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Business Advisors

Emerging/Existing Leader Development Program Description (E’LDP)

Objective:

Business leaders in our new economy face increasingly more daunting challenges. They must
do more with fewer resources: recruit, motivate and retain with tighter budgets; and improve
productivity to contain costs and remain competitive. Strong leadership and management
skills will be needed to meet these challenges.

The E?LDP is a year-long skills based program that has been developed to help Emerging
Leaders become extraordinary leaders and managers of self and others at work and be ready
to confidently accept increased responsibility. This cost-effective, practical program teaches
tangible skills that leaders can immediately apply back on the job.

Existing Leaders need to enhance and strengthen their skills if they are going to continue to
lead their teams to success in this new economy. The skills that produced success in the past
are not the ones that will produce success in the future. The E2LDP has been designed to
build enhanced skills for the Existing Leader using proven techniques that can be
immediately applied back in the business.

Mark Ernst facilitates each EZLDP group. He guides the class, arranges for outside speakers,
and customizes the curriculum to meet participant requirements.

Methodology:

¥ Customized individual leadership development using experiential, classical and peer
coaching/learning. Each participant will be required to complete an individual project tied
to their company and the Personal Compass career plan.

¥ The year-long program is divided into seven full-day sessions that meet every other
month. The sessions are hosted by participants in their own organizations. The first two-
days are an initial day long introductory “kick-off” meeting followed the next day with
the first business session. All subsequent meetings occur every other month and are
hosted by one of the participants at their location.

¥ On months between the full-day sessions, there will be one 90 minute conference call
with a professional business advisor keeping the participants connected and focused on
current challenges, assignments, and the status of the Career Development and Business
Project.

¥ While assuring the core curriculum is fully examined, we will align the learning priorities
with the group's needs and interests.

¥ Another crucial component is the supportive team members who hold each other
accountable for implementing actions that make themselves and their organizations more
effective and profitable.
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Eligibility Criteria:

¥

Emerging Leader participants will have worked in one management position or are soon
to move into a managerial role. Minimally, they will understand the role of a manager
and have the maturity and capacity to fill that role.
Emerging Leader participants will be sponsored by the participant’s employer or another
senior leader who mentors his/her progress via periodic one-on-one sessions and speaks
to the group when hosting the group’s meeting.
Existing Leaders may be the owner, top executive, or a department head who wants to
improve his/her effectiveness, prepare for greater responsibility, and/or need help
addressing past management/leadership challenges.
Existing Leaders below the owner or top executive level will be sponsored by the
participant’s employer or another senior leader who mentors his/her progress via periodic
one-on-one sessions and speaks to the group when hosting the group’s meeting.
All participants must be able to fully engage in the full-day meetings, conference calls
and complete assignments on time.
To maximize the learning process all participants are expected to:
0Come prepared to each session with no more than two meeting absences.
OPresent and defend a Career Development and Business Project with milestones,
deliverables, and an implementation plan that can be supported and monitored
by the leader and the group.
OBe ready to grow into the next phase of one's career and life.

Fiscal reminders:

¥

Participants will be hosting their group’s full day meetings providing morning, noon and
afternoon nourishment plus an appropriate meeting place (and directions how to get
there).

Participants will purchase books as assigned from the booklist. Participants should not
purchase all of the books as there may be changes based upon need and newly published
books. Reading will be assigned at the end of each session for the next session. All other
hand-out materials will be provided by the program.

Participants are responsible for their own travel to the meetings. While every effort will
be made to host local groups, some participants may be from different cities or states. Our
goal is to have groups with participants who have diverse experiences to enhance the
learning experience.

Class Size:

¥ (lass size will be limited to provide participants the opportunity for maximum
interaction with other attendees and presenters. Minimum class size 8, maximum 12.



E’LDP GOALS
Developing Leadership and Management Skills

Managerial effectiveness depends on the manager being able to effectively use these skills.

A. Vision. To develop and communicate a compelling vision and how a compelling
visions contributes to motivating a high-performance team.

B. Values To understand the role values play in the organization and how to
communicate and OoperationalizeO the core values.

C. Strategic Planning Knowing where your business is going (and where it is not
going) is essential for managed growth. Participants will learn the essentials of strategic
planning and how it should fit and be integrated into the business process.

D. Building the team In order for the leader to be successful they must be able to
manage their team to achieve the goals. A key part of managing any team is conducting
effective meetings that are efficient and energize the participants and holding team members
accountable for their commitments.

