internet of
Things (IoT), there are some rather
innovative products out there to
support workplace learning.

While the page-turner e-learning
courses and the utilitarian LMS
are here to stay for the foreseeable
future, there’s an opportunity to pilot
more varied L&D activities and tools:
personalized learning content using
recommender systems, push content
via chatbots, peer-based knowledge
sharing on collaborative platforms,
and the integration of curated
external content with custom internal
in-house materials.

Improved
Customer
Experience

Efficient
Processes

Source: Teamie

New Challenges for L&D

L&D is still responsible for
producing  high-impact, high-
quality  learning  experiences,
but it is now also being handed
bigger, meatier problems to solve
— like future-proofing entire
organizations. This means L&D
professionals need to develop new
ways of working and constant
prioritization. They also need to
develop some new skills themselves
— like stress management, given
the increasing concern about the
skills gap (the distance between the
skills employers need and the skills
workers have).

Furthermore, L&D plays a
weighty role in Diversity, Equity &
Inclusion strategy. The entire planet
has shared both the battle against
COVID-19 and a new awakening to
the vast inequities in health, wealth,
and opportunity. The L&D response
is strong. Learning teams are
leading the educational charge for
diversity, equity, and inclusion, with
some taking full ownership of DE&I
strategy. The trend is strongest
in North America, where a social
justice movement accompanied the
pandemic.

Globally, Diversity, Equity, and
Inclusion (DE&I) programs are
not a cultural ‘one size fits all’. For
instance, lots of companies have
started rolling out DE&I training

Contd on Page 6
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in Asia and found that the Western
approach does not work. Asking
people to reveal vulnerabilities
openly, stressing politically correct
language, or having unskillfully
facilitated  conversations  can
actually backfire, making people feel
anxious, resentful, and unsafe.

Diversity and inclusion is
the fundamental foundation of
psychological safety. But it helps
to pitch it as a path to higher
performance. People are not
interested in remedial action that
is going to shame them, but they
are interested in opportunities to
become better and more successful.

With companies and employees
rethinking what they want out of
work, care is moving to the center
of conversations about reducing
burnout and boosting well-being.
The most critical factor in a caring
employee experience is each
person’s manager. To that end,
49% of L&D professionals put
increased attention on manager
training and support this past year.
But there’s room for improvement:
only 25% of L&D professionals say
their organizations are prioritizing
manager training that is focused on
work-life balance and well-being.

Busy L&D professionals have less
time to learn. Finding time to learn
is not a new problem. But there
is added urgency around it. New
challenges require tools outside
the traditional L&D toolbox. And
while learning professionals have
developed bigger muscles in certain
areas, it is clear there is still some
work to do. Unfortunately, L&D
professionals are not keeping pace
with others in the category of time
spent learning.

Even as L&D programs become
more strategic and cross-functional,
many L&D professionals have not
changed how they measure success.
In 2022, the top way learning
leaders are gauging the success of
their potentially highly impactful
upskilling and reskilling programs
is the same way they've measured
broader online learning programs
in the past: qualitative feedback.

Interestingly, L&D professionals
in organizations with  high-
performance feel that leadership

skills are most important for the
future. L&D functions are being
asked to take the lead on several
key organization-wide initiatives,
including upskilling the workforce
and internal mobility. This is a change
for L&D professionals who have often
fought the stereotype of being order
takers.

Additionally, L&D professionals in
these high-performing organizations
view business core skills to be as
important as L&D core skills, as they
are likely being asked to apply their
expertise in people development
to some of those more strategic
discussions.

Rethinking Skill Building

According to David Perring, “If you
want to be leading the world, you have
to be learning”. Amid 2022’s storm
of urgent priorities, skill building
and skills-based planning stand
out as the most impactful places to
make progress. While it is natural to
feel anxious that, for example, only
10% of HR and business executives
say their organizations have a
skills database with profiles for all
employees, there’s a light in the dark
clouds. Organizations that shift to
skills-based planning have a unique
chance to catalyze learning culture
and capitalize on emerging trends

66

Don’t forget to
tnvest in yourself.
While L&D
professionals
preach the power
of learning every
day, many forget
to make time
Jor their own
development.
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—especially the convergence of
learning, talent acquisition, talent
development, and the red-hot rise of
internal mobility.

Many upskilling and reskilling
programs are off to a strong start,
but start is the operative word.
According to LinkedIn research,
only 15% of L&D professionals say
they have active upskilling and
reskilling programs, and only 5%
have made it to the stage where they
are measuring and assessing results.

While the topsy-turvy economy
can make it harder to predict the
future, one trend is clear: businesses
are embracing internal mobility.
Cultivating a culture of internal
mobility means giving employees
access to on-the-job learning
opportunities, such as mentorships,
gigs, shadowing, and new jobs. The
benefits are increasingly obvious —
retention, engagement, and agility,
as well as reduced costs and hiring
time. Companies that excel at
internal mobility are able to retain
employees for an average of 5.4
years. That’s nearly 2x as long as
companies that struggle with it,
where the average retention span is

2.9 years.
Organizations must prioritize
enabling  employees’  personal

success through career development.
Learning leaders can create more
robust, sustainable programs by
connecting skill building to career
pathing, internal mobility, and
retention. However, many L&D
professionals haven’t made this
connection yet. While 46% of L&D
professionals said upskilling and
reskilling was a top focus area
this year, internal mobility and
career pathing as well as employee
retention fell toward the bottom.

