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Executive Summary 
 

 

The Tennessee Valley Authority (TVA) is a leading energy provider for millions of people in the  

Southeastern United States. We have been asked to provide recommendations for their Challenges in 
First Line Leadership training course for new supervisors at the company. Over the course of the last 
several years, over 3,000 managers have been hired and thus, this training is necessary in order to 
provide them the skills needed to be an effective manager.  

  

Our project will focus on the core aspects of the training for its third edition (version 3.0).   

  
The 12 Expectations  

The 12 Expectations stated in the Introduction (Page 7, 8) and Module 1 (Page 4) of the Participant Course 
Manual are a set of standard behaviors that TVA expects of all First-Line Supervisors. These expectations were 
primary considerations during the initial development of this CFL course and they continue to be applicable in 
the field today (Hall, 2010, June 24). However, according to one of the participants in the most recent 
classroom presentation, “Those 12 Expectations were not explicitly integrated into the course.  They were 
treated similarly to the STAR 7 values, mentioned, but no emphasis was placed on them. . . they are practical 
and I can see instances in each Module that could apply to a number of them” (Ramey, 2010). Another 
participant stated, “The 12 Expectations were not covered, and yet having studied through the material I can see 
that these concepts drive the material in the course” (Dueber, 2010).  

  
In the course of our study of the content presented in the TVA Challenges for Leadership training, it became 

evident that the 12 expectations are critical to the successful understanding of and full appreciation of the 
material in this course. It is the opinion of this design group that an integrated analysis of the curriculum should 
be attempted and the learning activities and strategies within the course should be developed or clearly identified 
with reference to those 12 expectations. These expectations fall into three categories of leadership:  
accountability, responsibility, and communications. Expectations 1–3 and 6 reflect the qualities of a leader who 
is willing to be accountable for the high standards that need to be set and exercised in the work place.  
Expectations 4, 5, 7 and 11 reflect the qualities of a leader who is willing to take responsibility for the resources 
and accomplishments on the job. Expectations 8-10 and 12 reflect the qualities of a leader who is willing and 
able to communicate honestly and openly with both employees and their managers.  
  
Module 4  

  
After the original formulation of Maslow's Hierarchy of Needs, studies had shown that the middle levels of 

Maslow's hierarchy overlap, Alderfer addressed this issue by reducing the number of levels to three. The letters 
ERG represent these three levels of needs:  
  

• Existence refers to our concern with basic material existence motivators.  

• Relatedness refers to the motivation we have for maintaining interpersonal relationships.  

• Growth refers to an intrinsic desire for personal development.  
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Based on the ERG principals, managers understand that each employee operates with the need to satisfy several 
motivators simultaneously.  Leadership which focuses on exclusively one need at a time will not motivate their 
people effectively. Employees move forward or regress linearly rather than in a hierarchy.  

The ERG model has made significant gains in the business world as being an easy, practical way to help 
managers have a greater understanding of employees and how to motivate them.  
It is the opinion of our team that substituting ERG for Maslow’s Hierarchy of Needs, would give leaders a 
valuable tool.  The pages that follow would develop and apply the ERG theory.    

Course Management System  

Questions around the delivery of the content for this course have caught the group’s attention.  
Recommendations to adopt a customizable Course Management System (CMS) to deliver both course materials 
and track the progress of the students is a viable option and specific recommendations have been made. Once a 
customizable system is decided on, complete integration into TVA’s pre-existing systems would be advised. 
This would allow for the longest amount of longevity and give the most optimal learning solution.   
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Part One  

Preliminary Findings  

 
  

1.01  Project Background                            4  
1.02  Statement of Needs                            4  
1.03  Course Goals                             6  

1.04  Target Learner Analysis                         7  

1.05  Context Analyses                            9           

1.06  Content Analysis                          12  

  

 
  

➢ Section 1.01 – Project Background  

  

The purpose of the project is to assist the Tennessee Valley Authority (TVA) with the updating and 
creation of a third edition of their Challenges of First-Line Leadership. This five-day program is 
intended to build leadership and management skills of new front-line supervisors and working 
supervisors.   

  

To begin, it is important to provide a brief summary as to who the client is. TVA has been in 
existence since 1933 when President Franklin D. Roosevelt envisioned the New Deal and congress 
enacted legislation that created this company. Throughout the company’s history, they have provided 
the Tennessee valley with innovative utility infrastructure projects and initiatives that are not only cost 
effective to the consumer but also environmentally friendly. Its main line of business consists of 
electric power generation and wholesale power sales (Tennessee Valley Authority, 2010a).   

  

Foundational concepts of leadership and management will be mentioned throughout the training 
analysis and recommendation. Often persons participating in the training program come with previous 
management experiences that they apply on the job. However, it is the goal of this course to recast the 
students’ understanding of leadership in order that they will be in consonance with in the way that TVA 
would like their leadership team to analyze, review, and execute management decisions.  
  

Conclusively, the course is part of The Leadership Institute series of training courses that are 
available through the Training department at TVA. This analysis will attempt to build on the framework 
of the Institute’s guidelines. In addition, the analysis will keep in focus the guiding principles of TVA 
that are expressed in the Star 7 protocol. (Tennessee Valley Authority, 2010b) This will be explained in 
the next section as it ties in to the needs of what should be accomplished for the client.  

  

➢ Section 1.02 – Statement of Needs  

  

The statement of needs for the First-line Management Course at Tennessee Valley Authority 
(TVA) can be broken into 3 segments. They are listed as follows:  
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Segment 1: The needs of TVA  

TVA’s organization services power to nearly 9 million individuals.  Compared to industry 
counterparts, the company is one of the largest utility firms in the nation. With a top rank in energy 
capacity and a fifth place in sales (exceeding $11 billion last year), they are a vital part to the overall 
energy complex and local economy. To achieve their goals, they have more than 12,000 employees 
that are in both power generation and corporate facilities. As one can see, internetworking of the two 
sides of the company is crucial for the success. Applying a top down structure, first-line managers are 
the important intermediary between upper-level management ranks and personnel doing the most 
common tasks. With various backgrounds, not all of these managers have formal management training 
background. This is the primary strategic need to be addressed in this course. The organization needs 
a training course so that these managers can be taught the foundational skills needed to manage other 
employees both effectively and ethically.    

Segment 2:  The needs of the Target Learners  

  Student needs have 2 significant sections. The first is the need of the student as a learner. The 
second is the needs of the class in regard to information delivered.  

Section 2.1: Deliverables  

Learners have a need to:  

• Understand the Roles and Responsibilities of supervisors  

• Demonstrate Leadership Behaviors such as,  

1. Enabling  
2. Problem Solving  
3. Ethical Practices  
4. Expectations  

 
• Develop Interpersonal Communication Skills  

• Build a Foundation of Understanding and Skills for Developing Effective Teamwork  

• Participate in Supervisory Practice, (including peer and mentor coaching)  

• Practice Motivational Techniques such as, o Sustaining Desired Performance o Reinforcement 

without Crutch o Career Building  

  

Section 2.2: Learning environment  

  In order to get the maximum benefit from a training course, the learners need an environment 
that is free of distractions. Additionally, they need and environment that is supportive and equipped to 
provide instructional media and allows for a variety of instructional modes of communication. 
Described below are some brief recommendations in regard to the environment:  
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• Classroom – The classroom needs to be supportive and free of distractions. It needs to 
provide a comfortable work place that allows both an easy view of the instructor as well as 
promote communication among the students in the course.  

• Scenarios – Most of the students will have a very diverse background and work in very 
different locations. These locations can have unique qualities all unto themselves. In some 
cases replication of these situations is needed to work through the problem. The environment 
would need to contain some of these elements for replication.   

• Support From Instructor – Support from the instructor is an essential part of the equations for 
transfer to happen. It is also needed for reinforcements of what has been transferred.   

• Conclusion: In the classroom environment all variables come converge to affect the process of 
learning. All of the individuals participating in the course form a learning community. This 
community can be effective or fail. With such a short time span for the community to form 
essential elements need to already be in place. One of these foundational elements of 
instruction is the physical environment in which the learning takes place.  

Segment 3: The instructor’s needs  

There are 3 basic needs that the instructor will face.   

1. Instructors will communicate most effectively in a classroom that is conducive for learning 
and properly equipped in order to fulfill the demands of the course outline.  

2. In order to communicate in the most effective way possible in relation to all learning 
objectives, while allowing freedom for adaptation, instructors need the materials and 
instructional aides called for in the content outline should be accessible and available for 
every class presentation.  

3. Both instructors and the class as a whole need a class community experience that is 
focused. The students enrolled in the course need to be vetted in order to ensure that all 
participants demonstrate the appropriate background, skills, interests, and qualifications in 
order that the group dynamic is not negatively affected by individuals who deviate from the 
intended audience.   

