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Project Overview
The objective of the SJHC Demonstration Site Project was to test and disseminate practical ways to address 
barriers to the recruitment and retention of nurses in long term care in the following three areas: 

1. Healthy Work Place
2. Shared Resources
3. Leadership Development.

The project was divided into five phases:

1. Research and Literature Review .............................March to June 2008
2. Design of Deliverables..............................................June to September 2008
3. Delivery/Testing of Deliverables ...........................October and November 2008
4. Evaluation/Modification of Deliverables..............December 2008 to February 2009
5. Dissemination of Deliverables ................................March and April 2009

The information collected during the research phase indicated that the following programs were most likely to 
meet the professed needs of registered staff and their managers in each of the three project areas:

1. Healthy Work Place ....................Facility-wide Mentor Team
2. Shared Resources ........................Two part-time jobs at two sites → one full-time job
3. Leadership Development ...........“Excelling as Nurse Leader in LTC” training program.

Information about all three programs is available on the OANHSS web site: www.oanhss.org.

Disclaimer
While every effort has been made to ensure the accuracy of the contents at the time of publication, the project 
partners do not give any guarantee as to the accuracy of the information contained herein, nor do they accept 
any liability with respect to loss, damage, injury, or expense arising from such errors or omissions in the 
contents of this resource guide. The views expressed in the materials are the views of the project partners and 
do not necessarily reflect those of the Province of Ontario.

The Ontario Association of Non-Profit Homes and Services for Seniors (OANHSS) is not engaged in rendering 
legal or other professional advice. If legal advice or other expert assistance is required, the services of a 
professional should be sought.

Copyright
The “Excelling as a Nurse Leader in Long Term Care” Training Program is proprietary to and copyrighted by 
The Ontario Association of Non-Profit Homes and Services for Seniors (OANHSS). Reproduction in whole or 
in part is prohibited without specific permission of the copyright holder.

For Further Information, Contact:
Ontario Association of Non-Profit Homes  

and Services for Seniors (OANHSS)
Suite 700, 7050 Weston Road
Woodbridge, Ontario  L4L 8G7

Tel: 905-851-8821
Fax: 905-851-0744
www.oanhss.org

ISBN: 978-0-9812915-2-9

First edition: June 2009



Excelling as a Nurse Leader in Long Term Care  © OANHSS 2009 1

A.  Introduction

Purpose of Training Program

The “Excelling as a Nurse Leader in Long Term Care” training program 
is designed to provide nurses with training in non-clinical leadership 
skills. The program recognizes the new leadership challenges faced 
by nurses in long term care. It addresses the general absence of such 
training in nurses’ education. It provides participants with proven 
techniques and tools for managing their working relationships with 
colleagues, residents, and families.

The program is designed from an adult-learning perspective and 
incorporates these principles into the teaching strategies and 
approaches. Participants are provided with a supportive environment 
in which to experiment with leadership concepts, and they emerge from 
the program with a renewed sense of commitment to their changing 
role as nurse leaders in long term care.

Whether participants bring to the program a broad scope of leadership 
experience or are relatively new to the leadership aspect of their work, 
this program will provide them with a rewarding, stimulating, and 
productive experience.

Contents of Training Program Guide
This guide to the training program provides an overview of the elements 
of the course:

	Program Overview
	Curriculum Overview
	 Interwoven Themes

It is designed to give you the information you need to determine 
whether this training program would benefit your registered staff and 
assist you in recruitment and retention.

“Staff were open and honest 
in identifying their leadership 
strengths and weaknesses.”

“The program has had a 
large impact on my personal 
knowledge and leadership 
practice. Before the course,  
I was completely unaware of 
my preferred leadership style, 
and it was not the most  
effective type. I have not  
become a great leader  
because of the course, but I 
have been given the knowledge 
to continue to grow as a 
leader on a daily basis.”

Excelling as a Nurse Leader
in Long Term Care

Training Program
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B. Training Program

1. Program Overview
	Managers’ Education Day
	Light pre-program reading
	 3 training days 3 weeks apart
	Practicum after each training day
	Pre- and post-program online assessments by manager and 

participants
	Certificate of completion (course and practicums)

2. Curriculum Overview
	Transition from Nurse to Nurse Leader
	 Situational Leadership
	Principles of Empowerment
	Collaborative Problem-Solving
	Conflict Management

See Appendix A for day-by-day overview of curriculum.

