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Empowering the
Workforce: The Rise of
Employee-Led Training

By SAM ZHENG

en employees have a say in
what, how, and when they
learn, they are more invested

and better equipped to adapt to the
evolving demands of their roles.

The landscape of Learning and
Development (L&D) and Human
Resources (HR) will undergo a
significant transformation with the
emergence of employee-led training.
This trend marks a departure from
traditional top-down training
methods, emphasizing instead the
autonomy and individual needs
of each employee in their learning
journey.

Traditional training often adopts a
one-size-fits-all approach, which can
be limiting and ineffective. In contrast,
employee-led training empowers
individuals to tailor their learning

experiences to their specific needs
and interests. This autonomy
not only fosters a greater sense
of ownership and responsibility
for personal growth but also
significantly enhances motivation
and engagement. When employees
have a say in what, how, and when
they learn, they are more invested
and better equipped to adapt to the
evolving demands of their roles.

Peer-to-Peer Learning

A key aspect of employee-led
training is the emphasis on peer-
to-peer learning. Employees share
their expertise and experiences,
creating a pool of practical, real-
world knowledge. This collaborative
approach not only strengthens
individual skills but builds a more
cohesive and informed team. By

Contd on Page 4
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ear colleagues and
friends, I trust this
message finds you

well and safe. The holidays
have all come and gone, and
the time has come for us to
roll up our sleeves and get to
work. The past year brought
about some unprecedented
difficulties, ranging from
interest rate hikes to unstable
exchange rates, culminating
in hyperinflation and high
costs of living. But as the
popular adage hints, we have a
responsibility to cut our coats
according to our clothes to
enable us to lead fulfilled lives.

It is therefore with great
pleasure that I present to
you the latest edition of The
Academy,theNDICAcademy’s
biannual newsletter, which
highlights the department’s
major activities over the past
six months. This edition, being
the first for the year, features
many forward-looking articles
and creative resources that are
tailored to prepare us for the
challenges and opportunities
that lie ahead in 2025.

The Features Column is
replete with scholarly articles
sourced from  reputable
international ~ publications,
curated to enrich the
intellectual engagement of
our readers. Articles such as
“Empowering the Workforce:
The Rise of Employee-Led
Training” by Sam Zheng,
“How L&D Can Create Value:
Leveraging Technologies to
Organizational Advantage” by
Laura Overton, and “Amid the
Pace of Change, Learning and
Development Can Be Mission-
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Critical” by Anthony Stephan,
among others, seek to address
critical and enduring issues of
relevance to the ever-evolving
banking and finance industry
where regulators, supervisors,
and other stakeholders remain
at the forefront of information
acquisition and application.
he News Segment also
I highlights the Knowledge
Sharing activities of the
Academy which aim to advance
the Corporation’s commitment
to employee  professional
development and organizational
enrichment through structured
engagements. It also showcases
the  memorable  moments
of learning and fun that
characterized the Academy's
departmental retreat, fostering
a vibrant atmosphere that
strengthened enduring bonds
among colleagues.
In the Know Your Facilitators
Column, we present concise
profiles of two esteemed

Mrs. Oluwanisola E. Rosemary
(Director/CLO, NDIC Academy)

The Academy, December, 2024

Dr. Bisalla
Muhammad Lawal, an
external facilitator, is
a  distinguished  expert
with over 20 years of
experience in the field of
Learning Development and
Consultancy and currently
serves as a Chief Consultant
in the Department of
Accreditation of the Center for
Management Development
(CMD). Miss Esuru Ahaneku,
an internal facilitator and
a Fellow of the Association
of  Chartered Certified
Accountants (ACCA), is
a Manager in the Bank
Examination Department of
the Corporation and brings
extensive experience to her
role as a valued resource

person.
n the
IColumn, we  provide
updates on recent
developments at the Reserve
Bank of India, specifically
regarding the proposal to
introduce risk-based pricing
for bank deposit insurance.
We also hint at the plans by
the Federal Deposit Insurance
Corporation (FDIC) to protect
customers from Fintech
failures.

Lastly, our Photo Splash
Column continues to captivate
with a vibrant collection of
photographs from recent
events at the Academy,
offering a visual delight to our
readers.

As you glide through the
pages of this newsletter, I wish
you a happy and prosperous
New Year.

Warm regards.

facilitators.

Foreign News
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tapping into the collective wisdom
of the workforce, organizations
can create a more resilient and
adaptable learning environment.

Layering video training on
top of this approach greatly
improves knowledge retention

when compared to traditional,
text-based standard operating
procedure (SOP) documents.

Integration of AI Tools

The integration of artificial
intelligence (AI) in employee-led
training is becoming increasingly
significant. AI tools can assist
in capturing and sharing expert
knowledge within an organization,
transforming it into accessible and
interactive training experiences.
This technological advancement
makes learning more inclusive and
far-reaching, catering to diverse
employee needs.

In an era where manufacturers

are facing a significant shortage
of more than 2 million workers,
organizations focused on employee-
led training programs will win
the war for talent. While only 29
per cent of current manufacturing
workers possess the necessary skills
to adapt to changing technology, 4
out of 5 manufacturing employees
said they were interested in learning
new workplace skills in 2022.
Businesses prioritizing effective,
engaging training programs will
be the ones workers will turn to in
an increasingly employee-driven
market.

Consider a manufacturing plant
that has implemented an Al-assisted
training process. Traditionally, new
employees underwent a lengthy,
generalized training program. With
the new system, experienced workers
could record their methods and tips,
creating a personalized training
library. New hires then could
access this library, learning directly
from their peers’ experiences. This
approach not only speeds up the
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Mr. Adebisi Abegunde facilitating during the Academy's Retreat in Abuja on Thursday, October
3, 2024.

training process but enhances
the quality of learning, making it
directly relevant to specific roles.

Organizational Culture

Implementing employee-led
training  profoundly  impacts
organizational culture. It fosters
an environment of continuous
learning and mutual support,
where employees are encouraged
to grow and contribute to the
growth of others. This culture
benefits individual development
and enhances the overall
adaptability and competitiveness
of the organization. Collaborative
learning improves focus, resulting
in 64 per cent longer attention to
the task than when working alone.