E. Recruit, retain and motivate employeesParticipants will learn the ways
employees are sourced, the essentials of behavior based interviewing techniques, and the use
of the structured interview guide. We will also cover using on-boarding/orientation
techniques to ramp-up a new hireOs productivity. Retaining and motivating employees in this
challenging economy requires new skills and the payoff can be huge. Participants will learn
about financial and non-financial motivational tools, and how motivation contributes to
retention.

F. Setting Challenging GoalsIn order for the team to achieve they must have clear
and objective goals. Objective goals are also required to have accountability and to drive
high-performance with the team. Participants will develop a good working understanding of
goal-setting how to use it to drive high-performance with the team.

G. Feedback and CoachingManagers must be able to give timely and frank
feedback if they are to manage a high-performance team. We will discuss the elements of
effective feedback and give participants the opportunity to practice giving frank feedback.
The other skill a manager must master is that of coach. Participants will learn the essentials
of coaching and why that is a superior method of guiding the team to achieve high-
performance. We will also discuss disciplinary action and where it fits in the process and how
to effectively use disciplinary action.

H. Evaluating Performance Managers must be able to evaluate performance
without shying away from the tough discussions if the team is to function effectively.
Participants will have the opportunity to practice this skill using carefully designed role
playing exercises.

I. Rewarding SuccessRecognizing and rewarding high-performance is a key to
maintaining it. Participants will learn more effective methods of rewarding performance
including financial and non-financial incentives. We will discuss the different OcurrenciesO
that can be used to reward success. Participants will also learn about financial incentive plans
such as bonus, commission, etc. We will discuss basic plan designs and the importance of
sensitivity testing to avoid unintended consequences. Participants will also learn the
importance of aligning the recognition and reward systems with the performance
management systems to ensure consistency in the overall management process.

E’LP GOALS
Assessment Instruments and Book List and Bibliography



(2010-2011)

Instrument Results and Tools:

e}

O O O O O

Myers Briggs

DISC

Assertive Index

The Grove Personal Compass visioning and goal setting workbook.
Picture of now and then (including your 80th Birthday Toast)

360 Narrative

Book List and Bibliography:

O O O OO OO OO O OO OO O0OO0 O0

The Four Obsessions of the Extraordinary Executive by Patrick Lencioni
Death by Meeting by Patrick Lencioni

The Three Signs of a Miserable Job by Patrick Lencioni

Leading Change, by John Kotter

Why CEQs Fail, by David Dotlich and Peter Cairo

The High Achiever’s Guide to Happiness by Vance Caesar and Carol Ann Caesar
The E Myth Revisited by Michael Gerber

10p Grading by Bradford D. Smart, Ph.D.

Now, Discover your Strengths, by Marcus Buckingham & Donald O. Clifton
Our Iceberg is Melting, by John Kotter

Built to Last by James Collins and Jerry Porras

Loveem or Loseem by Beverly Kaye

Management Challenges for the 215 Century by Peter Drucker

Effective Succession Planning, by William Rothwell

Systematic Succession Planning, by Rebecca Luhn Wolfe, Ph.D.

Abrticles/Book Summaries:

O

O
O
O

Videos:

O

“What Makes a Leader” by (HBR)
“Managing Authenticity” by (HBR)
“Emotional Intelligence” by Daniel Goleman

Others TBD based upon participant’s needs

TBD based upon the participant’s needs.



Full-Day Initial Kick-O! Meeting

Participants begin working on their Personal Compass while establishing a culture of trust and support
of each person’s achieving more as a leader with less effort.

Getting to know each other:

1. Introductions — Verbal Business Card
o Name
Position, what results are you paid to deliver?
Positions with the company and employment/career history
Education, specialized training, certifications
What would others say your greatest strengths are?
What do you like to do for fun?

O O O O O

2. Begin working on your Personnel Compass, steps 1 and 2. While this is occurring, participants who

have not received feedback from the initial instruments and 360¥degree feedback will obtain their

feedback.

3. Who am I — An in-depth narrative (approximately 30 — 40 min) addressing answering the questions?
o How did you become who you are?

What did you learn along the way?

Family history and its impact on who you are and the choices you have made.

Consider History/Life line from the Personnel Compass Step 2, as you develop your

narrative.

o O O

4. Discussion of legacy.
o 80t birthday toast or eulogy
o The High Achiever’s Guide to Happiness Chapter Four: Meaningful Work

5. Discussion of professional/personal goals from participation in the Emerging/Existing Leader
Program.

6. It is all about relationships; how to assure you are creating relationships where both parties are getting
more then they are giving.