3. Interwoven Themes
	Team-building
	Time management
	Conflict resolution

C. Favourable Factors

Two factors have proven to be favourable to the participants’ successful 
implementation of the newly learned tools and techniques when they 
return to their work places: 

	 the degree to which their managers are aware of and supportive 
of what they have been learning

	 the number of nurses who attend per home.

Manager’s Role
The more the manager in a home (particularly the DOC) is aware of 
what her or his registered staff are learning and trying to implement, 
the greater the success the participants enjoy when trying the new 
techniques and modifying their habitual patterns.

Managers are given the information necessary to provide this awareness 
and support in the Manager’s Handbook, which is provided as part of 
the program. In addition, where appropriate (e.g., a large home with 
several nurse managers, or a training series that brings nurses from a 
number of homes together in one location), the instructors can meet 
with the managers as a group to introduce the program to them in an 
interactive way.

“This course made me think 
about a lot of things. I have 
become a more positive 
person and now try to dele-
gate more, rather than doing 
everything myself or thinking 
that I have to do it all myself. 
I have learned to become 
more trusting of my staff. 
Although it’s not one of my 
strong points, the program 
has helped me deal with staff 
conflict better.”

“I see the changes in non-
tangible ways and believe 
that momentum has been 
supported by the group!!”
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While all participants improve their performance significantly, the 
degree of change in behaviour is most marked in those instances where 
the DOC, ADOC, or unit manager attends the course with her/his staff. 
Accordingly, it is recommended that, where possible, these managers 
take the course with their staff.

Value of a Critical Mass
When several nurses from one home take the course together, their 
ability to practise the new tools and techniques on a daily basis is 
enhanced. This is obviously because, when colleagues have had the 
same training experience, they can support each other in attempting 
something new, which can be uncomfortable initially. Like-minded 
colleagues are also readily available for advice and refreshers.

D. Assessments
Online assessments provide the instructors with a way to measure the 
degree to which participants have integrated the tools and techniques 
of leadership by comparing results before and after the program. 
Information about how to access the assessments is provided in the 
Manager’s Handbook. 

Before the Program
Both managers and participants are required to do an online assessment 
of the participants’ leadership skills before the program begins. 
Managers offer an assessment of their staff. Participants provide a self-
assessment. These are both short, simple questionnaires, done through 
Survey Monkey. All responses are anonymous. 

After the Program
Managers and participants are required to repeat the online assessment 
using the same questionnaires after the program is over. Once again, all 
responses are anonymous. 

Managers’ Assessments Show Impact of Training
The managers’ assessments (during the test) were based on five key 
expectations of behavioural change as a result of the training program: 

  providing ongoing positive feedback
  empowerment of others
  use of different leadership approaches
  dealing with conflict
  overall effectiveness as a leader.

“I enjoyed the first practicum 
the most because it really 
made me stop and pay  
attention, and be more  
positive, and acknowledge 
staff when they are doing 
something right.”

 “I loved attending this  
workshop . . . This should 
be required for every nurse 
leader in every LTC facility. 
The information is presented 
in a fun and engaging manner, 
which aids in retention of the 
material.”
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In all these areas, the managers identified significant improvements in 
terms of participants’ demonstration of leadership competencies. The 
extent of the noted improvements is most clearly demonstrated when 
comparing the numbers and percentages of participants who scored on 
the low end of the ranking scale (in either the “Poor” or “Fair” categories) 
before the program with the numbers and percentages who scored at the 
high end of the scale (“Good” to “Excellent”) after the program.

For example, in terms of providing positive feedback to others, 36.4% 
scored at the low end before the program; only 9.7% scored at the low 
end after the program. Conversely, while 33.4% scored at the high end 
before the training, 66.1% scored at the high end following the training. 

For charts showing managers’ assessment of change in all key areas as a result 
of the training, see Appendix B.

E. Program Materials

Manager’s Handbook
This handbook gives managers the information and guidance they need 
to support their staff in making the behavioural changes the course is 
designed to evoke. Specifically, it includes:

  checklists for each step of your role
  guidance on selecting your participating staff
  pre-program resources
  instructions for pre- and post-program online assessments
  key knowledge areas from each training day
  expectations of and instructions to participants for each training 

day
  information on practicums, including forms and examples
  other forms that participants are expected to complete.