Challenges

While employee-led training
offers significant benefits, there are
challenges to consider. Ensuring
the quality and consistency of peer-
generated content is essential.
Organizations also must find a
balance between guided learning
pathways and employee autonomy
to ensure essential skills and
knowledge are adequately covered.

Moving forward, the trend of
employee-led training is set to
redefine the landscape of L&D and
HR. By empowering employees
to take control of their learning
and leveraging technologies such
as Al, organizations can create
more effective, engaging, and
personalized training experiences.
This shift not only enhances
individual employee development
but also fortifies the organization
as a whole against the challenges
of an ever-evolving business world.

Culled Jrom: https://
trainingmag.com/
empowering-the-workforce-
the-rise-of-employee-led-
training-in-2024/
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Amid the Pace of Change, Learning and
Development Can Be Mission-Critical
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Mprs. Emily Osuji (ED/CS, NDIC) addressing participants during the Academy's Retreat in Abuja on Thursday, October 3, 2024.

BY ANTHONY STEPHAN

n our current economic
Ilandscape, many boardrooms
may face big decisions on where

to cut and where to invest. As
companies consider how to allocate
capital to prepare for an exciting but
uncertain future, it seems unlikely
they would dispute the importance
of investing in technology to
stay ahead of competitors, gain
efficiencies and grow market share.
However, technology investments
aren’t generally enough without the
learning and development (L&D)
programs to match. Given the awe-
inspiring pace of change, L&D is
often no longer just a nice-to-have.
Tomorrow will be here before
we know it, and the Institute for
the Future predicts that 85% of the
tech skills needed by 2030 don’t
yet exist. Dynamic L&D programs
will likely be key to things like

successful retention and recruitment
efforts, productivity and fulfilment of
employees and effectively deploying
new technologies and strategies.

In today’s dynamic, unpredictable,
and ever-evolving market, L&D
should be a strategic priority at the
highestlevel. Here are three important
considerations for business leaders.

Your L&D should Match the

Agility of the Market
The  breathtaking pace  of
technological change means

organizations should be constantly
learning how to operate in new ways.
It used to be that businesses generally
planned for smooth sailing, adjusting
to occasional bumps in the road.
Now, disruption seems never-ending,
with the needs and expectations
of stakeholders, companies and
customers constantly evolving.

Don’t expect this to change. The
World Economic Forum’s Future of

Jobs Report found that nearly half
(44%) of an individual worker’s
skills need to be updated. And
that’s just for today’s jobs, let alone
tomorrow’s.

One-size-fits-all L&D programs
may not be able to help companies
adapt to this. Since market and
talent needs are often changing
faster than traditional programs
can anticipate, consider taking
steps to evolve your L&D program
beyond role-based, moment-in-
time courses. Ensure that it is
flexible and scalable in a way that
keeps pace with the accelerated rate
of change, or investments toward
other transformations may fall flat.
For instance, Deloitte developed
five new programs on generative Al
and deployed them to over 5,000
employees in less than 60 days. This
shoring up of our Al specialization

Contd on Page 6
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A cross-section of participants exchanging pleasantries during the Departmental Training Officers (DTO) Sensitization Program in

Abuja on Monday, December 2, 2024.

Contd from page 5

can now better serve both their
employees and clients in their Al
transformations.

Make L&D a C-suite Priority

The ever-changing demands of
the economy and the marketplace
mean that L&D should not be
confined to HR. It should also
be tied to business performance
and tangible outcomes. Business
leaders should understand
that quality L&D experiences
can help create real value for
their companies, sparking both
innovation and growth. L&D can
improve employee well-being,
clarify their sense of purpose and
help them master cutting-edge
technologies like quantum, cloud
and 5G.

Given its catalytic effect on
so many C-level priorities,
particularly in a still-tight talent
market, L&D should take a place
on the C-suite agenda.

Once it is elevated to a strategic

investment, leaders can begin to
measure business value and tie it to
performance. Strict accountability
can be particularly important when
resources are constrained, and
leaders should be able to tie L&D
efforts to measurable business
outcomes across areas like business
operations, employee retention and
talent acquisition, productivity,
sales and customer loyalty.

Avoid creating your own
skills gap

Many industries are now grappling
with a significant skillset gap among
their workers. By making big
investments in technology without
sufficient L&D to support current
and future needs, businesses could
risk either creating or exacerbating
their own skills gap.

Given the rapid development
of new tech skills needed for new
types of jobs, enterprises generally
have two choices—either build
capabilities internally or hire from
the outside. And in today’s talent
market, it could be worth it to

develop those skillsets yourself
using agile L&D programs rather
than having to heavily rely on
external hires.

Underinvestment in L&D can
jeopardize both the pace and
effectiveness of an organization’s
digital transformation efforts.
Take Generative AI. Without L&D,
businesses could run the risk of
moving either too fast or too slow,
not onboarding the technology
correctly, or being noncompliant
with applicable regulations.

Business leaders must make
L&D a strategic priority as it can
help future-proof organizations,
enabling them to be more
innovative and better able to
withstand an economic downturn.
Committing now can help prepare
for the exciting challenges to come.

Culled Jrom: https://
www.forbes.com/
councils/for-besbusiness-
council/2024/03/07/
amid-pace-of-change-
learning-and-development-
can-be-mission-critical/
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How L&D Can Create Value:
Leveraging Technologies to
Organizational Advantage

By LAURA OVERTON

he L&D industry has seen
I decades of new technologies
arrive, heralding the
potential to transform how we
offer learning opportunities and
optimize performance. From the
internet and mobile technologies
to social media and virtual
and augmented learning, new
technology has created incredible
opportunities for L&D.

While digital use is definitely on
the rise, with research from the
Chartered Institute of Personnel
Development (CIPD) showing that
48% of L&D professionals have
reported a net increase in digital
learning solutions over a 12-month
period, no single technology has
truly dislodged the main form of
L&D intervention — face-to-face

programmes and initiatives.