  

➢ Section 1.03 – Revised Course Goals  

  

TVA employees that have registered for the course will participate in a five-day instructional course 
entitled Challenges of First-Line Leadership. Students will participate in lectures and discussions, will 
receive handouts, view videos and practice problem solving.  First-line supervisors and those attending 
who aspire to be first-line supervisors will engage in a course that is designed to assist them as they 
move into one of the most challenging roles within a company. Peter Drucker, one of the well-known 
business and economic thinkers of the 20th century stated that business exists for economic reasons, 
for economic performance. “As a supervisor,” states the participant training manual for this course, the 
new supervisor’s “job is tied directly to that economic performance—safely generating electricity” 
(TVA Training & Development, 2007, p. 3). This is the overarching goal for first-line leadership training. 
Drucker likewise stated, “Management by objectives works if you first think through your objectives. 
Ninety percent of the time you haven't.” (Drucker, 1954). He understood the need for clear goals and 
objectives.   
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The goals that attend accomplishing successful economic performance by first-line supervisors 
are:  
  

• Instead of doing the work yourself, you now oversee others who do the work.  

• You accomplish work through others.  

• You guide and support others.  

• You encourage and develop others  

• You lead others (TVA Training & Development, 2007, p. 3).  

  

The goal of Challenges of First-Line Leadership is to enable the target learners to successfully 
accomplish their goals.  

Additionally, students of the course will be able to perform the following tasks and understand the 
following concepts:  
  

• Effectively and clearly communicate to persons within their departments and to others within 
the TVA organization, speaking and acting as a member of the management team when 
communicating to the crew, and representing suggestions and questions from the crew to the 
management when appropriate.  

• Promote, train, mentor, and motivate employees to meet the high standards and expectations 
of the job, the team, and the corporation.  

• Provide feedback and coaching in a positive manner with a focus on specific behaviors that 
meet or do not meet expectations  

• Promote a healthy safety culture.  

• Managing resources and deadlines.  

• Promoting teamwork and ensuring that the team members are properly trained and qualified for 
the tasks assigned.  

• Practicing sound decision-making practices.  

• Promote diversity in the workplace and assist subordinates in achieving career goals while at 
TVA.  

• Valuing the Star 7 protocol and other management tools to supplying energy to the team to 
promote the work and a healthy and supportive workplace.   

(TVA Training & Development, 2007, Introduction p. 7, 8 and Module 1 p. 4)  

➢ Section 1.04 – Target Learner Analysis  

Challenges of First-Line Leadership is a course that is made available to Tennessee Valley 
Authority (TVA) employees that have an interest in leadership development. This development interest 
may stem from having been promoted to a team leader position, or from a desire to become more 
ready for such a promotion.  
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The target audience for this training is primarily non-supervisory in the administrative sense. 
However, because the course covers general leadership principles and applications, there are many 
other TVA employees from a wide range of employment tracks that take advantage of the training 
course.  

In private correspondence Sue Hall of TVA Training & Development stated, “Since the inception of 
CFL, the audience has shifted from 1st line managers to working supervisors including craft foremen, 
principal engineers, project managers, and those with leadership development on the IDPs” (June 15,  
2010). She further delineates, “The target audience consists of current 1st line supervisor, employees moving 
into 1st line, and foreman (technical supervisors)” (June 28, 2010).  

Most of the audience for the training has the following:   

• extensive on-the-job field experience,  

• exhibited potential for leading,   

• proven leadership abilities, or   

• been selected or approved for participation in this course by their supervisors and the human 
resource course planners  

When the learner enters the classroom, he or she represents a unique set of personal 
characteristics. However, Instructional designers, preparing to enter the learning experience with the 
learner have expectations that are based on general demographic factors. Listed below is a 
demographic snapshot of the TVA workforce:  

  

Figure 1.01 - Demographic Data of Tennessee Valley Authority (TVA) (Jones, 2010).  
For a larger view of this graphic, please see Appendix A.  

The group that we observed during the week of June 7-11, 2010, was described casually in class 
discussion. Based on visual observations, it was said to be primarily: middle-aged, male (although 
there were three females in the class), and Caucasian. Overall, persons attending the course were also 
described as hands-on individuals with a moderate education level (field experience in additional to 
advanced academic degrees and education).  
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TVA has a stated diversity goal in regard to hiring practices. In accordance with that goal the 
classes should serve a diverse employment pool that includes women and men of all ethnic and racial 
backgrounds. The Tennessee Valley Authority web site provides statements of principles and practices 
related to diversity (Tennessee Valley Authority, 1998).  

TVA provides equal employment opportunity for all persons and prohibits 
discrimination in employment because of race, color, religion, sex, sexual orientation, 
national origin, age (40 and above), handicap or reprisal. In addition, TVA's affirmative 
employment program is designed to develop and implement affirmative employment 
strategies to enhance representation of minorities, women, and persons with 
disabilities or disabled veterans throughout the agency's workforce. Through affirmative 
employment, TVA is attempting to achieve its goal of equal employment opportunity to 
all employees by:  

• Identifying and removing potentially discriminatory barriers to the recruitment.  

• Encouraging retention and upward mobility of employees, especially minorities, 
women, persons with disabilities, and disabled veterans.  

• Developing affirmative employment strategies to achieve adequate 
representation of groups in TVA's workforce that are protected by law.  

First-line leadership is leadership that comes from within the company. Development of leadership 
on the front line is the development of a framework of leadership that generates a pool of candidates 
for other leadership positions as well as developing what might be termed, a deep bench or a strong 
backup team. The high-powered business consultant, Michael Watkins, author of The First 90 Days: 
Critical Success Strategies for New Leaders at All Levels, (2003) warns, "The president of the United 
States gets 100 days to prove himself; you get 90." This is particularly true of the peer leader whose 
promotion to leadership is sometimes lauded by his or her work group, but is often a challenge to the 
personal aspirations of others on the team. It is this kind of person, facing this type of challenge who is 
engaging in the TVA Challenges of First-Line Leadership training.  

➢ Section 1.05 – Context Analyses   

  

The context for learning for TVA Learning Institute varies from class to class. Some courses are 
taught in Knoxville at the main TVA headquarters. The class observed by IT570 took place at this 
location. There are multiple other sites where classroom training is presented including a static location 
in Chattanooga that serves populations in that vicinity. In addition, some training is offered at job sites 
across the state.  

  

According to personal communication with Steve Stinson (June 7, 2010) occasionally, trainers 
present in locations which are not generally used for training, such as a board room, and that do not 
contain adequate equipment for presentation of PowerPoints and videos. These occasions, are not 
usual and will not be addressed in the scope of this analysis beyond the recognition that outlier 
situations do exist.   
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Figure 1.02 – Main Training Classroom at TVA-Knoxville  
  

The classroom area is designed to provide seating accommodations that support both trainer-led 
lecture and whole-group discussions as well as small-group work sessions. As pictured above in the 
main training classroom at the TVA Knoxville location, two tables are positioned back to back with 
comfortable, movable chairs stationed around those tables allowing for easy transitioning from large 
group to small group activities.  

  

  
  

Figure 1.03 – Materials Table in Training Classroom at TVA-Knoxville  
  

In the back of the classroom, a table is situated to assist the training personnel in organizing the 
materials to be used in the course of the week. These materials include videos, handouts, instruments 
such as the DISC analysis, markers, etc. Above this table in the image above is a large monitor that 
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can be used for projection of videos or computer screens. There are multiple screens of this nature 
around the perimeter of the classroom.  
  

  
  

Figure 1.04 - Classroom  

  

At the front of the classroom area, the trainer has a workstation at which numerous pieces of 
training equipment are located. These include a television with DVD/Video projection capabilities, and 
overhead projector, a computer with screen projection capabilities and a large screen. In addition, a flip 
chart is located at the front of the room. Additional flip boards are stationed at each student module for 
use in small group activities. A podium is available for instructors that prefer to utilize it.  

  

Each learner is presented with a participant course manual. This manual contains information 
related to each of the content modules of the course.  

  

The atmosphere in the room is pleasant. It is spacious, lighted amply, carpeted, and is kept at a 
comfortable temperature. Windows on two sides of the room add to the agreeable atmosphere.  

  

Performance Context Analysis  

  

The targeted learners perform their job functions in a number of kinds of locations. Most of these 
learners are not always in a typical office environment but work in a plant or field environment. This 
could include working from a truck as they move from energy delivery site to delivery site.   
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Figures 1.05a, 1.05b, & 1.05c  

Target Learners May Include Persons at an Energy Production Plant (Tennessee Valley Authority, 2010c).  
  

This could include working in a variety of natural settings monitoring environmental impacts of 
energy production or working in a shop doing equipment maintenance.   

  

Because of the variety of environments that persons who participate in this course are from, the 
course applications must attempt to address commonalities of experience that transcend specific job 
tasks and atmospheres.  
  