Participants’ Manual
This manual gives participants all the materials they will need during 
the course, as well as reference material they can go back to if they want 
to brush up in a certain area. Specifically, it includes:

  course handouts
  case studies
  role plays
  worksheets
  practicum instructions and examples
  annotated reference lists particular to each day
  . . . and more.

“I realize that staying positive 
and assertive during conflict 
and when solving problems 
is important. Giving positive 
feedback to my co-workers 
benefits everyone. Trusting 
that everyone has the best 
interests of the residents [at 
heart] gives me the drive to 
work on positive problem-
solving.”

“I was very pleased to have 
had the opportunity to send 
seven staff. Excellent  
improvement in teamwork.”

“These are life-long skills that 
are beneficial to the individual 
and the organization.”
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F.  A Worthwhile Investment

Operating a long term care home today is very complex. Nurse leaders 
are required to address a wide variety of issues, many of which are not 
clinical. Registered staff have not been prepared academically to assume 
these kinds of roles, which require them to provide leadership to other 
staff, as well as to interact skillfully with residents and their families. It 
is fair to say that the quality of life of residents depends just as much on 
how well nurses perform their non-clinical leadership roles as it does on 
how well they employ their clinical skills.

Sending staff to this training program is an investment in leadership. 
As a result of this investment, staff are more motivated and committed, 
relationships with families are enhanced, and resources are effectively 
used. All this can only benefit the quality of life that both residents and 
staff enjoy.

“The ‘Excelling as a Nurse Leader in Long Term Care’ training program 
has assisted our registered staff not only by identifying the need for 
improvement, but by increasing their ability to take assertive and 
decisive steps to promote and effect change through others.

“The calibre of this training has been so worthwhile that it would have 
been funded through our organization, had funding not been provided 
through the HHR project. 

“In fact, the overall effectiveness of this learning experience has given 
the County of Elgin’s LTC homes the incentive to continue to budget for 
future leadership training for all registered staff.”

— Rhonda Roberts, Director of Senior Services
Terrace Lodge, Aylmer, Elgin County

“Just a note to let you know how valuable the ‘Excelling as a Nurse 
Leader in Long Term Care’ training program has been for our registered 
staff. I am glad that we were able to send some of our staff and would 
very much appreciate the opportunity to send others who have not yet 
attended this program. 

“I also believe that the program (with some modifications) would be 
just as beneficial for our unregistered staff.”

— Glencia Brookes-Dos Santos, DON
Maple Health Centre, York Region

“I loved this workshop. I’ve 
attended dozens of  
workshops/classes over the 
years and this leadership 
workshop exceeds, by far, all 
that I’ve attended to date. I 
have retained and been  
motivated to retain and apply 
all aspects of this workshop.”
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APPENDIX A

Curriculum Overview

Pre-
Course
Work

Online pre-program reading* (review and print copy of material and bring to first day of 
course)

Online pre-program self-assessment*

Review Home’s mission, vision, and values statements and bring copy to first day of course

Knowledge 
Area

Knowledge Focus
Learning and Behaviour 

Outcomes

DAY 
ONE

Making the 
Transition:

Nurse to Nurse 
Leader

(AM)

Introduction to 
Nurse

Leader Role

Introduce program Understand project scope and 
purpose

Nurse Clinical Leadership
Specific competencies

Introduce three core themes threaded 
throughout the full program (building 
stronger teams, conflict management, and 
time management)

Recognize and acknowledge 
pre-existing clinical skills and 
the relationship to leadership 
competencies
Reinforce that the skills, 
knowledge, and strategies 
introduced in this program 
identify specific leadership 
competencies, which in 
turn address the three core 
themes.  

Identify of frustrations as nurse leaders 
– nurses’ organizational leadership 
issues – additional responsibilities and 
transitioning clinical skills

Personal buy-in to need for 
leadership
Credibility of the program 
Linkage of skills to 
frustrations
Build confidence of 
participants

Research findings that confirm needs and 
challenges of nurse leaders

Program credibility
Validation of personal 
realities

Differentiate the leader’s role from the 
manager’s role; defining various roles of 
registered staff; excelling as a nurse leader

Understand the difference 
between roles in relation to 
power and influence
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Knowledge 
Area

Knowledge Focus
Learning and Behaviour 

Outcomes

DAY 
ONE

Making the 
Transition:
Nurse to 

Nurse Leader

(AM cont’d)

