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The Supervisory Leadership Development Program (SLDP)
Program Overview

The Supervisory Leader Development Program (SLDP) is a 10-month, synchronous, online
program for new supervisors. The program might also have relevance to supervisors who
have led teams for a few years, but never had the developmental attention ahead of
moving into that role.

Unfortunately, it is too common to see individuals placed into roles they are not prepared
for. The cost is often obscured, but the end result can be seen by higher turnover rates,
lower engagement scores, increased toxicity in the culture, poor overall performance, and
failed outcomes.

In this section, we’ll discuss four key aspects of the SLDP:

 Program objectives
 KEY roles
 Curriculum
 Program Details and ROI
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I. PROGRAM OBJECTIVES

One universal challenge for organizations, especially medium and smaller-sized
organizations, has to do with developing their novice leaders. The cost in terms of time
and resources is typically too steep for smaller organizations. Without the resources to
establish a formal and robust leadership development structure, companies are often
pressed to give ‘something’ to the new supervisor and call it development (even though
they may not know what that is). Being able to offer a standardized, consistent, and high-
quality program is almost impossible for smaller companies.

The main goal of the SLDP is to provide organizations with a turnkey solution for their
new supervisors. As most organizations will always have a steady stream of new leaders
throughout the year, the SLDP represents a standardized orientation to leadership
development. Organizations can utilize the series as an internal cohort model or
participate in a consortium, with participants from of several organizations. Both models
have their advantages. The series can also be customized with topics specific to the
messaging an organization would want to imprint upon their new supervisors.

Another challenge that often impedes leadership development is the fact that we’re more
geographically spread out than before. So, while an organization might have a larger
leadership team, because they are dispersed, the cost of in-person training might be too
extensive to deliver on. Add COVID to the mix, where employees are working more and
more from home, and it becomes clear that in-person classes don’t always make sense.

The goals of this program are to:

1) Offer a high-quality, standardized leadership development program for new
leaders

2) Give organizations a mechanism to provide a scalable and time-relevant learning
program

3) Demonstrate ROI through personal growth, leadership readiness, and cost
effectiveness
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II. KEY ROLES

In typical leadership programs, the onus of learning falls primarily on the learner and
facilitator. While this is certainly helpful, the SLPD recognizes a more comprehensive
approach, enlisting the learners’ supervisors, and internal Mentors. It takes several
players, working off the same game plan, to significantly accelerate the new leaders path
to leadership maturity and effectiveness.

1) The Facilitator. The facilitator will run the program, lead the conversations, make
assignments, and administer assessments. At times, there will be individual
debrief/coaching sessions after specific assessments and the facilitator will
schedule those with the learners.

2) The Learner. The learner needs to attend sessions and participate in earnest.
Missed sessions break the continuity of the conversations. Since sessions are
typically 3-4 weeks apart, one missed session represents a two-month gap in the
learning.

The learner will also have assignments. The transfer of training is heavily impacted
by the practical application of the learners and connecting new knowledge to their
own personal context. Sessions will often start with a reflective conversation of
the previous session: what was tried and how it worked (or didn’t).

3) The Supervisor. The learner’s supervisor should remain connected to the learner’s
new knowledge and its application. The attention doesn’t have to be intense, but
it does need to be genuine and consistent. This means checking in on the progress
during their regular 1/1s, understanding the learner’s individual development plan
goals, and looking for opportunities to support the learning.

4) The Mentor. The learner will also be partnered with an internal Mentor. This is
typically a seasoned leader or at least a mature and respected senior employee
that wants to play this role. The ideal Mentor has something to offer and wants to
actively share their wisdom. The Mentoring component will be set-up early in the
program, but will mostly operate as a self-driven process for about six months.

The expectation for the Mentoring relationship is that during the interim period
between workshop sessions, learners will meet with their Mentors to discuss the
sessions, what they either tried or are going to try, and what meaning or new
knowledge they took from that experience.

The Mentor is typically someone other than their leader, someone in a different
department, and someone that has subject knowledge expertise and maturity.
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These pairings are not etched in stone, but they seem to give the Mentoring
relationship the best chance for success.

Training Sessions for Mentors - The program administrator will set up a 60-90-
minute learning session for the Mentors to briefly go over the program but then
also teach the Mentoring process.

Mentors are encouraged to meet regularly with the proteges (learners) between
the class sessions, ask questions about learning and application, promote
reflective thinking, and at times, offer their perspective (not solutions).

We have a Mentoring Guide that will be distributed to the Mentors. Each
workshop topic has a corresponding summary sheet for the Mentor to quickly
grasp a) the topic and objectives of the workshop, b) the action planning that the
learner was assigned, and c) a suggested set of questions that the Mentor can
select from based on what they feel most relevant to the conversation.