➢ Section 1.06 – Content Analysis  

  

The content analysis for the TVA Leadership Course is a counterbalance between general concept 
learning, roleplaying, critical thinking, and group activities. Within the course, there are a total of eight 
modules that persons must complete in order to complete the course over a period of five days. 
Persons that come to the course have been pre-selected to participate ahead of time to ensure 
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obligations with their work site, family, and the like are taken care of. Listed below is a brief summary 
of the course. For a more in-depth look of the course structure, please refer to Appendix C – Content 
Outline.   
  

TENNESSE VALLEY AUTHORITY – SUMMARIZED EXISTING LEADERSHIP COURSE STRUCTURE  

  

 
  

Figure 1.06 – Current TVA Leadership Course Overview (TVA, 2007).  

 

Course Process   

  

The Challenges in First Line Leadership course began about ten years ago as a way to supplement 
a growing population of employees that needed skills to be an effective leader. For example, the 
primary audience are workplace professionals that are male and in their 30’s and 40’s. However, with 
the second edition of the course, there was a stronger focus on younger employees and females. 
Thus, for the third iteration, the focus may shift slightly more towards younger professionals since 
more persons are nearing retirement that holds leadership positions within the company.   

  

Within the course, there has been and will continue to be an emphasis on group work, role playing, 
and applicable work experiences in order to tie the material together. As observed, it is frequently 
requested in this last that persons in the course reflect on what has happened in the workforce to apply 
the material for that day’s topic(s). As noted in a synopsis on cooperative learning, it is recommended 
by Cawelti that “students in small, self-instructing groups can support and increase each other’s 
learning” (p. 35), and thus, make the training more valuable for everyone as a whole.   
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A secondary goal is to follow the approach of building a house per se. Beginning with the 
foundation of the home, students would learn the basic in’s and out’s of their new position. Then, as 
the course rolls along, the home becomes closer to completion. At the end of the course, when the 
evaluation is completed, the house is complete and this round of knowledge can be applied to their 
workplace setting. This was an analogy that Doug Trovinger, one of the members in our team, used in 
his first teaching experience just a few short days ago. The students were very receptive to this 
analogy because it broke down a difficult subject (business statistics) into manageable pieces. At the 
end of the course, as five weeks flew by, the students not only grasped all of the material, they also 
had a sense of satisfaction that what they just learned is useful and will continue to be useful to them 
in future endeavors. TVA and the trainers that are assigned to the course must ensure that this is taking 
place. Satisfaction is one of the four elements of Keller’s ARCS motivation model, and as such is 
essential to motivating learners to make the required effort to learn and then to apply what they have 
learned (Keller, 1987).  

  

Instructional Goals Related to Course Content  

  

Within the course, there has been and will continue to be an emphasis on group work, role playing, 
and applicable work experiences in order to tie the material together. As observed, it is frequently 
requested in this last that persons in the course reflect on what has happened in the workforce to apply 
the material for that day’s topic(s).   

  

The course is divided up into eight pieces: an introductory module and seven modules related to 
the most important topics for effective front-line leadership. Some of the questions that may be asked 
at the beginning of the training course may be: “How can I be an effective leader to my team?” and 
“What skills will I need to acquire in order to carry the team to victory?” and “How do I manage conflict 
and change to foster growth and development?”   

  

While there are a ton of questions that may be asked, an obvious goal is for the company to get a 
positive return on the investment made on the persons taking the course. Since TVA is investing 
thousands of dollars per person on time away from their workplace, hotel, per diems, materials, 
training salaries, etc., it is important that the students gets the best training experience possible.  
Having an effective training program will ensure this goal is met because they will be immediately 
applying the techniques once they go back to the worksite just a couple of calendar days after the 
conclusion of the course.  
  

Summarized Course Analysis  

  

The course begins with a brief introduction on the fundamentals of management. Though some of 
the managers that may be taking the course have this knowledge, it is important to have everyone on a 
level playing field in order to be thinking in TVA’s way per se. The first module warmly brings students 
into roles and responsibilities of the role they will be assuming in the near future. This also includes the 
concept of Star 7 – a series of tasks that takes make a manager provide greatness for the customer, 
their employees, and themselves. Continuing on, the second module provides strategies and tips on 
effective communication. Several exercises are included to provide persons in the class ways to 
communicate better to their subordinates, peers, and managers in addition to providing good feedback.  
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Module three goes into detail on how to promote teamwork within the group that you have. It also 
goes into some detail when they have others from different teams that are on your workforce as well. A 
quote that is located on page 12 of the module is one that we feel has an impact for this project. It 
states “you are successful only when your team is successful!” (2007). The fourth module explains 
foundations of motivation and how you can rally the team to win at any cost. The fifth and sixth 
modules deal with coaching, observations, and ensuring that goals that are being set for the team are 
met or exceeded. The Two-Minute challenge was the highlight of these two sections as they provided 
persons in the class to get hands-on experience in a non-threatening environment. Finally, the final 
section applies several project management techniques and effective decision making.   

  

Conclusively, the class is scheduled for a total period of 40 hours over five business days. The 
majority of courses are held at the main training center at the TVA complex in downtown Knoxville. 
However, as business needs require, this may be in Chattanooga or other locations deemed fit.   
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Part Two  

Assessment Review & Recommendations  

 
  

2.01  Analysis of Objectives, Strategies, and Assessments                  16  

2.02  Preliminary Evaluation Review & Summary                    28  

2.03  Course Recommendations for Future Courses                   30  

  

  

➢ Section 2.01 – Analysis of Objectives, Strategies, and Assessments  

  

In this section, we will analyze how the introduction and each of the seven phases are viewed from 
the point of learning outcomes, assessments that are done or required, and the instructional events & 
strategies needed to complete the tasks in the current modules. Each section is divvied up into their 
respective part in the course and is displayed in the chart below:  
  

 Tennessee Valley Authority  
Challenges in First Line Leadership Course  

Analysis of Objectives, Strategies, & Assessments  

 

Module /  

Section Name  
Learning  

Outcomes  
Instructional Events  & 

Strategies  
Assessments Required / 

Done  

        

Introduction 

(Part A)  

Introduction and 
Welcome:  

  
Targeted learners 
would learn the 

names and  
background of  

trainers and would 
discover the  

necessary facilities in 

the training center.  

  
Using five separate images or props, 

each trainer would introduce their 
names, career backgrounds,  

relationship to TVA, family or hobby, 
and personal goal for the course.  

  
The trainer would explain the daily 
timetable for the course including  

breaks and lunch schedules. He or she 
would provide a description of nearest 

restroom facilities.  
  

Not Applicable 

(N/A)  
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Introduction  

(Part B)  

Individual  
Introductions:  

  
Learners would 
participate in an  

introduction activity  
and become familiar 
with the names and  
work experiences of 

their classmates.  

Trainers would place on each table a 
basket of nametags with pictures of  

tools used by TVA employees. These 
would include pliers, computers,  

current testing tools or whatever. Each 
individual should choose an item that 
they use most often in the course of  

their work day. Participants would write 
their names on the tags. Then each  

participant would be asked to spend 5 
minutes talking with folks seated at  

their tables telling each other that they 
are, where they work, what they do,  

and their daily work environment. At the 

end of 5 minutes individuals would 

complete the assessment. 

Each participant would be 
able to introduce one other 
member of the class and  

would tell one fact about that 

person.  

Introduction  (Part 
C)  

Establishing  
Motivation  

  
Trainers would discuss economic 

performance as the goal of business  
and the foundational concepts of Peter  
Drucker. They would introduce the idea 

of leadership as doing the work  
through others. Using a PowerPoint 
presentation, trainers would display  
images of work groups that in some  
way represent the following ideas:  

  
• Supporting  
• Encouraging  
• Developing  
• Leading  

  
Lead the group in developing this list of 
terms by asking what terms related to 
leadership aptly describe the pictures. 

  

Not Applicable  
(N/A)  
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Introduction  (Part 

D)  

Establishing a Sense 
of Learner Alignment 

with the Course:  
  

Each learner would 
begin the process of  
embracing leadership 
as part of their own  

identity and the skills 
of leadership as part  
of their own personal 

toolbox.  

  
Trainers would introduce the idea that 
there are characteristics of leaders and 

that leaders employ certain skills.  
  

Trainers would present a specific 
example of a situation in which  

leadership clearly impacted results.  
They would then list five characteristics 

that leader exemplified.  
  

Participants are asked to spend one 
minute remembering events when  

someone in their experience (local or 
national) exhibited strong, effective  

leadership characteristics. Individuals  
would state some of the characteristics  

or skills that these leaders exhibited.  
  

Each participant would 
complete a leadership  

assessment instrument. One  
that could be used is The 
Leadership Assessment 

Instrument by Linkage, Inc.  
(1999).  