The Role of 
Mission, Vision,

Values

Personal values – what they are, why they 
are important, how they are developed 
and applied/influenced

Role of personal values 
in making decisions – 
personally and professionally

MVV – what they are, why they are 
important, how they are developed/
influenced, relate to your home’s MVV

Recognize importance of 
organization’s MVV

Organizational values – foundation, at the 
personal level, departmental values, value 
conflict

Recognizing the importance 
of different values in an 
organization

Relate organizational values and personal 
values to role as nurse leader, confirm 
shared values with others, prevent 
conflict

The role of mission, vision, and values 
in relation to the core themes of building 
stronger teams, conflict management, 
and time management. (This approach of 
blending knowledge areas with the core 
themes will take place in all subsequent 
focus areas.)

Applying the organization’s 
values as a leader in solving 
problems and preventing 
conflict

Using the MVV to help 
build stronger teams and to 
manage conflict and time.

Making the 
Transition:
Nurse to 

Nurse Leader
(cont’d)

(AM cont’d)

Accountabilities 
and 

Responsibilities

Impact of the nurturer/rescuer approach 
by the nurse leader

Understanding of the impact 
of rescuer behaviour on self 
and others

Introduction to empowering others as a 
leader

Recognizing benefits to self, 
others, and organization 
when leaders facilitate 
empowerment

The importance of accountability – 
focusing on the behaviour, not the person; 
reducing tension and avoiding conflict

Understand that the role of 
the nurse leaders is to uphold 
the MVVs while holding 
people accountable in a 
respectful, supportive way

Review of specific knowledge, skills, and 
responsibilities as a nurse leader in LTC: 
importance of monitoring compliance 
and MOHLTC standards, overview of 
Long-Term Care Act, current and future 
funding models, accreditation process, 
CNO standards and professional practice, 
home-specific policies and processes, 
families, and community relations

Develop an understanding of 
the importance of knowing 
and applying regulatory and 
legislative standards and 
guidelines, as well as internal 
policies and procedures, in 
making professional and 
ethical decisions. Identify the 
location of these documents 
within the home.
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Knowledge 
Area

Knowledge Focus Learning and Behaviour Outcomes

DAY 
ONE

Making the 
Transition:
Nurse to 

Nurse 
Leader

(PM)

Human 
Motivation 

and the 
Nurse

Leader Role

Self-interest – the driving force behind 
motivation

Understand self-interest and how it 
affects motivation

Needs, self-interest, and motivation — 
unique to the individual, relate different 
self-interest to the common issue

The role of the nurse leader is to 
find connections in self-interest 
between people

The link between disempowerment and 
motivation; the impact of autocratic 
leadership and escalating conflict

Recognize how disempowering 
leadership negatively affects 
motivation in others

Situational 
Leadership®1

Introduce the four basic leadership 
approaches used in Situational 
Leadership® (directing, coaching, 
supporting, entrusting)

Understand that no one specific 
leadership style is “best” (it all 
depends) 
Understand Situational Leadership® 
as a method of diagnosing the 
competency and commitment of 
people in a particular situation 
in order to determine the most 
appropriate leadership style 

Relationship- 
Building 
Strategies

Leading by connecting with people; 
building trusting relationships for 
effective solving problems and avoiding 
conflicts

Understand the importance of 
showing interest in others 

Recognizing and reinforcing positive 
behaviours (“catching people doing 
things right,” “managing by walking 
and talking around”)

Identify and apply six key 
interaction techniques when 
acknowledging positive behaviours 

Connecting at a personal level Value and recognize the person 
beyond her/his role as employee, 
resident, or family member2

Determine response when 
inappropriate behaviour noted and 
corrective action required 

End of Day Wrap-up Participant Session Evaluation 

1 Blanchard, Ken, and Associates. Adapted from Leading At a Higher Level. Prentice Hall, New Jersey, 2007. 
2 Practicum No. 1 (Weeks 1 to 3)
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Knowledge 
Area

Knowledge Focus
Learning and Behaviour 

Outcomes

DAY
TWO
Effective 

Leadership:
No One 
Way is 

Best

(AM)

Situational 
Leadership®

The four situational leadership styles Understand the purpose of each 
leadership style

