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Module One:
Getting Started

« Effective, high quality management is key to the success of an
organisation. Whatever your sector, your organisation needs
skilled managers to deliver its pbest. But managers don't just
appear out of nowhere, equipped with the skills needed to
succeed. Managers need to develop.

The secret to winning is consistent and coherent management.

Tom Landry



Objectives of the workshop

« Discuss strategies for the development of new
managers.

« Determine core roles and responsibilities

« Understanding the importance of development
continuous development

Copyrighted Material © - All rights reserved to Top Social Power®.



Module two:
Managers are made, not born

« While It may seem that management skills come naturally to
some people, in reality management is a set of skills that can
be learned.

| believe that the best training a senior manager can receive is to manage by example.

Carlos Ghosn
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Managers need to be developed

Prepare

J

Develop

J

Help
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Management skills €2 53w
Can be learned

Time management
Personnel management
INnterpersonal skills
Sector-specific competences

Copyrighted Material © - All rights reserved to Top Social Power®.



Managers learn if they are
managed well.

Responsiveness

Investment in employee development
Personal responsibility

Speaking clearly and politely

High demands
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Creating a management channel

Skills needed
Experience regquired

Necessary training and development

Al



Practical illustration

« Serena had pbeen working in her
organisation for five years.



Module two: Review questions

Which of the following is true about management skills?
a) Some skills are easier for some people
| You can learn
c) They are always being developed and refined
a)  All these
VWhat is the case for managers?
a) areborn
o] Theyare manufactured
c) People are either management material or they are not.
) None of these
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Module two: Review questions

5. How do most managers say they learned to lead well?
o) Managing themselves well
O] Training courses
c) Being themselves mismanaged
d) Role-playing games
4 What is true about the development of new managers?
al  Must pe carried outaiter an employee assumes a
function.
O) Itis not the regponsibility of the organisation
[T Must be dome on a continuous Dasis
't should only bedone when managers have difficulties

el
o

)
A



Module two: Review questions

5 Why is it so difficult for new managers?
o) Lack of potential
0] Underdevelopment
c) Incompetence
cl]  Stress
6. How does the development of new managers benefit the
organisation as a whole?
al It prepares employees for the-transition to new roles,
encouraging retention.

O) It prepares employees for the transition to new roles by
allowing internal rather than.external recruitment.

cl It prepares emplayees for successful management roles.
d) All of the above
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Module two: Review questions

/. Which of the following elements should be included when
creating a management pathway”?

2] Training requirements for managers
0) Experience requirements for managers

c)  Typical trajectories through other positions to the
directorate

dl  All of the above
8. How should you comimunicate the management pathway to
employees?
a)  Wait to be asked
0) Make it available orthe.server

c) Discuss thiswith them during annual or other
oerformance reviews.

d) None of the above
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9. What is the most important thing when training a new
manager’

o] How to offer them development opportunities
O] Empowering them to take charge of their own professional

development
What opportunities can you offer them to showcase their

strengtns?
) All of the above

10. Asking an employee to'make the transition from a non-
mManagerial to a managerial position without s a recipe for

faillure.

a)  Talkit over with théem first

0] Understanding yourebjectives
c]  Developing your competences
d]  None of the above



Module two: Review questions

. All but one of the following statements applies to
Management capabilities.

a) Some skills are easier for some people

| You can learn
c) They are always being developed and refined
d) All of these.

2. \What is true for managers?
a) areborn
o) They are manufacturead
c) People are or greinot management material
) None of these
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Module two: Review questions

5. How do most managers say they learned to lead well?
a) Managing themselves well
O] Training courses
c) Being themselves mismanaged
d) Role-playing games
4 What is true about the development of new managers?

al  Must pe carried out after an employee assumes a
function.

O) Itis not the regponsibility of theerganisation
c) It must be doneen a continuousasis
dl It should onlyoe done whenmanagers have difficulties



Module two: Review questions

5 Why is it so difficult for new managers?
o) Lack of potential
o) Underdevelopment
c) Incompetence
cl]  Stress
6. How does the development of new managers benefit the
organisation as a whole?
al It prepares employees for the transition to new roles,
encouraging retention.

O) It prepares employees for the transition to new roles by
allowing internal rather than external recruitment.

c) It prepares employees for successidl management roles.
d) All of the above
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Module two: Review questions

/. Which of the following elements should be included when
creating a management pathway”?

a) Allthese
o) Training requirements for mamnagers
Experience requirements for managers

d)  Typical trajectories through other positions to the
directorate

el
— |

8. How should you comimunicate the management pathway to
employees?

a)  Walt to be asked
0) Make it available orthe.server
c] None of these

d) Discuss this with them during annual or other
oerformance reviews.
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Module two: Review questions

9. What is the most important thing when training a new manager~

a]  How to offer them development opportunities

O] Empowering them to take charge of their own professional
development

VWhat opportunities can you offer them to showcase their
strengths?

d) All of the above

0. Asking an employee tomake the tramsition from a non-
mManagerial to a managerial position without IS a recipe for
failure.

o) Talkitover with them first

o]  Understanding yourbjectives
c) Developing your competences
d)  None of the above
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Module three:
Creating a management pathway

« Creating a clear management pathway Is a vital tool for
developing new managers. It provides employees wno want
to move INnto management with a guide to the skills,
experiences and professional development they will need to
become managers.

| got even forall the bad management | had by being a good manager.