7. Meaningful work and getting paid abundantly in the most important currencies.

8. Review program requirements, commitments to each other, accountability and what it means to you/
us.



Full Day Meetings
First Meeting
Morning

Your Goal: What will your role be? How will you get ready?

Discussion Topic:

v What are the characteristics of a leader and manager? How are the same and how are

they different? Which do you use in your current role, and which will you use in the

next role?

How will you hone and develop your leadership and management skills?

What is the job description for the leader position you aspire to achieve?

What are the skills, competencies and experience required to be qualified for this job?

What your current inventory of skills, competencies and experiences?

For Existing Leaders describe how your role has/will change based upon changes to

your business.

Identify the gap, the difference between your current skills, competencies and

experience and the changing role or position you aspire to achieve.

v Consider how you will acquire those skills, competencies, and experiences in your
current role? What has to change?

v" Career/Live Plan and Business Project written plan shared with group and to be
referred to during the rest of the program.

v What challenges will you face implementing your Career/Life plan and Business
Project?

v" What strategies will you employ to address those challenges? Both of these topics will
be addressed during the small group meeting.

AN N N NN

\

Small Group Exercisarticipants to develop their individual plan to acquire the skills,
competencies and experiences identified in the gap analysis. Define specific action steps
participants can implement over the next 12 months to close the gap. List the next five
year’s annual milestones for growing toward the leader you are becoming, and how you'll
hold yourself accountable for staying on plan. Participants should begin discussing ideas for
the Business Project. This project will need to be approved by the company sponsor and
ready to discuss on the October conference call.
o Participants will present their plan to the full group to obtain feedback.

v" Participants will finalize their plan to be ready to present to the company sponsor and

obtain concurrence.

Maintaining a business/personal work-life balance. Complete step 3 and 4 and you should
begin working on steps 6-7 of the Personal Compass.

Applying the lessons learned from this morning’s session. What are the action items you will
apply back on the job?

Lunch Speaker: A Leader's Story



First Meeting
A'"ernoon

Understanding your organization, its history, culture, vision and values
Books:

“The Four Obsessions of an Extraordinary Executive” Patrick Lencioni

“Built to Last” James Collins and Jerry Porras, Chapter 6

“Leading Change” John Kotter

Finish work from this morning’s session

Discussion Topics:

Participants review the history of their company, its culture, vision and values.
What are you currently focused on? What should you be focusing on?

Does the current culture of company support or inhibit performance and growth?

ANANENEN

Discuss insights learned from your assessments and 360%4eedback, and actions you plan to
take to change perceptions.

Case studyWe will review the vision, values, and culture of two participant’s companies,

highlighting what works and what doesn’t.

Small Group ExercigBiscuss strategies to change/improve the vision, values, and culture and

discuss how the leader must adapt his/her style to the culture.

v How do values fit into the “success equation”?

v" Are your company’s values understood by all employees? Are they institutionalized? If so
how? If not should they be? How will you go about “operationalizing” them?

Small group exercis&hat actions can participants take to make the values alive in the
company? Present to the full group and capture the best ideas.

Applying the lessons learned from this afternoon’s session. What are the action items you will

apply back on the job?

Assignment for Second Meeting:

Con#rm conference call date and time:
Agenda for the #rst call:
1. Identification of their Business Project

2. Confirm status of completion of the Personal Compass
3. New challenges at work
4. Status of class work preparation



Second Meeting
Morning

Applying what you learned in the #rst meeting:

Building your team and optimizing meeting electiveness.
Books:
Now, Discover your Strengths by Marcus Buckingham & Donald O. Clifton
Meeting by Death by Patrick Lencioni
The Three signs of a Miserable Job by Patrick Lencioni

Discussion Topics:

v" How did you decide who will be on your team? Who should be on your team that isn’t?
Who is on the team who shouldn’t?

v What insights did you gain from the Buckingham book about strengths?

v" Isyour team aligned so that they are leveraging their strengths?

v" What kind of meetings do you regularly participate in? Do they energize the team or are
they energy draining and seemingly time-wasting events?

v What is or should be the purpose of a meeting?

v How do we make our employee’s jobs more compelling?

v What part does the manager play in driving up job satisfaction?

Small group discusstd® hat will do to align/reconstitute your team to maximize its
effectiveness?
Present findings to the full group and capture the best ideas.

