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Executive Summary
This report presents the results of a Canadian National survey, conducted by Global Knowledge in 2010. Its focus is on 
the future learning needs of business leaders. Four hundred twenty business leaders and managers responded to the 
survey, representing both corporate and government/public organizations as well as a wide range of industries and 
functional areas.

Five key questions were addressed with findings indicating that:

	 •	 	Respondents	expect	the	top	business	challenges	they	face	today	to	remain	their	biggest	challenges	in	the	
next few years.

	 •	 	To	overcome	their	top	business	challenges,	both	senior	leaders	and	front-line	managers	require	either	new	
perspectives and new areas of expertise or a transformation in thinking and behaviour.

	 •	 	To	address	 the	 top	business	 challenges,	 three	key	organizational	development	activities	were	 identified:	
organizational alignment; organizational culture development; and talent management.

	 •	 	The	two	leadership	competencies	identified	both	as	most	critical	to	success	and	as	having	the	largest	learn-
ing gaps are 1) communication and 2) coaching, mentoring, and people development.

	 •	 	The	most	commonly	used	delivery	modality	is	instructor-led	classroom	training,	closely	followed	by	struc-
tured on-the-job training and online self-instruction. In addition, respondents expect to use online and 
computer-based methods (self-instruction) and virtual classroom/web approaches (instructor from remote 
location) considerably more often in future. 
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Overview
In early 2010, Global Knowledge carried out its first Canadian quantitative study focused on understanding the 
leadership, learning, and development needs of business leaders, managers, and their teams. This report provides a 
summary of the findings related to five key questions:

 1.  What are the biggest business challenges organizations expect to face in the coming years?

 2.  How might the roles or activities of the manager and leader need to shift in order to meet these chal-
lenges?

 3.  Which manager and leader competencies and behaviours are viewed as having the most influence on indi-
vidual and organizational performance now and in future?

 4.  What are the current perceptions of manager and leader capabilities related to the identified challenges?

 5.  Which trends in learning design and delivery modalities are emerging?

 

Methodology and Sample Size
This online quantitative survey involved the participation of 420 leaders and managers from across Canada, repre-
senting both corporate and government/public organizations and a wide range of industries and functional areas. 

The Global Knowledge Research and Development team created the survey questions. The project was managed 
by Synergy Marketing and hosted by Socratic Technologies. Participants were recruited from both current and 
potential clients. While the survey was administered in English, respondents from Quebec were solicited and are 
included in the sample.  

Select results are reported for the above segments when statistically significant differences exist.
*”Other” includes: Owner/Partner/President/CEO, Operations, IT, Finance, Sales/Marketing, and Other.

Respondents Sample Size 

Total Respondents n=420 

Senior Leaders n=189
Organization Level 

Front-Line Managers n=231 

HR/OD/Training/Talent n=171
Functional Area 

 942=n *rehtO

Corporate n=206
Sector 

Government/Public n=214 

1000-2499 Employees n=197
Organizational Size 

 322=n seeyolpmE +0052

High Performing n=74
Organization Performance Level 

 643=n gnimrofreP woL
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Organizational Performance
Where statistically significant, our analysis indicates variations in responses from high performing and low per-
forming organizations. Slightly less than 20% of respondents’ organizations were classified as high performing.

Organizations were divided into high and low based on the following.

	 •	 	High	performing	corporate	organizations	claimed	they	performed	better	than	their	 industry	peer	group	 in	
2009 and expected accelerated or modest growth in 2010-2011.

	 •	 	High	performing	government/public	organizations	claimed	they	exceeded	expectations	in	2009.

	 •	 	All	respondents	from	high	performing	organizations	selected	“completely	agree”	or	“somewhat	agree”	in	
response to the following statements:

  – The quality of our products and services is excellent

  – We are the market leader 

  – Our customers are highly satisfied

  – Employees are highly productive

  –  Cost of doing business is lower than our competition/peer group

If	a	respondent	selected	“don’t	know”	as	the	response	to	more	than	one	of	the	above,	their	organization	was	
excluded from the high performing category. 
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Key Question #1
What are the biggest business challenges organizations expect 
to face in the coming years?