Introduction  (Part 

E)  

TVA and Its Leaders:  
  

Learners would 
consider TVA’s  

definitions for and  
expectations of First- 

Line Supervisors  

Trainers would present a PowerPoint 
summary of the 12 role expectations of  
TVA First-Line Supervisors. During the  
presentation and discussion, learners  

would be invited to observe how each of 
these expectations relates to overriding 

goal of economic performance.  
  

During this segment, the trainer would 
build a hierarchy on a flip chart based  
upon the definitions for Supervisor,  

Manager, and Leader. For each definition 

students would be asked to identify 

likenesses, differences, between the 

corporate perspective and personnel 

perspective. 

Based on the discussions, 
learners would successfully  

complete a handout related to 
the essence of leadership, 

listing leadership  
characteristics under the  

categories of Complexity and 

Change.  
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Introduction  

(Part F)  
Curriculum Overview  

  
Trainers would give each student a  
Challenges of First-Line Leadership  

Manual. Students would be 
encouraged to take notes in the books.  

Students would look through the 
manual and each module as trainers 
present and two minute overview of  
each of the seven modules using the 

following key words:  
  

1. Supervisory Expectations  

2. Communication  

3. Teamwork  

4. Performance  

5. Coaching  

6. Correction  

7. Decisions, Plans, Change  

8. Practice  
  

Not Applicable  

(N/A)  

Introduction  

(Part G)  

Online Instructional 
Toolbox:  

  
Students would 

become familiar with 

online resources that 

support leadership  

Trainers would demonstrate the use of 

the TVA online toolbox. Each module of 

the resource tool would be visited and 

briefly explored.  

Each student would be given a 
password and invited  

during breaks to visit online 

resources.  

        

Module 1  
So, Now You’re the  

Supervisor: Roles and  
Responsibilities  

(Part A-1)  
  

Who can lead?:  
  

Students would 

engage in developing 

a picture of the 

supervisory role.  

Utilizing the video Peer Today, Boss  
Tomorrow, trainers would introduce the 
topic of bearing the responsibilities of 

the role of supervisor.  
  

Given a marker and flipchart, each 
small group would develop a list of  

changes they expect to occur during 

the transition from worker to 

supervisor.  

Following the completion of 

the test, trainers would work 

as a group of the whole to 

interpret the scores.  

Module 1  
So, Now You’re the  

Supervisor: Roles and  
Responsibilities  
(Parts A-2 & A-3)  

  

Are we likely 
leaders:  

  
Students would 

discuss and engage  
with ideas to analyze 

personal  
characteristics and 

how those  
characteristics work 

in each individual’s 

  
Trainers would then, as much as 

possible divide the learners into diverse 
groups with a representative of each  
type in each group. Then the groups 

would discuss strengths and 
weaknesses again.  

  

Not Applicable  

(N/A)  
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personalities to make  

qualified leaders. 

Module 1  
So, Now You’re the  

Supervisor: Roles and  
Responsibilities  

(Part B)  
  

The difference 

between the workers 

and the supervisors.  

  
Trainers would use a PowerPoint 

presentation to introduce the subject of 
differences in expectations between  

workers and supervisors. Supervisory  
expectations would be discussed under 

the following categories:  
  

• Accountability  
• Responsibility  
• Communication  
• Decision Making  

  
These would be discussed in light of 

Work Group expectations and  
Management Group expectations as 
well as the transition from Worker to 

Supervisor.  
  

Not Applicable 

(N/A)  

  
Module 1  

So, Now You’re the  
Supervisor: Roles and  

Responsibilities  
(Part C)  

  

Transition from  
Worker to  

Supervisor.  

Role play scenarios would be 
distributed to each small group. After 
five minutes rehearsal, each group  

would present the scenarios. Students  
would explore their feelings in regard to 

changes in interpersonal relationships.  

Not Applicable 

(N/A)  
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Module 1  
So, Now You’re the  

Supervisor: Roles and  
Responsibilities  

(Part D)  
  

Managing  
Administrivia:  

  
Targeted learners 

would investigate the 
need for  

administrative work.  

  
Using a short survey in the participant 

manual (p. ll), trainers would ask  
participants to rate how much time  

they spend on various task types. After 
each individual calculate their own  

percentages, trainers would draw a pie 
chart on a flip chart and ask class  

members to draw their own chart or fill 
in their own percentages.  

  
Participant would prioritize their jobs 

and importance’s. Which tasks should 
be decreased? Which increased?  

  
What is frustrating about administrivia?  

What avenues have experienced 
supervisors discovered for reducing 
administrative tasks? Discuss the 
importance of this administrative 

support work.  
  

Not Applicable 

(N/A)  

  
Module 1 

So, Now You’re the 
Supervisor: Roles and 

Responsibilities 

(Parts E & F) 

Section  

Conclusion  

Trainers ask participant if they have any 

questions and review any materials that 

seem unclear. Participants are 

encouraged to utilize resources in the 

online toolbox.  

Not Applicable 

(N/A)  

        

  
Module 2  

Communicating For  
Improved  

Performance  
(Part A)  

 Introduction to 

communication:  
  

Students would 
engage in an  

exploration of  
communication 

styles.  

Trainers introduce a paper tearing 

exercise to aide in a discussion of 

communication.  

Not Applicable 

(N/A)  

Module 2  
Communicating For  

Improved  
Performance  

(Part B)  

Participants would be 
able to understand 
how differences in  
personality types 

informs  
communication 

styles.  

  

  
Introduce small group task simulations.  
Using the diverse group divisions from 
the DISC activity, participants would 

simulate the following:  
  

1. A Task Simulation  
2. A Problem Simulation  
3. An Emergency Simulation  

  

Not Applicable 

(N/A)  
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Discuss and compare the differences 
in handling these three events based on 

the DISC types.  
  

Module 2  
Communicating For  

Improved  
Performance  

(Part C)  

The basics of 
communication:  

  
Learners would 
recognize the  

importance of  
communication, the  

difficulties in  
communication, how  
communication takes  
place and the dangers 

of  
miscommunication.  

  
Trainers would use several quick 

surveys and handouts to introduce the  
basics of communication exploring:  

  

• How much time do we 

spend communicating?  

• Importance of non-verbal 
communication? (Use 
checklist)  
  

How does communication change as it 

passes from one source to another?  

Students would choose a slip 
of paper from a hat with a 
message on it. In small  

groups each student must  
express this message to the 

others using only one 
medium of communication:  

  

2. Words  

3. Facial expression  

4. Body language  

5. Hand gestures  

Module 2  
Communicating For  

Improved  
Performance  

(Part D)  

Learners would 
participate in  

Communication 

Exercise.  

Trainers would introduce Did You Get 

My Message?  
Not Applicable 

(N/A)  

Module 2  
Communicating For  

Improved  
Performance  

(Part E)  

Steps of  
Communication:  

  
Learners would 

discover 5 important 

steps for good 

communication.  

  
Trainers would use a PowerPoint to 
discuss communication models and 

cover:  
  

1. Listen  
2. Ask for Input  
3. Explain  
4. Express Appreciation 
5. Follow-up 

 

Following the activity, 
learners would be asked to  

list 5 steps for  
communication  

Module 2  
Communicating For  

Improved  
Performance  

(Part F)  

Participants would 
develop their  

communication skills  
by practicing good 

communication  
techniques using 

communication 

scenarios.  

Trainers introduce role play scenarios  
Not Applicable 

(N/A)  

Module 2  
Communicating For  

Improved  
Performance 

(Part G)  

Students would reflect 
on how to see  

ourselves as others 

see us.  

Using the JOHARI Window concepts 
trainers would demonstrate how the  

things we know and don’t know about 

ourselves are not always the same 

things that others know and don’t know 

about us.  

Not Applicable 

(N/A)  
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Module 2  
Communicating For  

Improved  
Performance 

(Part H)  

Section  

Conclusion  

  
Trainers ask participant if they have any 
questions and review any materials that 

seem unclear. Participants are 
encouraged to utilize resources in the 

online toolbox.  
  

Not Applicable 

(N/A)  

        

Module 3  
Promoting Effective  

Teamwork  
(Part A)  

Identity 

characteristics of an 

effective team.  

Team building game.  
PowerPoint on Effective Teams.  

Instructor divides group into 4 teams 
assigns a question to each on  

differences between team and group.  

  
Reflection questions of game.  

p.3  
Discussion questions p.5  
Group shares results of the 

one question they  
picked/discussed.  

  

Module 3  
Promoting Effective  

Teamwork  
(Part B)  

Understand the role of 

a team leader  

PowerPoint on Six Components of a 
Leader’s Role.  

Discussion Reading  

  
Fill in forms p. 9  

Questions on p. 10 
reflect back to  Part A.  

  

Module 3  
Promoting Effective  

Teamwork  
(Part C)  

Recognize the effect of 

attitudes and 

perceptions of others.  

  
PowerPoint on the Pygmalion Effect.  

DISC Personal Profiling System 
identifying personality traits.  