Main Victory
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Clearly define roles and
competences
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Providing tools

«  Seeroles and competences
« Consult those responsible
« Determine the necessary tools

S
N\
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ldentify candidates early

Discuss the plans in employee reviews.
Discuss plans in meetings

Asking managers to recommend candidates
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Clearly define the b Boter
Management pathway

Create a management tracking package
Making information accessible

INnforming people about the trail package

S



Practical illustration

« Oren and Kadidjha were asked to examine why their
organisation Nad so Mmany problems with succession
olanning.
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Module three: Review questions

. What needs to be clearly defined for new managers?
a) Functions and competences
0) Incentives
c) Sanctions
dl  None of the above
2. Where can you look for information on the roles and
competencies of managers”?
ol Job descriptions
o] Talk to current management
c)  Reflect on their own managerialexperience
) All of the above
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Module three: Review questions

5. Which of the following is a useful tool for the development of
new managers?

al  External training
O) Internal workshops
C) Peer groups
d)  All of the above
2 Which of the following istrue?
3a)

Talented managersdon't need support tools to succeed
o)

Motivated managers do not need training

Tools should anlyvoe provided to'managers with
difficulties.

—

d] EBEven talented and. motivated.managers will struggle if
they do not have the right tools.
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Module three: Review questions

5. What makes a clearly defined management pathway?

o) It transfers all responsibility for employee development
to the individual employee.

0) Empowering employees to help drive their professional
growth

c)  Avoid lawsuits
dl None of the above
o. When should potentiahmanagement.candidates pe
identified?
a) When a managef resigns
0] When a new postisereated
When a new post. needs to e filled
AS SOON as possible

O

\
O
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Module three: Review questions

/. Which of the following is a way to identify potential
Mmanagement candidates?

al  Annual employee reviews
0) Removals of managers and supervisors
c)  Talk toemployees about their goals
d)  All of the above
8. Once a management channel has been created, what
should it do?
o) Raising emplaoyeeawareness
0) Discuss it withermployees expressing management
objectives.
Available in print'or online
d) All of the above

@
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Module three: Review questions

9. The creation of s a vital tool for the development of
new managers.

a) Avision board

o] Armanagement pathway
c) AandB

dl Neither Anor B

10. serves to develop employees with management
aspirations and potéential.

2] Aclear management path
o) Avision board

| SMART Objectives
dl None of the above
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Module three: Review questions

. What needs to be clearly defined for new managers?
a) Functions and competences
0) Incentives
c) Sanctions
dl  None of the above
2. Where can you look for information on the roles and
competences of managers?
ol Job descriptions
o] Talk to current management
c)  Reflect on their own managerialexperience
d) All of the above
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Module three: Review questions

5. Which of the following is a useful tool for the development of
new managers?

al  External training

O) Internal workshops
C) Peer groups

d) All of the above

2 Which of the following istrue?
al  Talented managérsdon't need sypport tools to succeed
0) Motivated managers do not need training

c)  Tools should onlywoe provided to'managers with
difficulties.

d) Even talented and motivated_managers will struggle if
they do not have the right tools.
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Module three: Review questions

5. What makes a clearly defined management pathway?
o) It transfers all responsibility for employee development
to the individual employee.
O) Empowering employees to help drive their professional
growth
c)  Avoid lawsuits
dl None of the above
o. When should potentiahmanagement.candidates pe
identified?
a) When a managef resigns
0] When a new postisereated
When a new post. needs to e filled

d) Assoon as possible
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Module three: Review questions

/. Which of the following is a way to identify potential
Mmanagement candidates?

al  Annual employee reviews

0] Removals of managers and supervisors
c] Talktoemployees about their goals

d) All of the above

8. Once a management channel has been created, what
should it do?
a) Raising employeeawareness
0) Discuss with employees expressing. management
objectives
Available in print'or online

d) All of the above

@
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Module three: Review questions

9. The creation of IS a vital tool for the development of
new managers.

al  Avision board

o) A management pathway
c) AandB

d) Neither A nor B

10. serves to develop emplayees with management
aspirations and potential.

a) A clear management path
o) Avision board

SMART Opjectives
dl None of the gabove



Module four: el POWER"
Defining and buildingcompetencies

o Taking the time to define the core competencies needed for
Mmanagement, and then creating opportunities to develop
and Implement them, is a Vvaluable investment in the
development of new managers.

A manager is responsible for the application and performance of knowledge.

Peter Drucker
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Clearly define <ba 3ot
Necessary competences

Create a list of

competencies }

Make sure they
are measurable

Self-assessing
competences

Copyrighted Material © - All rights reserved to Top Social Power®.
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ldentifying strengths

The employee identifies his or her strengths
supervisors identify strengths

[dentify your own strengths
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ldentifying development needs

Self-gssessment
Supervisor's evaluation

Personal assessment




Offering development
opportunities

« [heemployee sets targets
¢ Assessing progress

« Providing information @n tools and programmes
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Practical illustration

o At his annual review, Mario's supervisor, Chen, asked him if
ne had ever considered moving up to a management
oosition.
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Module Four: Review Questions

. What should be the first step in creating a governance
oathway”?

al ldentification of competences
0) Assignment of results
c) Establishing a timetable
d] Budget review
2. What does competence.identification do?

al It gives a clear idéeaof the competencies needed by a
manager.