Key Findings
Respondents expect the top challenges they face today to re-
main their biggest challenges in the next few years.

The top business challenges respondents identified include: 
management/leadership capability; financial; talent/succession 
management; business process improvement; recruitment; and 
competitive pressures.

It should be noted that management/leadership capability be-
comes somewhat less important in the future, while talent/ 
succession management becomes more important.

While these were the top challenges noted by the majority of 
respondents, those organizations identified as high performing 
considered technology to be their number one future challenge, 
followed by competitive pressures, talent/succession manage-
ment, regulatory changes, and expansion. Also identified were 
increasing diversity challenges.

Top Business Challenges Current 
(n=420)

Future 
(n=420)

Management/Leadership Capability 33% 27%

Financial 32% 30% 

Talent/Succession Management 31% 36%

Business Process Improvement (efficiency/effectiveness) 29% 26% 

Recruitment 26% 29%

 %42 %62 serusserP evititepmoC

Technology 19% 21%

 %51 %81 ytixelpmoC gniganaM

Regulatory Changes 15% 16%

 %71 %51 noitavonnI

Environmental and/or Social Responsibility 14% 14%

 %71 %41 )stekram ro cihpargoeg( noisnapxE

Diversity (engaging with multi-cultural workforce and/or customers) 9% 10%

 %7 %6 sregreM ro/dna noitisiuqcA

Product Pipeline 4% 5%

 %3 %4 yficeps esaelp ,rehtO

“Respondents expect the top  
challenges they face today to remain 
their biggest challenges during the 

next few years.”

Circles indicate directional difference between current and future.
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The findings also suggest that the government/public sectors will face increasing financial, talent/succession  
management, and recruitment challenges in future. The corporate sector is more likely to face continued but de-
creasing competitive pressures, and increasing talent/succession management challenges.

There were no significant differences between the ratings of senior leaders and front-line managers. 

Top Business Challenges Future High 
Performing

(n=74)

Management/Leadership Capability 20%

Financial 19%

Talent/Succession Management 24%

Business Process Improvement (efficiency/effec  %61 )ssenevit

Recruitment 18%

 %13 serusserP evititepmoC

Technology 32%

 %41 ytixelpmoC gniganaM

Regulatory Changes 23%

Innovation 20%

Environmental and/or Social Responsibility 19%

 %22 )stekram ro cihpargoeg( noisnapxE

Diversity (engaging with multi-cultural workforce and/or customers) 18%

 %9 sregreM ro/dna noitisiuqcA

Product Pipeline 9%

 %0 yficeps esaelp ,rehtO

Top Business Challenges Corporate Government/ 
Public

Current
(n=206)

Future 
(n=206)

Current 
(n=214)

Future 
(n=214)

Management/Leadership Capability 30% 23% 35% 31% 

 %34 %24 %71 %12 laicnaniF

Talent/Succession Management 24% 32% 37% 40% 

Business Process Improvement 25% 23% 33% 29% 

 %73 %33 %02 %02 tnemtiurceR

 %21 %01 %73 %34 serusserP evititepmoC

Top Business Challenges Future High 
Performing

(n=74)

Management/Leadership Capability 20%

Financial 19%

Talent/Succession Management 24%

Business Process Improvement (efficiency/effec  %61 )ssenevit

Recruitment 18%

 %13 serusserP evititepmoC

Technology 32%

 %41 ytixelpmoC gniganaM

Regulatory Changes 23%

Innovation 20%

Environmental and/or Social Responsibility 19%

 %22 )stekram ro cihpargoeg( noisnapxE

Diversity (engaging with multi-cultural workforce and/or customers) 18%

 %9 sregreM ro/dna noitisiuqcA

Product Pipeline 9%

 %0 yficeps esaelp ,rehtO

Top Business Challenges Corporate Government/ 
Public

Current
(n=206)

Future 
(n=206)

Current 
(n=214)

Future 
(n=214)

Management/Leadership Capability 30% 23% 35% 31% 

 %34 %24 %71 %12 laicnaniF

Talent/Succession Management 24% 32% 37% 40% 

Business Process Improvement 25% 23% 33% 29% 

 %73 %33 %02 %02 tnemtiurceR

 %21 %01 %73 %34 serusserP evititepmoC
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Key Question #2
How might the roles or activities of the manager and leader 
need to shift in order to meet these challenges?

