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INTRODUCTION 

 TRANSITION TO LEADERSHIP I is a two-day seminar designed to enable managers in 
transition to meet the challenges of constant change in a relationship-driven, complex global 
environment. New managers will be able to step-back and objectively view the task before 
you:  evaluate available techniques, seek universal commonalities and share experiences 
as well as perspectives with others in the same role.  You will be introduced to new 
communication techniques for improved motivation while testing your personal options for 
success. Appropriate for prospective managers, newly appointed managers, experienced 
managers seeking to review their skills, and technical experts moving to a managerial 
position.  The seminar will help you ‘think like a manager’, by strengthening your confidence 
in your ability to effectively develop the diverse members of your new team.                 

 

 TRANSITION TO LEADERSHIP II is a one-day workshop that introduces proven planning, 

communications, controlling and directing techniques.  A follow-up to Transition to 

Leadership I, it is recommended to be taken six months after the first seminar to reinforce 

skills and processes presented.  It is an important opportunity for members to share their 

personal management experiences.  TL II is designed to support newly appointed 

managers, experienced managers in transition, and technical experts moving into a 

management role.  Each participant is encouraged to discuss current situations: approaches 

that worked as well as those that require additional effort.  Members learn to build and utilize 

support networks to better evaluate risk and effectively perform as a role model by guiding 

their team to success in a global, relationship-driven, matrix. 

Please call me to discuss how TRANSITION TO LEADERSHIP offers the skill and perspective your new 

leaders require to meet today’s challenges. 

Lucille Maddalena, Ed.D., SPHR 
Maddalena Transitions Management, Inc. 

o 732 280 6885   c 908 229 3380   lucille@mtmcoach.com 

AUDIENCE   
 The seminars are designed for a diverse group of new managers: 

 Prospective managers: members ready to consider the role of a manager Example:  the 
decision to seek a management position can seen as leaving a secure job for greater 
responsibility and the unknowns that change often brings.       

 Newly appointed managers: trained professionals newly appointed to a management 
position with the goal of making a smooth, successful transition. Example:  the new 
manager may have less experience and/or tenure with the firm, or be younger than those 
s/he now manages and face subtle barriers that negatively impact performance. 

 Experienced managers:  proven managers who have performed the role and seek to renew 
their skills and test their theories as they continue to develop. 
Example:  After serving the firm as a manager for ten years, confused by new team 

members who appear to have a different set of values, goals, and vocabulary. 

 Technical experts: highly skilled and trained, preparing for the challenge of greater 

managerial responsibilities. .Example:  As a knowledge-expert, working independently 

the concern was on the work, now the focus shifted to enabling others to succeed. 
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TRANSITION TO LEADERSHIP I         
 

SEMINAR OUTLINE DAY 1: 
UNIT 1.  ROLES AND RESPONSIBILITIES 

       Concept:  Key Resources are People 

 Because a manager must get things done through others, people are the resource. 
 Learning the capabilities of each person helps a manager make good use of this resource. 

Interactive process includes: 

(1) Defining the job's role and responsibilities from all aspects. 

(2) Viewing a professionally-produced film in the region’s language, presenting a creative  
       scenario to illustrate the power and control of a manager.   

(3) Learning from the experiences of others and gaining confidence from the knowledge that  
       other people have faced similar, universal situations.  

(4) Developing an understanding of the change process and the different cultural perspectives that 
influence how people respond.   

 

UNIT 2.  MOTIVATION 

Concept:  Shift in Job Evaluation  

 Performance is judged not just by one's boss, but by one's subordinates as well. 
 Encouraging performance and commitment is an on-going management responsibility 
Interactive process include: 

(1) Participating in small group exercises help each member understand the vital necessity of effective 
team work and the role of each member in project success  

(2) Defining motivation and the behaviors of a diverse group to enable members to better  
      understand how to motivate peers and direct reports as well as upper level managers.   

(3) Exploring the significance and applicability of the Corporate Standards of Leadership and how the 
Company Vision and Mission influences the corporate culture. 

(4) Preparing to assume the role of a peer to work through a real situation presented as a     
      role play to address a difficult communication issue. 

 
 

SEMINAR OUTLINE DAY 2 

UNIT 3.  COMMUNICATIONS 

Concept:  Long-Term Problems 

 A manager must deal with problems that may persist for weeks, months, or years.  
 Keeping people involved and part of the process develops commitment. 
 Interactive process includes: 

(1) Understanding feedback, the process of communication, and barriers to effective  
interactions, to enable members to identify when a message does not reach its receiver with the 

same intent and meaning with which it was sent. 

(2) Identifying key elements of the process of communication to assure successful interpersonal 
communications as members explore common issues such as critiquing performance, handling 
conflict, giving recognition. 