  

Self-reflection  
p.  15  

DISC select, tally, Graph  

Module 3  
Promoting Effective  

Teamwork  
(Part D)  

  
Understand that 

individual differences 

can contribute to 

effective teamwork.  

Finish DISC  
Analyze four main personality qualities 

discovered in DISC.  Use PowerPoint, 

charts and discussion.  

  
List differences p.16, reflect  

p.17  
  

Break into DISC group.  
  

Module 3 
Promoting Effective 

Teamwork 

(Part E) 

Use a standard 

approach to help 

manage the team.  

  
PowerPoint of ACORN Management 

model.  

 

Reading and analyzing “storybook” 

managers’ problems/solutions. 

 

Fill in ACORN chart p. 18  
Self-reflect p. 20  

Group problem solving p. 21  

Module 3  
Promoting Effective  

Teamwork  
(Part F)  

Identify techniques to 

working with others.  

  
Introduce, analyze, and strategize, 
problems/solutions to working with  
“Pat” a fictional problem employee.  

  

Group discussion p 21  
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Module 3  
Promoting Effective  

Teamwork  
(Part G)  

Recognize importance 

of staying connected 

with other work teams  

Staying connected with other work 

teams was not discussed in the class.  

  
Self-reflection  

p. 27  
Overall Module assessment 
“My Action Plan p. 29-30.  

  

        

Module 4  
Motivational  
Foundations  

(Part A)  

Gain an understanding 
of the hierarchy of 
human needs and  
relate them to two  

patterns of employee 

motivation on the job.  

PowerPoint on  Maslow’s Hierarchy of  
Human Needs  

Video:  Managing from the Heart  
Analyze and discover two patterns of 

employee motivation.  
  

Strategize ways to help promote 

employees in either of the two patterns.  

  
Fill in the blank Maslow’s  

Hierarchy p. 4  
  

Worksheet on protective and 
achievement patterns of 

motivation p. 5-6  
  

Module 4  
Motivational  
Foundations  

(Part B)  

  
Recognize the 

characteristics of  
great leadership and  

the connection to 
employee  

engagement.  
  

  

  
PowerPoint. on Great leadership and  

Employee Engagement  
  

Reading pages 9-11 have no activities.  
  

  

  
Not Applicable 

(N/A)  

Module 4  
Motivational  
Foundations  

(Part C)  

  
Recognize the effect of 

attitudes and  
perceptions of others.  

  

  
Trainer would provide opportunity for 

students to reflect on materials that are 
given.  

  
Reading pages 12-13 have no  

activities.  
  

Self-reflection p.14  
  

Module 4  
Motivational  
Foundations  

(Part D)  

  
Understand and apply 
the different task and 
relationship needs of 
the four situational  
leadership styles.  

  

  
Trainer would provide opportunity for 

students to reflect on materials that are 
given.  

  
Also, trainer would present a  

PowerPoint on Behavioral Style of  
Employees  

  
Reading pages 15-16 have no  

activities.  
  

Self or group application p.  
17  
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Module 4 
Motivational 
Foundations 

(Part E) 

Recognize and apply 

the conditions for 
making appreciative 

feedback more 
effective. 

 

Trainer would provide opportunity for 
students to reflect on materials that are 

given.  
  

PowerPoint  Appreciative Feedback  
  

Pages 18-20 have no activities.  
  

Not Applicable 

(N/A) 

  
Module 5  

Observing and 
Coaching:  

Monitor Work  
Environment and  

Behavior  
(Part A)  

  

Students would 
determine priority of 

tasks based on  
Importance and 

Urgency.  

Students would use chart supplied in 
the book on page 4 of module to  

conduct this exercise. After complete 

exercise instructor would impacts.  

Discussion in class of 

rankings  

Module 5  
Observing and 

Coaching:  
Monitor Work  

Environment and  
Behavior  
(Part B)  

  
How to monitor:  

  
Recognize conditions 
of When, Where, How 
and What should be  

monitored concerning 
work environments 
and work behavior.  

  

Trainer would discuss What to monitor  
(task, employees) When and Where to 
monitor (Best time and Place) How to  

monitor (Plan, Prioritize, Stay out of the 
way, focus, and be ready to model  

behavior)  

Scenario with questions 

possible role-play.  

Module 5  
Observing and 

Coaching:  
Monitor Work  

Environment and  
Behavior  
(Part C)  

  
Conditions Requiring 

Intervention:  
  

Recognize conditions 
that require the  
supervisor to  

intervene to correct 
behavior or  

performance.  
  

  

Trainer would discuss poor work 
behaviors both task oriented and  

towards co-workers. This would be 

stated and re-established through 

interaction.  

Not Applicable 

(N/A)  

  
Module 5  

Observing and 
Coaching:  

Monitor Work  
Environment and  

Behavior  
(Part D)  

  

Recognize the 
difference between 

effective and  
ineffective intervention  

Student lead reading of scenario 
followed by a discussion led by the  

instructor about effectiveness then a  
second scenario presented in text for a  

comparison. This is followed with a 

discussion of guidelines for 

clarification.  

Scenario read from book 

followed by discussion.  
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Module 5  

Observing and 

Coaching:  
Recognize the 

difference between 

confronting 

individuals and 
groups 

Student lead reading of scenario 
followed by a discussion led by the 

instructor about effectiveness then an 

instructor discussion of guidelines for 
clarification. A second scenario 

presented in text for a comparison. 

Scenario read from book 

followed by discussion.  Monitor Work  
Environment and  

Behavior  
(Part E)  

  

Module 5  
Observing and 

Coaching:  
Monitor Work  

Environment and  
Behavior 

(Part F)  

Practice intervening 

and confronting 

behavior 

performance.  

Instructor completes scenario and 
explains skills for confronting behavior.  

Worksheets provided in book for 

providing insight and coaching trough 

practice intervening.  

Work sheets given to practice 
skills in confronting and  
intervening in practice  
(possible role-play)  

        

Module 6   
Sustaining Desired  

Performance  
(Part A)  

  
Performance 
Challenges:  

  
Identify Conduct 

related issues and  
human performance 
Challenges faced by 
first-line supervisors.  

  

Instructor helps identify challenges that 
come from the identifying questions in  

book  

Questions followed by 

discussion  

Module 6  
Sustaining Desired  

Performance  
(Part B)  

  
Supervisor  

Responsibilities:  
  

Review supervisor 
responsibilities for 
sustaining desired 

performance.  
  

A list of responsibilities is given in book 

and reinforced and explained by 

instructor.  

Not Applicable 

(N/A)  

Module 6   
Sustaining Desired  

Performance  
(Part C)  

  
When To Take 

Action:  
  

Recognize the types 
of situations during  

which supervisors are  
expected to intervene.  

  

List of individual tasks are given in book 
and discussed by instructor on  

what, if any action is need to be taken 

to achieve desired outcome.  

Not Applicable 

(N/A)  
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Module 6   
Sustaining Desired  

Performance 

(Part D-1)  

  
Documentation –   
A Strategic Tool      

(Part 1)  
  

Discuss  
Characteristics of 

benefits of effective 
documentation.  

  

Instructor leads discussion on reasons 

for effective documentation. Then a list 

of key points to be completed 

(probably instructor led).  

List of Facts, Objectives,  
Solutions and Actions to be 

completed at end of section.  

Module 6   
Sustaining Desired 

Performance  

Documentation –   
A Strategic Tool     

(Part 2)  

Case study listed in book to be read by 

student and then complete questions 

pertaining to need and effectiveness of  
Case Study with questions  

 

(Part D-2)    
Discuss  

Characteristics of 

benefits of effective 

documentation.  

documentation.   

Module 6   
Sustaining Desired  

Performance 

 (Part E-1)  

  
Analyzing  

Performance 
Problems:  

  
Explore how to 

identify and analyze 
performance  
problems.  

  

Instructor leads discussion of proper 

analysis of problems and then uses 

probing to help identify these problems.  

Question and answer grid 
given with probing question  

(group or instructor led)  

Module 6   
Sustaining Desired  

Performance  

(Part E-2)  

  
Analyzing  

Performance 
Problems:  

  
Explore how to 

identify and analyze 
performance  

problems  
  

2 Case studies presented in book for 

student to read and answer questions 

to be discussed by instructor.  

2 Case Studies with 

questions.  

Module 6  
Sustaining Desired  

Performance  
(Part F)  

  
Progressive  

Discipline Process:  
  

Describe the steps in  
TVA’s disciplinary 

process.  
  

Instructor led discussion on TVA’s 
policy for discipline covering options.  

(Counseling, Termination and 

leadership skills)  

Not Applicable (N/A)  
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Module 7  
Decision-Making,  

Planning and Change 

(Part A)  

  
Making Sound 

Decisions:  
  

Describes 
characteristics of 
sound decision 

making.  
  

Instructor led scenario with question 

explaining your interpretation of a 

solution to be discussed prior by 

instructor.  