Key Findings
The vast majority of respondents (71%) noted that to overcome 
their top business challenges, senior leaders will require either:

	 •	 New	perspectives	and	new	areas	of	expertise	(43%)

	 •	 A	transformation	in	thinking	and	behaviour	(28%)

Similarly, the vast majority of respondents (72%) noted that 
to overcome their top business challenges, front-line managers 
will require either:

	 •	 New	perspectives	and	new	areas	of	expertise	(45%)

	 •	 A	transformation	in	thinking	and	behaviour	(27%)

Low performing organizations are more likely to feel that their 
leaders require a transformation in thinking and behaviour to 
overcome their challenges.

Senior leaders are most likely perceived to require new per-
spectives and new areas of expertise when it comes to product  
pipeline and managing complexity. They are most likely per-
ceived to require a transformation in thinking and behaviour 
when it comes to management/leadership capability and  
recruitment.

Front-line managers are most likely to require new perspectives 
and new areas of expertise when it comes to product pipe-
line and recruitment. They are most likely perceived to require 
a transformation in thinking and behaviour when it comes to 
management/leadership capability, talent/succession manage-
ment, and managing complexity.

Required Approach 

Requirements 
can be met 

using current 
expertise 

Requires new 
perspectives 

and new areas 
of expertise 

Requires a 
transformation 
in thinking and 

behaviour 

Senior Leaders 29% 43% 28%

 %72 %54 %82 sreganaM eniL-tnorF

“Overcoming future business  
challenges will require either new 

perspectives and new areas of  
expertise or a transformation in 

thinking and behaviour.”
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To address their organizations’ future business challenges, respondents noted the following as primary opportu-
nities for improvements:

	 •	 Acquiring	and	retaining	high	quality	talent

	 •	 Managing	for	succession

	 •	 Creating	a	performance-driven	culture

	 •	 Aligning	organizational	structure	to	strategy

	 •	 Enabling	effective	decision-making

To address their organizations’ future business challenges, high performing organizations place less emphasis on 
improving practices related to managing for succession (27% vs. 40%), creating a performance-driven culture 
(23% vs. 35%) and enabling effective decision-making (16% vs. 30%). Perhaps this is because these processes 
already are effectively in place; high performing organizations place more emphasis on enabling their employ-
ees’ work/life balance (32% vs. 25%).

Required Changes Total 
(n=420)

Acquiring and Retaining High Quality Talent 48%

 %04 noisseccuS rof gniganaM

Creating a Performance-Driven Culture 35%

 %13 ygetartS ot erutcurtS lanoitazinagrO gningilA

Enabling Effective Decision-Making 30%

 %52 ecnalaB efiL-kroW gnilbanE

Working Across Boundaries (functions, divisions, countries) 25%

Managing Risk 25%

Enabling Open Communication Processes and Channels 24%

 %42 sllikS lanoisseforP ro lacinhceT gnipoleveD

Working Collaboratively or Interdependently 21%

 %12 ytivitaerC gniripsnI

Leading Virtual Teams 12%

 %01 ytisreviD larutluC gniganaM
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Key Question #3
Which manager and leader competencies and behaviours are 
viewed as having the most influence on individual and organi-
zational performance now and in the future?

Key Findings
The most important identified leadership competency is com-
munication. Seventy-five percent of respondents agree that it is 
critical to both individual and organizational success.

The next most important competencies identified as critical to 
success are: execution; decision-making; coaching, mentoring, 
and people development; and visioning and strategic planning.

Many	of	the	“softer”	competencies	such	as	learning	and	reflec-
tion, self-awareness, and humility and courage, are viewed as 
less critical to success.