Diagnosing when to use an appropriate 
leadership style

Identify the situations (skills and 
behaviours) that determine the 
appropriate leadership style 

Leadership style preferences
Identify main and limited 
leadership styles and strategies for 
ongoing personal development

Review Situational Leadership® 
styles and diagnostic process (crisis 
management, setting priorities, 
delegation)

Diagnose situations and 
demonstrate the most appropriate 
leadership style3

Recognize how situational 
leadership applies to various 
situations, including dealing with 
managers, peers, staff, residents, 
and families

DAY
TWO
Effective 

Leadership:
No One 

Way
is Best

(PM)

Principles of 
Empowerment

Approaches to building trust with and 
between others

Recognize the importance of, and 
how to build, trust in and with 
others

Empowerment from an organizational 
perspective

Understand how to apply 
empowerment from the broader 
organizational perspective

Empowerment at a personal level – the 
link between personal excellence and 
facilitating excellence in others 

Recognize that the leader’s role 
in the empowerment of others is 
both to provide opportunities to 
participate and to hold people 
accountable 

Resistance by others (managers, peers, 
staff, residents, and families) to engage 
in the problem-solving process 

Moving from “telling” people what to 
do, to asking open-ended questions that 
encourage others to self-discover the 
core issue; explore appropriate leader 
response

Understand how and why the 
initial opportunity to be engaged in 
an empowering environment may 
be met with resistance 
Encourage others (managers, peers, 
staff, residents, and families) to 
think, discover, and agree on the 
underlying core issue, and use 
appropriate leader response

Building trust with and between others

Recognize the importance of, and 
how to build, trust in and with 
others, including managers, peers, 
staff, residents, and families

End of Day Wrap-up Participant Session Evaluation

3Practicum No. 2 (Weeks 3 to 6)
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DAY
THREE

Assertive 
Leadership: 

Collaborative 
Accountability

(AM)

Knowledge 
Area

Knowledge Focus
Learning and Behaviour 

Outcomes

The Assertive 
Nurse Leader

Assertive leadership: what it is; what 
it looks like/sounds like; benefits; 
relationship of leadership versus 
management role

Understand the relationship of 
effective leadership and assertive 
communication 

Non-assertiveness: passive and 
aggressive behaviours; negative 
impact 

Differentiate between assertive and 
non-assertive behaviours  

Assertiveness challenges: differences 
relative to gender, age, experience, 
education, diversity, nurse 
stereotypes, and power

Develop awareness of specific 
parameters of assertiveness in 
relation to gender, age, experience, 
education, role, ethno-cultural 
variances, and power

Assertive communication 
techniques (“I”-messaging, verbal 
and non-verbal communication, 
neurolinguistic programming) 

Demonstrate assertive 
communication in different 
situations
Recognize the importance of 
assertively using all appropriate 
communication modalities with 
managers, peers, staff, residents, 
and families

Collaborative 
Problem-
Solving

Step-by-step collaborative problem-
solving model

  Identifying core issues 
  Determining and agreeing 
on responsibilities and 
accountabilities

  Developing the desired 
outcomes/solutions

  Implementing the action plan, 
including setting priorities and 
determining responsibilities and 
time frames

  Building in ongoing 
accountability 

Recognize the benefit of working 
together in identifying issues, 
solutions, action plans, and 
accountabilities 
Identify the steps in a collaborative 
problem-solving model
Apply a collaborative problem-
solving process in work place 
scenarios, including managers, 
peers, staff, residents, and families
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Knowledge 
Area

Knowledge Focus Learning and Behaviour Outcomes

DAY
THREE

Assertive 
Leadership: 

Collaborative 
Accountability

(PM)

Conflict 
Management

Causes, impact, and outcomes 
of conflict

Understand the circumstances and 
implications of conflicts in LTC (managers, 
peers, staff, residents, and families)

Maintaining emotional control Identify fundamental strategies to effect 
emotional control

Helping others regain 
emotional control

Understand how to de-escalate emotional 
outburst behaviours in others 

Common conflict behaviours — 
aggressive, passive-aggressive

Recognize aggressive and passive-
aggressive behaviour tactics

Strategies to counter conflict 
behaviours 

Demonstrate assertive responses to 
passive and passive-aggressive behaviours

Dealing with underlying 
current of negativity

Understand how to empower others when 
confronting negative behaviours 

End of Day and  
Program Wrap-up

Review of Practicum No. 3 — “Entrusting 
You”
Participant Session Evaluation
Participant Program Evaluation
Graduation — Presentation of Certificates

Practicum No. 3 and Post-Program Work
Time Frame Task Purpose

Weeks 6 to 8
Two weeks  

post-program

Practicum No. 3 — Entrusting You:
Complete the self-assessment and goal-
setting process (in collaboration with your 
manager) within two weeks post-program.

