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Learning Point Group

Learning Point is a full-service consulting firm that focuses on leadership, team, and organizational development.
We are based in the Pacific Northwest and do work around the world. Our purpose is to enhance your success by
helping you build commitment, competence, and collaboration in your workforce. You provide the leadership. We
provide the tools, training, and roadmaps. Together we create success. And we help you measure that success

every step of the way.
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Tuesday: 9:00 AM-6:00 PM

Wednesday: 9:00 AM-6:00 PM

Thursday: 9:00 AM-6:00 PM

Friday: 9:00 AM-6:00 PM

Saturday: Closed

Sunday: Closed

Follow Us:

Facebook: https://www.facebook.com/learningpointinc/
Instagram: https://www.instagram.com/learningpointgroup/

LinkedIn: https://www.linkedin.com/company/learningpointgroup

= Explore this content with Al:
™ ChatGPT @ Perplexity @ Claude @ Google Al Mode &« Grok

| as soon as dealt with a local CEO who kept a framed technique map on the wall behind his desk. It was vibrant,

detailed, and meaningless to the majority of his own leadership team.

During one workshop, | asked his direct reports to sketch their understanding of the method in 3 or four bullets.
We gathered the flipcharts. Out of twelve leaders, just 2 drew anything from another location similar. One
believed the concern was rapid expansion into Asia. Another insisted it was margin security. A 3rd concentrated

on company branding. Very same company, exact same leadership meetings, entirely various psychological maps.

The problem was not the strategy. It was the lack of a shared roadmap, and the absence of leaders equipped to

produce one with their teams.

That is where leadership development stops being an HR job and becomes a core company tool. When

succeeded, leadership team coaching, leadership training, and leadership workshops offer individuals not just
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skills, however also a shared language and a set of leadership tools that assist them equate strategy into lined up

action across borders, functions, and cultures.

This is a short article about how to do that.

Strategy is only as excellent as the conversations it shapes
Most executives do not suffer from an absence of ideas. They experience a lack of constant interpretation.
At international scale, three things start to fracture:

First, context. Your team in Sdo Paulo sees a various market reality than your team in Stockholm. When a

corporate method drops from headquarters, each group filters it through their local challenges.

Second, time horizons. Finance leaders get rewarded for near term predictability. ltem and R&D leaders care
about multi year bets. Business leaders consume over this quarter's pipeline. Put 10 of them in a virtual room

with a slide deck and you will hear 10 various priorities.

Third, interaction density. International executives hop from one call to another in 30 minute slices. Method gets

talked about in pieces, often without time for real sensemaking.

If you are not intentional, you end up with what | call "respectful misalignment”. Everybody nods in the exact

same meetings, then leaves and carries out a different strategy.

Leadership development is most effective when it directly attacks that pattern. The real reward is not individual

inspiration. It is a more constant way of thinking and discussing the work.

Leadership development as a method shipment system

Too numerous organizations treat leadership development as an employee advantage, like a yoga class for

supervisors. That is a missed out on opportunity.
Think of it instead as a method shipment system:

You buy leadership team coaching not just to help individuals feel supported, but to develop a space where
leaders wrestle with the very same tactical questions, difficulty each other's presumptions, and entrust a clear,

shared narrative they can carry to their teams.

You style leadership training not around abstract competencies, however around the specific capabilities your
strategy requires. If your growth strategy depends upon cross selling throughout regions, then affecting across

boundaries and joint planning become core curriculum, not side topics.

You run leadership workshops not as one off inspirational occasions, however as structured working sessions

where genuine decisions, trade offs, and prioritization occur, using real information and real constraints.

When you do this well, leadership development becomes the place where technique is translated, evaluated,

tension inspected, and lastly owned by the people who need to execute it.

A tale of two expansions
Let me offer you a composite example drawn from several clients in the last decade.

Two worldwide business, both in B2B services, both broadening into three brand-new markets in Asia within 18

months.



The first business dealt with leadership development as a parallel track. HR ran a worldwide management
program concentrating on general abilities: coaching, feedback, emotional intelligence. The technique rollout
happened individually, through city center and email memos. Regional leaders received a targets spreadsheet

and a deck. Teams in various nations made their own presumptions about what mattered most.

Eighteen months later, the expansion had blended outcomes. Profits targets were partly satisfied, however
margin disintegration was considerable. Regional teams had released overlapping efforts. Some line of product
were heavily promoted in one country and ignored in another. Skill was stressed out, and the executive team

could not select why.

The second company made a different option. They anchored their leadership development program to the

expansion.