There were no significant differences between the competencies senior leaders and front-line managers consider 
critical to success.

Respondents in human resource, organizational development, training, and talent development positions place 
higher importance than others on the competencies of: communication (81% vs. 70%); coaching, mentoring, and 
people development (65% vs. 56%); learning and reflection (40% vs. 30%); and self-awareness (36% vs. 25%). 
Government/public sector respondents place higher importance than do corporate respondents on the 
competencies of: communication (80% vs. 69%); collaboration (58% vs. 45%); leading transformational change 
(53% vs. 39%); leading operational change (52% vs. 39%); and whole-systems thinking (48% vs. 31%).

Importance of Leadership Competencies 

% agree ‘critical to success’ 

25%

29%

29%

30%

34%

35%

40%

45%

45%

46%

50%

51%

58%

60%

61%

61%

75%

Humility and Courage

Informa�on Monitoring and Sense Making 

Self  -Awareness

Networking Across Boundaries 

Learning and Reflec�on

Conflict Management

Whole -Systems Thinking 

Rela�onship Development (internal and external) 

Leading Opera�onal Change

Leading Transforma�onal Change

Innova�on and Crea�vity

Collabora�on

Visioning and Strategic Planning

Coaching, Mentoring and People Development

Decision -Making 

Execu�on

Communica�on 

“The most important  
identified leadership competency 

is communication.”
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Respondents from organizations with 2,500 or more employees place higher importance than do respondents 
from smaller organizations on the competencies of: whole systems thinking (45% vs. 33%) and information moni-
toring and sense-making (34% vs. 24%). 

Also significant to note is that high performing organizations tend to place greater importance than lower per-
forming organizations on the competency of coaching, mentoring, and people development (62% vs. 49%).  

Key Question #4
What are the current perceptions of manager and leader capa-
bilities related to the identified challenges?

Key Findings
The findings suggest that improvement is required across all 
leadership competencies. Few respondents noted that leaders 
and managers in their organizations demonstrate competen-
cies	“to	a	great	extent”.

When the criteria is softened from demonstration of the com-
petencies	“to	a	great	extent”	to	demonstration	of	the	compe-
tencies	“often”,	 the	competency	requiring	the	most	 improve-
ment is communication, followed by coaching, mentoring, and 
people development.

Leadership Competencies 

“The findings suggest that  
improvement is required across  
all leadership competencies.”

With respect to demonstration of key behaviours, respondents noted that the vast majority of behaviours are nei-
ther	demonstrated	“to	a	great	extent”	nor	“often”,	suggesting	a	need	for	improvement	across	the	board.	Relative	
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to importance, the behaviours identified as requiring the most improvement are: ensuring critical knowledge is 
shared; leaders holding themselves accountable for the performance of themselves and their teams; and engaging 
the full creative potential of employees to benefit the organization.

Senior leaders are significantly more likely than front-line managers to claim that leaders and managers in their 
organization demonstrate the competencies of execution (23% vs. 14%), innovation and creativity (16% vs. 10%), 
and networking across boundaries (15% vs. 8%).

Although HR/OD/training/talent respondents placed a higher importance than did respondents from other 
functional areas on several competencies (communication; coaching, mentoring, and people development;  
learning and reflection; and self-awareness) and on several behaviours (effectively onboarding new employees 
and aligning business plans to individual objectives) there is consistency in how the different functional areas 
view manager and leader performance.

Those in the government/public sector placed higher importance on many leadership competencies and behav-
iours	as	“critical	to	success”	(communication;	collaboration;	 leading	transformational	and	operational	change;	
and whole-systems thinking), while at the same time their ratings of performance levels were significantly lower 
than ratings from the corporate sector.

While both small and large organizations have generally consistent perspectives on the importance of com-
petencies and behaviours, smaller organizations perceive greater leadership performance on many measures 
(decision-making; communication; collaboration; relationship development; conflict management; and whole- 
systems thinking).

