
ALIGN YOUR LEADERSHIP KPIS 

WITH BUSINESS GOALS

Determine the leadership solutions your organization needs 

the most. Download the Aligning KPIs to Organizational 

Goals template to get started.

ACCESS THE TEMPLATE
Brought to you by Training 

Industry’s Leading Leadership 

Development Certificate.
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WHAT’S NEXT

IN TECH

THE HARD(WARE) TRUTH 
ABOUT LEARNING TECHNOLOGY

I once managed the world’s first virtual 

reality (VR) theme park attraction. Guests 

strapped on 10-pound helmets and 

climbed onto stationary motorbikes to 

fly on a magic carpet. It was ahead of its 

time (in the early 2000s). It was also a 

massive headache — pun intended. We 

had to clean every headset between 

guests. Straps required constant adjusting 

to fit every possible head size. And if the 

counterweight holding the apparatus up 

decided to give out, well, you can imagine 

what happened next. 

That experience taught me a valuable 

lesson: hardware shapes the experience. 

Sure, the 3D world was built with 

software. But you couldn’t fly to Agrabah 

without the right device. Every tactile 

point of friction — an ill-fitting liner, a 

broken display, a failing counterweight 

— disrupted the magic. The entire 

attraction had to be designed around 

the point of access. 

The same is true for learning at work. 

OUR SOFTWARE BIAS 

When people talk about “learning 

tech,” they’re inevitably talking about 

software. Platforms. Apps. Artificial 

intelligence (AI). We focus on features, 

integrations and interfaces. 

HARDWARE IS JUST … ASSUMED. 

In the office, this assumption holds. Work 

happens on screens all day, every day. 

People move from meeting to meeting 

with laptops in hand. They jump on 

Teams calls and ask Claude to rewrite 

their emails. Many carry two phones, 

one personal and one company-issued. 

Screens are everywhere, so information 

access is constant and reliable.

But this isn’t reality for most employees. 

More than 70% of the global workforce 

is deskless, working in retail stores, 

healthcare facilities, restaurants, hotels 

and construction sites. They may use 

screens now and then, like a point-of-

sale system or a desktop workstation. 

But access is inconsistent, often limited 

by role, position or task. 

When learning and development 

(L&D) designs enablement to suit 

corporate reality, we lock a significant 

portion of the workforce out of the 

learning ecosystem. 

ACCESS INEQUITY 

You think it’s hard to get a corporate 

employee sitting at a computer to 

complete a 30-minute compliance 

module? Try pulling a manufacturing 

worker off the line, walking them 

across a facility the size of two football 

fields and getting them into a computer 

lab they never use just to complete the 

same training. 

Failing to consider the hardware 

side of digital learning strategy does 

more than create friction. It reinforces 

inequity and widens the gap between 

corporate and frontline workers. 

People do their jobs differently. We 

can’t put a screen in front of every 

worker all the time, but L&D can ensure 

hardware availability isn’t a barrier to 

doing the job well. 

WIRED FOR WORK 

Start by finding the screens. When 

and where do people use devices 

within the workflow? And I mean every 

screen! Handheld scanners, wrist-

mounted devices, shared desktops, 

breakroom kiosks, deli scales, 

personal smartphones. 

These access points are the foundation 

of your enablement strategy. 
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BUILDING

LEADERS MARSH

CREATING OWNERSHIP OVER LEA

Learning agility is a critical skill. As 

organizations and industries evolve 

faster than ever, an individual’s 

willingness and capacity to learn is 

what will enable them to keep up. 

However, engagement statistics 

remain low across the board, and 

many organizations are faced with 

the question of how to inspire their 

employees to learn. Some look to 

leaders to solve the problem, but that’s 

only half the equation. 

In order to create an environment 

where individuals are driven to learn, 

engagement must be transformed 

into ownership. 

THE LEADER/FOLLOWER 

RELATIONSHIP 

The leader/follower relationship is a two-

way street, but companies often focus 

primarily on the leader. The leader drives 

the relationship, sets expectations and 

creates the environment in which that 

relationship exists. The leader is the 

one who has to balance success and 

engagement to both meet organizational 

goals and retain top talent. But at their 

best, leaders and performers are working 

together toward a common goal of 

performance improvement, connecting 

organizational goals to the individual’s 

personal and professional goals. 

In this relationship, the individual owns 

their performance. They speak up 

when they need support or direction 

from their leader. They let their leader 

know when they’re feeling burnt out 

or experiencing regression. And it’s 

safe for them to do so. We call this a 

performance ownership culture. 

A PERFORMANCE 

OWNERSHIP CULTURE 

For this to happen, the leader and the 

organization need to foster a culture 

where failure is ok and accountability 

is celebrated. This starts as a top-down 

change. For individuals to believe 

true ownership will be rewarded, they 

need to see their leaders practice it. 

From there, you can begin to build 

a reciprocal relationship around 

performance and development. 

Here are the qualities your culture needs:

• Open communication: This is 

the first step to building the trust 

necessary for accountability. On 

the leader’s side, this means being 

transparent about decisions, future 

changes and feedback to the level 

that you responsibly can. On the 

individual contributor’s side, this 

means being upfront about your 

current skill level for tasks and 

overall engagement. 

• Curiosity: Curiosity enables us, 

both leaders and followers, to 

avoid coming to conversations 

from a place of assumptions. From 

a leader, this can look like sharing 

your performance observations 

and asking the performer for their 

perspective. On the individual 

FOR INDIVIDUALS 

TO BELIEVE TRUE 

OWNERSHIP WILL BE 

REWARDED, THEY NEED 

TO SEE THEIR LEADERS 

PRACTICE IT. 
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