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Sr. leaders use our competency reports in 
talent reviews or strategic planning

Our reports show senior leaders how fast we 
are developing organization capabilities

We provide guidance on strategic objectives 
based on our knowledge of current 

workforce capabilities

We make "build vs. buy" recommendations 
on decisions to develop people or bring in 

outside talent

We provide estimates on cost to build new 
company capabilities

How L&D Teams Support Capability Planning Activities

Minimal Complexity

Moderate Complexity

Significant Complexity

Complexity Influences Capability Planning Activities
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Teach leaders to exert tension on the 
organization

Integrate information about why the 
company leads or lags competitors

Information about changes that will 
impact the industry's future

Support to help teams listen to 
external communities

Consulting to help teams improve 
collaboration outcomes

How Organizations Support Innovation

Minimal Complexity

Moderate Complexity

Significant Complexity

How Complexity Influences Support For Innovation



• Vice President of Talent Development at Hewitt Associates

• Responsible for learning, performance and succession management, leadership and

management development, talent review and employee engagement

• Led HR technology initiatives, implemented HR outsourcing solutions, and

managed outsourcing operations and P&L responsibility for BPO clients

Mark Bocianski

Today’s Presenters

Aaron Olson

• Global Director of Consulting Talent Programs at Hewitt Associates

• Responsible for Hewitt University that provides learning and development programs

to 25,000 Hewitt associates worldwide

• Led initiatives related to executive development, sales force effectiveness, talent

management and change management

• Serves as adjunct faculty at Northwestern University where he teaches courses in

management strategy and leadership development.
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Presenters

Mark Bocianski, Vice President of Talent Development

Mark Bocianski is the Vice President of Talent Development at Hewitt 
Associates, a leading provider of human resources consulting and outsourcing 
services. Mark is globally responsible for learning, performance and succession 
management, leadership and management development, talent review and 
employee engagement. During his 15 year tenure with Hewitt he has held 
numerous roles in the outsourcing business and HR. Some of these include 
leading HR technology for Hewitt, implementing HR outsourcing solutions, 
managing outsourcing operations and P&L responsibility for a book of BPO 
clients. 

mark.bocianski@hewitt.com

Aaron Olson, Director of Hewitt University

Aaron Olson is Director of Hewitt University and is responsible for learning and 
organizational development strategies supporting 25 thousand associates 
worldwide. He has led human resource initiatives related to executive 
development, sales force effectiveness, talent management and change 
management. He is the architect and acting leader responsible for Hewitt 
University. In addition to his work at Hewitt, Aaron serves as adjunct faculty at 
Northwestern University where he teaches courses in management strategy 
and leadership development. 

aaron.olson@hewitt.com

mailto:mark.bocianski@hewitt.com
mailto:aaron.olson@hewitt.com
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About Hewitt Associates

Leading HR Consulting and 
Outsourcing company

Helping companies maximize their 
HR investment

Global, offices in 47 countries in every 
major region

EPS up 65% YOY, Operating Income up 
52% YOY

3000+ clients: over 50% of Fortune 500

Growth mode: new services and tuck-in 
acquisitions 

New leadership: 12 of top 16 new in last 
2 years

Mission Statement:  Making the world a better place to work…
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About Hewitt University

Our corporate university supports 
Hewitt‟s 23,000 leaders, managers 
and associates worldwide

Recipient of two awards in 2010 
from Corporate University Xchange

– Launching a Corporate University

– Achieving Business Alignment

Launched globally February 2009

581,973 training hours in FY09

Built on Hewitt‟s own thought 
leadership and client services

– Designed to reflect best practices 
from Hewitt‟s research on Top 
Companies for Leaders

– Hewitt-built leadership programs 

– Global learning administration by 
Hewitt HR BPO services
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Hewitt U: An End-To-End Transformation

2007 2010

Impact • Low engagement, high turnover

• „Career Opportunity‟ cited as 
largest engagement concern

• 49% increase in associate engagement

• $1 million savings via operational 
efficiency

Strategy • Inconsistent decision making

• Business alignment gaps

• Formal governance model

• More business leadership

Careers • Over 12 career models in use • One Hewitt career stage model

• Provision for group specific career paths

Competencies • 14 models and 44 competencies • One “Hewitt Expectations” model, 
mapped to career stages

Development • Narrow definition of development 
(i.e., training)

• Disjointed curriculum

• Broad definition of development (formal 
learning, experience, feedback)

• Global “Signature Programs” curriculum

Execution • Usability problems with LMS

• Fragmented tools

• One global portal 

• Clearer approach by population
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The Hewitt University Journey Curve