Not surprisingly, respondants from high performing organizations indicated that leaders and managers in their 
organization performed significantly better on almost all measures. 

Leadership Behaviours 
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Key Question #5
Which trends in learning design and delivery modalities are 
emerging?

Key Findings
The most common approach to management/leadership train-
ing and development is to deploy programs as required (i.e. 
when a need arises, a solution is offered).

The corporate sector and high performing organizations are 
more likely to take a strategically aligned approach while gov-
ernment/public sector organizations are significantly more like-
ly to offer little or no formal leadership training. 

Currently, the most commonly used delivery modality is instructor-led classroom training, closely followed by struc-
tured on-the-job training and online self-instruction.

On average, four days of company-supported time is spent in the classroom on an annual basis along with five days 
of company-supported training on-the-job.

Organizations expect to use online and computer-based methods (self-instruction) and virtual classroom/web ap-
proaches (instructor from remote location) considerably more often in the future.

Approaches to management/leadership 
training and development 

Total 
(n=420)

Little or no formal leadership training and 
development 

22%

 %53 deriuqer sa deyolped smargorP

Structured training pathway with 
comprehensive curriculum 

17%

Training and development strategically aligned 
to business goals, talent/succession 
management, coaching/mentoring, job 
rotation, and performance management 

26%

 %001 LATOT

Number of Days of Company 
Supported Training 

2 days or less 3-5 days 6 or more days 

Classroom 45% 29% 26%

 %64 %62 %82 boj-eht-nO

Approaches to management/leadership 
training and development 

Total 
(n=420)

Little or no formal leadership training and 
development 

22%

 %53 deriuqer sa deyolped smargorP

Structured training pathway with 
comprehensive curriculum 

17%

Training and development strategically aligned 
to business goals, talent/succession 
management, coaching/mentoring, job 
rotation, and performance management 

26%

 %001 LATOT

Number of Days of Company 
Supported Training 

2 days or less 3-5 days 6 or more days 

Classroom 45% 29% 26%

 %64 %62 %82 boj-eht-nO

“The most common approach to 
management/leadership training and 
development is to deploy programs 

as required (i.e. when a need arises, a 
solution is offered).”



Copyright ©2010 Global Knowledge Training LLC. All rights reserved. 13

Not surprisingly, high performing organizations engage in more of all modes of training. They are more likely than 
low performing organizations to recognize the importance of and use of intranets and portals (32% vs. 20%) and 
social-networking tools (12% vs. 6%). These organizations also currently use communities of practice (28% vs. 
9%), directory of experts (19% vs. 8%), and social-networking tools (11% vs. 4%) more often than low perform-
ing organizations.

Although organizations recognize the importance of using intranets and portals, usage is already relatively high 
in comparison to other learning modalities. There is an opportunity to help organizations increase their usage of 
communities of practice and directory of experts.

Learning Design and Modalities 

Learning Design and Modalities 

Learning Design and Modalities 

Learning Design and Modalities 
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HR/OD/training/talent respondents currently use intranets and portals significantly more than others (36% vs. 26%).

When asked what type of learning experience would lead to the greatest impact on improving senior leader 
performance,	 a	 total	 of	 83%	 of	 respondents	 noted	 either	“reframing	 or	 reshaping	 underlying	 patterns	 of	
thinking	and	behaviour	in	order	to	do	things	differently”	or	“embracing	the	unknown	in	order	to	create	and	
integrate net new realities”. Similarly, a total of 78% agreed the same experiences are required to improve 
front-line leader performance. 

Type of Learning Experience 

Learning new 
skills or 

developing new 
processes without 

changing
underlying beliefs 

or assumptions 

Reframing or 
reshaping 
underlying 
patterns of 

thinking and 
behaviour in order 

to do things 
differently 

Embracing the 
unknown in order 

to create and 
integrate net new 

realities 

Senior Leaders 17% 60% 23%

Front-Line Managers 22% 58% 20% 

Summary and Strategic Questions To Consider
What Are the Biggest Business Challenges Organizations Expect To Face during the  
Coming Years?
The top challenges respondents identified are summarized here under three key business drivers: financial; people; 
and systems/processes.

