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Benchmarking against othercorporate
universitiesprovidesuseful insight
into what’s working—andwhat’s
not—in training.

In a recentstudy, BestPractices®,
LLC’s BusinessExcellenceBoard
(www.best-in-class.com) foundthat
leadingcorporateuniversitieslink
business needsto corecompetencies
andprovidecompetency-basedtraining
online andin theclassroom.“Corporate
University Excellence:Creating a
Robust andFlexibleWorkforce,” a
white paperon thestudy, reports that
best-in-class corporateuniversities
leveragetechnology by making virtual
online instruction availableto their
employees24/7 andthat they use
classroomtraining for soft skills
coaching andleadership development,
which require interactivi ty.

Thestudy identifiedothercommon
traits of successful corporate universi-
ties. For example, they providetraining
that is enriching to both thecompany
andtheemployee,andthey “organize
andcontrol a complex education agenda
in a way thatensuresthatbusiness unit
needsare metandcompanywidevalues

are instilledthroughouttheorganiza-
tion,” theresearch andadvisory services
firm writes.

In addition, “best-in-class corporate
universitiesknow that thebest teachers
are front-linemanagersandexecutives
who combinereal-world expertisewith
academics,” according to thereport.

Five best practicesfor corporate
universitiesalsoemergedfrom this
study.First, “matchtheform of learning
to thefunction of learning to achievethe
right blendof virtual andclassroom
approaches,” Best Practices, LLC,
writes.“… Finding theright blendof
learning opportunities is essential to
addressing all training needs.”

Leading corporate universitiesalso
employ variouslearning tools and
measure their success, according to
thefi rm.

Second,“to developcompetenciesand
curriculum, training departmentsshould
work asa consultant to thebusiness
units to meeteachdepartment’s needs
but still work to achieve companywide

Whentraining supervisors,make
sure theyunderstandthat termination
decisionsmustbebasedon legitimate,
nondiscriminatory reasons, and
thatgenderstereotyping cancreate
legal problems.

What Happened
LorraineLettieri workedfor GlobalOne
andits successor, Equant, Inc., from
1989until July 2002.Both provided
international dataandvoicetelecommu-
nicationsservices.Equantacquired
GlobalOnein July 2001,andthetwo
companiesmerged.

Before themerger,Lettieri wasdirector
of Al ternate SalesChannel.During
premergertalks,Equantdecidedto reor-
ganizethesalesemployeesthatLettieri
supervisedinto a new unit thatwould be
supervisedby a person appointedto a
newly createdposition.

EquantSenior Vice PresidentSean
ParkinsoninterviewedLettieri for the
position,asking herquestionsabouther
personallife, suchaswhethershehad
children,what typesof child care
responsibili tiesshehad,andhow her
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Clearly explain why the
training topic is important
to learnersand how it is
relevant to their daily
jobs.Learnerswill be
more likely to remember
the concepts taught if they
understandhow those
conceptsspecifically
apply to them.

CASE STUDY

Five Keys to Corporate University Success

TerminatedWorker AllegesGender Stereotyping

(continuedon page 3)

http://www.blr.com
http://www.best-in-class.com


2 © 2007 Business & Legal Reports, Inc.

Don’t Let Training Get Sidelined
You’ve identifiedtraining needswithin your organization,setrealisticgoals,anddeterminedwhich typeof
training eachemployeeneeds.No small task,but your work isn’t doneyet.Without carefulplanning,day-to-day
demandson your time—andthatof learnersin your organization—mightpreventtrainingfrom actuallytaking
place.That’swhy it’s soimportant to setup a reasonable,realistictrainingschedule.

Here area few tips to helpensurethat trainingdoesn’tgetsidelinedbecauseof competingpriorities:

• Create a master schedule of all thetrainingyou want to conduct for thenext6 monthsto a year.

• Set specific datesfor eachtraining sessionwithin your masterschedule.Or, if you’re usingonlinetraining
or some otherform of self-directedtraining suchasaudioPowerPoint® sessionsthatemployeescancomplete
on their own,set specific datesby which trainingmustbecompleted.