Scenario with questions  

Module 7  
Decision-Making,  

Planning and Change 

(Part B)  

  
Making Effective 

Decisions:  
  

Describes 
characteristics of  
effective decision 

making.  
  

Instructor lecture giving key skills to 

effective decisions thru quality and 

acceptance.  
Not Applicable (N/A)  

Module 7 
Decision-Making, 

Planning and Change 

(Part C) 

 
Project Management 

& Planning: 
 

Complete project plan 
and determine 

application of skills. 
 

Group simulation to show connection 
to all objectives with instructor led 

application scenario. 
Simulation 

Module 7  
Decision-Making,  

Planning and Change 

(Part D)  

  
Decision Making,  

Planning, & Change:  
  

Understanding the 
systems view of the 

organization.  
  

Instructor led discussion about general 

organization structure available in figure 

in book.  
Not Applicable (N/A)  

Module 7  
Decision-Making,  

Planning and Change 

(Part E)  

  
Planning & Change – 

Failure to Change:  
  

Show keys to causes 
of failure due to 

change.  
  

Questions about current work 

environment to be discussed and 

analyzed to help appeal to current 

workers.  

Questions and answers.  

        

  
Table 2.01 – Analysis of Objectives, Assessments, & Strategies for TVA’s First Line Leadership Course  

  

➢ Section 2.02 – Course Evaluation Review & Summary  
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The data analyzed and reviewed to assist in providing some trends for analysis was overall 
positive. Data for the courses analyzed were taken from the July 11th, 2005 course and concluded with 
the December 19th, 2009 course. The survey that was administered consisted of two parts: a survey 
portion with a five-point Likert Scale format (1 being ‘strongly disagree’ and 5 being ‘strongly agree’) 
and a section with three open-ended questions that focused on the class overall.  

Likert – Scale Question (Closed-Ended) Review  

The first portion of the survey given to the people in the class were opinionated questions on the 
overall effectiveness of the course from various angles like organization, use of examples in the 
course, group management, and so on. Each person had to complete these questions before the 
second half of the survey. In the results given to us by the client, they were broken down in two 
formats: overall scores and instructor-based outcomes.   

Overall, the statistics as a group were fairly consistent with nearly every other question asked. The 
average scores were nearly 96 to 98 percent for each of the first five questions (see page 1 of the CFL 
for more information). There was one clear difference with the data though. When the question asked 
about looking forward to going to the course, this had a much lower rating. Is it possible that the 
students became complacent in the confines of the training course? Or is it perhaps that they didn’t 
realize that there was more than meets the eye in first-line leadership? These are great questions to ask 
to try to determine why this was much lower than the other questions.   

Additional questions that were asked regarded the length of the course. As seen in the written 
comments, the overall pulse that the length was perfect for the material covered. The majority (78%) of 
the persons answering this question stated that it shouldn’t be changed. Finally, the amount of 
knowledge gained was an additional question that is worth mentioning. While the overall response was 
slightly higher than the norm (54.2 percent vs. 50.0 percent), how will this be measured in the future? 
Nevertheless, from the first half of the course, it was proven very successful and a job well done over 
the last several years (TVA, 2009).  

Feedback Question (Open-Ended) Review  

In the open-ended portion of the survey, three questions were analyzed and reviewed that 
participants could provide more specific feedback one. These questions revolved around the positive 
outcomes of the course, concerns, and recommended improvements for future courses given to first-
line leadership candidates. Out of the 35 maximum number of classes that had comments in one way, 
shape or form, it was concluded that an average of 33 courses had feedback (Question 1 = 34 
Classes; Question 2 = 35 Classes; Question 3 = 31 Classes; Mean = 33.33). The combined number 
of items written that accumulated through the three questions netted a total of 652 responses and the 
weighted average was approximately 19.76 comments per session. However, the actual total number 
of comments that were analyzed totaled 775 and the weighted average was 23.48 respectively. To 
assist with a deeper analysis of the data, we have broken this down into the three questions. Please 
note that the average number of comments when summed up together is one-quarter of a response 
lower (23.23) (TVA, 2009).  

  

For a more detailed analysis of the data that we reviewed, please see Appendix B - Descriptive Data 
– Course Feedback Survey on page 42.  
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➢ Section 2.03 – Course Recommendations for Future Courses  

  

The following table presents Team 3 recommendations for the CFL course.   

  

Issue At Hand   Options to Address Issues  

     

1. Curriculum Level Analysis of Integrated 

Emphasis on 12 Expectations – The 12 

Expectations stated in the Introduction 

and Module 1 of the Participant Course 

Manual are an applicable set of standard 

behaviors that TVA expects of all First 

Line Supervisors. (Hall, 2010, June 24) 

Therefore, it is the opinion of the design 

group that an integrated analysis of the 

curriculum should be attempted and the 

learning activities within the course 

should be developed with reference to 

those 12 expectations.   

•  

•  

Categorization of the leadership behaviors 

into three categories (accountability, 

communications, & responsibilities). Each 

strategy should be applied to a concept 

within the course modules.  

  

In the course of our study of the content presented in the TVA Challenges for Leadership training, it 
became evident that the 12 expectations fully expressed in both the Introduction (Pages 7, 8) and 
Module One (Page 4) of the training manual are critical to the successful understanding of and 
completion of the course. These expectations fall into three categories of leadership: accountability, 
responsibility, and communications. Expectations 1–3 and 6 reflect the qualities of a leader who is 
willing to be accountable for the high standards that need to be set and exercised in the work place. 
Expectations 4, 5, 7 and 11 reflect the qualities of a leader who is willing to take responsibility for the 
resources and accomplishments on the job. Expectations 8-10 and 12 reflect the qualities of a leader 
who is willing and able to communicate honestly and openly with both employees and their managers.  
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Twelve Expectations of Front Line Supervisors  

    

1. Establish and communicate high standards and expectations. Model those high standards (behaviors) in human 

performance, industrial safety and radiation worker practices, and equipment performance.  
  

2. Monitor worker performance to those same high standards and confront workers who do not fully meet the established 

standards.  
  

3. Provide feedback and coaching in a positive manner with a focus on specific behaviors that meet or do not meet 

expectations.   
  

4. Effectively manage assigned resources to accomplish core business objectives.  
  

5. Promote a healthy safety culture by creating an environment that values challenging the  status quo, raising concerns, 

and documenting deficiencies in the corrective action (or work management) program.   
  

6. Be personally accountable for meeting established deadlines and due dates. When proposed deadlines are not 

achievable; then take a proactive approach to coordinate an achievable date with appropriate stakeholders.  
  

7. Ensure employees are properly trained and qualified for the tasks they are assigned. Identify and follow through with 

providing additional training or experiences for knowledge or skill shortfalls.  
  

8. Speak and act as a member of the management team at the station. Communicate messages from management as 

your own, and ask management for clarification when direction is unclear.  
  

9. Promote teamwork within the department and among groups at the station by soliciting input from other groups when 

making decisions and providing assistance to other groups when needed.  
  

10. Strive for continuous improvement in the group by soliciting suggestions from employees and acting on those 

suggestions.  
  

11. Practice sound decision-making techniques by assimilating relevant facts, questioning key stakeholders, developing 

reasonable options, and weighing the benefits, shortfalls, and risks associated with each option.  
  

12. Serve as an energy supplier for the workforce, show passion for the work, and display eagerness to participate and 

learn. Read the energy level of the group and lift the collective mood in group settings when necessary.   

  
Figure 2.01 – TVA’s Twelve Expectations of Front Line Supervisors (TVA, 2005).  

 

Option Details  

  

Option 1.1 - One approach to reviewing the materials with respect to these expectations would be to 
consider the categories into which these specific expectations fall, accountability, responsibility, and 
communications. Then each chapter of the module could be considered as to whether those 
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categories are addressed. That being done, each of the specific expectations would be assigned to a 
chapter and be integrated into the flow of the chapter.  

  

Option 1.2 (Recommended Option) - Another approach is more thorough-going. Each expectation 
should be mapped to at least one strategy within the content and perhaps to more than one strategy. 
This approach would be executed with respect to the idea that these over-arching expectations should 
be integral to all of the chapters and the entire context of the materials. For instance, though Module 2 
is a section that deals with communication, so one might believe that all the expectations dealing with 
communication would be addressed there. However, promoting teamwork is also an issue that deals 
with communication, but also deals with issues of building a team, spoken to in Module 3. Therefore 
the most effective way of attending to this issue would be to study through the entire course and 
identify the strategies within it that do satisfactorily focus on the purport of each item in the list of 
expectations.   

  

This intentional study of strategies and activities will lead to a deeper understanding of whether 
these 12 major items are incorporated adequately into the content of the course.  
  

Pros: The exercise of revisiting the Challenges of First-Line Leadership course based upon the 
fulfillment of outcomes implicit in the list of 12 Supervisory Expectations encourages a 
meaningful review of the curriculum in its entirety. This is true of either option implemented. It 
is more thoroughly carried out using the second option, although the first does promote a level 
of content analysis that could also be effective.  