Conducting an elective meeting is important to managing your team.
Case StudyWe will study one or two participant’s company meetings. We will focus on
effectiveness and how decisions are made and conflicts get resolved (or don’t).

Small Group DiscussioW hat’s your role in conducting successful meetings?
v What insights did you gain from the Lencioni book that you can apply immediately?
v How does that compare to the way meetings are currently run in your organization?

Small Group DiscussioW hat part do you play to not have your employees feel that they have
a miserable job? Has your opinion changed following your reading of the Lencioni book?

v What are the key metrics you rely on to measure job performance?

v' Discussion of metrics, what works, what doesn’t, and what should be included or deleted.
Present findings from the two small group meetings to the full group and capture the best ideas.

Applying the lessons learned from this morning’s session. What are the action items you will

apply back on the job?

Speaker: A Leader's Story
Second Meeting



A"ernoon

Discipline, Accountability and Changing/Managing Culture
Books:

Leading Change, by John Kotter

Our Iceberg is Melting, by John Kotter

Why CEOQ?s Fail, by David Dotlich and Peter Cairo

Discussion Topics:
v What is the main reason cited by the authors of why CEO’s fail?
v Why is “change” so challenging for an organization?
v" Based on the Kotter material, what will you do to encourage/support change in your
organization?
Holding your team accountable what’s required to drive high performance
Building results-based job descriptions and why they are important
Setting clear results-based performance expectations
Timely and frank feedback is very important to achieving success. Describe what you have

ANENENEN

experienced in receiving timely and frank feedback over the past year.
Share an example of when the failure to provide timely and frank feedback led to additional
problems in the work group.

<

Results-based job descriptions

Small group discusstdiepare sample results-based job descriptions for each business and discuss
how they compare to your existing job descriptions and discuss how to implement including the
communication plan.

Providing timely and frank feedback
Small group exercidésing the sample role play forms practice giving frank and effective feedback
and receive feedback following the role play.

v How coaching and counseling fits into the management role

Elective disciplinary action and how and when to use it
Small group exercifle playing using actual business scenarios to let participants practice new
skills.

Present feedback from the small group exercises and capture best ideas.

Applying the lessons learned from this morning’s session. What are the action items you will apply

back on the job?

Assignment for $ird Meeting:

Con#trm conference call date and time:
Agenda for the call:



1. Status of your Business Project; 2. Confirm status of completion of the Personal Compass; 3.

New challenges at work; and 4. Status of class work preparation.

10



$ird Meeting
Morning

Applying what you learned in the #rst two meetings:

Setting a Strategic Direction:
Books:
Death by Meeting by Patrick Lencioni Pages:
Effective Succession Planning, by William Rothwell
Systematic Succession Planning, by Rebecca Luhn Wolfe, Ph.D.

Discussion Topics:

Does your company have a strategic plan? If not, why not?

If yes, what is your company’s strategic direction?

If yes, when was it last updated?

If yes, how is the strategic plan integrated into the annual business plan?

If yes, how was the strategic plan communicated to the employees?

If yes, how is the activity tracked to keep the plan on track and hold employees accountable?
What is required to develop a strategic plan?

ANANANANANAY

Case StudyWe will study one or two of our participant’s strategic plans. We will focus on
how it was developed, communicated, updated, results tracked, accountability achieved,
and what works and what didn’t. Or, the Facilitator will share one or two recently
completed strategic plans, the process used, and the challenges faced.

Small group discussi@®used on this morning information, discuss how you would go
about developing your next strategic plan. Who would be included and why? What
information would you need before beginning? What are the objections you will probably
have to overcome and how will you do that?

Pitfalls:

v How to prevent the strategic plan from becoming a dusty three-ring binder on the
book shelf.

v" Accountability and tracking changes, adjusting dates, keeping the plan on track.

v How to prevent unplanned contingencies from derailing the plan.

Applying the lessons learned from this mornings session. What are the action items you will apply

back on the job?

Speaker: A Leader's Story

11



$ird Meeting
A"ernoon

Strategic Planning Continued:

I.T. Infrastructure
Discussion Topics:

AN N N N N NN

Do you have an LT. strategic plan? If not, why not?

If yes, what is in it?

What needs to be in your LT. strategic plan?

Can you current computer system support your growth?

Are your systems and your data secured?

Do you back-up your systems?

Have you ever tested your back-up systems to see if you can recover the data?
Are you prepared to recover from a disaster?

