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TRAINING TIP

Clealy explain why the
training topic isimportant
to leanersand how it is
relevant to thar daily
jobs. Leanerswill be
more likely to remember
the coneps taught if they
understandhow those
concepts spesifically
apply to them.
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Making your job easier!

Benchnarking againg other corporate
universtiesprovidesusetll insight
into whats working—andwhat's
not—in training.

In arecentstudy, BestPracice&,
LLC's BusinessExcelenceBoard
(www.bed-in-class.com) foundthat
leadingcomorateuniversitieslink
busness needgo corecompeéncies
andprovide competencybasedraining
online andin the classroom.“Corporae
Universty Excellence:Creaing a
Robug andFlexible Workforce,” a
white paperon the study, repors that
beg-in-class corpomteuniversities
leveragetechnobgy by making virtual
online indruction availableto their
employees24/7 andthatthey use
classroomtraining for soft skills
coaching andleadeship dewelopnent,
which requre interacivity.

The study identfied othercommon

traits of succestul corporae universi-
ties For exampk, they providetraining
thatis eniiching to both the compary
andthe empbyee,andthey “organize
andcontol acompkx educatbn agenda
in away thatensuesthatbusness unit
needsare metandcompanywie values

CASE STUDY

are indilled throughoutthe organiza
tion; theresarch andadvisoly services
firm writes

In addtion, “bed-in-class corporaie
universitiesknow thatthe beg teachers
are frontdine managersandexecutves
who combine realtworld expertisewith
acadents” accoding to thereport

Five beg pracicesfor comporate
universitiesalso emergedfrom this
study. First, “matchtheform of learnng
to thefuncion of leaning to achevethe
right blendof virtual andclasroom
appoacheg Bed Pracices LLC,
writes.”... Finding theright blendof
leaning oppotunitiesis esertial to
addessing all training needs

Leadng comporae universitiesalso
enploy varousleaning tools and
meagsire their succes, accoding to
thefirm.

Second,‘to develop competnciesand
cumriculum, training depatmentsshoutl
work asa consiltantto the bushess
units to meeteachdepatments needs
but still work to achieve companywile

(contnuedon page4)

Terminated Worker AllegesGender Stereotyping

Whentraining supewisors, make

sure they undestandthattemination
decisons mustbe basd on legitimate,
nondicriminatory rea®ns and
thatgenderstereoyping cancreae
legal problems

What Happened

LorraineLettieri workedfor GlobalOne
andits succesor, Equant Inc., from
1989until July 2002.Both provided
internatonal dataandvoice telecommu-
nicaions services.Equantacquied
GlobalOnein July 2001,andthetwo
companesmerged.

Before the merger,Lettieri wasdirector
of Altemate SaksChannel.During
premergettalks, Equantdecdedto reor
ganizethe salesenmployeesthatLettieri
supervieedinto a new unit thatwould be
supervised by a person appointedto a
newly creatdpostion.

EquantSenior Vice PresdentSean
Pakinsoninterviewed Lettier for the
postion, aking herquesionsabouther
personallife, suchaswhetershehad
children,whattypesof child care
respongbilitiesshe had,andhow her

(continuedon page 3)
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Ask the Trainer

a Why are self-discovery and reflection so
important in the learning process,and what

= cantrainers do to promote them during
training?

Self-discovey and reflection creat “intrinsic
A inspirationto leam more,” saysMichelle
= LaBross, CEO of Cheeah Learning
(www.cheetahlearing.con).

“I'tisn'tjust askingpeopleto reflecton whatthey just
experiencedthatwill drive sef-discovery andreflecion
in training,” she says.Trainersneedto setup “mean
ingful simulationswherethe studens canprogress
throughthe mateial in away thatis intuitive andwill
drive the ‘aha’momentdor themthatareunique and
personato them?

“Thereis not onemagichullet to creatng greatcourses
thatstimulateself-discoveryandreflection,” LaBrosse
says.“The way the courseis designeds highly depen
denton thetype of skill andthelevel of masterythe
studentwantsor needso achieve.”