• Includemakeupdatesfor traineeswho cannotattendscheduledgroupsessions.

• Usea logicalprogression for multipart training.Makesuresessionsaren’tsofar apartthat traineesforget the
first training or too closetogether that traineessuffer informationoverload.

Ask the Trainer
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Trainer’s Corner

Q:Why are self-discovery and reflection so
important in the learning process,and what
can tra iners do to promote them during
training?

A:Self-discovery and reflection create “intrinsic
inspirationto learn more,” saysMichelle
LaBrosse,CEO of CheetahLearning
(www.cheetahlearning.com).

“I t isn’t just askingpeopleto reflecton what they just
experiencedthatwill drive self-discovery andreflection
in training,” shesays.Trainersneedto setup “mean-
ingful simulationswherethe students canprogress
throughthematerial in a way that is intuitive andwill
drive the‘aha’momentsfor themthatareunique and
personalto them.”

“Thereis not onemagicbullet to creating greatcourses
thatstimulateself-discoveryandreflection,”LaBrosse
says.“The way thecourseis designedis highly depen-
denton thetypeof skill andthelevel of masterythe
studentwantsor needsto achieve.”

“I ntuitively, people go throughfour levelsof learning,”
shesays.Thefirst level is awareness. “Upon reflection

of their past successesandfailures, they realizethat there
is a lot morefor themto learn; theyrecognizethepoten-
tial anddevelopthedesire to learn more.”

Thesecondlevel is knowledge. “When theydevelop that
desire, “theypursuea knowledgeacquisition phase,”
LaBrossesays. “This is typically characterizedby
reading books, attendinglectures,andtakingteststo
demonstratethey have acquiredthelevel of knowledge
for a specific area.”

Skil l is thethird level of learning. “At theskill stage,
peopleare learning how to apply what theyknow to
achieve useful results,” shesays.

Thefourth level, mastery, “i s thelevel that is guidedthe
mostby self-discovery andreflection.” At this level,
peopleare “t ruly in chargeof how well theycanusetheir
skil ls to consistently achieve their desiredresults.”

Noting that“mostcorporatetraining focusesat the
‘awareness level’ where thetrainer flipsthrougha deck
of PowerPoint® slides[and]… may have oneor two
disjointedactivi ties,” LaBrosse says, “t rainersneedto
become muchmore consciousof what level of learning
theyare attempting to have their studentsachieve.”

http://www.cheetahlearning.com
http://www.copyright.com


family felt abouther weeklycommutefrom their home
in New York to Equant’sReston,Virginia,headquarters.
Specifically, Parkinsonasked“how [her] husband
handledthefact that [she]wasaway from homeso
much,not caring for thefamily.”

After theinterview, Lettieri expressedconcern to her
supervisor,Jim Hamrick,about Parkinson’sgender
stereotyping andabouthis focuson herpersonal life
insteadof herprofessionalqualif ications.

Parkinson notified Lettieri in earlyJuly 2001thata male
Equantemployee,MichaelTaylor, hadbeenselectedfor
thenew position,mainly becausehis childrenwere
grown,andheandhis wife couldmove to Reston.
Lettieri complainedto HR aboutParkinson’s sexist
assumptionsandattitude.

Taylor suggestedrepeatedlythatLettieri consider trans-
ferring to Equant’sNewYork office to becloserto her
family. In mid-December2001,heproposedreducing
hersupervisory responsibilitiesandreassigningherto
NewYork.

Lettieri complainedto HR aboutthediscriminatory
natureof Taylor’s planandher interview with Parkinson.
Shealsoreporteda “major problem[wi th the] way
womenareperceived”at Equantandthat the“manage-
mentstructure is biasedagainstwomen.”

HR notified Taylor andParkinsonaboutthecomplaints.
Taylor agreednot to implementhis proposal, but weeks
later, heannouncedthathewould assume manyof
Lettieri’s responsibilities.