However, generative Al and large
language models have increasingly
burst onto the scene. With a low
barrier to entry, generative AlI,
the fastest-adopted technology
in history, is now showering
individuals and organizations with
new opportunities to enhance their
digital experiences, communication
and creativity.

So, how do we respond to this
new era of generative AI? And how
do we harness these new tools to
drive better business value without

becoming overwhelmed in the
process?

The Digital Opportunity
McKinsey’s report on The

Economic Potential of Generative

a

Al reminds us that productivity
enhancements could add trillions
of dollars to the global economy.
It also predicts that half of today’s
work activities could be automated
roughly a decade earlier than
previously predicted.

With new jobs appearing and
others disappearing, business
leaders are reviewing their
commitment to reskilling and
upskilling the workforce.

The good news is that the
modern L&D department is
ideally positioned to ensure
that individuals, teams and
organizations are equipped, ready
to learn fast and make a valuable
contribution to both people and
organizational priorities. And we
are turning to technology to help.

Indeed, the 2019 Transformation

Contd on Page 8




The Academy, December, 2024

Features

INDIC

Academy

| 8

How L&D Can Create Value: Leveraging

Technologies to Organizational Advantage

Contd from page 7

Curve Benchmark Research
showed that high-performing
learning organizations were

investing more of their budget
in a wider range of tools and
technologies than their less
mature peers. CIPD’s Learning
at-work research backs this up,
finding that those L&D teams who
were recognized by their business
leaders for contributing business
value were more likely to be using
a broad range of technologies to
support their learning offering.

Going Back to Basics

That said, the tools themselves
do not create an impact. It is how
they are applied to the learning
challenge at hand that matters.
This means going back to the
basic foundations of how people
learn.

Increasingly, learning scientists
have shown us that, to underpin
personal and organizational
productivity in the future, we
need to understand that learning
is so much more than just
exposing people to knowledge.

Stella  Collins, author of
Neuroscience for Learning and
Development, describes four
elements of a learning framework
that map to how our brains learn:

Guide: Use a scaffolded
approach to help individuals be
aware of what is important in the
journey ahead and introduce new
information in such a way that
it doesn’t overwhelm or distract
them.

Experiment: Create
opportunities for individuals to
consciously practise new ideas in
a safe environment and find ways
to connect information to real

life.

Apply: Help individuals shift
from theory to practice (a process
at the heart of learning transfer),
helping them create connections
with the workplace and with others.

Retain: Remember the importance
of recall, reflection and embedding
learning into practice (the role of
spaced repetition).

Is our Go-to Technology

Creating a Gap?

Looking at the CIPD’s Learning
at Work research over the past four

14

From the
internet
and mobile
technologies
to social media
and virtual
and augmented
learning, new
technology
has created
incredible
opportunities
for L&D

PY

years, we see that the predominant
use of technology is limited to the
first area of guiding — producing
content and introducing knowledge.

Individuals are bombarded with
content from all directions, and
yet only 3—4% are using curation
tools to target learning content
effectively. Few are exploring
augmented and virtual reality, even
though we know that individuals
require opportunities to experiment
and practise to shift behaviour and
build skills.

When it comes to connecting
individuals and sharing and
learning from each other (essential
elements to help us transfer ideas
back into the reality of work), we've
seen an increase in collaboration
tools, but the use of technology to
digitally support and personalize
coaching, or encourage peer-to-
peer knowledge-sharing, has been
static.

Since 2020, there has been little
shift in L&D investment in the tools
embedding and supporting learning
in the heart of work, essential
for building performance and
retention. These technologies, while
having the potential to turn new
ideas into everyday practice and
support performance at the point of
need, are missing from many L&D
kitbags.

Through

Driving Value

Technology

In 2021, we started looking at
different types of digital adopters:

Minimalists: L&D teams who
use two or fewer simple content
tools and administrative tools (48%
of respondents)

Content Advocates: L&D
teams who use three or more
content and administrative tools
(36% of respondents)

Contd on Page 10
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The Rise of Intentional Learning:
The Shift Shaping Workforce
Development Strategies
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Mrs. Oluwanisola Rosemary (Director/CLO, NDIC Academy) addressing participants during the Academy's Retreat in Abuja on Thursday,
October 3, 2024

By THOMAS SCHIPPEREN

midst AI disruption, tech
Aayoﬂs, and continuing labour
hortages, it would be logical
to think that resilience would be
the top priority for people leaders.
However, data from Lepaya’s State
of Skills report reveals an interesting
shift in upskilling focus, with a new
skill coming to the fore: intentional
learning.

Drawing on data from 18,179
learners across 170 companies,
Lepaya’s State of Skills report
shows that intentional learning
increased in hours trained by 461%
while resilience decreased by 37%.
In recent times where disruption
was still the norm, this contradicts
expectations that enterprises would
continue prioritizing resilience

skills in workforce development and
training.

So what’s behind this shift, and
what does it mean for the future of
workforce development strategies?
Below, we unpack intentional
learning, looking at the factors driving
its rise and the role it plays within
the wider move towards skills-based
organizations.

Intentional Learning is the
New Resilience

Through intentional learning,
employees learn to embrace
challenges, adapt, excel, and view
everyday experiences as opportunities
for growth. Intentional learning
includes training such as personal
strengths development, driving a
feedback culture and growth mindset.

It enables individuals to reflect on
and apply acquired skills, driving
a culture of continuous learning
in organizations and positively
influencing team environments.

Over 83% of the analyzed
enterprises in our report combined
intentional learning with at least
one of the top three skills driving
learning and development —
leadership, collaboration, and
analytical thinking.

“Learning is a skill to be learned
and learned quicker than ever
before. Intentional learning means
taking the responsibility of learning
into your own hands. It means that
you look at your skill set and make
conscious choices about how you
want your career to develop.”

Contd on Page 11
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Broad-range Users: L&D
teams who include three or more
non-content-related tools (15% of
respondents).