“I ntuitively, peopk go throughfour levels of learning,”
shesays.Thefirstlevelis awareness“Upon reflection

of their pag succesesandfailures they realizethatthere
isalot morefor themto leam; theyrecognizethe poten
tial anddevelopthe desre to lean more”

Thesecondevel is knowledge “When they devebp that
desre, “they puraie aknowledgeacqusition phase,”
LaBrossesays “Thisistypically chamacterizedoy
readng books attendinglecures,andtaking teststo
denondratethey hawe acquiredthelevel of knowledge
for aspecfic area’

Skill is thethird level of learning. “At the skill stage,
peopleare leaning how to apply whatthey know to
achieve useful reallts,” shesays.

Thefourth level, magery, “i s thelevel thatis guidedthe
mostby self-discovery andreflection.” At this level,
peopleare “truly in chargeof how well they canusetheir
skills to consstenty achiewve their desredresuls’”

Noting that“mostcormporatetraining focusesat the
‘awarenes level where thetrainerflipsthrougha deck
of PaverPoint® dides[and]... may hawe oneor two
disjointedacivities” LaBrosse says “trainersneedto
becone muchmore congiousof whatlevel of learning
theyare atemping to hawe their studentsachieve.

Tralner’s Corner

Don't Let Training Get Sidelined

You've identifiedtraining needswithin your organizationsetrealisticgoals,anddeteminedwhich type of
training eachemployeeneedsNo small task,but your work isn't doneyet. Without carefulplanning, day-to-day
demandson your time—andthat of learnersn your organizatio—might preventtraining from actuallytaking
place.That'swhy it's soimportantto setup a reasonablerealistictraining schedus.

Here areafew tips to helpensurethattraining doesn’tgetsidelinedbecausef competingpriorities:
* Creakt amader scheduk of all thetrainingyou wantto conduct for the next6 monthsto ayear.

» Set specific datesfor eachtraining sessiorwithin your masterscheduleQr, if you're usingonlinetraining
or sone otherform of sel-directedtraining suchasaudioPowerPoir® sessionsthatenployeescanconplete
on their own, set specifc datesby which trainingmustbe completed.

« Includemakeupdatesfor traineeswho cannotattendscheduledyroupsessions.

» Usealogical progressin for multipart training. Makesuresessiongaren’'tsofar apartthattraineesorgetthe
first training or too closetogeterthattraineessufferinformationoverload.
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Terminated Worker ... (cont. frompagel)

family felt abouther weekly comrnute from their home
in New York to Equant'sResbn, Virginia, headaarters
Specfically, Pakinsonasked“how [her] husbanl
handledthe factthat[she]wasaway from homeso
much,not caiing for the family.”

Aftertheinterview, Lettieri expressed¢oncen to her
supervior,Jim Hamrick, about Parkinson’sgender
stereotyping andabouthis focuson her personallife
ingeadof herprofessionalqualficatons.

Pakinson notified Lettieriin early July 2001thata male
EquantemployeeMichael Taylor, hadbeenselected for
the new position,mainly becauséis childrenwere
grown, andhe andhis wife could move to Reston.
Lettieri complainedo HR aboutParkinson’s sexist
assunptionsandattitude.

Taylor suggesed repeatedlythat Lettieri consder trans
fering to Equant’sNew York office to be closerto her
family. In mid-DecembeR001,he propogdreducing
hersupervisry reponsibiltiesandreasigningherto
New York.

Lettieri complainedo HR aboutthe disciiminatory

natureof Taylor’'s planandherinterview with Parkinson.

Shealsorepoteda “major problem [with the] way
womenareperceived” at Equantandthatthe “manage
mentstructure is biasedagainstwomen.”

HR notified Taylor and Parknsonaboutthe complaints.
Taylor agreednot to implementhis proposl, but weeks
later, he announcedhathe would assune many of
Letiieri’s responilities.