(3) Assuming a character and different personality to observe how people respond in a conflict setting 
based on an actual case study.  
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UNIT 4.  PLANNING AND GOAL SETTING 

Concept:   Managing Other's Time 

 A manager must set time schedules for others to meet, as well as manage his/her own time. 
Interactive process includes: 

(1) Managing time and the time of others, requires organization that relies on planning; members review 
the planning process using actual work experiences as examples. 

(2) Determining if there is a good division between doing  the job they were hired for, and helping others 
complete their job. 

(3) Exploring what it means to delegate in today's global business environment and how to use the 
process effectively. 

 

UNIT 5.  LEADERSHIP   

Concept: Satisfaction Becomes More Abstract  

 A manager's satisfaction is often indirect.  It comes from taking pride in helping others succeed, rather 
than from completing the job alone. 

Interactive process includes: 

(1) Examining the process of leadership to develop an understanding of the range of leadership styles 
necessary to manage a diverse, global workforce. 

(2) Exploring the value and application of the corporate Standards of Leadership to assist in  
       problem-solving and daily management by testing personal leadership styles. 

(3) Assuming the role of the ‘other person’ in a case study to practice the techniques discussed in the 
seminar.  

The learning points of this last unit in the seminar refer back to those identified at the beginning of the 

program.  Understanding the importance of networking, building a support group, mentor, and role 

models, will help prevent isolation -- often a precursor to failure.  By closing the learning circle, the 

participant begins to understand that s/he is at the middle of an important position in the corporation.   

                       

All Transition seminars have as an integral component, a third day of the seminar.  Scheduled 

approximately six months after the initial program, Transition to Leadership II can be offered as a 

separate one-workshop.  When applied as a follow-up to TLI, the materials and activities support and 

build upon the initial concepts: the seminar introduces new communication and planning skills, as 

participants discuss their efforts to achieve the goals developed in the first session 

                 

The TL seminars encourage exploration and self-discovery.  Bringing together members 

from diverse function areas, levels in the hierarchy and years at the site, allows an open 

exchange of experience and perspectives.  Following a basic format that encourages 

discussion, each seminar in the TRANSITION series maintains its integrity as it adjusts to 

accommodate the changing needs of the participants.   

No two seminars are the same: it is impossible to repeat the concerns raised by the 

attendees or the vigor with which the group assesses alternatives to an individual’s problem. 

Solving each person’s concerns becomes the task of all; processes to form consensus and 

teamwork are put into action.  It is not unusual to find attendees that are repeating the course to 

renew personal skills and address current concerns. 
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   Transition to Leadership II                                                                      

SEMINAR OUTLINE:  1 DAY  

UNIT 1.  PLAN     Concept:  Orient Your Staff to the Job 

Gain commitment   -   Develop Strategy   -   Instruct 
Interactive process includes: 

(1) Defining the role, value and steps involved in planning. 

 (2)  Viewing a professionally-produced film in the region’s language, presents a creative scenario to   

illustrate the importance of the opening stage of the communication process.   

(3) Challenging members to test their skills and broaden their understanding of how they plan and 
execute tasks during a small group exercise. 

(4) Inviting each member to present one major issue that the group will discuss during the day with the 
goal of identifying creative options for resolution. 

 

UNIT 2.  CONTROL Concept:  Shift in Job Evaluation  

 Control systems as communication networks  -  Two-way communications  -  Discipline 
Interactive process includes: 

(1)  Exploring the issues of ‘power’ and ‘control’ in small group exercises enabling  
   members to understand their personal attitudes and how others perceive them. 

(2)  Identifying and evaluating available control systems encourages members to test new  

        processes for effective motivation and performance monitoring 

(3) Viewing a professionally-produced film in the region’s language presents a creative  
       scenario to illustrate the importance of the clarifying stage of the communication process.  

 

UNIT 3.  DIRECT   Concept:  Complete the Task 

 Direct activities  -   Improve the process    -    Encourage initiative and innovation 
Interactive process includes: 

(1) Exploring  the difference between giving orders and assigning responsibilities to encourage 
commitment and improve performance. 

(2) Viewing a professionally-produced film in the region’s language, presents a creative scenario to 
illustrate the importance of the generating stage of the communication process. 

(3) Introducing techniques to increase initiative and creativity by building on the ideas of another and 
effectively employee constructive guidance.  

 

UNIT 4.  DEVELOP   Concept:   Distribute the Power 

 Involve members in setting objectives  -     Reward and delegate   -  Develop staff 
Interactive process includes: 

(1) Exploring the value of developing staff to satisfy both personal and organizational needs. 
(2) Identifying the importance of the closing stage of the communication process to summarize 

outcomes and establish follow-up.  
(3) Testing techniques to set achievable objectives and incorporate effective delegation that 

encourages shared expectations. 
(4) Inviting each member to discuss the options the group identified to address the specific   
       management issue presented at program start.       
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