At the time, our analysis showed
that organizations that adopt a
more sophisticated, ‘broad-range’
approach to technology are moving
beyond content to explore how
technology can support the full
learning workflow and are enabling
workplace learning beyond the
classroom.

So, what can the broad-range
adopters teach us about driving
better L&D  value through
technology?

Lessons from Broad-range
Technology Adopters

Align your strategy to
organizational goals: Keep your
eye on the organization and people's
priorities, not just the technology.
Too often, technology has been
used to support the goals of the
L&D department (delivering more
courses for less money), rather
than focusing on how we can use
the tools to support organizational
priorities of achieving growth
targets, enhancing productivity,
addressing skills shortages and
improving staff retention. The
CIPD’s How to Choose the Right
Technology for Your Business guide
reminds us that the successful
rollout of any technology depends
more on supporting people through
the change than on the technology
itself. Today, only 22% of L&D
professionals strongly agree that we
act based on our organization and
the commercial context and wider
world of work.

Focus on performance:
Employees are probably ahead
of the curve when it comes

to understanding their direct
performance issues and using Al to
find ways to address them. Marc Zao-
Sanders researched how generative
AT is being used ‘in the wild’ and
found that every day, individuals are
using it to brainstorm ideas, explain
things more simply, provide real-time
help and enable critical thinking.
Generative Al also provides L&D
with the opportunity to analyze data
more effectively to pinpoint specific
performance issues. According to
a recent study by Donald H Taylor
and Egle Vinauskaite, 25% of a self-
selecting group of L&D leaders were
using generative AI to support the
analysis of qualitative data. One
of those was James Swift, Director
of Talent and Development at the
international consultancy company
Leyton. James worked with AI to
analyze the behaviours of their
top performers and distil those
behaviours into eight skills. He then
provided specific coaching on those
skills and, within eight months, 80%
of the effective practice behaviours
were being exhibited in 80% of client
calls.

Build skill, not content:
Broad-range wusers of technology
draw on their understanding of
how individuals learn to inform
their technology choices. Our study
showed that they were more likely
to enable user-generated learning
and to use chatbots and technology
to support coaching and mentoring.
That was before the new version of
GTP 4.0 (omni) was released, which
enables AI to reason and review
rapidly across voice, video and text.
This is potentially a game-changer,
as the technology can now adapt to
tutor individuals in a unique and
personalized way to help them build
new sKkills. In his new book, Brave
New Words, Salman Khan shows how
he has already embedded the AT tutor

into the Kahn Academy, offering
dynamic, specific and thoughtful
encouragement and feedback to
individuals as they progress from
novice to master. While benchmarks
on effective practice are yet to
play out and, of course, we need
to be mindful of the quality of
training chatbots, advancements in
generative Al provide a clearer route
for L&D to shift GEAR — moving
from guidance to experimentation,
application and retention — more
effectively.

Keep learning: Taylor and
Vinauskaite’s study shows that
generative Al provides ways for L&D
toresearch, create, translate, manage
and analyze. But it predominantly
creates opportunities for L&D to
keep learning. The CIPD’s advice
for preparing your organization for
Al use includes recommendations
to create space and time to try new
things and experiment.

Conclusion

Generative Al tools, with their
low barrier to entry, have the
potential to change the game
for L&D professionals and drive
added value to both individuals
and organizations. However, we
need to be careful not to focus on
tools centred only on producing
content. Instead, we should look
at how learning technologies can
drive better business value by
successfully embracing generative
AI: keep our focus on business goals
and performance outcomes, use our
understanding of how people learn,
master new ideas to inform our
decisions — and keep learning.

Culled from: https://www.
cipd.org/en/views-and-
insights/thought-leadership/
insight/learning-value-
technology/
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Factors Driving the Rise of
Intentional Learning

In a world where the shelf life of
skills has decreased dramatically—
with some estimates showing that
new capabilities will be relevant for
just 5 years—it makes sense that the
act of learning itself has become one
of the most valuable skills to acquire.

This rapid decline in skill shelf life
can, in large part, be attributed to
AlI. Now that some of the buzz has
started to die down and businesses
are increasingly integrating Al
solutions like ChatGPT into their
workflows, the upskilling focus has
turned to developing knowledge and
skill sets that will allow people to
grow with innovation. Organizations
are asking how they can develop the
right skills for the right talent at the
right time so that they can better
respond to market trends and gain a
competitive edge.

Intentional learning is not only
helping organizations stay ahead of
skill gaps rather than simply staying
afloat and adapting to change,
but it also is playing a large role in
increasing talent retention rates. As
employees become more intentional

about their career growth and the
skills they need, many companies are
filling vacancies with internal talent
and decreasing their reliance on
hiring from the external market.

In the second half of 2023, the
global turnover rate returned to
pre-pandemic levels at 2.3% and
companies restored some economic
stability. While career mobility was
not the only reason behind higher
retention rates, allowing talent to
reflect on their learning and build on
core skill sets was a crucial factor.

As retention rates go up, learning
and development teams will need to
continue to find ways to engage talent
and define clear career pathways to
ensure their career progression is
matched with the relevant skills.

“Continuous development  is
required when working in a young,

dynamic team, where young
professionals and leaders get extra
responsibility quickly."

What Intentional Learning
Means for the Future of
Workforce Development and
Training

The rise of intentional learning is
closely linked with the emergence
of skills-based organizations, where
the focus shifts from traditional job

L-R: Mr. Declan Anaghara, Mr. Abdullahi Kabeer, Mr. Mahmoud Marafa and Mr. Dauda Sabiya
during the Academy's Retreat in Abuja on Thursday, October 3, 2024

roles to a more fluid, skill-centric
approach to talent management. In
these organizations, the emphasis is
on identifying and nurturing specific
skills that align with business
goals and drive success rather than
sticking strictly to predefined job
descriptions.

This is especially important in the
age of AI and automation, where
keeping up with advancements is
critical. By shifting the focus to
skills, organizations can become
more adaptable and equitable,
uniting teams around projects or
overarching goals to be solved rather
than job functions.