L&D professionals should
remember the old adage, “If I don’t
care about it, I won’t remember
it, and if I don’t remember it, I'm
certainly not going to apply it.”
Internal mobility, career pathing,
and retention are crucial programs
that provide a consistent and
reliable reason for employees to care
about, remember, and apply their
new skills.

How L&D Succeeds

Today’s successful L&D function
will need to break out of its vertical
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Mr. Muhammad Kollere (Head, Learning Management Unit) facilitating during his FAA presentation session at NDIC

Academy on March 14, 2022

The Transformation of L&D

silo and instead spread itself
horizontally across its organization.
That means working closely with HR
counterparts, executive leadership,
and department heads alike to
craft learning strategy. While the
journey to this ideal may be one of a
thousand miles, many L&D leaders
have already taken that first step.

Many L&D professionals said they
have gotten more cross-functional
this year, but there is room to grow
in terms of HR partners they are
working with. Talent acquisition is a
big area of opportunity this coming
year, as skills-based hiring becomes
more important, and people
analytics could become a strong
partner to illuminate the business
impact of skill-building programs.

In a unique moment in time,
when organizations can rethink
their approach to many aspects of
HR functions, the collaboration
between L&D and people analytics
is resulting in more effective, fact-
based, and impactful learning
experiences.

As mentioned earlier in the report,
the percentage of L&D professionals
who expect to have more spending
power has reached a six-year high.
This is great news given the amount
of work L&D is being asked to do.
Now L&D leaders need to be smart
about how they use the money. They
should consider outsourcing more
manual and administrative tasks,

freeing up time to dig into the areas
that drive business impact.

Itis important to activate managers.
Last year’s report declared managers
the “secret skill-building weapon.”
This year, the importance of managers
has only grown — especially for remote
and hybrid businesses where employees
have fewer serendipitous meetups to
build their networks and increase their
sense of company culture. While the
data shows many L&D professionals
leaning in to activate the power of
managers, we should be wary of over-
relying on them to avoid burnouts.

Listening to learners is a lasting
lesson of transformative times. The
best source for understanding what
employees want and need is employees
themselves. In the past year more
businesses kept an active ear on
employee sentiment by deploying
more frequent surveys, and L&D
professionals  increasingly turned
to employee engagement surveys to
gauge the impact of their programs.

At the same time, this year’s
Workplace Learning Report survey
uncovered an uncomfortable truth:
only 20% of learners agree that their
organization’s leadership currently
values learning more than ever before.
Now is the time to make sure learning
is front and center in workplace
conversations.

Don’t forget to invest in yourself.
While L&D professionals preach the
power of learning every day, many

forget to make time for their own
development. There has never been
a more important time for L&D
professionals to invest in their own
skill building.

Don’t wait for your organization to
tell you what they need. Proactively
identify what ishappening externally
and how that impacts your business
and people. L&D should focus on
anticipating the skills of the future,
recommending learning technology,
and sharing the value of learning
with leaders.

The Next Step Forward

The truly strategic L&D leader
has pulled up a chair and finally sat
down to stay awhile at the executive
table. They've transformed their
organization from a siloed,
vertical function into one that sits
horizontally across HR. Their team
works hand in hand with HR and
business colleagues, laying skills-
based talent development and
learning side by side with mutual
workforce objectives.

They empower individuals to own
their career development, ensuring
everyone has access to the tools and
motivation they need to become
lifelong, continuous learners.

They also know that no matter
where they are on the journey,
progress starts today.

Culled from: https://
learning.linkedin.com/
resources/workplace-
learning-report
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The End Of An Era!

said that “everything that
has a beginning has an
ending”. This statement typified
the mood on March 28, 2022,
when staff of the Academy
turned up en masse to celebrate
the earned retirement of their
Director, Dr Azubike Okoro,
who formally retired from
the service of the Corporation
following an illustrious career
that spanned roughly 30 years.
Prior to his retirement, Dr
Okoro was the maiden Director
of the NDIC Academy, an
institution he had successfully
administered, first as a
Deputy Director in 2016
when it became a full-fledged

It was Jack Kornfield who

Department, and later on as
Director/Chief Learning Officer,
following his promotion which
took effect on 1st January 2017.
As widely recognized by his peers
and colleagues alike, Dr Okoro’s
legacy in the Academy, and
indeed across the Corporation,
reeled of sheer grandeur and
unrivalled pedigree, exemplified
by the Academy’s meteoric
rise to fame, both locally and
internationally. His passion for
the welfare of his colleagues
spurred the Academy to mark his
exit in a grand style.

The event which took place at
A Class Restaurant, Maitama,
Abuja came to life when the
celebrant, in the company of

some close associates, arrived
at the hall. He was greeted in
full applause by a myriad of
expectant cheerful faces who
exuded unfettered delight at
his presence. In his accustomed
good-natured amiability, he
traversed the hall, exchanging
pleasantries with everyone in
sight, before he was finally led to
his reserved seat.

The occasion featured brief
remarks from the celebrant
and members of the Academy
leadership, as well as other
lovely tit bits that spiced up that
evening of fun and laughter.
Dr Okoro will be fondly
remembered for the indelible
imprints he has left in our lives.

T

Dr. Azubike Okoro (Rtd. D/CLO, Academy) flanked by his wife and son during his retirement reception organized by the NDIC

Academy in Abuja on March 28, 2022
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Effective Employee Development
Starts with Managers

By Anand Chopra-McGowan

s the costs of the Great
Afesignation continue to grow,

ompanies need more ways
to attract and retain employees.
One clear approach is to offer
more training and development
— according to a 2019 LinkedIn
study, 94% of employees said they
would stay with their employer if
it invested in their development.
However, the rise of remote work
complicates things. In Training
Magazine’s 2021 Training Industry
Report, respondents said their
biggest challenge was “getting
people engaged in remote training.”