Parkinson andTaylor discussedterminating Lettieri to
reducecosts.WhenParkinsonwasreplacedby Paul
Radochia,Taylor approached Radochia aboutterminating
thepositionsof Lettieri andanotherfemalemiddle
manager. Taylor laterrecommendedthata recently
demoted maleemployeebepromotedto replaceLettieri.

Noting thatAvino wasa “poor performer,”Radochia
said thatLettieri could not bereplacedfor 6 months
anyway, andthatTaylor wassupposedto assumeher
responsibilities. Taylor agreedto follow theoriginal plan.

JustbeforeanHR representative fi redLettieri in a
July 8, 2002,meeting,Taylor saidto Lettieri, “M y, don’t
you look pretty in pink.”

WhenBarbaraWellonsjoinedEquantin February2003,
sheassumedTaylor’s upper-level managementresponsi-
bilities,effectively demoting him to Lettieri’s former
position.At Wellons’request,Taylor resigned2 months
later, andWellonshiredGregroy DeMarcoto fill
thevacancy.

Lettieri filed sex discrimination andretaliationcharges
with theEqualEmployment Opportunity Commission
andthen filed suit againstEquant, allegingsexdiscrimi-
nation andretaliationunderTitleVII of theCivil Rights

Act, aswell asbreachof contract for whatsheclaimed
$50,000in unpaid salescommissions.

A district court ruledin favor of Equant,andLettieri
appealedto theU.S.Court of Appealsfor the4th Circuit,
which coversMaryland,North Carolina,SouthCarolina,
Virginia,andWest Virginia.

What the Cour t Said
Theappeals court reversedthedistrict’s court’s decision
regarding theTitleVII claims andaffi rmedthebreachof
contract claim.

AlthoughEquantmaintainedthatLettieri’s position was
“not really needed,” andit terminatedherto save money,
Taylor immediately recommendedpromotinga previ-
ously demotedmale employeeto succeedLettieri—until
his efforts werethwartedby Radochia, thecourt noted.

Lettieri’s former position “re-emerged”asa separate
position in February 2003whenWellonsassumed
Taylor’s upper-level managementresponsibilitiesand
Taylor continuedin Lettieri’s former role.WhenTaylor
resigned,DeMarco washiredto fi ll theposition.

In addition, “[ t]hereis powerful evidenceshowing
a discriminatory attitudeat Equanttowardfemale
managers—particularly female managerswho have
childrenat home andcommute longdistances,” thecourt
said,noting Parkinson’s comments during theinterview
for the newly createdposition andTaylor’s repeated
suggestionsthatLettieri return to NewYork to bewith
herfamily. Thecourt also notedthatwithin weeksof her
sexdiscrimination complaints, Lettieri’s job responsibili-
tieswere reducedandtermination talks began.

Thecourt said thereduction in responsibilities “madeit
easier for Taylor to taketheposition later thatLettieri
wasnot neededandshould beterminated.”

Lettieri v. EquantIncorporated (No. 05-1532)(U.S.
Courtof Appeals, 4th Cir., 3/5/07)
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C A S E S T U D Y

Terminated Worker ... (cont. frompage1)

InBrief
Avoid gender stereotyping. Throughtraining,
help supervisors understandhow sexist comments
may prompt chargesof discrimination.

Make objective personnel decisions. Decisions
to hire,promote,demote,or terminate should
bebasedon legitimate,nondiscriminatory
reasons—not, asin this case,on a supervisor’s
assumptionsaboutwhethera female workercan
adequately balanceherwork andpersonal lives.

Communicate openly. Require supervisorsto
contactHR to discuss plansto terminate,promote,
or demote employees.
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PRACTICES IN TRAINING
Arnold & PorterLLP doesn’twaste anytime letting
newhiresknow that it is committedto creatinga
diverse,inclusiveenvironment.In fact, thelaw
fi rm addressesdiversityduringorientation andthen
requires thatall newhirescompletea half-daydiversity
training session.

“We start with orientation,becauseI think that’swhere
you needto emphasizeit,” saysElizabethRespess,
director of HumanResources.