It’s an approach with big pay-
off potential. A Deloitte Global
Survey of 1,021 workers and 225
business and HR executives across
industries found that skills-based
organizations were 63% more likely
to achieve results.

Intentional learning plays a
pivotal role in this workforce
transformation, as it empowers L&D
leaders to proactively identify the
skills their employees need to thrive
in their current roles and to prepare
for future opportunities within the
company.

In 2024, many enterprises will
restructure to become skills-
based. As they do, people leaders
need to become more strategic
and work to foster a culture of
intentional learning. This will help
talent to become active drivers of
their learning while also igniting
innovation that benefits the
organization as a whole.

“We see an increased appetite
for working towards a skills-based
organization from our clients and
intentional learning could play
a significant role in upping or
reskilling the workforce.”

Culled from: https://www.
lepaya.com/blog/workforce-
development-strategies-
in-2024
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2024 Knowledge Sharing Highlights

n  alignment with the
Corporation's extant
knowledge-sharing policy,

the Academy demonstrated its
commitment to fostering a culture
of learning and collaboration
through a series of knowledge-
sharing sessions conducted across
various quarters in 2024. These
sessions provided a platform
for insightful discussions and
knowledge transfer, spearheaded
by seasoned staff of the department.

Inthefirstquarter,on Wednesday,
28th February 2024, the Academy
hosted a comprehensive series
of presentations focusing on
the core functions and activities

of its key operational Units.
Notable contributors included
Chukwuemeka Njoku who

delivered an enlightening session
on the Programme Delivery Unit
(PDU); Gamji Ishaku who shared
invaluable insights on the Shared
Services Unit (SSU); and Aliyu
Lawal who shed light on the critical
roles of the Learning Management
Unit (LMU).

As the year progressed, the

Mrs. Maryam Suleiman facilitating during the Knowledge Sharing session in Abuja on Thursday,

October 3, 2024

Academy turned its attention to the
art and science of facilitating learning.
On Tuesday, 13th and Wednesday,
14th August 2024, a series of vibrant
presentations were conducted on
the topic "Facilitating Learning:
Online and In-Person." This engaging

Mr. Chukwuemeka Njoku facilitating during the Knowledge Sharing session in Abuja on

Tuesday, August 13, 2024

discourse featured contributions
from various staff of the Academy
such as Njoku Chukwuemeka, Doba
Musa, Mustapha Botulmi, Maigida
Yasmin, Ajah Vincent, Mahmoud
Marafa, Iyiola Oluwaseyi, and
Rufus David. Several papers were
presented to hone the skills of the
presenters in line with global best
practices in training facilitation.

The knowledge-sharing journey
culminated on Thursday, 3ist
October 2024, with an insightful
presentation by Miss Kejeh
Eucharia. Her discourse on
"Corporate Governance: Issues and
Challenges" highlighted critical
considerations and  emerging
trends in fostering sustainable
growth, maintaining stakeholder
confidence, and upholding ethical
standards.

Through these structured
engagements, the Academy not only
advanced the Corporation’s mission
of knowledge dissemination but
also reinforced its role as a beacon
of excellence in staff professional
development.
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s part of its commitment
to excellence, the NDIC
cademy conducts three

key surveys annually to enhance
training and service delivery. These
are the Training Needs Analysis,
the Training Impact Evaluation,
and the Service Delivery Survey.
These studies assist the Academy in
carrying out its functions effectively
by providing crucial insights for
continuous  improvement. In
November 2024, the Academy
administered these surveys to
a cross-section of employees to
identify skill gaps, evaluate the
impact of training programs, and
assess service quality.

Training Needs Analysis

The Training Needs Analysis
Survey identifies skill gaps that
need to be bridged for employees
to effectively perform their duties.
Notably, the Academy’s annual
training plan is developed based
on findings from the previous
year’s TNA survey. A total of 458
respondents completed the TNA
Survey, with the result suggesting
critical skill gaps among staff
employed since 2010, particularly
regarding flagship courses under
the Bank Supervision School. To

Annual Surveys

The Academy, December, 2024

address these gaps, the Academy plans
to place greater emphasis on technical
courses central to the Corporation's
mandates. This focus aims to bridge
existing skill and knowledge gaps,
ensuring that staff are equipped to
meet evolving professional demands.

Training Impact Evaluation
Survey

The Training Impact Evaluation
Survey seeks to assess the behavioral
and skill-based improvements that
staff recorded in their job functions
due to the learning and development
activities of the NDIC Academy.
The result of the Training Impact
Evaluation Survey conducted on
12 selected courses and responded
to by 154 staff, revealed that the

training programs had a largely
positive impact on job performance,
demonstrating the effectiveness of
the Academy’s training initiatives.
However, while the findings validate
the currency of its training curricula,
the Academy needs to continuously
review them in line with emerging
trends in the banking industry.

Service Delivery Survey

The Service Delivery Survey
evaluates the quality of services
rendered by the Academy across its
training programs and determines
the level of satisfaction of NDIC
staff with such services. About 150
respondents who completed the
Service Delivery Survey expressed
satisfaction with the Academy’s
services while providing feedback
and suggestions for improvement.
Notably, there is a need for
improvement in catering services,
administration = of  pre-course
materials, effective collaboration
with Departmental Training Officers
and other stakeholders, and the
extension of Quality Assurance to
programs outside Abuja.

The NDIC Academy's annual
surveys play a critical role in shaping
its training initiatives and enhancing
service delivery. By identifying skill
gaps, evaluating training impact,
and gathering feedback on service
quality, the Academy ensures its
programs remain relevant and
effective. The findings underscorethe
need for a greater focus on technical
courses critical to the Corporation’s
mandate, enabling the Academy
to address evolving challenges
and maintain its commitment to
professional excellence.
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he NDIC Academy
successfully hosted a
retreat on  “Innovative

Learning: Embracing Change and
Technology" from October 2nd to
4th, 2024, at Alpha Plus Apartment,
Utako, Abuja. This program was
designed to equip participants with
innovative strategies for creative
problem-solving and adaptability
in a rapidly evolving technological
landscape. Key focus areas
included cutting-edge educational
technologies, blended learning
models, and techniques to enhance
productivity and collaboration. The
retreat aimed to empower leaders
with the skills to manage change
effectively, =~ embrace lifelong
learning, and drive organizational

transformation by  adopting
digital tools and innovative
methodologies.