Pakinson andTaylor discussederminating Lettieri to
reducecods. WhenParkinsornwasreplacedby Paul
Radocha, Taylor approaché Radocha aboutterminaing
the postionsof Lettieriandanotherfemalemiddle
manage Taylor laterrecomnendedthata recertly
demoted maleemployeebe pronotedto replacel ettieri.

Noting thatAvino wasa “poor performer,”"Radahia
said thatLettieri could not bereplacedor 6 months
anyway, andthat Taylor wassupposedo assumeher

respondiilities. Taylor agreedo follow the original plan.

Justbeforean HR represetative fired Lettiei in a
July 8, 2002, meeting,Taylor saidto Lettieri, "My, don’t
you look pretty in pink.”

WhenBarbaraWellonsjoined Equantin February2003,
sheassumedaylors upper-l&el managementesponsi
bilities, effectively demotirg him to Lettieri’s former
posiion. At Wellons'request;Taylor resigned2 months
later,andWellonshired Gregroy DeMarcoto fill
thevacancy.

Lettieri filed sex discriminaton andretaliation charges
with the Equal Employmen Opportunty Commission

andthen filed suit againstEquant allegingsexdiscrimi-
nation andretaliationunderTitle VIl of the Civil Rights

Act, aswell asbreachof contactfor whatsheclaimed
$50,000in unpad salesconmissons

A district coutt ruledin favor of Equant,andLettieri
appeatdto the U.S. Coutt of Appealsfor the 4th Circuit,
which coversMaryland,North Carolina, SouthCarolina,
Virginia, andWeg Virginia.

What the Court Said

Theappeas courtreveredthedistrict's court’s decision
regarding the Title VIl claims andaffirmedthe breachof
contact claim.

Although Equantmaintainedthat L ettieri’s position was
“not realy needed, andit terminated herto savze money,
Taylorimmediately recommendedpromotinga previ
oudy denotedmale enployeeto succeed.ettieri—until
his efforts werethwarted by Radocha, the coutt noted.

Lettieri’s former postion “re-emerged”asa separate
postion in Febuary 2003whenWellonsassumed
Taylor's upperievel managerentreponsibiltiesand
Taylor coninuedin Lettieri’s former role. WhenTaylor
resgned,DeMarco washiredto fill the position.

In addiion, “[ t]hereis powerful evidenceshowing
adiscriminabry atiitudeat Equanttoward female
manages—paticulaly female managersvho have
childrenat home andcommute long distances, the court
said,noting Parkinson’s comnent during the interview
for the newly creaed postion andTaylor's repeagd
suggetonsthatLettiern return to New York to bewith
herfamily. The coutt also notedthatwithin weeksof her
sexdisctiminaion conplaints, Lettier’s job reponsbili-
tieswere reducedandteminaton talks began.

The coutt sad thereducton in regponsbilities “madeit
easer for Taylor to takethe postion later thatLettieri
wasnot neededandshould be terminaied.”

Lettieri v. Equantincorpomated (No. 05-1532)(U.S.
Courtof Appeask, 4th Cir., 3/5/07)

InBrief

Avoid gender stereotyping. Throughtraining,
hdp supewisors undestandhow sexist comments
may prompt chargeof discriminaion.

M ake objective personnel decisions. Decisbns
to hire, promot, denpte, or terminatk should
be basedon legitimate, nondiscriminatory
rea®ns—not, asin this case,on a supervisor’'s
assimptions aboutwhethera female workercan
adequatey balanceherwork andpersonallives.

Communicate openly. Requre supewisorsto
contactHR to discus plansto teminate, promote,
or denpte enployees.
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PRACTICES IN TRAINING

Promote Diversity ‘Earl y and Often’ Among Employees

Arnold & PorterLLP doesn’'twase anytime letting
new hiresknow thatit is committedto creatinga
diverse,inclusiveenvironment. In fact, thelaw

firm addresesdiversity during orieni@ation andthen
requres thatall newhirescompktea half-day diversty
training session.

“We startwith orientation,because think that'swhere
you needto emphasizét,” saysElizabethRespss,
direcor of HumanResources.