Some companies are trying to solve
this through better technology. New
delivery formats, like cohort-based
courses and technologies like virtual
reality can significantly enhance the
effectiveness of remote training.

But another solution to engaging
employees may lie closer to home:
involving managers. A recent Gallup
survey found that “at least 70% of
the variance in team engagement
is explained by the quality of the
manager or team leader.” It would
seem that this solution is often
overlooked — most managers express
a dim view of the effectiveness of
their Learning and Development
(L&D) function. Companies should
correct this.

Below are five simple but effective
steps to create a more active role for
managers in training and developing
employees:

Let Managers tell you what
they need

Managers have a keen sense of the
skills their team members need to
build, and research shows that they
are more likely to initiate training
than an HR or training professional.

Companies should establish a
process to discover and quantify
training needs directly from
managers. This could be in the form
of a regular survey, supplemented by
in-depth discussions with a selected
group of managers who can give
feedback and guidance on training
initiatives as they’re designed.

-

A cross-section of participants during a Knowledge Sharing session at NDIC
Academy on June 3, 2022

Orsted, the global green energy
company headquartered in Denmark,
has adopted this approach. In 2020,
the company launched a training
program for all employees called
“Power Your Career.” “Our goal was
to improve employee retention and
career mobility,” explains Terese
Korsgaard Christensen, lead HR
consultant at Orsted.

To design an effective program,
Christensen and her colleagues
needed to learn what was causing staff
to feel stuck in their careers. The team
conducted 15 in-depth interviews
with managers across multiple levels
in the company, followed by four
focus groups. The resulting program
focused on addressing specific issues
that managers said were holding back
employee development, like how to
give more constructive feedback and
how to have more effective one-on-
one meetings with employees. It also
included a mandatory component for
managers called “Power Your Team.”

“It was a lot more work to spend
all that time initially with so many
managers, but our impact studies after
the program confirmed that having
managers involved at multiple points
was critical to success. We've seen a
marked improvement in the quality of

manager and employee interaction
and a greater focus on continuous
development”, says Christensen.

Create Targets and Structure
Jor Learning.

It can be hard for managers to
encourage busy and overworked
team members to learn something
new. One solution is to have
designated space and time for
learning, thereby giving managers
cover when encouraging their team
members to participate.

In his book The Curious
Advantage, Novartis chief learning
officer Simon Brown describes his
company’s aspiration of providing
100 hours per year for learning.
Coupled with vocal support from
CEO Vas Narasimhan, the company
has seen employees spend more
than double the amount of time on
learning per year over the past three
years compared to the previous
period. Having the support of
the CEO as well as a quantified
aspiration makes it far easier for
managers to encourage their team
members to participate.

Contd on page 10
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Effective Employee Development Starts with Managers

Contd from page 9

Moreover, employees prefer
clear targets and structure as
well. At Emeritus (where I work)
our research found that workers
generally prefer guided learning
experiences, where training content
and assignments are released on a
schedule with clear milestones, as
compared to self-paced learning,
where all the content is available
at once. A key feature of these
guided learning experiences,
often called cohort-based courses,
is that employees progress
through the course against a fixed
schedule and alongside a group
of peers. The sense of structure
and community helps employees
complete the course, remember
what they learn, and apply it
in their roles, writes Wes Kao,
founder of cohort-based learning
platform Maven.

Give Managers a Specific
Role.

Too few training and skill-
building programs create explicit
roles for managers. This is a
mistake. Managers have much
more visibility and control over
employees’ priorities than a central
HR or L&D team.

Training  programs  should
harness this power to achieve
greater participation. For example,
instead of having a training
initiative be announced by an
L&D person, consider having
the announcement come from
managers directly to their team
members, after which human
resources and L&D professionals
can reinforce and remind.

The French retail giant
Carrefour’s internal “Carrefour
University” gives managers a key
role to play. “All participants that
have been selected to a training
session are informed by their
managers, who are aware of the
development goals of this particular
session, therefore facilitating
the integration of the new skills
acquired in the job,” says Adilson
Borges, the company’s chief
learning officer. The line managers
also encourage the participants to
share their learnings with others

66

Managers are
in a unique
position to

drive employee
retention and
engagement. ..

once they finish their training.

Help Managers Twrn Training
into Action.

Another role is for managers to help
team members apply what they learn.

AEGON, a financial services
company headquartered in the
Netherlands, uses this approach as
part of a companywide “Analytics for
Leaders” program. Run by Chief Data
and Analytics Officer Hiek Van der
Scheer, part of the program involves
developing concrete ideas for how
analytics can be used in various parts
of the business. The participants’
managers play a role in the program
themselves and are responsible for
approving and “owning” these ideas.
“That ownership was important for
me as ‘excellent ideas’ without an
owner won’t get traction,” Van der
Scheer says. One month after the
program, the organizers follow up
with managers to assess the state of
each idea, and to work through any
problems in its way. This process is
repeated regularly, and the company’s
senior management receives a regular
report on the concrete actions that
come out of the training.

Collect Feedback from
Managers.
Most training initiatives only

collect feedback from the participants

themselves. In addition, companies
should collect feedback from the
participants’ managers. The timing
of this collection will need to be
different. Instead of asking for
feedback immediately after the
training session, time it for just
before the training, when managers
can give input about what they
expect, and then 30 to 60 days after.