Accept charter 

Stakeholders agree on 

underlying objectives 

Gather sponsors
Establish global foundational models 

Associates reference resources

Integrate expectations and career 

models into operations

Implement measurement approach

Redesign global performance management program and 

development approach

Provide career and development 

resources for all associates

Provide integrated technology to support desired 

career development behaviors, collaborative learning

Implement Global Performance and 

Succession Management Technology

Launch academies and centers with career and 

development materials

Managers and leaders actively participate in global programs

Associates feel accountable for 

own career development

Learning, rather than training, viewed as an 

indispensable aspect of Hewitt culture

Consistent talent management is recognized core business process

Business collaboration effectiveness increases

Overall company 

engagement passes 

the 60% point and 

moves into the Best 

Employer Zone –

where Total 

Shareholder Return 

is 24% above 

average

2008 2009 2010 2011 +

Directors visibly champion University resources

Board members actively participate in visioning and direction-setting

Behavior Change

Design & Development

Leaders view Hewitt University as critical tool 

for associate career development

Phase I: Establish 

Guiding Principles

Phase II: Build Initial Resources Phase III: Expand & Refine Resources Phase IV: Achieve 

Vision

Identifies the key milestones that drive our 

priorities and plans.
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Hewitt University Governance

University Hierarchy:

Hewitt U Board

6 Academies

19 Centres

Communities of Practice

Key Roles:

Board Members 
(Business and HR)

Academy and Centre 
Directors (Business)

Talent Development Leaders 
(HR)

Program Managers (HR)
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Hewitt’s Talent Development Strategies

1. We take an integrated approach to investing and 
managing our talent.

2. We develop and retain a high-performing workforce by 
providing engaging work and
clear career options.

3. We profitably grow our business 
through strategic investments that 
|grow the professional skills, 
technical knowledge and 
leadership capabilities of our associates.

4. We develop associate skills and knowledge 
through a mixture of work experience, 
performance feedback and formal education. 

5. We identify, reward and manage talent based 
on regular assessments of performance and 
potential.

6. We seek to manage talent across organizational 
boundaries and we hold managers accountable to play 
a key role in the shared responsibility of developing 
associates.
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The graduated colors represent increasing specialization in areas of leadership. 

Hewitt University:

Hewitt’s Career Stages 
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Hewitt University:

The Hewitt Expectations (Competencies)

These represent general expectations of associates globally.  The relative emphasis on each expectation may vary by group or by role. 
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Hewitt University: 

Hewitt Development Framework
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Sample Tools and Programs
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Sample:  Global Consultant Career Path 

Consultant (Generalist or Specialist)

Analysts

Country/Offer/SubPractice/Regional/Practice Leader

Administration

People Manager/Leader

Operations

Global career paths 
emphasize 
integration across 
regions while putting 
individual roles in 
context.

Designed to 
reinforce a 
consistent model but 
allow flexibility to 
individual groups to 
tailor paths as 
needed.
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Sample: Hewitt University “Signature Programs”

Management Development Program
Leader Insights

Accelerated Leadership

Hewitt Fundamentals

GLF
Cohort-based learning experiences spanning 4-6 

months. Programs target a given career stage and 

participation is tied to promotion milestones.

GLF=Global Leadership Forum

Skills-Based Curriculum Client Development/Selling Skills

Consulting Skills

Business-Finance Acumen

Project Management

Presentation Skills

Cross-Cultural Competence

“Signature Programs” (Career Stage Curriculum)

Stand-alone training on core business skills designed to 

compliment the career-based curriculum and provide 

additional content or more advanced skill building. 

Domain Knowledge Curriculum Outsourcing Domain Areas

Customer Service Elite

CNS Practice/Offer Knowledge

GBS/GCS/Tech Professional Specializations
Learning programs targeting profession-specific 

expertise and proprietary Hewitt knowledge.
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Sample: Development Guides

Development Guides 
outline 
recommended or 
required learning.

They reinforce our 
development 
framework, blending 
experience, 
feedback and formal 
learning

Objective is to 
establish 
development guides 
aligned to career 
paths, individual 
roles and core 
competencies.
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Sample: Portal & Content Management System
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Looking Ahead
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Implementing Hewitt University Improved our Standing in 

Both Overall and Industry-Specific Benchmarking 

2008 Results 2009 Results

2009 Percentile Rankings as of 12 Jan 2010
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Future Directions for Hewitt University

• Facilitate Culture and Behavior Change

Institutionalizing our Signature Programs as the vehicle for 
supporting career progression and teaching the “Hewitt Way”

Embracing informal learning via Mentoring and Communities of 
Practice 

• Integrate Technology Enhancements

“Global Performance System (GPS) and “Your Development Guide” 
– performance management system and interactive curriculum 
mapping tools built around our Career Stages and 60/20/20 

Piloting social networking technology for Communities of Practice

• Holistic Measurement

Expansion of a pilot Hewitt University Scorecard

“Voice of the Customer” survey to assess global adoption
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Questions?