0) Helping employees to direct theifdevelopment efforts
c)  Helping to identify management candidates
d) All of the above



T TOP
SOCIAL
‘ooo’ POWER?®

Module Four: Review Questions

5. What is the first thing you should identify when working with
amemiﬂoyee7

a)

)
(Y

/j |
U

Development needs
Strengths and weaknesses
Objectives

Conseguences

2 Where can you get information on strengtns?

)
M \\
N

—

/‘\{
A

The employee's supervisor
Employee evaluation
Worker self-assessment
All of the above
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Module Four: Review Questions

5 What should you do to identify development needs?
a) Seethem asopportunities, not weaknesses.
O] As far as possible, tie them to your strengths
c) Create a plan to develop these areas
adl All of the gbove
o. Which of the following should development needs be related
to?
a) Professional objectives of the-employee
O] Employee strengths
c)  Concrete improvement measures
) All of the above
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Module Four: Review Questions

7

/. The development process should pe
al Strict
Strict supervision
o) Once
adl  Ongoing

3. Which of the following is a way to address development
needs?

a) External training
Tutoring
| Work placements
dl  All of the above
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Module Four: Review Questions

9. Effective managers are born; these skills are always a natural
instinct.

al True
o) False

10. What should managers be asked when researching the
competencies needed.to/be a manager?

2] What a typical day as a manager is like
o) What kind of challenges they face

) What tools areusefuliin yaur role

All of the above

)
N\
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Module Four: Review Questions

. What should be the first step in creating a governance
oathway”?

a) ldentification of competences
O] Assignment of results
Establishing a timetable
Budget review

d)
2. What does the identification of competencies do”?

al It gives a clear idéeaof the competencies needed by a
manager.

O] Helping employees to direct theirdevelopment efforts
c)  Helping to identify management candidates
d) All of the above
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Module Four: Review Questions

5. What is the first thing you should identify when working with
amemiﬂoyee7

a)
o)

d]

Development needs
Strengths and weaknesses
Objectives

Conseguences

2 Where can information on strengths be obtained?

a)

—

d)

The employee's supervisor
Employee evaluation
Worker self-assessment
All of the above
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Module Four: Review Questions

5 What should you do to identify development needs?
a) Seethem as opportunities, Nnot weaknesses.
O] As far as possible, tie them to your strengths
c) Create a plan to develop these areas
d) All of the above
6. Which of the following should development needs be related
to?
a) Professional objectives of the-employee
O] Employee strengths
c) Concrete improvement measures
d) All of the above
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Module Four: Review Questions

7

/. The development process should pe
al Strict
Strict supervision
o) Once
d) Ongoing

3. Which of the following is a way to address development
needs?

a) External training
Tutoring

) Work placements

d) All of the above
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Module Four: Review Questions

9. Effective managers are porn; these skills are always a natural
Instinct.

al  True
o) False

10. What should managers e asked when researching the
competencies needed tehe a manager?

al What a typical’day as a manager islike
o) What kind of challenges they facée

c)  What tools are.usefuhinyourrole

d) All of the above
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Module five:
Managers learn by being well led

Employees who are managed effectively tend to be happier
and more productive. Conseguently, when they enter
Mmanagement, they want to recreate that enviromnment for

their own employees or direct subordinates.

In most cases, being a good boss.means hiring talented people and getting out of their way.
Tina Fey
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I\/Iatchmg new managers With™ e Power
mentors

l[dentify senior managers to act as mentors.
Matching employees with mentors

Encourage employees to seek out mentors
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Rewarding effective managers

Financial rewards

This includes increases, etc.
Incentives

This includes holidays, etc.
Symbolic rewards

This includes plates, etc.
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Emulating effective managers

« Traits to identify
Qualities
Behaviour
INnternships




¥, 198
Create and document os* POWER
Good practices

« |dentify management practices that are attractive and
motivating.

« Review organisational policies to develop best practices.
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Practical illustration

« Carmen had just started working with her mentor, Mia, as
oart of her development as a new Mmanager.
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Module Five: Review Questions

How do most managers learn to manage well”?
a) Managing themselves well
O) At the business schoo|
c) Mismanagement
dl  None of the above
/. How does being paired with a mentor develop a new

manager”
al It gives you the gppoertunity te cee a good manager in

action.
O) It provides thefew manager withrsomeone to emulate.

c)  Provide the new managerwitn a support person.
d) All of the above

N\,
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Module Five: Review Questions

5 - What should it reward?
a) High sales
o] Effective managers
c) Win at all costs
d)  Nothing
2 What is true about rewarding effective managers?

a)  Demonstrates that the orgapisation values good
management

o] Motivates mamnagers to continue toperform well
c]  Promotes retention
d) All of the above



¥ TOP
.o' SOCIAL
%ee®* POWER®

...

Module Five: Review Questions

5 What should be promoted?

~ )
d |
- \
b)
)
J)

C)
)

. \
‘/j |
N |

)

Emulation of good managers
Emulation of bad managers
External recruitment

None of the above

o. What makes good managers emulate?

a
o)

d)

Helping to detect ineompetence

Help to find the best solution

Cives employees the experience of pbeing well managed
Helps to detect potential problems
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Module Five: Review Questions

L

/. What needs to be created and documented?
a) Cood practice
o) Clear sanctions
c) Potential problems
d) Financial objectives
S.What is the purpose of documenting best practices?
al Helps promote organjsationakculture
O] Serves as a resource for new managers
c)  Codifies expectations for effective management
d) All of the above
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Module Five: Review Questions

9. What kind of rewards are acceptable?
a) Finance
Incentives

Symbolic
All of the above

10. A best management practices document should be
developed.

al True
False
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Module Five: Review Questions

L

. How do most managers learn to manage well?

a) Managing themselves well

O) At the business schoo|

c) Mismanagement

adl None of these
/. How does being paired with a mentor develop a new
manager?’

al It gives you the gppoertunity te cee a good manager in
action.