The program was formally

inaugurated by Mrs. Oluwanisola
E. Rosemary, Director/CLO of
NDIC Academy. In her opening

remarks, she warmly welcomed
participants and expressed
gratitude to the Management for
their commitment to workforce
development. Mrs. Rosemary
encouraged active engagement with
the facilitators, prompt attendance,
and full participation in sessions.
She also informed attendees that
the Executive Director (Corporate
Services) would join the retreat to
share Management's expectations,
further setting the tone for a fruitful

program.

On the second day, the Executive
Director = (Corporate  Services),
Mrs. Emily Osuji, addressed
the  participants, emphasizing
the importance of embracing

innovative learning approaches and
technological advancements. She
encouraged openness to new ideas,

collaboration, and the proactive
application of insights gained
from the retreat. She outlined
Management’s expectations,

including a commitment to personal

and professional growth and
fostering a culture of continuous
improvement and  innovation
within the Corporation.

The retreat concluded with a
vote of thanks delivered by Mrs.
David Nkiruka on behalf of the
participants. During the -closing
ceremony, the Director/CLO, Mrs.
Rosemary, expressed heartfelt
gratitude to the Management
for their unwavering support
and dedication to workforce
development. She extended her
appreciation to the facilitators
and commended participants for
their enthusiasm and dedication
throughout the program. In her
closing remarks, she wished
everyone success in their future
endeavours and officially declared
the program closed.

The retreat not only provided
valuable learning experiences but
also reinforced the Corporation's
commitment to driving innovation
and excellence in its workforce.
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suru Ahaneku is a graduate
Eof Biochemistry from the

University of Nigeria, Nsukka.
She has an MBA from Prifysgol
Bangor University, Wales, United
Kingdom. She is a Fellow of the
Association of Chartered Certified
Accountants (ACCA). She is also an
Associate member of the Chartered
Institute of Bankers (both Nigeria
and the UK).

With a career spanning over
sixteen (16) years, Esuru is an
astute professional with a track
record of excellence in both the
private and public sectors. Before
joining NDIC, she worked as a
Business and Financial Analyst in a
Management Consulting firm where
she contributed extensively to the
development of several startups,
some of which have grown into
multi-million enterprises. She also
performed key functions in the early
structuring of the Nigerian media
and the entertainment industry,
including the development of the
first indigenous Nigerian Media
and Entertainment Industry Report
and the development of a plan for
the government to support the
entertainment industry.

She joined the NDIC in March

15

Know Your
Facilitators

Esuru Ahaneku (Internal)

2011 and was deployed to the Port-
Harcourt Zonal Office, and then later
to the Bank Examination Department
(BED) in 2016. To this end, she has
examined several Microfinance,
Primary Mortgage and Commercial
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banks. As an Examiner, she has
been involved in several aspects
of Bank Examination, including
the review of Accounting Systems,
Credit, Treasury and various risk
management control functions.
She has also investigated many
customer complaints and ensured
refunds to customers where banks
have acted negligently.

In addition to her job functions
as an Examiner, Esuru serves on
the CBN-NDIC Basel Committee
where she actively contributes to
the development of guidelines for
Regulatory Capital and the review
of banks’ internal capital adequacy
assessment process and risk
measurement approaches.

In 2022, she won the Contributing
Author prize for the Toronto
Centre Essay for Bank Supervisors,
earning her a full scholarship to
attend the 2023 virtual Certified
Financial Supervisors program.
She has also been actively involved
in facilitating training in the Bank
Examination Department and the
NDIC Academy. In her spare time,
she enjoys hiking, puzzles and
stimulating conversations.

Esuru facilitates the Academy’s
technical programs.

)

Dr. Bisalla Muhammad Lawal
(External)

r. Bisalla Muhammad Lawal
Dis a Chief consultant at the

Center for Management
Development (CMD), with over
20 years of experience in the field
of Learning Development and
Consultancy.

He holds a PhD in Educational
Psychology, a Master’s degree
in Educational Psychology, an
MSec. in Public Sector Policy and
Strategic Management, a BSc. in
Sciences Education, a National
Certificate in Education (NCE)
and a Teachers’ Grade II from
the University of Jos, Ghana
Institute of Management and
Public Administration (GIMPA),
University of Maiduguri, Federal
College of Education, Pankshin and
Government Technical College,
Wamba, respectively.

Dr. Bisalla is a fellow of the
Nigerian Institute of Management
(Chartered) (FNIM), a Member of
the Teachers Registration Council
of Nigeria (TRCN), and a Member

of the Institute of Training and
Development.

He has partnered with and served
reputable organizations in local
and international capacity such as
the Crown Agent, London, Lake
Chad Basin Commission, Chad,
and Ghana Center for Management
Development, Accra, Ghana.

As an Education expert and
senior officer at the Department
of Accreditation in CMD, Nigeria,
Dr. Bisalla's mandates include
training design, delivery, and
evaluation and he has served
various government agencies in this
regard, namely the Budget Office
of the Federation, Office of the
Accountant-General, Central Bank
of Nigeria, International Training
Institute, NDIC Academy, FIRS
Training School, PENCOM, PTDF,
NIA, NNPC, NAHCON, YESSO,
NG-CARES, DSS, NITDA, Head of
Service, just to mention but a few.

Dr. Bisalla facilitates the
Academy’s management programs.
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FDIC Eyeing Plan to Protect
Customers From Fintech Failures

anks will have to closely
Bmonitor accounts maintained

by third-party fintechs under a
plan in the works from a key federal
regulator intended to avoid a repeat
of Synapse Financial Technologies
Inc.’s collapse that saw millions of
people lose access to their money.