  

Cons: With everything there is cost. Curriculum analysis could be somewhat painstaking and 
time consuming. This can be expensive. However, as noted above, the curriculum was 
designed with reference to these expectations and though the emphasis may not have been 
clear in the course IT570 attended, and in our cursory reading of the materials, they are 
present and need, perhaps just identification and emphasis with respect to the expectations.  

    

Issue At Hand   Options to Address Issues  

     

2. Content & Treatment Issue – Participant & 

Instructor evaluations, & observations of 

the level of learner engagement indicate 

that Module 4 content and/or treatment 

should be adjusted.  

•  

•  

Follow Dr. Hall’s thinking that the students 
need a stronger lesson on motivation for 
first-line leadership.  
Recreate from the ground up Module 4 to 

accommodate the learners better with 

motivational theory application and 

exercises.  

  

As a leader, you need to interact with your followers, peers, seniors, and others; whose support 
you need in order to accomplish your goals. To gain their support, you must be able to understand and 
motivate them. To understand and motivate people, you must know human nature. Human nature is 
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the common qualities of all human beings. People behave according to certain principles of human 
nature.  

Human needs are an important part of human nature. Values, beliefs, and customs differ from 
country to country and even within group to group, but in general, all people have a few basic needs. 
As a leader you must understand these needs because they can be powerful motivators.  

  

Overview:  Dr. Hall said she feels the biggest outcome for Module 4 recognizing that people 
behave differently based on the situation and their motivation.  
  

Main Topics: Dr. Hall noted these three topics:  

  

1. Maslow’s Hierarchy of Human Needs  

2. Understanding how to flex the DISC style  

3. Learning a simplified version of the Situational Leadership Model  

  

Option Details  

  

Option 2.1 (Recommended Option) - Substitute ERG Theory of Human Needs for Maslow’s Hierarchy 
of Human Needs.  
  

     Clayton Alderfer's (1969) Existence/Relatedness/Growth (ERG) Theory of Needs postulates that 
there are three groups of needs:  
  

 Existence - This group of needs is concerned with providing the basic requirements for material 
existence, such as physiological and safety needs. This need is satisfied by money earned in a 
job so that one may buy food, shelter, clothing, etc.  

 Relationships - This group of needs centers upon the desire to establish and maintain interpersonal 
relationships. Since people normally spend approximately half of their waking hours on the job, 
this need is normally satisfied to some degree by their coworkers.  

Growth - These needs are met by personal development. A person's job, career, or profession  

provides significant satisfaction of growth needs.  

  

ERG Theory recognizes that the order of importance of the three categories may vary for each 
individual depending on the circumstances experienced by the individual and also how the individual 
perceives the circumstances. According to ERG theory, focusing exclusively on any one need at a time 
will not optimize effective motivation. The leadership and management implications of this are that 
change leaders need to recognize that people have multiple needs to satisfy simultaneously.   

With this option, there are several pro’s and con’s to this substitution of basic human needs theory 
to the course:  

  

Pros: The theory is less rigid than Maslow's famous "Hierarchy of Needs" theory, and human 
needs cluster more neatly around the three categories proposed by Alderfer than the five 
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categories in Maslow's hierarchy. Also, unlike Maslow, he saw these needs as a continuum rather 
than a hierarchy, and thus the ERG theory is more flexible.  

  

There seems to a general consensus that ERG theory provides a workable explanation of the 
dynamics of human needs as experienced and expressed in organizational situations specifically in 
terms of why and how people's needs can change:  

  

• To their own changing circumstances,  

• Their own perception of those circumstances, and  

• To their leaders framing and communication of those circumstances.  

  

This simpler model of human needs is practical and easier to apply real life work situations to. 
While there has not been a lot of research on Alderfer's theory, most contemporary theories and 
related studies tend to give it stronger support than Maslow's theory.  
  

Cons: All pages in the coursework containing Maslow’s Hierarchy would need to be altered to 
support and explore the ERG theory.  

  

Issue At Hand   Options to Address Issues  

     

3. Course Content & Delivery – Update and 

accessibility of content & media. The 

missing piece is a means of work before, 

after, or the addition of materials or saved 

work (CMS) and a toolkit.  

•  

•  

Purchase an online delivery method for 
supplements and some course instruction 
using an over-the-counter version of 
course management software.  
Recommendation of system requirements 
in details.  
Purchase an online delivery method for 
supplements and some course instruction 
using customizable over-the-counter 
course management software.  
Recommendation of system requirements 

in details.   

 •  Purchase and develop a fully custom 
course management system using a 
database and web/flash interface.  
Recommendation of system requirements 

in details.   

  

Option Details  

  

All options create a method for delivering course supplements and content to the users of the 
course. They all are designed to allow for the addition of future online course delivery to be available.  



TVA Leadership Course Proposal   

  

 

36  

  

Option 3.1 – This first option allows the least amount of customization. It would be very limited to the 
specific features that would be able to use and would result in the modification of some of the course 
delivery to compensate. Two recommended systems would be Moodle and CCNet. CCNet would 
require a contract. Moodle is open-source and does not require a license. Both systems would require 
in-house hosting on a server that meets a unique set of requirements.  
  

Pros: There are two major pros in this option. The first is cost. This option will be the least 
expensive of the options. The second is with time. This system will be quicker to get operational, 
as it will require no customization.   

  

Cons: This option will lack in both the theming of the company as well as the ability to be  
Customized.  

  

Option 3.2 – Our second option for the client calls for a middle level of customization. The system 
allows the interface and some tools to be specifically designed to meet needs. This would make it look 
and feel like the system is not generic and part of the company. The tools could be added, as the 
course needs them. This would include message boards, WIKI’s, collaboration environments, and 
downloads. It also has the possibility of being tied in to framework (covered in next section). 
Recommended systems would be Scholar. Scholar requires a contract.  This system would require 
inhouse hosting on a server that meets a unique set of requirements.  
  

Pros: This system is a midpoint for the 3 options as it is more inexpensive than the 3.3 and more 
customizable than 3.1.  
  

Cons: This option is not completely customizable and may not completely align with the goals.  

  

Option 3.3 (Recommended Option) – Our recommended solution calls for a high level of 
customization. The system allows the interface and tools to be designed specifically for the needs of 
TVA. This would make it look and feel however specified by the parties at need. The interface can 
integrate new technologies such as flash and streaming media that are not available in the “OTC” 
products. The tools could be added, as the course needs them. This would include message boards, 
WIKI’s, collaboration environments, and downloads. It also has the possibility of being tied in to 
framework (covered in next section). This system would need to be developed by a project team. A 
service contract would be needed to support ongoing changes needed for the system.  This system 
would require in-house hosting on a server that meets a unique set of requirements.  

  

Pros: This system would allow the most customization. It is the only system that is capable of 
meeting all of the possible needs of the course. As transitions in curriculum and technology 
happen this will be adaptable and sustain the most longevity.  
  

Cons: This system would be the most expensive. It would also take the most amount of time to get 
operational.  
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Issue At Hand   Options to Address Issues  

     

4. System Recommendations – Integrated 

framework between the CMS & other 

administrative systems.  

•  Integration of course management software 

into the infrastructure of TVA. This would 

allow the new course management software 

to communicate with pre-existing software at 

TVA to allow them management of enrollment 

and keep up with completed courses for 

credit. Requires options 2 or 3 in prior 

section.  

  

The integration of the course management software into the framework of TVA brings many new 
advantages to the software.   
  

It allows for the management of students enrolled to…  

• Managing prerequisites  

• Managing course achievements  

• Integrating course completion surveys • Allows for unified password management.   

  

Option Details  

  

The options with this fourth and final topic that we have been reviewing have a lot of correlation 
with the previous topic at hand. Options for this specific topic are included below:   
  

Option 4 (Recommended) - With Option 3.2 of the prior section you would need to hire a systems 
integration team to make the connections work. These are sometimes available as part of the contract 
with the vendor or could be a part of the IT team within the firm.  
  

With regards to Option 3.3, this would need to be added as a deliverable as part of the system creation. 
This makes for the easiest and most reliable system development possible.   
   

Recommendations  

Based on the information that was reviewed from the instructional analysis and the data that we 
have been given, the team will offer the following recommendations. The table located below will 
summarize our findings and options recommended for the issues that we tackled. The final column on the right 
will show how the option may be applied to the TVA Front-Line Leadership Course.   
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Issues At Hand  Recommended Options  Implementation Details  

1. Curriculum Level 

Analysis of Integrated 

Emphasis on 12 

Behaviors – This is not 

being emphasized very 

well in the current module.  

The Team Recommends:  

  

Option 1.2 – Begin to apply the  

12 behaviors to various parts of 
the modules and course to  

increase the importance of the 

concept to front-line leaders.  