Is your LT. staff up to the challenge or are they in the biggest job of their career?

o Ifin the biggest job of their career, what plans do you have to develop them for the
next level.

Succession Contingency and Exit Strategy Planning
Discussion Topics:

AN

ANIAN

v
v

Introduction to succession, contingency, and exit strategy planning

Whose business has a formal succession and/or contingency plan?

Whose business has an informal succession and/or contingency plan?

If your business has no succession and contingency plan, why has that been the
decision?

Why is succession and contingency planning important to your business?

How difficult was it/would you anticipate it to be to develop and maintain a succession
and contingency plan?

How does management development fit into the succession plan?

Introduction to exit planning because one day we will all exit our business.

Small group exercidésing the sample forms provided, prepare an initial draft of a succession and
contingency plan. Discuss lessons learned and questions you have as a result of your work in small
groups. Summarize and prepare to share them with the full group. Based on the group discussion,
develop next steps for developing a succession and contingency plan in your business.

Applying the lessons learned from this afternoon’s session. What are the action items you will apply

back on the job?

Assignment for Fourth Meeting:

Con#trm conference call date and time:

Agenda for the call:Status of your Business Project; 2. Confirm status of completion of the Personal
Compass; 3. New challenges at work; and 4. Status of class work preparation.

12



Fourth Meeting
Morning

Applying what you learned in the #rst three meetings:

Recruiting, Retaining, and Motivating Employees
Books:
The Three Signs of a Miserable Job by Patrick Lencioni Pages:
Lovem or Losem by Beverly Kaye
First, Break All the Rules by Marcus Buckingham and Curt Coffman
10p Grading by Bradford D. Smart, Ph.D.
Video:More Than a Gut Feeling II, by Paul Green, Ph.D.

Discussion Topics
Share your experiences sourcing and recruiting, the good, the bad and the ugly.
What have been the biggest challenges you have faced sourcing quality employees?
Introduction to behavior-based interviewing.
Introduction to structured interview guides.
Applicant flow tracking and why it’s important.
The importance of establishing more formal on-boarding/orientation process.
The company’s lines of defense:
o An updated application
o Trained interviewers
o Background and reference checks
Cost of turnover and miss-hires.
Calculating ROI for training and prevention programs.

ANANANANANAY

AR

Small group exercid@evelop a structured interview guide for a position in your company.
Participants will then conduct role plays conducting an interview using behavior-based
interviewing techniques

Applying the lessons learned from this morning’s session. What are the action items you will apply

back on the job?

Speaker: A Leader's Story
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Fourth Meeting
A"ernoon

Recruiting, Retaining and Motivating Employees

Small group exerciseontinue with role-play interviews. Each small group to summarize lessons
learned and present to full group. Capture and list best ideas from all small groups.

Discussion Topics:

Financial and non-financial incentive to motivate employees to perform their best.
What were the top three to five things you learned from the Kaye book?

How will that impact how you work to motivate your employees.

How long does it take new hires to ramp-up to full productivity in your company?
What would the value be if a new hire is able to ramp-up more quickly.

What is an on-boarding/orientation program and how does it work?

How do you create a cost-benefit analysis for a formal recruitment and on-boarding/

AN N NN N YN

orientation program?

Motivating your employees:
Small group exercideevelop three to five plans you will implement to improve motivation in your
employees. Present findings to the full group. Summarize the key learning’s and findings.

On-Boarding/Orientation Program:

Small group exerciséreate an on-boarding/orientation program for your company. What will be
the key components of the program; how will you sell/implement the program; what will the
challenges to overcome; and discuss a cost benefit analysis, what factors will you measure. Present
findings to the full group. Summarize the key learning’s and findings.

Applying the lessons learned from this afternoon’s session. What are the action items you will apply

back on the job?

Assignment for Fi"h Meeting:

Con#trm conference call date and time:
Agenda for the call:

1. Status of your Business Project; 2. Status of any plans you've recommended based upon your

course work; 3. New challenges at work; and 4. Status of class work preparation.

14



Fi"h Meeting
Morning

Applying what you learned in the #rst four meetings:

Setting a Strategic Direction:
Books:
Management Challenges for the 21 Century by Peter Drucker
Leading Change by John Kotter
Video: Conducting an Effective Performance Review

Discussion Topics:
v What methods do you use to manage performance?
v" How well do they work?
v" Have you experienced any consequences of no or a inconsistent system?
o Litigation
o A good employee leaves
What are the Pro’s and Con’s of a performance management program?
Simple is better, make it about performance feedback not the process.
Translating a results-based job description and specific into performance appraisals.
Results v. activities, manage results.
Aligning performance management with the company goals.