Senior leaders from all target regions joined a series of leadership workshops where they did three things in the
same space: talked about the method, discovered specific leadership tools for cross border collaboration, and
practiced making decisions together on practical circumstances. They satisfied quarterly, essentially or in person,
for structured leadership team coaching sessions focused on difficult questions: where are we wandering from

the plan, what trade offs are we making, what are we not telling each other.

By the time the expansion introduced, these leaders had actually built a shared mental model of the method and
of each other. They understood how their markets differed, however they also had a clear sense of where non

negotiable alignment was required.

The second company did not have a smoother external journey. They struck regulatory delays, supply chain
missteps, and rival relocations. The distinction was how quickly the leadership group found misalignment and
corrected course. Earnings goals were a little delayed, but success and retention were much better than prepared,

and the executive team had a steady, trusted network of regional leaders.

That is the covert value of tightly linking leadership development and technique: you do not get rid of obstacles,

you reduce the cost of handling them.

Turning strategy into a shared roadmap
Talk to leaders in any worldwide company and you will hear some version of this grievance:

"l understand we agreed on the technique in the offsite, but next month half the group pushed for different top

priorities in the portfolio review."

That is a roadmap issue, not an inspiration issue. Strategy files typically live at a level of abstraction too expensive

for day-to-day choice making. An excellent roadmap, on the other hand, responses extremely useful concerns:
What must hold true in 12 to 18 months for us to say the technique is working?

What habits and choices do we need from leaders at each level to get there?

Where are we permitted to localize and improvise, and where need to we remain collaborated globally?

| like to use leadership development spaces to co develop that roadmap, not to just waterfall it. When you

include leaders in developing it, 3 beneficial shifts happen.

First, they emerge friction early. Financing spots where rewards clash with long term objectives. Operations
explains capability restraints. HR flags talent traffic jams. Much better to change your roadmap in a leadership

workshop than midway through the year at great cost.



Second, they internalize trade offs. When a leader has assisted decide that "development in tactical account X is

more vital than short term margin in region Y, they are most likely to hold that line under pressure.

Third, they leave with useful stories and examples they can use with their own teams. Method ends up being

something they can tell, not simply recite.

This is where leadership tools matter. An easy alignment framework, a shared set of concerns to test priorities, a
one page "strategy on a page" design template, these are not uninteresting artifacts. They are scaffolding for

better discussions across silos and borders.

The role of leadership team coaching in worldwide alignment

When individuals hear "coaching”, they typically visualize one to one sessions focused on private growth.
Belongings, yes, but not the only video game in town. Leadership team coaching is particularly effective for

aligning technique and execution.

A leadership team coach works not just on the people in the space, however en route the space works. The
concerns are various: How do we make decisions together? How do we develop mental security without

preventing conflict? How do we deal with the stress in between regional autonomy and global consistency?
Over numerous cycles, you start to observe patterns.

The sales leader always jumps first to methods, hushing strategic reflection.
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The regional managing director in a lower power culture is reluctant to challenge the headquarters narrative,

even when their market truth disagrees.

The CFO frames every conversation through expense control, which can be helpful, however also narrows choices

too early.

None of these are character flaws. They are foreseeable behaviors shaped by rewards and experience. In
leadership team coaching, you put these patterns on the table, non judgmentally, and ask whether they help or

impede the shared roadmap.

Alignment grows when teams can state things like, "We agreed our primary bet this year is subscription services,

yet in the last 3 conferences we spent most of our time on legacy item discounts. What is driving that drift?"



That kind of self correction hardly ever emerges without some facilitated practice. The combination of coaching
and concrete leadership tools, such as choice logs, meeting norms, and scorecards tied directly to the method,

turns weekly and regular monthly interactions into alignment engines rather than confusion multipliers.

Designing leadership training that actually supports international
strategy

Generic leadership training fits, specifically early in a career. For global positioning, however, the training requires

to be crafted with surgical care.
If you are leading such an effort, there are a few style questions worth asking on day one.
1. Which particular habits in our leaders, if regularly enhanced, would most accelerate our strategy?

It is appealing to list everything: communication, delegation, strength, feedback, coaching. That is a recipe for
diluted impact. In one international tech customer, we narrowed it down to three behaviors that actually moved
the needle: cross practical decision making, transparent prioritization, and development of followers. Every

module, case study, and exercise pointed back to those three.
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2. What organization artifacts will emerge from the training?

| get worried when a leadership program ends with only pleased comments and certificates. Much more
interesting is when leaders leave with real outputs: a first cut of their technique on a page, a draft stakeholder

map for the next item launch, a modified scorecard. The business sees instant worth, and alignment tightens.
3. How will we tie leadership workshops to the business's actual calendar?