O) It provides thefew manager withrsomeone to emulate.
c)  Provide the new managerwith a support person.
d) All of the above
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Module Five: Review Questions

L

5 - What should it reward?
a) High sales
o) Effective managers
c) Win at all costs
d)  Nothing
2 What is true about rewarding effective managers?

a)  Demonstrates that the orgapisation values good
management

o] Motivates mamnagers to keep performing well
c]  Promotes retention
d) All of the above
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Module Five: Review Questions

5 What should be promoted?

a)
o)

C)
)

. \
‘/j |
N |

)

Emulation of good managers
Emulation of bad managers
External recruitment

None of these

o. What Makes good managers emulate?

Helping to detect ineompetence

Help to find the best solution

Cives employees the experience of being well managed
Helps to detect potential problems
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Module Five: Review Questions

/. What needs to be created and documented?
a) Good practice
o) Clear sanctions
c) Potential problems
d)l  Financial objectives
S.What is the purpose of documenting best practices?
al Helps promote organjsationakculture
O] Serves as a resource for new managers
c)  Codifies expectations for effective management
d) All of the above
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Module Five: Review Questions

9. What kind of rewards are acceptable?
a) Finance
Incentives

) Sympolic
d) All of the above

10. A best management practices document should be
developed.

a) True
o) False



Module six: Providing tools

« Spend time creating or locating the tools that managers need
to manage effectively, as well as to develop their skills and
competencies. For example, technology, documents and
oolicies, opportunities and relationships.

Effective management means always asking the right question.

Robert Heller
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Providing manuals and policy
documents

Provide manuals and policies
Easily accessible
Update them regularly

Copyrighted Material © - All rights reserved to Top Social Power®.



Training new managers

Clear functions

Managers know what authority they have

INndependence

Allowing managers to make mistakes and solve problems
oroplems

INitiative

Encouraging managers to expressideas and opinions
opiNionNs



Providing support

« Do notdoubt the management
 Ralse gquestions in private

* Informing about support systems

Copyrighted Material © - All rights reserved to Top Social Power®.



oIy sociaL
Providing training and developm&ht"
opportunities

IN-house training

External training

Informal training

Copyrighted Material © - All rights reserved to Top Social Power®.



Practical illustration

o Working with his supervisor, César started to work on the
management of his company.
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Module Six: Review Question

. What does it have to offer new managers?
a] Manuals
0) Policy documents
c) Development opportunities
dl  All of the above
/. What do the manuals do?
al  Providing a roadmap.on Now-to carry out the day-to-day

aspects of a job
0) Helping managers solve their own problems

“| Providing a gulde to organisationalhculture
) All of the above



Module Six: Review Question

5. New managers should be

—~ “
a |

|
N\

/j |
U
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Close monitoring
Micromanaged
With power

None of the above

2 What can help train a new manager?

- \
M |
N

—

A clear job description
To be allowed to make decisions for themselves

Knowing thatthey are trusted by established
management

All of the above



T TOP
.o' 'o. SOCIAL
%e¢e®* POWER®

Module Six: Review Questions

5 What should you do when you disagree with a new Doss?
2] Confronting them in front of employees
| Addressing concerns in private
c) Send them off
c) None of the above
o. How do many new managers feel about taking on a new
oosition?
al Trust
0] Relaxed
c) Competent
) Nervous
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Module Six: Review Questions

/. What is NOT true about training and development?
a)  Only employees with difficulties should be provided with
0] Allemployees must be provided with

c) Itisanimportant tool for the development of new
managers.

dl  Must be continuous
8. Which of the following is a possible training and development
opportunity for a new manager?
al Aworkshop offered by HR on employee appraisal

0) Working with an established manager to develop a
budget

c)  Atraining on theinew payroll software offered by the
supplier

d) All of the above
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Module Six: Review Question

9. Who benefits from well-trained managers?
a) Thenew director
| The organisation they work for
c) AandB
dl Neither Anor B

10. When should policy decuments,be made available to
managers?

al  When they askfer help

o] ASAP

| As they move to their new position
dl None of the above
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Module Six: Review Question

. What does it have to offer new managers?
a] Manuals
0) Policy documents
c) Development opportunities
d) All of the above
2. What are the manuals for?

al  Providing a roadmap.on Now-to carry out the day-to-day
aspects of a job

0) Helping managers solve their own problems
c)  Providing a guide,to organisationalhculture
) All of the above
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Module Six: Review Question

5. New managers should be
a) Close monitoring
O] Micromanaged
c)  With power
dl  None of the above
2 What can help train a new manager?
al Aclear job descriptien
To be allowed toimake decisions for themselves

c) Knowing thatthey are trusted by establisheo
management

d) All of the above
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Module Six: Review Questions

5 What should you do when you disagree with a new Doss?
2] Confronting them in front of employees
O) Addressing concerns inprivate
c) Send them off
c) None of the above
o. How do many new managers feel about taking on a new
oosition?
al Trust
| Relaxed
c) Competent
d) Nervous
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Module Six: Review Questions

/. What is NOT true about training and development?
a) Only employees with difficulties should be provided
wWith
o)  Allemployees must e provided with

c) Itisan important tool for the development of new
managers.

ad)  Must be continuous
8. Which of the following i1s a possible.training anad
development opportunity for a new.manager?

o) Aworkshop'offered by HR on employee appraisal

o) Working with an.established. manager to develop a
oudget

c)  Atraining on the-rew payrol-software offered by the
supplier

d) All of the above
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Module Six: Review Question

9. Who benefits from well-trained managers?
2] The new director
o) The organisation they work for
c) AandB
dl Neither Anor B

0. When should policydocuments be made available to
managers?’

o) When they ask'for help
D) ASAP
cl  As they move intotfneir new.position

d) None of the above



Module Seven:
Providing support

« When developing a new management development plan, be
sure to incorporate some support systems. When support
systems exist and are easily accessible, employees are much
more likely to access them.