The questions will also be
different. Instead of asking about
the quality of the training, ask
about the impact. How should team
members apply what they learn?
How did they? What blockers might
be in the way of them applying it
more effectively?

AstraZeneca, the British-
Swedish global Pharmaceutical
and  Biotechnology = Company
has incorporated this approach
into its talent development and
retention strategy. For example, in
the company’s “Leader as Coach”
program, a six-month hands-
on  development  experience,
participants are assessed by the
people they manage as well as
by their own managers. These
assessments take place before,
during, and after the program, and
cover 20 different criteria, including
the extent to which participants
“acknowledge and celebrate team
accomplishments” and “create an
environment that encourages others
to maximize their potential.”

“This is a highly experiential
program incorporating a ‘practice and
apply’ approach so we want to assess
impact in the real work,” says Brian
Murphy, global head of learning &
enterprise capabilities at AstraZeneca.
“The feedback from managers
helps the learner and the L&D team
understand real impact and progress.”

As employers grapple with a
profound shift in the labor market, the
burden of retaining and developing
employees doesnt have to rest
with HR and training teams alone.
Managers are in a unique position
to drive employee retention and
engagement — companies should give
them the structure and tools to do so.

Culled from: https://hbr.
org/2022/03/effective-
employee-development-
starts-with-managers
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Creating Your Personal
Development P

By Rebecca Hart

veryone goes through stages
Ev;rhere they aren’t quite sure
here to go next - and that is fine!
However, it can be helpful to work out
how you want to grow and what you
want to achieve. And, that is just what
you will do in a personal development
plan.

What is a Personal
Development Plan?

To put it simply, it is a written piece
covering your action plan for the future
with development goals. Reflecting
on your goals (not football goals, we
mean the serious real-life goals), you
can work out the steps you need to take
to get to your ideal position, and also
things in which you need to change.

Why Do You Need a Personal
Development Plan?

Whether you are creating it for
your personal or professional use,
the process gives you a benchmark to
work out where you are headed and a
guideline of how to get there.

Sometimes, you can get caught up
with everything that is happening at
the moment, forgetting all your old
plans and dreams. By taking the time to
sit down and think about your future,
you can realize important factors that
matter to you.

A personal development plan gives
you a visual to see your progress and
whether you are going in the right
direction, making your decisions also
feel more worthwhile!

Aspartofajobapplication, businesses
may ask for a personal development
plan as part of the application process.
This helps the business understand
more about yourself and whether
you suit their environment. If you are
completing business training, you may
also be asked to complete a plan to see
what you will achieve.

How to Create a Personal
Development Plan

1. Set Your Goals
Where do you want to be in one year

lan for 2022
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Mrs. Mary Enyi facilitating during her FAA presentation session at the NDIC

Academy on March 17, 2022

or even 5 years? Put yourself into your
life at that point and think what would
be the ideal position for you at that
time? Just be sure to make it realistic;
unfortunately, youre probably not
going to be an astronaut this time next
year. Take time to establish and take
into account your own values and the
environment around you, whether it
is work or your home life; you need to
link it to your real situation to create
sustainable development goals.

Your development needs may include
changing a career, or being promoted;
either way, you need to prepare to
ensure you take this step.

2. Self-reflect Your Strengths
and Weaknesses

After working out where you want to
end up, the next stage is self-reflection.
Identify the areas that you need to
improve in; these are also learning
opportunities!

Also, look at your strengths, how can
you use these and make the most of
them? Consider your learning style and
also the options available for you, for
example, do you have access to further
education? By writing them out, you
will get a visual understanding to see
your strengths and weaknesses. SWOT
analysis is very popular with businesses,
sowhynotuseittoo? Plan out atable with
Strengths, Weaknesses, Opportunities
and Threats to get a complete overview
to assess your personality.

Talking to others may also help you
self reflect, as they will notice things that

you may have not even realized.

3. Build Your Plan

Now it is time to put together the past
2 stages and write out your plan! For
each of your skills and learning gaps,
you can set objectives with SMART
Goals. They are Specific, Measurable,
Achievable, Realistic and Timely. Each
element makes your goals far more
attainable and easier to understand.
Make sure to also cover the, “What,
Why and How” formula to know how
you will achieve your goals.

4. Review and Adapt!

Once you have your personal
development plan, that is great;
however, you may still need to review
and adapt it as things change. A good
plan lets you grow, so understand
that it is not a fixed plan as situations
change; this helps you overcome and
plan from unexpected events.

Bykeepingarecord of your outcomes,
this helps you understand when and
how you reach each stage. If you plan
to do another development plan, then
this will definitely help you understand
what was really achievable!

With this information, you should
be well on your way to starting an
amazing personal development plan.
Good luck!

Culled from: https://unww.
findcourses.co.uk/inspiration/
articles/personal-development-
plan-guide-18173
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How Important is Training
and Development in 20227?

By Kamy Anderson

egardless of a company’s
R‘niche, a clear focus on

earning and development
(L&D) is extremely important.
Anyone who wants to reach success
and stay competitive needs to invest
in continuous employee training.
While this would’ve been a significant
investment just a few years ago, the
rising popularity and effectiveness of
online training software have made it
affordable for a business of any size.
With the ever-advancing technology
and promising results of employee
training efforts so far, it’s clear that
2022 will be the year of learning and
development.