“l think it's importantto talk aboutdiversty andto
promot it eaty andoften,” shesays.“We meetwith
eachincomingperson to talk aboutthe thingsthatare
importantto the organizaton.... By defining those
thingsup front, it helpsreinforcethem”

Training Fostas Appreciation

Arnold & Porter(www.arnodportercom) implemented
its mandatorydiversity training programfor all new
hiresabout8 years ago.The classroombasedsession,
which is taughtby an outsideconsutant, helpsfoster
anappreciatiorfor andundersandingof diversity,
Respes®xplains “What we try to insill in pegle

is thatevelyonecomesto the organization with a
differentbackground.”

During introductions participant areaskedto share
somehing unigueaboutthemseles.“By the endof
theintroductionstheroomis just a more comfortable
placeto be! shesays “That's becausehis exercise
helpsenmployeesrealizethateachpersonhasunique
charactasticsthatareimportantto him or her.”

The ses#on s interactive,featurng a combinationof
approachesdncluding videos, role-playing, discusson,
andlecture, shesays.Partcipantsdiscusgiversity,
discrimination,andhow people areaffectedwhenthey
feeltha theyare “not acceptedfor who theyare.”

New attorneysandsupervisorslso conmpletea 2- to
3-hoursexualharasmentand nondiscrininationtraining
sesson within 6 monthsof their arrival atthe firm. This
class taughtby anoutsideempbymentattorney,focuses
on legd requirementandareview of thefirm’s internal

policies “I n somecass we go beyondwhatthe
law requires, Reges says In addtion, this
sesion addesesnonetaliaon andhow to report
apotential problem.

“It involvesall agecs of theworkplace’, Respess
says referring to interactonswith co-workers,vendors,
andclient.

Lag year,Arnold & Porter alsolaunchedliversty lead
erhip training for neaty 20 parners andexecuive-level
empbyees who initially metin small groupsand then
sekckedindividual diversity projects to puraue.“Each
peronis chargedwith coming up with a projectthat
promotesdiversity within their reaim of influence, she
explains For exanple, Repes chose to pursuea
communty servicesprogramto promote interacton
amory enployeesandthe conmunity.

Another employeeimplemenéd a companywie
montly diversity awarenes program aimedat fostering
anappeciaton of differentculturesandidentities,
saysReges.

Arnold & Porter’s diversity training anddiversity
commiteewererecognzedthis yearwhenthe firm was
namedoneof five organizaionsto receivea GreatPlace
to Work Award.

Tipsto Consider

Reyes offers some advice for enployerswho wantto
strenghentheir diversity training efforts. First, manage
mentbuy-in is critical to the succes of your training
program “Y ou've gotto hawe suppot from thetop,”
shesays.

In addtion, diversity mug be a priority. “You asan
organzation hawe to decdewhatis importantto you
andmakea conmitmenttoit,” shesays.

Shealso recommendsproviding diversity trainingto
all enployeesandincluding enployeesat different
levels of the organization in the same training sessons.

Finally, look for coninualimprovement,andtweakthe
training programasnecesary.

Five Keys... (cont.from page1)

standardzation’ thewhite paperstates.’Best-in-class
companescoodinatethe training needsof eachbusiness
unit to ensure thatbestpradicesaresharedandcorpo
ratevaluesareinstill ed compaywide”

Third, “when developihg a corporaé universityor
instituting majorchangesgetbuy-in early throughout
the conpanyto ersurethatthe overal missionis
supportedandexecuted,”the reportstaes.

Fourh, “i nvolve senior managersn trainingto offer
empbyeesreal-world persgctives,” thefirm writes.

“Top conpaniseitherencouageor requiresenior
manag@rs to lead,facilitate, or serve asguestspealers
for empbyeetraining anddevelopment”’

Finally, “fi nd away to denondrate value andreturnon
investmentto keeptraining relevantandeffective,” the
white paperstates.“B eg-in-class conpaniesmonitor
their return on investnentto ensue thatsuccesful
programns are emulated andto beg identify areago cut
whenbudges aretight”

)
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