“I think it’s important to talk aboutdiversity andto
promote it early andoften,” shesays.“We meetwith
eachincomingperson to talk aboutthethingsthatare
important to theorganization.…By defining those
thingsup front, it helpsreinforcethem.”

Trai ning Fosters Appreciation
Arnold & Porter(www.arnoldporter.com) implemented
its mandatorydiversity training programfor all new
hiresabout8 years ago.Theclassroom-basedsession,
which is taughtby anoutsideconsultant, helpsfoster
anappreciationfor andunderstandingof diversity,
Respessexplains. “What we try to instill in people
is thateveryonecomesto theorganization with a
differentbackground.”

During introductions,participants areaskedto share
something uniqueaboutthemselves.“By theendof
theintroductions, theroomis just a morecomfortable
placeto be,” shesays. “That’s becausethis exercise
helpsemployeesrealizethateachpersonhasunique
characteristicsthatareimportant to him or her.”

Thesession is interactive,featuring a combinationof
approaches, includingvideos,role-playing,discussion,
andlecture, shesays.Participantsdiscussdiversity,
discrimination,andhow people areaffectedwhenthey
feel that theyare “not acceptedfor who theyare.”

New attorneysandsupervisorsalsocompletea 2- to
3-hoursexualharassmentand nondiscriminationtraining
session within 6 monthsof their arrival at thefirm. This
class, taughtby anoutsideemploymentattorney,focuses
on legal requirementsanda review of thefirm’s internal

policies. “I n somecases, we go beyondwhat the
law requires,” Respess says. In addition, this
session addressesnonretaliation andhow to report
a potential problem.

“It involvesall aspects of theworkplace,” Respess
says, referring to interactionswith co-workers,vendors,
andclients.

Last year,Arnold & Porter also launcheddiversity lead-
ership training for nearly 20 partners andexecutive-level
employees,who initially met in small groupsand then
selectedindividualdiversity projects to pursue.“Each
person is chargedwith coming up with a projectthat
promotesdiversity within their realm of influence,” she
explains. For example,Respess chose to pursuea
community servicesprogramto promote interaction
among employeesandthecommunity.

Another employeeimplementeda companywide
monthly diversity awareness programaimedat fostering
anappreciation of differentculturesandidentities,
saysRespess.

Arnold & Porter’s diversity training anddiversity
committeewererecognizedthis yearwhenthefi rm was
namedoneof five organizationsto receivea GreatPlace
to Work Award.

Tips to Consider
Respess offers some advicefor employerswho want to
strengthentheir diversity training efforts.First,manage-
mentbuy-in is critical to thesuccess of your training
program. “You’ve got to have support from thetop,”
shesays.

In addition,diversity must bea priority. “You asan
organization have to decidewhat is important to you
andmakea commitment to it,” shesays.

Shealso recommendsproviding diversity trainingto
all employeesandincluding employeesat different
levels of theorganization in thesame trainingsessions.

Finally, look for continual improvement,andtweakthe
training programasnecessary.

standardization,” thewhite paperstates.“Best-in-class
companiescoordinatethetraining needsof eachbusiness
unit to ensurethatbestpracticesaresharedandcorpo-
ratevaluesareinstill edcompanywide.”

Third, “when developing a corporate universityor
instituting majorchanges,getbuy-in early throughout
thecompanyto ensurethat theoverall missionis
supportedandexecuted,”thereportstates.

Fourth, “i nvolve senior managersin trainingto offer
employeesreal-world perspectives,” thefirm writes.

“Top companieseitherencourageor requiresenior
managers to lead,facilitate,or serve asguestspeakers
for employeetraining anddevelopment.”

Finally, “fi nd a way to demonstrate valueandreturnon
investment to keeptraining relevantandeffective,” the
white paperstates.“Best-in-class companiesmonitor
their return on investment to ensure thatsuccessful
programs are emulatedandto best identify areasto cut
whenbudgets aretight.”

Five Keys... (cont.from page1)

Promote Diversity ‘Earl y and Often’Among Employees
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