To identify areas of primary strength 
and areas of challenge as a nurse leader

To determine specific actions to use your 
strengths and address your challenges

Online Post-program Self-assessment:
Complete within two weeks post-program. 
The assessment is available at www.
silver-meridian.com. Click on “Excelling 
as a Nurse Leader.” The user name and 
password are available from your manager.

To become aware of your leadership 
development

Weeks 8 to 
16

Over the following  
two months

Ongoing development and
evaluation of leadership skills

To implement actions identified in 
Practicum No. 3

To encourage continual reflection on and 
recording of successes and challenges

To monitor the impact of your 
leadership strategies on others (staff, 
managers, residents, families)

Week 16
Two-plus months  

post-program

Follow up with self-reflection on practicum 
outcomes. Share and review these with 
your manager.

To confirm your expectations for future 
growth as a nurse leader
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APPENDIX B

Changes in Managers’ Assessments of Staff’s Leadership Behaviour

A total of 66 participants were assessed by their managers before the start of the test program and 62 were 
assessed after the test program. The variance is attributed to the few participants who did not complete the 
program.

The managers’ assessments were based on five key outcome expectations of the program regarding 
behavioural change: 

  providing ongoing positive feedback
  empowerment of others
  use of different leadership approaches
  dealing with conflict
  overall effectiveness as a leader.

In all key areas, the managers identified significant improvements in terms of participants’ demonstration of 
leadership competencies. The extent of the noted improvements is most clearly demonstrated when comparing 
the numbers and percentages of participants who scored on the low end of the ranking scale (in either the 
“Poor” or “Fair” categories) before the program with the numbers and percentages who scored at the high end 
of the scale (“Good” to “Excellent”) after the program.

In terms of providing positive feedback to others, 36.4% scored at the low end before the program; only 
9.7% scored at this level after program. Conversely, only 33.4% scored at the high end before the training; 
following the training, 66.1% scored at the high end. 

Similar results are found in responses to all five questions. One of the most dramatic changes occurred relative 
to dealing with conflict. While 59.0% scored low before the program, 58.1% scored high upon completion of the 
training. Considering that only 13.6% scored in the high end before the program, the findings suggest that the 
impact of the training was evident to the managers. 

A summary of the low scores pre- and post-program, as well as of the high scores pre- and post-program, 
is shown in the tables below. These tables emphasize the percentage shift of low scores downward and the 
percentage shift of high scores upward as a result of the program.

Focus Area
Participant Low Performance 

Pre-Program (Poor/Fair)
Participant Low Performance 

Post-Program (Poor/Fair)

Providing Positive Feedback 36.4% 9.7%
Empowerment of Others 42.4% 11.3%
Use of Leadership Styles 54.5% 16.1%
Dealing With Conflict 59.0% 19.3%
Overall Leadership Effectiveness 40.9% 17.7%
Total Percentages 46.6% 14.8%



Excelling as a Nurse Leader in Long Term Care  © OANHSS 2009 B-2

This review of the overall percentages of the managers’ assessments of nurses attending the program shows 
that, while 46.6% scored at the low end before the program, only 14.8% scored at the low end after the 
program.

Focus Area
Participant High Performance 
Pre-Program (Good/Excellent)

Participant High Performance 
Post-Program (Good/Excellent)

Providing Positive Feedback 33.4% 66.1%

Empowerment of Others 18.3% 54.9%

Use of Leadership Styles 10.6% 50.0%

Dealing With Conflict 13.6% 58.1%

Overall Leadership Effectiveness 25.8% 58.1%

Total Percentages 20.3% 57.4%

This review of the overall percentages of the managers’ assessments of nurses attending the program shows 
that, while only 20.3% scored at the high end before the program, 57.4% scored at the high end after the 
program. 

The managers’ assessments, which are based upon managers’ determination of behavioural changes in 
participants, clearly indicate that real changes in the leadership skills were evident as a result of this training 
program.