The Federal Deposit Insurance
Corp. is expected to release a
proposed rule requiring banks to
maintain ledgers of “for benefit of”
accounts opened by third-party
fintechs so the banks can identify
how much end-user money they're
holding, according to people
familiar with the matter who were
unable to speak publicly about the
coming proposal.

Banks would still be able to
partner with middleman companies
such as Synapse but would be
required to have constant access to
the third-party ledger and reconcile
data each day under the proposal,
the people said.

The proposal could come as early
as a September FDIC board meeting
that has yet to be announced.

FDIC Chairman Martin
Gruenberg at a Thursday briefing
with reporters said he didn’t want to

FEDERAL DEPOSIT INSURANCE CORPORATION

get ahead of any potential rulemaking,
but that the FDIC “may consider
regulatory proposals in this regard.”

“The  Synapse failure really
illustrated the risks to banks and
depositors when banks rely on third
parties to be the conduit for deposits
and the need for adequate record-
keeping so that the banks know who
the ultimate depositors are,” he said.

Customer Shortfall

Andreessen Horowitz-backed
Synapse, which filed for Chapter
11 bankruptcy protection in April,
partnered with around 100 fintechs
serving more than 10 million

customers. The now-defunct
company functioned as a banking-
as-a-service provider, serving as a
middleman for banks and fintechs,
including opening FBO accounts at
banks for fintech partners.

Synapse partnered with such other
fintechs as Juno, Mercury, Yotta, and
Dave Inc., including those serving
gig workers and crypto investors
and providing gamefied banking
services.

After  Synapse’s  bankruptcy,
it became clear there were
discrepancies between the records

Contd on Page 17

DIA Bosnia and Herzegovina
becomes new IADI Member

he Deposit Insurance Agency

I of Bosnia and Herzegovina has

officially become a new member

of the International Association of
Deposit Insurers.

The Agency was established in
2002 under the Law on Deposit
Insurance as a government regulated
and administered organisation.
Membership is compulsory for banks
operating in Bosnia and Herzegovina
and premiums to the Deposit

Insurance System are levied on a
flat-rate basis.

As of 31 December 2023, 98.5% of
deposit accounts were fully covered
by the current coverage limit (BAM
70,000 — approx. USD 40,000).

https://www.iadi.
org/2024/09/dia-bosnia-and-
herzegovina-becomes-new-
tadi-member/
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FDIC Eyeing Plan to Protect Customers From Fintech Failures
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Contd from Page 16

Synapse held of customer accounts
and those held by its banking
partners, such as West Memphis,
Ark.-based Evolve Bank & Trust.

Because of those discrepancies,
millions of fintech customers have
been unable to get their money out
of the partner banks, leading to
significant hardships, according to
filings in the Synapse bankruptcy
proceedings.

Evolve and three other banks that
partnered with Synapse are still
holding on to more than $60 million
in unreconciled fintech customer
funds, according to an Aug. 29
status report filed by former FDIC
Chairman Jelena McWilliams, the

Synapse bankruptcy trustee.

Overall, there’s an estimated
shortfall of $65 million to $95 million
between the money held by Synapse’s
partner banks and the amount owed
to fintech end-users, according to
the report. The banks and others are
attempting to figure out where the
shortfall occurred.

The Federal Reserve in June issued
an order requiring Evolve to get
regulators’ approval before entering
into any future fintech partnerships.

Regulatory Gaps

The FDIC’s proposal is intended to
prevent future calamities following
Synapse’s failure. A bank maintaining
the FBO ledger or doing daily
reconciliation of a third-party ledger
would know how much each end-user

is owed.

Such real-time reconciliation
would also assist the FDIC should it
have to step in if a partner bank fails.
All of Synapse’s partner banks are
currently solvent.

Regulators, including the FDIC
and the Fed, have faced criticism
for not stepping in to help fintech
customers. But third-party BaaS
providers aren’t subject to direct
supervision or regulation, and the
FDIC could step in only if the partner
banks failed.

https://news.bloomberglaw.
com/banking-law/fdic-
eyeing-proposal-to-protect-
customers-from-fintech-
Jailures

RBI proposes risk-based pricing
for bank deposit insurance

he Reserve Bank of India
I (RBI) has proposed
implementing risk-based
pricing for bank deposit insurance
to address concerns about rapid
deposit  withdrawals  through
digital channels, which could be
exacerbated by the fast spread of
information via social media. RBI
Deputy Governor Swaminathan
J articulated this proposal at
a conference organized by the
International Association of Deposit
Insurers.

"The implementation of risk-
based premium for deposit
insurance merits consideration. By
tying insurance premiums to the
level of risk posed by individual
financial  institutions, deposit
insurers can incentivize banks to
adopt stronger risk management
practices," said Swaminathan.

Swaminathan's statement comes
amid a competitive race for deposits
among banks, as credit growth
currently surpasses the growth
in deposits. He highlighted that
the constant availability of online
and mobile banking platforms

could escalate vulnerabilities and
potentially lead to bank runs and
liquidity crises during stressful
periods. Swaminathan also noted that
this behavior is further intensified
with the influence of digital sources
like social media platforms.

Currently, the Deposit Insurance
and Credit Guarantee Corporation
(DICGC) provides insurance cover
up to Rs 5 lakh per depositor, which
is payable when a bank fails. There
have been earlier recommendations
suggesting that the RBI, through the

DICGC, should shift to risk-based
pricing. However, there are concerns
among some bankers that labeling a
bank as weak and increasing deposit
premium rates could have a self-

fulfilling impact.
Swaminathan  proposed that
deposit insurers could mitigate

technology risks by relying on
supervisory rating assessments.

"By using these assessments as a
basis for setting insurance premiums
or determining intervention
strategies, deposit insurers can
ensure that theiractions areinformed
by a comprehensive understanding
of each institution's risk profile," he
stated.