Current Trends in Training
and Development

Currently, only 41% of employers
offer extensive training and
development opportunities for their
employees. This number is, however,
expected to rise in the coming years,
primarily due to the advancements
in e-Learning software.

It's expected that by 2025, the
global e-Learning market will have
reached over $325 billion, with
the main drivers of growth being
an increasing need to train larger
groups of employees and the ever-
decreasing cost of employee
training solutions.

Because of its convenience and
effectiveness, mobile learning will
be on the rise in 2022. Around
70% of the UK population owns a
smartphone, and companies will start
taking advantage of this, offering
better and more personalized training
opportunities.

Benefits of Training and
Development for Employers

There are more than a few reasons
why you, as a business leader, need
to invest in employee training. The
following are just some of the main
benefits of training and development.

1. Aligned Goals

Aligning your company goals and
employee career goals is crucial to
achieving success, and it can be done
through training and development.

When both you and your employees
have a common goal, youll find it
easier to come up with plans and
strategies that will help you realize it.

The best career assessment test can
help you align your goals quite easily.
Your employees can use this test to
gain clear insight into their strengths
and weaknesses, and they can

determine their best career path. You
can then use this information to create
promotion opportunities that will help
your employees realize their potential
while setting your company on a path
to success.

2. Increased  Employee
Retention Rates

Improving your employee
retention rates would have a

significant impact on your bottom
line. Hiring and training new
employees is a time-consuming and
expensive activity. So, the more you
focus on employee retention, the
better will be your ROLI.

Over 80% of employees would
leave their current jobs for better
development opportunities. If you
want to improve your employee
retention rates, you need to offer
them both training opportunities
and career development
opportunities.

3. Enhanced Performance

Unskilled and uneducated
employees can never meet the
performance standards set by those
who are well-versed in the skills
necessary for the job.

If you want to boost performance,
you need to allow your employees
to learn and develop so that they
can adopt the skills and techniques
that will allow them to be more
productive and efficient in their
roles.

4. Satisfied Customers

Providing employee training
opportunities is especially
important for your customer service
agents. 68% of customers say that
a pleasant representative is the key
to better service experiences, and
62% say that the key to a better
experience is the representative’s
resourcefulness and knowledge.

Training your customer service
representatives and teaching them
how to handle your customers
better will significantly improve
your customer satisfaction rates,
and your return on investment will
be almost immediate.




13| INDIC

Academy

Features

The Academy, June, 2022

How Important Is Training and Development in 20227

5. Improved Bottom Line

There’s one clear result of
focusing on employee training and
development — increased profits.

Offering career growth
opportunities to your employees
improves your employee retention
rates. Skilled employees are more
productive and will make fewer
mistakes. Satisfied customers will
stay loyal to your business.

All this adds up to significant
improvements in your bottom line.

Benefits of Training and
Development for Employees

Of course, it’s not just the
company that will benefit from
focusing on employee training. The
employees themselves have a lot
to gain. So, if you're looking for a
new job, here’s why you should go
to a company that offers extensive
employee training opportunities.

1. Mastering the Right Skills

Whether you’re fresh out of
college or have held a prominent
position in a company for years,
training opportunities will allow
you to develop the right skills
needed for future growth.

Each company is different, with
different goals, focuses, and daily
tasks. If you want to advance and
stand out, you need to develop the
skills that will allow you to do so.

A company that helps you work
on self-improvement and skill-
development will help you realize
your career goals and push you
forward.

Armed with the right knowledge
and skills, you’ll be able to find
better and more lucrative roles
within and without your current
company.

2. Finding the Right Career
Path

With the help of the best career
assessment tests, you’ll have an
easier time finding a path that suits
your skills and interests.

As already mentioned, these

g

types of tests can showcase your
strengths and weaknesses. This
allows you to learn what areas you
need to focus on to advance in your
career, and what skills you can go
without.

Having said that, these types of
career assessment tests can also serve
as guides that might highlight career
paths that you've never considered
taking.

You can use the results of these
tests to talk to your employer about
potential promotion or further
development opportunities.

3. Climbing Up the Ladder

Mastering employee training
courses will not only allow you
to become better in your current
role, but it will offer you better
opportunities for climbing up the
ladder within the company, which is
ultimately everyone’s goal.

You will not only have the
opportunity to develop the skills
needed for your current role, but
you’ll also be able to work on
preparing for future positions.

With skills that are already
developed, you’ll have an easier
time adjusting to more demanding
positions with more responsibilities.

4. Staying on Top of Trends
If you're interested in advancing

your career, you need to be aware of
what skills are currently needed and

which ones are becoming obsolete.

This will be especially useful in
tech companies. Technology is
always changing and developing,
and if you cannot stay on top of the
game and keep learning, you risk
falling behind and losing your job.

5. Making
Connections

Important

The greatest benefit of taking
employee training courses, whether
online or offline, is that you will be
able to meet other professionals in
your field.

You'll get the chance to learn
from others and work with them,
which can prove to be invaluable to
your career growth.

In conclusion

Considering what employee
training can offer to both employers
and employees, it won’t be an
overstatement to say that learning
and development is very important.
Developing various skills and
focusing on continuous learning
will prove to be fruitful to anyone.
So, in 2022, employee training will
be considered the most important
task in many companies.

Culled from: https://
www.findcourses.co.uk/
inspiration/hr-learning-
development-articles/how-
important-is-training-18647;
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How to Implement a Learning
and Development Strategy

By Howard Schultz

rom onboarding sessions to
Fon—the—job training, employees

at any organization typically
spend a lot of time learning at
work.  Successful organizations
design and implement specific
strategies for encouraging employee
improvement—called “learning and
development.”