Business Drivers Challenges 

Financial Financial (revenues, costs and 
efficiencies) 

Competitive Pressures 

People Management/Leadership Capability 

Talent/Succession Management 

Recruitment 

System/Processes Business Process Improvement 

Technology (for High Performing 
companies)

Management/leadership capability becomes somewhat less important in the future while talent/succession man-
agement becomes more important.
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Respondents expect the top challenges they face today to remain their biggest challenges in the next few years. 
Albert	Einstein	may	have	said	it	best	when	he	said	“We	can’t	solve	problems	by	using	the	same	kind	of	thinking	
we used when we created them.” 

To echo that quote, the vast majority of respondents noted that to overcome their top business challenges, both 
senior leaders and front-line managers will require either:

	 •	 New	perspectives	and	new	areas	of	expertise

	 •	 	A	transformation	in	thinking	and	behaviour

 
Strategic Questions To Consider
	 •	 What	are	your	organization’s	top	business	challenges?

	 •	 	As	a	leader	in	your	organization,	how	might	you	encourage	the	development	of	new	perspectives	in	relation	
to these challenges?

	 •	 	What	might	a	transformation	in	thinking	and	behaviour	related	to	recruitment	or	succession	management	
look and feel like?

How Might the Roles or Activities of the Manager and Leader Need To Shift in  
Order To Meet These Challenges?
The identified opportunities for improvement to address the top business challenges are summarized here under 
three key organizational development activities: organizational alignment; organizational culture development; 
and talent management.

Organizational Development Activities Opportunities 

Organizational Alignment Aligning Organizational Structure to 
Strategy

Organizational Culture Development Creating a Performance-Driven Culture 

Enabling Effective Decision-Making 

Enabling Work/Life Balance (for High 
Performing organizations) 

Talent Management Acquiring and Retaining High Quality 
Talent 

Managing for Succession 

Low performing organizations are more likely to feel that their leaders require a transformation in thinking and 
behaviour to embrace opportunities and overcome their challenges.

High performing organizations place less emphasis on improving practices related to managing for succession, 
creating a performance-driven culture, and enabling effective decision-making, perhaps because these processes 
are already effectively in place. They place more emphasis on enabling their employees’ work/life balance.
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Strategic Questions To Consider
	 •	 	How	might	the	role	or	activities	of	the	managers	and	leaders	in	your	organization	need	to	shift	in	order	to	

meet these challenges?

	 •	 	What	organizational	structures	do	you	consider	transformational?	How	might	implementing	a	new	organi-
zational structure on your team impact performance? Impact employee engagement?

	 •	 How	might	embracing	new	perspectives	related	to	work/life	balance	impact	you?

 
Which Manager and Leader Competencies and Behaviours Are Viewed as Having the 
Most Influence on Individual and Organizational Performance Now and in Future?
The competency identified as most important is communication. Seventy-five percent of respondents agree that it 
is critical to both individual and organizational success.

The next most important identified competencies include:

	 •	 Visioning	and	strategic	planning

	 •	 Decision-making

	 •	 Coaching,	mentoring,	and	people	development

	 •	 Execution

Communication is an essential element in each of the above.

There were no significant differences between the competencies senior leaders and front-line managers consider 
critical to success.

Strategic Questions To Consider
	 •	 How	might	a	change	in	communication	approach	result	in	more	effective	decision-making	on	your	team?

	 •	 What	enables	or	hinders	you	to	open	to	new	ways	of	thinking?

	 •	 	How	might	a	transformation	in	thinking	help	you	to	establish	an	inspired	future	vision	for	your	organization	or	team?

 
What Are the Current Perceptions of Manager and Leader Capabilities Related to the 
Identified Challenges?
Findings suggest that improvement is required across all leadership competencies.