5) The Organization. The organization has a significant, supportive role to play in the
success of the learning investment. By ‘organization’, we are talking about senior
leaders and a culture that supports learning and talent management. There are
several ways to show support:

a. Stay connected to the learner. This may mean occasionally checking in
with the learner to see how they’re applying the learning. If senior leaders
show interest and simply inquire, it is often enough to send a strong
message about the importance the organization places on the investment.

b. Support participation. The organization needs to allow the learner to have
time to attend the learning events. [Usually, there is no respite from any
other responsibilities and learners can come to see the learning experience
as one more thing loaded on their plate.]  Consider whether anything can
be delegated to someone else? [Admittedly, easy to recommend, hard to
do]

6) The Administrator.  The administrator (usually the facilitator) will oversee the
progress of the program, make sure attendance or other issues are not impacting
the learning, and stay connected to the organization’s point of contact. The
administrator also handles all of the assessment administration.

Communication. On a regular basis, the administrator will communicate to the
various organizational stakeholders about the progress. This is a key connection
point that keeps everyone on point with their specific calls to action.
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Communication with the Mentors, the learners, the supervisors of the learners
will be brief, but convey where the learners are, key concepts of the learning, and
then what, if anything the receiver needs to do or be aware of.
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III. CURRICULUM

Workshop Descriptions

1. Introduction to Leadership – The first session is a brief overview of the program,
activities and expectations, and roles of key stakeholders. Assessments used in the
program will be introduced with the 360 getting assigned early (so that we can
discuss in session three). Content will touch on the history of leadership and begin
a dialogue around the learner’s personal understanding and views of leadership.
An essay assignment will be made for the next session. Learners will also identify
possible Mentors for their learning in this series (a 6-month role).

2. Leadership Communication – In leadership communication, we explore language
as the currency of leaders, why it is so critical to effective leadership, what good
communication looks, and the ways communication typically falls short of what
the receiver needs. Topics covered include verbal and non-verbal communication,
storytelling, e-mail etiquette, public speaking, humor,

3. The 360: Discovering Our Hidden Selves – In this module, learners will get their
360 feedback reports back electronically and we’ll go through each section and
discuss the meaning of the feedback.

Learners will also start thinking about their Individual Development Plans (IDPs).
This is viewed as a fluid document, but taking the feedback from the 360, we’ll
start to establish learning priorities that represent the greatest opportunity for
improvement.

Finally in this session, we’ll talk about the Mentoring relationship, specifically the
learners’ role as protégé’s and how to get the most from that relationship.

4. Understanding Teams and Leadership Styles – This session is designed to explore
the dynamics of teams. What is a team? What makes an effective and high-
performing team? How do teams generally and predictably progress through
stages? What dysfunctions destroy teams? This session will draw upon the work
of Tuckman and Lencioni. Learners will also complete an assessment that shows
how they interact with teams.
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5. Managing Conflict – In this module, we’ll turn our attention to conflict, a topic
that most leaders unfortunately avoid to their detriment. We’ll explore the five
major conflict styles that most people use (collaborating, competing, avoiding,
accommodating, and compromising). This session is intended to examine not only
the ‘inevitability’ of conflict, but the leader’s reaction and response to conflict.

We’ll review the feedback from the TK assessment and examine our own reaction
patterns to conflict, challenge our assumptions, and work on an approach that is
natural to our leadership style.

6. Emotional Intelligence – the session will explore the importance of emotional
intelligence, what it is, how it impacts leadership effectiveness, etc. The
conversation will look at the various ways EI plays a role in one’s leadership
effectiveness. Exploring diversity, resilience, persistence, optimism, emotional
control, and other emotions, -the learner’s ability to ‘manage’ these emotions is
at the center. Learners will review their Bar-On EQi assessment and incorporate
the results into their IDPs.

7. Diversity, Equity, and Inclusion – In this lesson, we explore the meaning of
diversity and inclusion in the workplace. As a leader, one no longer had the
prerogative to treat people differently. Aside from a legal requirement, the
leader’s role is one of bringing out the talents, perspectives, and inputs from each
member of the team. Learners will explore the many ways groups may feel
(justifiably) slighted or offended by leaders/peers/organizations. Sometimes it is
deliberate, sometimes it is inadvertent. Regardless however, the leader has a role
to play in establishing the team’s culture.

8. Performance Management - This session is designed to address the leader’s role
in assessing performance, giving feedback, and discussing the development of
their employee. While every organization may have a nuanced approach to
performance management, specifically the performance conversation, there are
some basic principles to understand. In this session, we’ll explore goal writing and
giving feedback.