What Is Learning and
Development?
Learning and  development

(L&D) is the process by which
an organization empowers its
employees with skills and knowledge
to increase business performance.
In general, the L&D process follows
the 70:20:10 guideline, which
suggests the ideal learning balance
is 70 percent on-the-job learning,
20 percent collaboration- and
interaction-based learning, and 10
percent formal training.

3 Types of Learning and
Development Strategies

Learning and  development
strategies usually balance 70 percent
on-the-job learning, 20 percent
collaboration-based learning, and
10 percent formal training. This is
known as the 70:20:10 guideline.

. On-the-job  Learning:
Most of an employee’s learning
should come from on-the-job
training, in which they learn the
necessary skills and tools from
team leaders and other employees.
Organizations can facilitate this kind
of learning by encouraging teams to
prioritize instruction while working
and having a robust offering of on-
demand learning tools to answer
employee questions as they arise.

. Collaboration-based
Learning: Collaboration-based
learning should account for around
20 percent of an employee’s learning
experience and be a mixture of
mentoring opportunities, leadership
shadowing, apprenticeships, and
other activities that encourage
cross-team and cross-department

. R

A cross-section of participants during a curriculum review session at NDIC

Academy on June 20, 2022

interaction.

« Formal Training: This should
make up around 10 percent of an
employee’s learning experience.
These experiences may include
real-time online courses, e-learning
classes (especially through a learning
management system or LMS, or a
learning experience program or LXP),
hands-on learning opportunities, and
certifications.

Why Is Learning and
Development Important?

Learning and development is vital
for an organization’s long-term
success. It:

« Increases Organization-wide
Performance. With a strong talent
development strategy, your employees
actively improve their skills and
learn new ones, which measurably
increases work performance and
reduces employee stress. In this
way, L&D strategies are often cost-
effective—you are investing in your
human capital to help generate more
profits and an increased business
impact.

« Creates a more Attractive
Environment. One of the top
reasons people leave a job is that it

did not offer growth or professional
development opportunities. With
a robust learning and development
program, you create an environment
of improvement, encouraging your
current employees to stay (called
“retention”) and attract new talent.
Offering growth opportunities gives
you a competitive advantage over
other organizations that may not
put as much effort into helping
their employees grow. Employee
development can also save you
money because it is much less
expensive to offer skills training to
a current employee than to hire and
onboard a new one.

« Empowers your Employees.
With a learning and development
strategy, you create an environment
that shows you care about your
employees and their future. As a
result, your employees will feel
empowered and more fulfilled in
their work and as individuals.

How to Implement a
Learning and Development
Strategy

Whether you are running your
startup or a newly hired L&D
strategist with human resources,
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here are the basic steps to designing
and implementing a successful L&D

program:

. Assess the Skills
Landscape at your
Organization. To design

a learning and development
strategy, you will first need to
identify and evaluate the skills
and competencies the employees
need most. Are there current areas
in which employees can perform
better? Are there skill gaps between
teams or departments? Are there
new skills for future roles that the
organization wants to fill? These
are good questions to consider
when designing a new learning and
development strategy. In addition,
think of a few key performance
indicators (KPIs) that will help
you evaluate different programs—
for instance, how well a program
aligns with your business goals or
how a program affects employee
performance.

+ Create a Budget. Training
programs are not free, so you will

Features

How to Implement a Learning and Development Strategy

|
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need to figure out how much money
your organization is willing to set
aside for the training and career
development process before you start
reaching out to providers or designing
programs.

« Find Providers. Once you
identify the skills you want to target
and set your training budget, it is
time to start researching providers
who can train your employees in
these areas. Look online, brainstorm
with coworkers, and discuss with
leadership. Asyoudothis, find different
learning methods that are interesting
for employees with different learning
styles and contribute to the 70:20:10
framework. Consider options like
online classes, hands-on training,
mentorship programs, certifications,
leadership shadowing, or executive
coaching.

« Implement the Training
Programs. Let employees know
about the programs you are
implementing and hold sign-ups for
mentorship programs or leadership
shadowing. Schedule any date-based

The Academy, June, 2022

emy on his assumption of office as Director on June

training throughout the year to avoid
any major crunch weeks for any
particular team. Drum up employee
engagement in the programs by
sending reminders and checking
in. Participate in each training and
development program yourself to
ensure they are well-designed and
worthwhile.

» Measure and Review. During
or after each program, get employee
feedback to see which programs
they liked the most and what they
would like to see more of in the
future. In addition, evaluate each
program against your KPIs. You
can also brainstorm new strategies
for empowering new hires early
on—for instance, considering which
employee training programs you can
implement right into the onboarding
process.

Culled from: https://www.
masterclass.com/articles/
learning-and-development-
explained#how-to-implement-
a-learning-and-development-
strategy
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Know Your Facilitators -Internal & External

r. Waziri Mohammed
DGaladima holds a B.sc

Accountancy and MBA
(Finance) degrees from the
University of Maiduguri in
Nigeria. Hehashad aninteresting
working career spanning over
several years in various fields
including Commercial Banking,
Government, Industry and
Education.

He also holds a PhD in Social
Sciences from the University
of Newcastle Upon-Tyne in
the United Kingdom where he
undertook a multi-disciplinary
study into new financial forms/
markets with a particular focus
on Islamic finance in the UK.
He also holds a Post-Graduate
Diploma in Research from the
University of Newcastle Upon-
Tyne.