Management is first and foremost a practice in which art, science and craftsmanship come together.

Henry Mintzberg



Encourage peer-to-peer
networking

* Formal
« Employees meet regularly at scheduled events.

INnformal
«  Employees meet on their own

INnterdepartmental
«  Employees from_ other departments.meet
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Establishing resource persons

[dentifying experts
Create a list

Providing managers with the list
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Fostering mentoring relationships

« |dentify potential mentors/mentees
« Explaining the role of the tutor/mentor

« Fostering mentoring relationships

¥y
/

‘4-\

Copyrighted Material © - All rights reserved to Top Social Power®.
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Establish regular controls

Checking progress
Questions to answer

Providing information




Practical illustration

« When Rhona accepted her new job, she was very nervous.
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Module Seven: Review Questions

. What kind of environment should you cultivate?
a) One inwhich fellow competitors
0) One inwhich partners support one another
c) Oneinwhich self-sufficiency is most important
adl None of the above
/. How do peer networks contribute to the development of
new managers?’
o) Serve as asource of support
O] They serve to share knowledge
c) Enable peers 10 learn from each/Other's experiences
) All of the above
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Module Seven: Review Questions

5. By having a reference group of people, which of the
following is achieved?

2] Empowering new managers to solve problems
O] Ensures consistency
c) AandB
dl  Neither Anor B
2 Which of the following should beyour resource people?
al Lower level employees only
o] Managers only
c) Responsible to you personally
dl  Expertsin theicfield
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Module Seven: Review Questions

5  All but one of the following statements are true regarding
the assignment of mentors to new managers.

o) Mentors provide support to new managers

0) Mentors offer models of effective management
c) Mentors hinder new managers' development
ad) Mentors can help to train new managers

o. Which of the following should encourage new managers?
a) Find a mentor in thre'organisation
o] Mentoring their own direct subordinates
c) Seek multiplementorsif appropriate
d)  All of the above
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Module Seven: Review Questions

/. How often do you have to register?

a)  As often asyou and the new director deem appropriate.
o) Only when there is a problem

c) Diary

adl Annually

8. What should you dodurng the regular check-up?

2] Ask the new boss how the job is going

O] Report concerns or guestions from co-workers
c) AandB

dl Neither Anor B
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Module Seven: Review Questions

9. Why might a new manager be reluctant to seek help?

2] Theyare nervous

O] They are overconfident

c) Theydo not want to appearincompetent
dl They may be depressed

10. Today's new managers will become

a) Theyare overconfident in their roleland are likely to leave
the company.,

O] Focus on training
c) Support for future-rmanagers
dl  Overwhelmed without resources
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Module Seven: Review Questions

. What kind of environment should you cultivate?
a) One inwhich fellow competitors
o) One inwhich partners support one another
c) Oneinwhich self-sufficiency is most important
adl None of the above
/. How do peer networks contripute to the development of new
managers’?
o) Serve as asource of support
O] They serve to share knowledge
c) Enable peers 10 learn from each/Other's experiences
d) All of the above
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Module Seven: Review Questions

5. By having a reference group of people, which of the
following is achieved?

al Empowering new managers to solve problems
O] Ensures consistency

c) AandB

d] Neither A nor B

4 Which of the following should beyour resource people?
a) Lower level emmployees only
o) Managers only
c) Responsible to yau personally
d) Expertsin thei field
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Module Seven: Review Questions

—

5  All but one of the following statements are true regarding
the assignment of mentors to new managers.

al Mentors provide supportto new managers

0) Mentors offer models of effective management
c) Mentors hinder new managers' development
d] Mentoring can help new managers

o. Which of the following should encourage new managers?
a) Find a mentor if thre‘organisation
o] Mentoring theéir own direct subordinates
c) Seek multiplermentorsifappropriate
d) All of the above

Copyrighted Material © - All rights reserved to Top Social Power®.
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Module Seven: Review Questions

/. How often do you have to register?
a) Asoften asyou and the new director deem appropriate.

o) Only when there isa problem
c) Diary
dl Annually
5. What should you do during check-in hours?
a) Ask the new boss hew the job, s going
O] Report the guestions and concerns of their peers
c) AandB
dl  Neither AnorB
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Module Seven: Review Questions

9. Why might a new manager be reluctant to seek help?

2] Theyare nervous

o] They are overconfident

c) They do not want to appear incompetent
adl They may be depressed

0. Today's new managers.will became

a)  Theyare overconfigent in their role-and are likely to leave
the company.

| Focuson training
c)  Support for future managers
Overwhnelmed without resoUrces

O
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Module eight: +3 powER"
Identify strong candidates early

« |dentifying strong candidates for management positions
should be an ongoing process, and employees with
Mmanagement aspirations and potential should e identified
as early as possible. This allows the organisation and the
employee to invest time and resources in developing that

ootential.

Hard work turns talent into genius.