The move towards risk-based
pricing aims to promote stronger
risk management among banks and
address the challenges posed by the
digital era in the context of banking
stability.

https://economictimes.
indiatimes.com/news/
economy/policy/rbi-proposes-
risk-based-pricing-for-
bank-deposit-insurance/
articleshow/112542215.cms
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2024 TRAINING ATTENDANCE BY COURSE

1  BANKANALYSIS 56

3 BANKEXAMINERS LEVEL1 72

5  BANK SUPERVISION 99

7  LOAN ANALYSIS 38

8 BANKLENDNGANDCREDTADMINISTRATION &0
9  BANKRESOLUTION SIMULATION 53

10 EFFECTVEBANKCLOSURE
11  FUNDAMENTALS AND PRACTICE OF DIS 185

12 FUNDAMENTALSOFNBANDNDI %
13 FINANCIAL FRAUD AND FORGERIES 37

‘14 COMPETENCYFRAMEWORKOFTHEBANKINGINOUSTRY &
15 EVOLVING ELECTRONIC PAYMENT LANDSCAPE: PRACTICE, RISK MGT & 30

REGULATION

17  FUNDAMENTALS OF CYBERSECURITY 73

19  ARTIFICIAL INTELLIGENCE, MACHINE LEARNING AND BIG DATA IN 79
FINANCIAL SERVICES INDUSTRY

21 BASICICT 130

23 ADVANCED ICT 126

25 PENETRATION TESTING AND VULNERABILITY ASSESSMENT 30

27  LEADERSHIP DEVELOPMENT 79

29  TRAIN THE TRAINER 57

GRAND TOTAL 2141
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2024 TRAINING ATTENDANCE BY MONTH
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3-YEARTREND OF APPROVED & EXECUTED PROGRAMS

2022
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2023 202
ANALYSIS OF TRAINEES' PERCEPTION ON SKILLS GAP
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L-R: Mrs. Oluwanisola Rosemary (Director/CLO, NDIC Academy), Prof. Emeka Osuji (Pan-Atlantic University), and Mrs. Nkiruka David (Head,
Shared Services Unit) during the Academy's Retreat in Abuja on Friday, October 4, 2024.

Mrs. Oluwanisola Rosemary (Director/CLO, NDIC Academy) addressing participants during the Academy's Retreat in Abuja on Thursday,
October 3, 2024
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Mrs. Emily Osuji (ED/CS, NDIC) flanked by the Director and other female staff of the NDIC Academy during the Academy's Retreat in Abuja
on Thursday, October 3, 2024.

(il

Mrs. Emily Osuji (ED/CS, NDIC) flanked by the Director and the male staff of the NDIC Academy during the Academy's Retreat in Abuja on
Thursday, October 3, 2024.
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L-R: Mr. Mahmoud Marafa, Mrs. Chinenye Akinlade, Mr. Declan Anaghara and Mr. Vincent Ajah posing for a photo during the Academy Retreat

in Abuja on Thursday, October 3, 2024
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Myrs. Oluwanisola Rosemary (Director/CLO, NDIC Academy) flanked by staff of the Academy during the Academy's Retreat in Abuja on Thursday,
October 3, 2024

N R E Y o

L r‘ .

Mrs. Emily Osuji (ED/CS NDIC), arriving at the venue of Academy's Retreat in Abuja on Thursday, October 3, 2024.
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A cross-section of staff having a meal during the Academy's Happy Hour session in Abuja on Friday, November 1, 2024
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L-R: Mrs. Chinenye Akinlade and Mr. Mahmoud Marafa posing for a photo during the Academy's Retreat in Abuja on Thursday, October 3, 2024
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At the NDIC Academy, we love feedback! *
It helps us improve on the standards of \ ] y \ | L
our facilities, programs and processes.
Please find below some thoughts from our

colleagues across the Corporation:

The course met all my expectations and the F E D B A j'-,-3__-____ > K

experience gained will positively impact my job
role within the Corporation.

This was an amazing course. Brought great
awareness to me. Every Staff of the Corporation

-Madina Mustapha, Insurance and Surveillance needs to go through this training.

Department (Competency Framework of the

L SR S ) i) -Bridget Ben-Ogbeide, Legal Services Unit

The course was well delivered and I learned a lot (Financial Fraud and Forgeries Program)

of things that will be useful for my day-to-day job
function. Thank you, Academy, for the opportunity.

-Omotayo Nwilene, Port Harcourt Zonal Office
(Competency Framework of the Banking Industry
Program)

Too many topics are packed into a 3-day program.
More days would have allowed adequate time to
properly cover the topics.

The course was very rich and I have learned a lot. I
believe that I would have gained even more if there
had been adequate time to drill deeper into each

. . . topic.

-Yakubu Gang, Engineering and Technical _Mohammed Zubairu, Yola Zonal Office

Services Department (Competency Framework of

o T s i T (Fundamentals of E-payment Operations in

Banking Program)
The course content was very engaging, informative,
important, and recommended for all staff. d id
—-Mary Bako, Legal Services Unit (Financial Fraud YOU
and Forgeries Program)

I suggest that every Staff of NDIC should take the
Fundamentals of DIS course irrespective of their

" : : ® The Acad trained 2141 participant
status. This is my first time attending a DIS course RIS L L

in 202

after 5 years in NDIC. But I now have a clearer view 4 .

of the DIS scheme and the mandates of NDIC. ® The Academy trained 42 external
participants in 2024

-Nwankwo Ebuka, Managing Director’s Office ® The Academy trains foreign

(Fundamentals and Practice of DIS Program) participants from sister DIS
agencies tuition-free

The course content was impactful ® The Academy has a new créche

-Ibe Jackeline, Asset Management Department for nursing mothers on training

(Fundamentals and Practice of DIS Program)

W @ in

@ndic_academy ndic_academy NDIC Academy




PLOT 535 UNITY ROAD,
PLOT 447 /448 CONSTITUTION AVENUE, OFF INDEPEDENCE AVENUE,
CENTRAL BUSIMNESS DISTRICT, CENTRAL BUSINESS DISTRICT,
ABU A ABUJA

The bi-annual publication of the NDIC Academy, Nigeria Deposit Insurance Corporation, Abuja, Nigeria.
Tel: 09-4601137, 09-4601574. Email: theacademy@ndic.gov.ng; oluwanisolaer@ndic.gov.ng