A Specialist in Emerging
Financial markets with a bias
for alternative economies and
Islamic Finance, he joined the
NDIC in 2017, as a Manager in
the Insurance and Surveillance

Dr. Waziri Mohammed Galadima
(Internal)

department (ISD) where he was
Team Head for the Non-Interest
Banking Team. He is currently
a Principal Manager in the
Research, Policy and Internal
relations department as Head
of the Policy Unit. He was also
amongst the Pioneer facilitators of
the Non-Interest banking course
at the NDIC Academy with which

he has been involved to date.

He is currently representing
the Corporation in the Islamic
Financial Services Board (IFSB)
Malaysia, as a member of
the Technical Committee. In
addition to other assignments, he
currently chairs two standards
development  subcommittees
of the IFSB aimed at
strengthening international
standards namely: Conduct
of Business Supervision in
Takaful undertakings and Core
Principles of Islamic Finance
Regulation (CPIFR) Takaful.
Dr. Waziri is also currently a
review member of the Islamic
Development Bank's (ISDB)-
IFSB Islamic Financial Services
Industry (IFSI) Development:

Ten Year Framework and
Strategies.
In addition to having

a passionate interest in
sustainable living, he enjoys
playing tennis, and travelling.
Dr. Waziri facilitates at
Academy’s technical programs.

Ambrose Ochiegbu Nwogu
(External)

pon  completion  of
l | his secondary school

education, Ambrose
Ochiegbhu Nwogu sat for and
obtained Division One (1) in the
West African School Certificate
Examination @ (WASCE) at

Government Secondary School,
Jos, Plateau State in 1980.

Armed with the excellent result
of Division 1 in the WASCE,
Ambrose got admitted to Abia
State  University, Uturu, in
1982. He graduated in 1986 and
obtained a B.Sc. (Economics) with
a Second Class Honours (Upper
Division). He also emerged as the
Best Graduating Student in the
Department of Economics for the
Class of 1986. Ambrose did his
graduate studies at the University
of Lagos, where he obtained
the Master of Science (MSc) in
International Economics in 1990.

On April 22, 1992, Nwogu
joined the Nigeria Deposit
Insurance Corporation (NDIC) as
a Management Assistant (MA 1).
During his illustrious career that
spanned nearly twenty-seven (27)
years, Nwoguworked in Insurance
& Surveillance Department (ISD)
which was formerly called Off-Site
Supervision Department (OSD).
He also worked in Research,
Policy & International Relations

Department for a number of
years.

During his years at NDIC,
Nwogu performed important
assignments that are worthy of
mention including the following:

. The Stakeholders’ Forum
on Anti-Money Laundering and
Counter-Financing of Terrorism
(AML/CFT) that conducted
the National Risk Assessment
(NRA) of Nigeria, which was a
prerequisite for the admission of
Nigeria as a full-fledged member
ofthe Financial Action Task Force
(FATF). His active participation
in the exercise was rewarded
with a Letter of Commendation
from the Chairman of the
Nigerian Financial Intelligence
Unit (NFIU) who coordinated
the NRA.

. He was a member of the
five-man team that went on a
study visit to Malaysia Deposit
Insurance Corporation (MDIC)
on the extension of deposit
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CDIC Deposit Protection Expands to
include RESPs and RDSPs

=

he Canada Deposit Insurance
TCorporation has expanded
its coverage to Registered
Education Savings Plans (RESPs)
and Registered Disability Savings

Plans (RDSPs).

Deposit protection will now cover
up to $100,000 in both RESPs and
RDSPs at the Crown corporation’s
member institutions.

Coverage already included
deposits of up to $100,000 in
other accounts such as TFSAs,
RRSPs and RRIFs, as well as
regular deposits and trusts.

“With this expansion of
coverage, nearly all personal
deposit accounts at our members
are fully protected by CDIC,”
president and CEO Leah Anderson
said in a statement.

The CDIC also introduced
changes for deposits held in
trust or placed through financial
advisors. The amendments have
different disclosure requirements
depending on whether the trustee
is a professional trustee, a general
trustee or a nominee broker
(such as a financial advisor or
investment dealer).

“The implementation of these
new rules will allow people who
place deposits in this way to feel
confident that their funds are
well-protected when they are held
at a CDIC member institution,”
Anderson said.

The new coverage framework
was announced in the 2019 federal
budget and came into force April

30.

Culled firom: https://www.
investmentexecutive.com/
news/industry-news/cdic-
deposit-protection-expands-
to-include-resps-and-rdsps/

Know Your Facilitators

insurance coverage to Non-
Interest Financial Institutions
(NIFIs). The 32-page report
produced by the team was so
comprehensive in scope and
so rich in content that the
Management of the Corporation
appreciatively awarded Letters
of Commendation to the
five members of the team.
That report constituted the
platform for the Framework for
Extension of Deposit Insurance
Coverage to Non-Interest Banks
in Nigeria.

. He served as a member
of the Technical Committee on
Inclusion of the Competency
Framework for Banks into the
Curriculum of the NDIC Academy.

Nwogu is widely acknowledged
as a consummate facilitator and
subject matter expert, especially
in the areas of Bank Analysis,
Risk-Based Supervision (RBS),
Macro-Prudential Regulation,
Bank Failure Resolution, AML/
CFT, and the mechanics of
Deposit Insurance System (DIS).
Apart from facilitating at NDIC

Academy-organised programs,
he has also had the privilege
of presenting papers at both
national and international fora.