Anna Pavlova



Development starts soon

Company initiatives

Training

Workshops

Individual development

Early start

. Continuing development
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ldentify candidates early

The employee expresses nis wish
Reviews/Assessments

ASK sUpervisors
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ldentify candidates through reviews

* See

Raplidly assess competencies

Debate
Ask about employment objectives

Development
INntroducing the managementitrack
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Develop those with
Management objectives

« Explore the management pathway in relation to
the employee

« Determine strengths and areas in need of development
development

« Creating a plan
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Practical illustration

« Randolph didn't understand. It seemed that
every time he needed to fill a senior position
IN his organisation, he found that he had an
iNnternal candidate who was almost perfect
for the job, but lacked one or two key
competencies or experiences.
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Module Eight: Review Questions

. When should the development of new managers begin?
a) When they accept the job
0) When a job opens up
c) When there is time
al  Assoon as possible

)

/. How to develop new managers from the outset?
o) Company-wide traiing ana-worksnops

o) Work one-on-one with employees who have
mManagement opjectives.

External trainingfor employeeswisning to move iNto
mManagerial pesItioNs

d)  All of the above

)
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Module Eight: Review Questions

5. When should we identify potential management candidates?
o) During the process of recruiting a new manager
0) When a managerialvacancy opens up
c) Early and continuously
a)  Never
2 Which of the following can help us to identify candidates for
mManagerial positions?
al  Employees' views
O] Supervisors' recommendations
c)  Discussions with employees
) All of the above
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Module Eight: Review Questions

5 How can the annual review help us to identify candidates for
senior management?

al Itisan opportunity to discuss the employee's objectives
O) Emphasises the employee's strengths

c)  Provides information on the employee's development
needs

dl  All of the above

o. What should you ask.the.employeeat the annual review?
al  Your professionaligoals
O] Its strengths
c) ltsdevelopment plans
d) None of the above
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Module Eight: Review Questions

/. What should you do with employees who express
Management opjectives?

al lgnore them
Develop them
c) Micromanage them
d)  Promote them
8. What should you discussawith an.employee who has
Management objectives?
al  Whether you think they can succead or not
o) Compensation
c) The managementroute
c) None of the above
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Module Eight: Review Questions

9. Early identification of potential managers provides:

a) Thecompany hastime to invest in development
| A clear management path

c)  Training

cl)  Motivation

0. BEvery employee is a potential manager.

a) True
False
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Module Eight: Review Questions

. When should the development of new managers begin?
o) When they accept the job
0) When a job opens up
c) When there is time
d) As soon as possible

2. How to develop new managers from the beginning”
o) Company-wide traiing ana-worksnops

o) Work one-on-one with employees who have
mManagement opjectives.

c]  External trainingfor employeeswishing to move into
mManagerial pesItioNs

d) All of the above
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Module Eight: Review Questions

5. When should we identify potential management candidates?
o) During the process of recruiting a new manager
0) When a managerialvacancy opens up
c) Early and continuously
a)  Never
2 Which of the following can help us to identify candidates for
Mmanagerial positions?
al  Employees' views
O] Supervisors' recommendations
c)  Discussions with employees
d) All of the above
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Module Eight: Review Questions

5 How can the annual review help us to identify candidates for

senior management?
al Itisan opportunity to discuss the employee's objectives

O) Emphasises the employee's strengths
c)  Provides information on the employee's development
needs
d) All of the above
o. What should you askthe.employeeat the annual review?
2l Your professionaligoals
O] Its strengths
°] lts development plans
d) None of the above
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Module Eight: Review Questions

/. What should you do with employees who express
Management opjectives?

al lgnore them
o) Develop them
c) Micromanage them
d)  Promote them
8. What should you discussawith an.employee who has
Management objectives?
al  Whether you think they can succead or not
| Compensation
c) The managementroute
c) None of the above
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Module Eight: Review Questions

9. Early identification of potential managers provides:

a) Thecompany has time to invest in development
| Aclear management path

c)  Training

c)  Motivation

10. Every employee is apatential manager.

al lrue
0) False



Module Nine:
Clearly defining the Management

Pathway

 Having a clearly defined management pathway is invaluable
for the development of new managers. When employees can
see the path to management, Including expectations and
competencies, they can plan their career development

accordingly.

Successful management requires learning as fast as the world is changing.

Warren Bennis



Making the way clear
management

Clear expectations
Clear requirements

Clear benchmarks
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A clear track is a reference point

« Reference points
Strengths and weaknesses
Need
Objectives
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A clear pathway ensures quality
training and support

Training/education
Help

Development




Succession planning and
Change Management

Someone is leaving

New managers have been groomed for the
oOSsItion

Expansion

Employees in the management track are
orepared
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Practical illustration

* In the last four years, Reginald's organisation has grown a
ot
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Module Nine: Review Questions

. How can a clear management pathway help retain
employees?

a] Helping employees to continue to grow
Helps employees know how to pursue their goals

c)  Helping employees to move up the organisational ladder
d)  All of the above

2. The management pathway should be what?
al Busy

0] Respected
c) Of course
d)  None of the above
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Module Nine: Review Questions

5. A clear management pathway serves what purpose”?
a) A guide to development
O] A map tothe employee's goals
c)  Atool for employee development planning
adl All of the gbove
2 Which of the following options can be used to create the
Management pathway?
o) Employee development plans
o) Training initiatives
c) Benchmarks for an employee
d)  All of the above
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Module Nine: Review Questions

5 Aclear management pathway ensures which of the
following?

a) Quality training and support
O] Accountability
c) Minimal supervision
d) None of the above
o. A clear management pathway helps to plan which of the
following™
a) Development activities
o) Allocation of human resources
c)  Allocation of flmancial resources
cl All of the above
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Module Nine: Review Questions