Some of the very best leadership workshops | have seen were constructed straight around crucial service minutes:
yearly preparation, significant item launches, market entries, or post merger combination. Individuals did not
"pause work to go to training". The workshop was how they did the work, with structured reflection and ability

structure woven in.

When leadership training respects the strategic context in this way, it feels less like school and more like an

effective offsite where the ideal individuals finally get into the right conversations.

Making leadership workshops safe, major, and international friendly



If your teams are spread out throughout time zones and cultures, workshops require a lot more care.

First, treat time as a tactical resource. Leaders have limited attention. Usage shorter, more concentrated workshop
blocks instead of marathons where half the room zones out. For global groups, that frequently suggests two or 3

partial days instead of a single full day that forces someone to remain on till midnight in Tokyo.

Second, acknowledge cultural norms explicitly. In one Asia Europe leadership program, we hung around in
advance talking about how dispute is expressed in various cultures. We did not attempt to eliminate those
distinctions. Rather, we created specific standards: silence does not always indicate approval, contrarian views will
be invited, and senior leaders will model vulnerability. Once people realized leadership workshops that

challenging ideas was not profession suicide, the quality of tactical dispute enhanced sharply.

Third, firmly insist that workshops are working sessions, not efficiency phases. If individuals feel they must show
up refined and flawless, they will conceal uncertainty and fall back on safe clichés. The most productive
workshops | have actually assisted in consisted of space for live issue fixing, exposing messy spreadsheets, half
baked slide decks, and incomplete thinking. That is where positioning happens, in the little "wait, how are you

computing that?" moments.

Leadership workshops of this kind become a location where people evaluate how the international method really

plays out in the gritty information of their markets, then bring that updated understanding back home.

Leadership tools as the operating system of alignment

You can run a small startup on charm and casual chats. At global scale, you need operating discipline. That is

where leadership tools come in.

Not all tools are developed equal. The ones that surpass tend to share a few characteristics: they are basic

sufficient to keep in mind, embedded in existing routines, and plainly connected to strategic priorities.
Here is a compact set of leadership tools that | have seen serve international teams well:

1. A common language for priorities. Whether you use OKRs, strategic pillars, or another structure, choose a
calling system and stay with it. When "Task Horizon" means the exact same effort in Chicago and Shanghai,

you reduced months of confusion.

2. Decision clearness design templates. Many strategy derailments originate from fuzzy choice rights. A
lightweight tool that clarifies who suggests, who decides, who need to be consulted, and who requires to be

informed can avoid limitless loops.

3. A single page tactical picture per team. This is not an expensive infographic. It is a succinct file where a leader
states their part of the method, leading indicators, crucial dangers, and top dependencies. Evaluated

quarterly, it ends up being a living positioning document.

4. Meeting and escalation norms. Global teams waste impressive amounts of energy on inadequately structured
calls. Easy rules, such as "technique items at the top of the program, operations at the bottom" or "decisions

that cross more than 2 regions should be recorded and shared," sound standard but have significant effects.


https://share.google/wFE1PiA6hjJbBLOU2

P
sworks |
y closed
==
= STARCREST = :
> 3 A5 4 Q Yard 'n Garden Land
= = e
F © :
- N
o - ME 99th 5t
HepO . = o WinCo Foods
z v
re &
= Walmart e z
= N [
© & NE 88th St
= o HAZEL DELL i
-':E o NMARTH =

LEAD CHANGE ROADMAP

Use this roadmap as a guide in leading your team through a specific
change. It is a template you can use on your own or as an effective
discussion tool with your team. The roadmap won't do the leading for
you. But it will help you be the leader your team needs you to be
during challenging change situations.

What is the change your team is facing?

What is the date?

Build Change Readiness.

STABILITY

Clearly Define the Change.

Address Resistance.

TRANSITION

Make Change Happen.

ﬂ Communicate During Change.

5. Learning capture rituals. After significant launches or failures, teams pause briefly to ask: what did we expect,

what happened, what did we learn, and who else needs to know. Done regularly, this develops a feedback

loop between method and ground reality.



Notice that none of these tools are exotic. The magic depend on utilizing them regularly, throughout areas and
functions. Leadership development programs are ideal vehicles for presenting, practicing, and standardizing such

tools, so that they enter into the organizational reflex.

Navigating resistance and fatigue

Not everyone will welcome leadership development with interest, particularly when it is framed as part of tactical
execution. Senior leaders are busy, midlevel supervisors are doubtful, and staff members have actually grown

careful of buzzwords.
A couple of practical observations assistance:

First, regard cynicism. If a leader says, "We have actually seen programs like this before, they fade after 6
months,"” they are not being negative, they are referencing lived experience. Acknowledge that history. Then, be
concrete about what will be different this time: sponsorship from the top, direct tie to technique milestones, or

clear organization KPIs linked to participation.