He retired from the service
of the Corporation in January
2019 as a Deputy Director (DD)

in Insurance & Surveillance
Department.
Nwogu’s interests revolve

around reading, writing, and
caring. He is happily married,
and has five children. He
facilitates at Academy’s technical
programs.
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Mr. Bello Hassan (MD/CE), Mrs. Emily Osuji (ED/CS) and Mr. Mustapha M. Ibrahim (ED/OPS) flanked by their team and

staff of the Academy during a tour of NDIC Academy on March 25, 2022

Dr. Azubike Okoro (Rtd. D/CLO, Academy) exchanging pleasantries with staff of the Academy during his retirement reception
in Abuja on March 28, 2022
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Mr. Francis Agboola (D/CLO, Academy) and other executive staff of NDIC Academy on his assumption of office as Director on
June 24, 2022

Dr. Azubike Okoro (Rtd. D/CLO, Academy) flanked by staff of NDIC Academy during his retirement reception in Abuja on
March 28, 2022
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Dr. Azubike Okoro (Rtd. D/CLO, Academy) exchanging pleasantries with Dr. Sani Saidu during his retirement reception in
Abuja on March 28, 2022
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Participants at the Net Dimensions Boot Camp program in Abuja on February 2, 2022
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Mr. Francis Agboola (D/CLO, Academy) flanked by other Management staff of the Academy during his first briefing as
Director on June 24, 2022
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Mrs. Mary Enyi and Mr. Vincent Ajah wrapping up a poll during an FAA presentation session at NDIC Academy on March
17, 2022

Dr. Azubike Okoro (Rtd. D/CLO, Academy) flanked by other Management staff of the Academy during his retirement
reception in Abuja on March 28, 2022
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L-R: Mrs. Amina Yakubu (Head, Program Delivery Unit), Dr. Azubike Okoro (Rtd. D/CLO, Academy) and Mr. Muhammad
Kollere (Head, Learning Management Unit) at the retirement reception of Dr. Azubike Okoro in Abuja on March 28, 2022

Dr. Azubike Okoro (Rtd. D/CLO, Academy) flanked by staff of NDIC Academy during his retirement reception in Abuja on
March 28, 2022
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Mrs. Amina Yakubu (left) interacting with Dr. Azubike Okoro and his wife during his retirement reception in Abuja on

March 28, 2022

Mr. Theophilus Ogedegbe facilitating at the Net Dimensions Boot Camp program in Abuja on February 1, 2022
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Dr. Azubike Okoro (Rtd. D/CLO, Academy) exchanging pleasantries with staff of the Academy during his retirement

reception in Abuja on March 28, 2022

Mr. Vincent Ajah, brandishing a prize on behalf of his team mates during an FAA presentation session at NDIC Academy
on March 17, 2022
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Dr. Azubike Okoro (Rtd. D/CLO, Academy) flanked by staff of NDIC Academy during his retirement reception in Abuja on
March 28, 2022

A cross-section of participants from Strategy Development Department during a Stratex program at the Academy on May
17, 2022




27 | INDIC FEEDBACK FROM TRAINING | TheAcadenmy, iune sz

Academy

At the NDIC Academy, we love feedback!
It helps us improve on the standards of \ | y A .
our facilities, programs and processes.
Please find below some thoughts from our
colleagues across the Corporation:

The Academy Boot Camp was one of a kind. It F E D B A Lo

was a time to get together with my colleagues in
an environment of fun and learning. I implore
all departments to do same because it certainly
strengthens the bond among colleagues.

- Kenneth Yuguda, Academy (Net Dimensions
Boot Camp)

The DTOs sensitization program was indeed a
forum where the Academy and Departmental
Training Officers interacted on how to enhance
the competencies, skills and quality of manpower
of the Corporation. I hope the program shall be

sustained and conducted at least twice a year.

I enjoyed the Net Dimensions Boot Camp so much e thank the Management for the foresight in
because I had a practical learning experience on introducing this course.

the E-learning platform. I can now create a module,  _ Abdullahi Mustapha Maikudi, AZO (DTOs
enroll participants, and extract a learning report Sensitization Program)

from the platform. Thank you for the experience.
- Achimugu Aduku, HRD (Net Dimensions Boot

The Training was informative and well-organised.
Camp)

However, more time should be spent on Excel,
Word and Powerpoint, instead of Corel Draw and

I would like to commend the Academy for InDesign Modules.

the wonderful learning experience at the Net

Dimensions Boot Camp which took place this - Odiakose Anaeto-Momodu, BED (Advanced
year. It was such a rewarding time spent with my ICT Program)

colleagues in a more relaxed environment. We
bonded, learnt so much and took away valuable
knowledge. I look forward to attending more of

such programs in the future. did
- Nasir Auwal, ITD (Net Dimensions Boot Camp)

YOU

The program would enable supervisors relate better
with their team as leaders and play the role of
mentors, counselors and a coach for performance
improvement.

- Fatokun, A. CBN (Team Management Program)

® The Academy has a brand new
Director in person of Mr. Francis
Adekunle Agboola.

® The Academy recently reviewed

and updated its training curricular to
accommodate current developments in
the learning space

® The Academy has trained over
15 staff of the Corporation as
Certified Training Professionals

® The Academy trains foreign
participants from sister DIS agencies
tuition-free

The Academy deserves commendation for careful .
selection of consultants and experienced facilitators. ’ m Ta
-Musa Ibrahim Ogah, YZO (Team Management) @ndic_scademy  ndic_academy  wDIC Arademy
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