/. Having a clear management pathway can facilitate which of
the following?
a) Succession planning
| Change management
c) Recruitment
d)  All of the above
S What can mentors do when therels a clear management
pathwaw
al Early retirement
o] Delegating work
Sharing the limelight
Developing their successorsfrom the earliest possible
stage

o )

/"~‘ “w
)
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Module Nine: Review Questions

9. Employees are often keen to move to management, but

=) How to manage people

| They do not understand the process
c)  Collaborating with others
dl None of the gbove

10. When creating a managementpathway for your
organisation, should be the mainconcern

a)  Clarity
0] Finance
| Weather

ad] Reward
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Module Nine: Review Questions

. How can a clear management pathway help retain
employees?

a] Helping employees to continue to grow

Helps employees know how to pursue their goals
c)  Helping employees to move up the organisational ladder
d) All of the above

//VVhatshoukjbethermamagermemtchanmeﬁ
al  Busy
0] Respected
c) Of course
d)  None of the albove
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Module Nine: Review Questions

5. A clear management pathway serves what purpose”?
a) A guide to development
O] A map tothe employee's goals
c)  Atool for employee development planning
d) All of the gbove
2 Which of the following options can be used to create the
Management pathway”
o) Employee development plans
o) Training initiatives
c) Benchmarks for an employee
d) All of the above
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Module Nine: Review Questions

5 Aclear management pathway ensures which of the
following?

a) Quality training and support
O] Accountability
c) Minimal supervision
adl None of the gbove
o. A clear management pathway helps to plan which of the
following™
a) Development/activities
o) Allocation of hdman resources
c)  Allocation of financial reseurces
d) All of the above
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Module Nine: Review Questions

/. Having a clear management pathway can facilitate which of

the following?

al  Succession planning

o] Change management

c) AandB

dl Neither A nor B

S What can mentors do when therels a clear management
pathwaw

al Early retirement

o) Delegating work

c) Sharing the limelignt

d) Developing their successorstropn the earliest possible

stage
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Module Nine: Review Questions

9. Employees are often keen to move to management, but

a) How to manage people

o) They do not understand the process
c) Collaborating with others

d) None of the above

10. When creating a nranagement.patnway for your

organisation, snould be the main‘concern.
a) Clarity
o) Finance
c) Weather

d] Rewarad



Module Ten: e povER
Training new managers

« One of the most important things you can do to develop new
managers is to empower them. New managers may be
nesitant or nervous about taking on their new responsibilities
and authority. It is not enough to just put someone in a
Management position, they must be empowered to do it

In my opinion, confidence and empowerment are cousins.

Amy Jo Martin



Decision-making

Being a sounding boara

Advise, but do not decide
Help

Supporting the manager and the decisions taken
Start small

Encourage managers tostart taking smaller, less important
decisions
less important decisions
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Calling for help

Culture

Creating a culture where people ask for help

Help
Helping employees who ask guestions

Offer
Offering help toemployees



Support, not micro-manage

Do Nnot recheck
all

Do Nnot approve
all

Adjustment for each manager
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Continuous growth and e powER:
development

Formal/Informal
Training

New roles and
responsibilities

The feedback
process

Copyrighted Material © - All rights reserved to Top Social Power®.



Practical illustration

« Xander prided himself on his ability to work independently.
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Module ten: Review question

. What should we do for new managers?
al  Empower them
Criticise them
| Defend them
d) lgnore them
2. What does empowering new managers do??
o) Boost your confidenee
Show confidence in them.
| It helps them to grow
d) All of the above
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Module ten: Review questions

5. Which of the following tasks should we entrust to new
managers?

al  Act
Calling for help
c)  Decision-making
d)  All of the above
2 What is not a way to train.a new manager to ask for help?
a) Provide them witha-ist of resgurces
| Tell them about the times you have needed help.
c) Encourage themio seek help
d) Punish them
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Module ten: Review questions

5 All but one of the following: is it micro-management rather
than support?
al  Requiring a new manager to have all actions approved
oy another manager

O) Support the decisions of the new director
c)  Double-checking of all the work of the new director
adl  Questioning the decisions of the new director

o. Whmh of the followingis.a way to.support a new manager”
)] Supporting thelr decisions
bj:w Offer your help
c) Provide them witlhh tools
dl All of the above
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Module ten: Review questions

/. Which of the following should be growth and development?
a) Continuo
O] Personalised
c) AandB
dl Neither Anor B
5 When does the development of new managers end?
al  When the post is filled
o] When the employee says so
c) When the employee is promoteo
d) Never
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Module ten: Review questions

9. Express your doubts about the capacity of the new director:

a) Publicly
. By e-mall
N private
d] Creatively

0. You can promote professional growth

a) Encouraging imdependence
Calling for help

°] Search for furthertraining

adl  Brainstorming
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Module ten: Review question

- What should we do for new managers?
a) Trainthem
Criticise them
| Defend them
d) lgnore them
2. What does empowering new managers do??
o) Boost your confidenee
Show confidence in them

o] It helps them to grow
d) All of the above
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Module ten: Review questions

5. Which of the following tasks should we entrust to new
managers?

al  Act
Calling for help
c)  Decision-making
d) All of the above
2 What is not a way to train.a new manager to ask for help?
a) Provide them witha-ist of resgurces
| Tell them about the times you have needed help.
c) Encourage themio seek help
d) Punish them
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Module ten: Review questions