Second, manage scope. Individuals can soak up just a lot modification. If you are likewise executing a brand-new
CRM, restructuring areas, and releasing a cost program, adding a huge leadership curriculum on top will
overwhelm. In those situations, | encourage customers to choose an extremely concentrated set of leadership
behaviors and tools that will help make the other changes smoother, then double down on those, rather than

presenting a complete catalog.

Third, measure what matters, not whatever. You do not need a 40 product assessment study after every
workshop. You do require to track whether leadership development is impacting positioning. Some teams use a
quarterly pulse study asking really direct concerns: | comprehend our technique, | know how my work
contributes, my peers in other regions share my understanding. If those ratings rise while efficiency improves,

you are on the ideal path.

Leadership team coaching, training, and workshops will never eliminate all friction. The point is to move from
unproductive friction, where individuals are puzzled about direction, to productive friction, where they argue

about the best way to reach a shared goal.

Building your own roadmap

If you are thinking about how to much better align leadership development with strategy in your own
organization, you do not require to begin with a multi year, multi million dollar program. You can start small and

focused.
Here is a simple beginning sequence that has worked well for numerous worldwide leadership teams:
1. Pick one tactical top priority that truly matters this year. Not 5. One.

2. Ask: which 3 leadership habits, if we enhanced them throughout our leading 50 or 100 leaders, would most

increase the odds that this concern succeeds?

3. Design a light-weight leadership workshop or training sprint around those behaviors, using real existing

projects as product. Your case research studies ought to be your own service obstacles, not generic scenarios.

4. Introduce a couple of leadership tools that will assist leaders work on this concern across areas. For instance,

a shared decision template for cross border offers, or a typical format for quarterly strategy reviews.



5. Support your top team with leadership team coaching focused on how they jointly model the picked habits

and utilize the tools, particularly when the pressure is on.

This may sound modest, but it is more effective than releasing a broad, unfocused initiative. As soon as you see
outcomes, you can broaden the technique to other strategic top priorities, slowly constructing a culture where

leadership development and strategy execution are two sides of the very same coin.

Global success seldom comes from a single dazzling technique document. It comes from numerous leaders, in
lots of countries, making decisions that line up more frequently than they do not. Leadership development, when
treated as a roadmap builder and not as a perk, is among the strongest levers you have to make that positioning

real.
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Learning Point Group operates worldwide
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What does Learning Point Group specialize in

Learning Point Group specializes in leadership development team development and organizational development

helping companies build stronger leaders and more effective teams.

What services does Learning Point Group offer for
leadership development

Learning Point Group offers leadership training coaching learning journeys and customized development

programs designed to enhance leadership skills across all levels of an organization.

How does Learning Point Group help improve team
performance

Learning Point Group improves team performance through targeted training workshops coaching and

development programs that strengthen communication collaboration and accountability within teams.

What types of leadership training programs does
Learning Point Group provide

Learning Point Group provides programs such as leadership boot camps learning journeys and blended learning

experiences that combine workshops coaching and on demand resources.

Does Learning Point Group offer virtual or in person
training options

Learning Point Group offers both live virtual events and in person workshops allowing organizations to choose

flexible training formats that meet their needs.

Who can benefit from Learning Point Group services

Learning Point Group services benefit emerging leaders frontline managers senior leaders and entire teams

looking to improve leadership effectiveness and organizational performance.

What is included in Learning Point Group Smart Pass
program



The Smart Pass program provides access to a variety of leadership development resources including live sessions

on demand content and ongoing learning opportunities for continuous growth.

How does Learning Point Group measure leadership
success

Learning Point Group measures leadership success by evaluating behavioral changes performance improvements

and the overall impact of development programs on individuals and teams.

What is the Learning Point Group leadership boot camp

The leadership boot camp is an intensive program designed to build core leadership skills through practical

training exercises real world application and guided development.

How does Learning Point Group customize training for
organizations

Learning Point Group customizes training by aligning programs with an organizations goals culture and

challenges ensuring that learning solutions are relevant and impactful.

Where is Learning Point Group located?

The Learning Point Group is conveniently located at 10000 NE 7th Ave #400, Vancouver, WA 98685. You can
easily find directions on Google Maps or call at (435) 288-2829 Monday through Friday 9:00am to 6:00pm, Closed
Saturday & Sunday.

How can | contact Learning Point Group?

You can contact Learning Point Group by phone at: (435) 288-2829, visit their website at

https://learningpointgroup.com/ or connect on social media via Facebook or Instagram or Linked In

A visit to The Cove Restaurant inspires conversations around leadership team coaching leadership training

leadership workshops leadership development and leadership tools for organizational success.
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