ANANANANYS

Small group exercidésing the forms provided and material from the November meeting
participants are to create a sample performance appraisal tool/form and create an outline for the
policies you would recommend. Present the findings to the full group and capture the best
ideas.

Applying the lessons learned from this morning’s session. What are the action items you will apply

back on the job?

Speaker: A Leader's Story
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Fi"h Meeting
A'"ernoon

Rewarding and Incenting High-Performance
Discussion Topics:

Review the earlier discussion of Financial and non-Financial incentives.
Which is used more in your company?
Use of base pay and how to determine market pay.

o Benchmarkingjobs

o  Salary surveys and how to use them.
Determining appropriate pay levels and setting pay levels v. the market
Aligning pay plan with performance management
Bonus plans, when to use them and how they work
Commission plans and if designed correctly will drive high performance
Sensitivity testing, what it is and why to do it.

o The search for unintended consequences — a real life costly example

ANRNEN

ANENENENEN

Small group exercid@etermine what type of incentive plan your group wants to develop. Create
the plan and the guidelines for the plan as if you were going to implement the plan. Sensitivity
testing and unintended consequences, how would you do this for your plan? Present your findings to

the full group.

Applying the lessons learned from this afternoon’s session. What are the action items you will apply

back on the job?

Business Project updaf@rticipants provide a status update of their Business Project, how it’s going,
challenges faced and overcome, and next steps.

Schedule 38@Qpdates for each participant from the company '&mPE
peers.

Assignment for Sixth Meeting:

Con#rm conference call date and time:
Agenda for the call:

1. Status of your Business Project; 2. Status of any plans you've recommended based upon your

course work; 3. New challenges at work; and 4. Status of class work preparation.
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Sixth Meeting
Morning

Applying what you learned in the program:
Legal Update
Speaker: TBD Employment Law and Legislative update.
Discussion topics:
v" Based upon the presentation what changes/plans will you need to make to be in
compliance/prepared?
v How will you prepare your management team?

v Other issues

Business Project updaf@rticipants provide a status update of their Business Project, how it’s going,
challenges faced and overcome, and next steps.

Applying the lessons learned from this morning’s session. What are the action items you will apply back

on the job?

Speaker: A Leader's Story
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Sixth Meeting
A'"ernoon

Leadership and Management Skills covered in the program:

A. Vision.

B. Values

C. Strategic Planning

D. Building the team

E. Recruit, retain and motivate employees.
F. Setting Challenging Goals

G. Feedback and Coaching.

H. Evaluating Performance

I. Rewarding Success

Discussion Topics:

v" Looking at the list of topics we’ve covered this year which do you feel you have the best
understanding and which do you need to work on to learn how to use more effectively.

v What do you feel has been the most important topic we've covered? Why?

v What has been the least important? Why?

Small group exercislect one of the leadership and management skill’s topic that you feel
least comfortable working with and in the small group discuss why you are not feeling
comfortable. Leverage the group expertise and engage in a discussion

Wrapping up and setting a plan for growth

Discussion Topics:
v" Comparing your year-end 360%aesults to the first report...what has changed and what
are the crucial implications?
v How did you change in the year as perceived by each fellow E!LDP’er?

v How will you continue to leverage your E!ILDP resources?

Small group exercisview the next five year milestones for growing toward the leader you are
becoming you created from the first class. What changes will you make based upon your participation in

the program? Consider feedback from fellow classmates and the 360% What do you anticipate in
achieving your plan and how will you overcome them? How will you hold yourself accountable? Present
to full group and capture best ideas.

Applying the lessons learned from this afternoon’s session. What are the action items you will apply back

on the job?

Course evaluation:

18



Fees for the full-year program:

The total fees for the program are: $4,995.

Initial deposit due with application: $1000. (Deposit becomes non-refundable ten days before the start
of the program. The company can substitute a replacement prior to the second meeting.)

The balance of $3,995 is due on by the first meeting unless other arrangements have been made.

There is special pricing for companies that enroll more than one participant; and custom programs
available for a single company with 5 or more participants.
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ELP Application

Name:

Company:

Position: How long:

Education:

Specialized training:

Management training attended/completed:

Describe the management roles you have held, and explain how well you feel you performed them:

What are your goals both personal and professional for attending the program?
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