5 All but one of the following: is it micro-management rather
than support?
al  Requiring a new manager to have all actions approved
oy another manager

O) Support the decisions of the new director
c)  Double-checking of all the work of the new director

d] Question the decisions of the new director.

o. Whmh of the followingis.a way to.support a new manager”
)] Supporting thelr decisions
bj:w Offer your help
c) Provide them witlhh tools
d) All of the above
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Module ten: Review questions

/. Which of the following should be growth and development?
a) Continuo
O] Personalised
c) AandB
dl Neither Anor B
8. When does the development of new managers end”?
al  When the post is filled
| When the employee says so
c) When the employee is promoteo
d) Never



Module ten: Review questions

9. Express your doubts about the capacity of the new director:

o) Publicly

| By e-mall
c) In private
d] Creatively

'O. You can promote professional growth

a) Encouraging independence

Calling for help
Search for further training

a]  Brainstorming
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Module Eleven:
Providing opportunities for growth

« Employees who feel they cannot grow Iin their current
oosition or organisation. are  likely to be unhappy and
dltimately not stay. New managers should be given the
opportunity to grow and develop in their position, whether it
IS to Mmove up to more senior positions or simply to improve

their management skills.

Growth'is the best separator between the successful and the unsuccessful.

John C. Maxwell
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o

Offering opportunities for
continuous growth

* In-house training
« External training

« Special projects

Copyrighted Material © - All rights reserved to Top Social Power®.



¥ TOP
& %% SOC'AL
%ee®* POWER®

Creating a development plan

Strengths and weaknesses
«  Development opportunities
« Objectives

Copyrighted Material © - All rights reserved to Top Social Power®.



Provide regular information

«  Weekly

«  Bimonthly

«  Monthly

Calendar
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Promoting mentoring

 Finding qualified mentors
«  Developing networks

«  Mentoring others




Practical illustration

« Corrie had just taken up a new management position.
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Module Eleven: Review Questions

. What kind of opportunities should you offer to new
managers?

a) Growth
| Punishment

c)] Finance

dl  Staff

2. Which of the following_ s a good.growth opportunity for a
new manager’

al  Working with experienced managers on a committee
| Attend a workshop on a new tecihmology

c) Realisation of g special project

d)  All of the above
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Module Eleven: Review Questions

5. What should you create with the employee?
al A contract
AN agreement
) Adevelopment plan
d)  Nothing
2 What should you focus on when creating a development
olan?
a) Professional objectives of the-employee
The employeels strengths
| Employee development needs
d)  Allof the above
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Module Eleven: Review Questions

5 Which of the following is true about feedback?
al  Must pe administered regularly
't Must recognise progress
) IT must respond to development needs
d)  All of the above
o. What kind of feedback should you give?
a)  Affirmative
Development
°]  Acknowledgement
d)  Allof the above
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Module Eleven: Review Questions

/. What should you encourage in terms of mentoring”
a) New managers must become mentors
o) New managers must stop working with their mentors

c) New managers should seek mentors in new areas of
INnterest.

dl Aand C
S.What is the truth about mentoring”?
al  May present opportunities forgrowtn
O] It can reinforce the confidence of a new Mmanager
c) Can help developinew managers
) All of the above
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Module Eleven: Review Questions

9. Reaching a goal is a final destination.

a) lrue
O) False

0. You must always dictate the path an employee takes
orofessionally,

a) True, you are the pest judge Of your capabilities.
0] False, your superiors will decide

C) False, they can'decide for themsealves

d) None of the above
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Module Eleven: Review Questions

L What kind of opportunities should you offer new managers?
a) Growth
| Punishment
c)] Finance
dl  Staff
2. Which of the following is a good growth opportunity for a
new manager’
al  Working with expertenced managers on a committee
| Attend a workshop on a new technology
c) Realisation of a special project
d) All of the above
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Module Eleven: Review Questions

5. What should you create with the employee?
al A contract
| An agreement
c) A development plan
d)  Nothing
2 What should you focus on when creating a development
olan?
a) Professional objectives of the-employee
The employeels strengths
| Employee development needs
d) All of the above
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Module Eleven: Review Questions

5 Which of the following is true about feedback?
al  Must pe administered regularly
't Must recognise progress
) Must address development needs
d) All of the above

o. What kind of feedback should you give?
al  Affirmative
Development

°]  Acknowledgement
d) All of the above
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Module Eleven: Review Questions

/. What should you encourage in terms of mentoring”
a) New managers must become mentors
o) New managers must stop working with their mentors

c) New managers should seek mentors in new areas of
INnterest.

d) Aand C

S.What is the truth about mentoring”?
al  May present opportunities forgrowtn

O] It can reinforce the confidence of a new Mmanager
c) Can help developinew managers

d) All of the above
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Module Eleven: Review Questions

9. Reaching a goal is a final destination.

a) lrue
o) False

0. You must always dictate the path an employee takes
orofessionally.

a) That's right, you arethe bestjudge of your abilities.
O] False, your superors will decide

c) False, they canidecide for themselves

ad) None of the above



Module twelve:
Conclusion

Although this worksnhop is coming to an end, we hope that your
journey in New Management Development has only just

begun.
We wish you the pest of luck for the rest of your travels.

In-all companies, in all sectors, management is important.

Michael Eisner
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Words of the Wise

- Guy Kawasaki: When | finally got a management position, |
learned how difficult it is to manage people.

« Henry Kissinger: The task of a leader is to take his people
from where they are to where they have not yet been,
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