The competencies identified as requiring the most improvement are:

	 •	 Communication

	 •	 Coaching,	mentoring,	and	people	development

The behaviours identified as requiring the most improvement are:

	 •	 Ensuring	critical	knowledge	is	shared

	 •	 Engaging	the	full	creative	potential	of	employees	to	benefit	the	organization
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	 •	 Leaders	holding	themselves	accountable	for	the	performance	of	themselves	and	their	teams

Not surprisingly, respondents from high performing organizations indicated that leaders and managers in their 
organization performed significantly better on almost all measures.

The biggest identified gaps exist in larger organizations, lower performing organizations, and the government/
public sector.

 
Strategic Questions To Consider
	 •		What	competencies	can	you	improve	on?	What	competency	gaps	exist	on	your	team?

	 •			 	How	might	new	perspectives	on	knowledge	transfer	lead	to	the	dynamic	transfer	of	information	on	your	
team?

	 •	 How	do	you	engage	the	full	creative	potential	of	your	employees?

 
Which Trends in Learning Design and Delivery Modalities Are Emerging?
The most common approach to management/leadership training and development is to deploy programs as re-
quired (when a need arises, a solution is offered). 

The corporate sector and high performing organizations are more likely to take a strategically aligned approach 
(with training and leadership development aligned to business goals, talent/succession management, coaching/
mentoring, job rotation, and performance management).

Government/public sector organizations are significantly more likely to offer little or no formal leadership training.

Currently, the most commonly used delivery modality is instructor-led classroom training, closely followed by 
structured on-the-job training and online self-instruction. Respondents expect to use online and computer based 
methods (self-instruction) and virtual classroom/web approaches (instructor from remote location) considerably 
more often in the future.

High performing organizations engage in more of all modes of learning and development.

The vast majority of respondents noted that the type of learning experience that would lead to the greatest impact 
on improving performance involves either:

	 •	 Reframing	or	reshaping	underlying	patterns	of	thinking	and	behaviour	in	order	to	do	things	differently

	 •	 Embracing	the	unknown	in	order	to	create	and	integrate	net	new	realities

 
Strategic Questions To Consider
	 •	 	How	is	your	organization	utilizing	the	power	of	social	media	and	collaborative	technologies	to	engage	your	

employees in new forms of learning that integrate learning with working?

	 •	 	How	are	the	learning	providers	you	partner	with	co-creating	learning	experiences	with	you	that	help	you	
and your team create and integrate new realities?

	 •	 What	will	you	do	differently	after	reading	this	report?
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About Global Knowledge
Global Knowledge gives you access to the widest array of industry-recognized programs designed to help you 
succeed in the public and private sectors. Regardless of your career needs, we can provide relevant, focused, and 
valuable training to develop you as a talented resource.

We have recently launched new strategic solutions to help you attract, develop, and retain the brightest and best-
performing talent.

	 •	  Interviewing and Selection: A one-day, interactive program that provides comprehensive coverage of a  
behavioural-based interviewing and selection process.

	 •	 	OnBoarding: An experiential transition process, aimed at shortening the time it takes new employees to 
reach	the	“breakeven	point”	and	begin	adding	net	value	to	their	organization.	

	 •	 	Leadership Potential Assessment: A user-friendly tool designed to help organizational leaders evaluate 
their leadership pipeline against six key leadership potential factors. The outputs of the process include a 
nominated high potentials list and an initial leadership potential profile for each candidate.

	 •	  Succession Management: A practical six-step process designed to ensure the availability and development  
of high potential employees to assume critical organizational roles and to retain and develop intellectual 
capital.

	 •	 	Learning 2.0: Design and consulting that enables you to leverage the power of social media and collabora-
tive technologies to engage your employees in new forms of online learning that integrate learning with 
working. Solutions include community of practice (CoP) development, collaborative learning environments, 
and applications driven by employee-developed content and shared best practices. 

Our highly trained and recognized instructors deliver courses in Leadership and Business Solutions, Business 
Process Improvement, and Information Technology. Our delivery methods include world class facilitation, virtual 
learning, and blended formats, making us the smart choice for you and your team. Call 1-800-COURSES or visit 
www.globalknowledge.ca for more information.
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