The content will also explore the leader’s role in meeting the employee’s
psychological needs as it relates to their work role. Employee engagement and
attrition are closely integrated with the leader’s approach.

9. Time Management and Flow – This session addresses how new leaders must gain
a new competency around the way time is managed. Everyone is busy these days,
but the big mistake new leaders make is that they continue to do the things that
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got them noticed or set them apart from the pack. Learning how to delegate and
work though others is a key competency.

The second part of this session will explore the topic of flow.  In our context, we’re
talking about each person’s awareness of when they are in their best psychological
state for learning and performing. An assignment will be made to examine and
identify flow.

[FOR MENTORS ONLY] Virtual session for Mentors (90 minutes) – Once the Mentors have
been identified and have agreed to join the process, the facilitator will set up a one-hour
virtual session with the Mentors. In this session, Mentors will gain an understanding of
the Mentoring role within the context of this program. They will learn about the various
assessments and how they are to be understood. Lastly, we’ll teach the Mentors about
the Socratic method and how to have an effective conversation with their protégé.
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IV. PROGRAM DETAILS and ROI

In this section, we’ll explore the structure of the leadership series. These are lessons
learned over numerous leadership program iterations over the years that give the
learning the best opportunity.

 Attendance and Participation
 Cohort size
 Technical requirements
 Time commitment
 Costs per person
 Feedback from facilitator
 Return on Investment

Attendance

Here are some guidelines that will help the define attendance requirements for
graduation:

 Throughout the 9 learning events, the SLDP learner must attend 90% of the
workshops offered.

 If a learner needs to miss an event altogether, there is an opportunity to attend
the event the next time the series runs at no cost.

 Attendance will be taken and reported back to the organization.
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Cohort Size. The average cohort group will be 10-13 learners. The intention is to keep the
cohort groups relatively smaller in order to facilitate more participation and dialogue.

Materials. Materials will be available to the learners electronically and can be printed out
as needed. Assessments will be accessible online.

Technical Requirements. As long as the learner can access the internet and has
microphone, they should be able to participate.

Time Commitment. Sessions are generally 3.0 - 3.5 hours in length and are scheduled
every 3-4 weeks.

 The Mentoring session (for Mentors) will run approximately 90 minutes.
 Mentoring conversations are semi-structured. In most relationships, they

occur bi-weekly and last about one hour each, but that is ultimately left to the
partners themselves.

 Extracurricular activities are designed to be aligned to the learner’s regular
workflow. The assessments will take about 1-1.5 hours to complete.

Costs per Learner. The 10-month series is $4000 per learner. This includes the 9
instructor-led training sessions, assessments, and the 1-2 hour coaching 360 debrief.

Feedback from the Facilitator. Upon completion, there will be a feedback session from
the facilitator. This serves to not only inform the organization about the learner’s progress
and participation, but also seek input for improving the learning experience.
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RETURN ON INVESTMENT

Some final words…

With the introduction of almost every learning program, there is a desire to see the return
on investment (ROI) that the sponsoring organization can expect.

Establishing ROI value is important for several reasons. The organization needs to validate
the return on their development investment and the progress a given learner is making.
The learner also needs to recognize that their investment is making a difference in their
leadership effectiveness. A third reason ROI is so critical has to do with the way
organizations can turn to learning interventions when external forces require senior
leaders to look for cost-savings. Sometimes a changeover in leadership changes the
organizational focus and priorities. Again, longer-term initiatives can lose their traction.

The leadership journey however, is about one’s progress towards being the best version
of their leadership selves that they can be. It is difficult to say how one’s internal
maturation or decision-making was affected by a learning intervention like leadership
development, but it is safe to say that with experience and learning support, leaders get
better over time.

Here’s what we do know however.

 The leadership series represents an investment by the organization in a new
leader’s development. Not all organizations invest in their new leaders in this
fashion (or at all). That’s a differentiating factor, not only for the leader’s
professional growth, but the organization’s brand.

 The series gives organizations a standardized onboarding mechanism that should
be used as a complement to other developmental efforts. Every new leader
promoted to the supervisory role will get a similar onboarding experience.

 Organizations that use the SLDP can utilize their internal training function for
other topics that require internal subject matter expertise (i.e., budgeting and
finance, regulatory, safety, quality).

 ROI will come in the form of accelerated maturation, greater commitment, and
improved retention of the learner.

 A follow-up 360 can be administered six months after the completion of the
program if requested at a nominal charge. The 360s are often used to measure
changed perceptions from leaders, peers, and direct reports.