This option would be done by 
working with the trainers and  

reviewing material throughout the 
seven modules and  

introduction seeing where this can 
be applied in the course.  

Approval from persons within the 
training organization may be  

required in order for this to be 

completed in order to commence.  

2. Content & Treatment Issue 

– Participant & Instructor 

evaluations, & 

observations of the level 

of learner engagement 

indicate that Module 4 

content and/or treatment 

should be adjusted.  

The Team Recommends: 

 

Option 2.1 – Adjust Module 4 
with the following changes to the 
right. Apply the new changes to 

the updated course. 
 

  
This option may be executed by 
changing the following items within the 
current module:  
  

• Page 4 - Substitute ERG 

Theory of Human Needs for 

Maslow’s Hierarchy of Human 

Needs.  

• Pages 5 - Substitute Maslow’s 

fill in the blank questions with 

ERG.  

• Page 6 and 7 - Substitute short 

simple employee profiles and 

discuss an employee’s 

motivation for behavior using 

ERG.  

• Page 8 - Keep as is and 

elaborate.    

  
Demotivators are an important 

topic to emphasize common 

problems in management such 

as micromanaging.  

• Page 9 - Discuss  

 

 management scenarios where 

managers are making 

common demotivator 

techniques.  Brainstorm what 

changes would help the 

manager succeed.  
Page 10 and 11 - move to 

another spot.   •  



TVA Leadership Course Proposal   

  

 

40  

 •  Page 12 and 13 - Integrate 

DiSC styles and maintain 

everything else.  
Page 14 –  
Introduce Situational  
Leadership and integrate Disc 

leadership with employee ERG.  
Pages 15-17 –   
Match leadership style with 

Follower Style.  

  •  

  •  

3. Course Content & 

Delivery – Update and 

accessibility of content 

& media. The missing 

piece is a means of 

work before, after, or the 

addition of materials or 

saved work (CMS) and a 

toolkit.  

The Team Recommends:  

  

Option 3.3 – Create a high-level 

customized learning module 

product for TVA to use in 

addition with the course.  

•  

•  

•  

Create a customized user 
interface and tools for 
learners & trainers for 
course development. 
Include tools like wiki’s, 
discussion boards, etc. 
into the module.  
A project team, in-house 

hosting, and other items 

will need to be allocated 

to the project.  

4. System  

Recommendations – 

Integrated framework 

between the CMS & 

other administrative 

systems.  

The Team Recommends:  

  

Option 4 – Integrate current 

information systems that are in 

place at TVA with newer 

technologies.  

•  

•  

Add an additional 
deliverable to the process 
to integrate new 
technologies into the 
proposed system.  
Apply this task to the goal 

of seamless integration 

and positive user/client 

experiences with new 

training system.  

  
Table 2.02 – Recommendations for Future First Line Leadership Courses  
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Appendix A  

Additional Documentation  

 
 

In this section, we will provide documentation necessary for the benefit of both the client and to assist in 

providing the best analysis possible for the project. Included are the following documents:  

Document A.1 – TVA Feedback Form (Image Copy)                      40  

Document A.2 – TVA Feedback Form – IT570 (Image Copy)                        42  

Document A.3 – Larger View – TVA Demographics (Image Copy)                      44  

  
  

➢ Document A.1 – TVA Feedback Form   

  

 
  

Figure A.01a – TVA Feedback Form – Front Side (TVA, 2010d).  
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Figure A.01b – TVA Feedback Form – Back Side (TVA, 2010d).  
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➢ Document A.2 – TVA Feedback Form Given To Students (IT570 Form)  

  

  

Figure A.02a – TVA Feedback Form Front Side – IT570  
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Figure A.02b – TVA Feedback Form Back Side – IT570  
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➢ Document A.3 – Larger View – TVA Demographics   

  

  

   
Figure A.03 – Larger View of TVA Demographics  
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Appendix B  

Descriptive Data – Course Feedback Survey  

 
 

In this section, we will provide the results of surveys that were conducted over a two (2) year period 

with respect to demographical and descriptive data needed for analysis and review. This information 

was helpful for us to apply to making the module in question better for the facilitator and learner:  

Section B.1 – Likert-Scale Data Review                        46  

Section B.2 – TVA Feedback Form - Comments                       47  
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➢ Section B.1 – Likert-Scale Data Review  

  

General Questions about the Front-Line Leadership Course  

The first set of data that is presented in this section represents some very general questions about 
the course and overall ratings. Note that the percentage favorable statistic represents a respondent 
placing a 4 (agree) or 5 (strongly agree) as a response. The maximum score that can be achieved in 
these questions is a 5.00. The table and graphic below represent the group as a whole:  
  

Question Focus  Total Respondents  Average Likert Score  Norm Group Statistics  

        

Recommendation for 

Course  
499  4.65  4.40  

Relevance to Work 

Performed  
498  4.64  4.42  

Good Use  

of Time  
497  4.56  4.43  

Learned Something 

Useful  
498  4.68  4.44  

Looked Forward To The 

Class  
398  3.99  3.80  

Plan To Use  

Information In 

Workplace  

498  4.67  4.44  

  
Table B.01 – Overall Likert Scale Distribution for Select Questions (TVA, 2009).  

 

 

Figure B.01 – Overall Likert Scale Distribution for Select Questions (TVA, 2009).  
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➢ Section B.2 – TVA Feedback Form   

 

Overall Number of Responses  

From the data given, it was concluded that there were a total of 652 comments made over the 
course of the time period examined. Within those comments, a total of 775 responses were recorded 
overall. It is important to note that it was common for a person to write more than one comment for a 
particular question or topic. This occurred approximately 30 percent of the time throughout the analysis 
of the data. Additionally, it is worth nothing that comments in some cases may be qualified for more 
than one response type due to the vagueness of the comment or application to the evaluation. 
However, this was much less frequent and occurred about 11 percent of the time. Listed below in 
Table B.01 and Figure B.01 are more in-depth results from the analysis.  

    

Question Category  Number of Comments  Overall Percentage  

      

Positive Comments  424  55%  

Negative Comments  182  23%  

Recommendations for 

Improvements  
169  22%  

Total  775  100%  

  
Table B.02 – Overall Comment Table Distribution (TVA, 2009).  

 

 

Figure B.02 – Overall Comment Distribution in Graphical Form (TVA, 2009).  

Reviewing this high-level view of the data, there is overwhelming evidence that the majority of the 
comments that were received were positive comments (55 percent). Later on in the section, we will 
break down the frequency of each of the three questions that are stated above. It is also interesting to 
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point out that the recommended improvements and negative comments were fairly consistent with 
each other (22 percent vs. 23 percent). From this review, we conclude that there is still ample room to 
grow and improve the module for its third iteration.  

Overall Number of Comments  

Throughout the four-plus year history of the courses that we were able to examine, a total of 652 
comments were received for feedback and dissemination. As mentioned before, it is vital to note that 
almost one-third of the population wrote more than one response for any one of the three questions 
(30 percent). Digging more deeply, when comparing to the weighted average of the number of classes 
that had responses, it was concluded that each response had about 1.20 comments. Since there is no 
restriction on the comments warranted, this is in line with our results. Table B.02 and Figure B.02 
provides more insight on this statistic.  
 

Question Category  Number of Responses  Overall Percentage  

      

Positive Comments  310  47%  

Negative Comments  186  28%  

Recommendations for 

Improvements  
166  25%  

Total  652  100%  

  
Table B.03 – Overall Responses Distribution (TVA, 2009).  

 

 

Figure B.03 – Overall Comment Distribution in Graphical Form (TVA, 2009).  

With this question, the theme held true that the number of positive comments were far more than 
the negative comments. However, there is a twist in the tale for this second analysis. Here, there 
seemed to be more comments with the negative and recommended improvement questions when 
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compared to the positive comments. Overall, it was to be expected and shows room for improvement 
for the course.  

Question 1: Positive Comments  

The first question that is listed on the back of the feedback form solicits answers from the students 
about the positive experiences in the course. Since this was an open environment, it was a bit difficult 
to categorize some comments into a grouped cluster. For the most part though, this was not the case 
and was fairly straight-forward. The method to count each response was a tally system and once the 
data was collected for the question, it would be ranked from the highest amount of responses to the 
lowest amount of responses. Corresponding percentages are included as well to show the significance 
on the pie chart. Reponses that netted less than five responses were grouped together as ‘Other 
Responses’ but the comments are listed below.  
 

Positive Comment Mentioned  Number of Responses  Overall Percentage  

      

Classroom Discussion, Participation &  

Interaction  
74  17%  

Material & Tools Given To Participants 

(Exercises, Manuals, Presentations, etc.)  
48  11%  

Group Work & Participation  45  11%  

Instructor / Facilitator  37  9%  

Two-Minute Challenge & Role-Playing  36  8%  

Relevancy / Application to Job   29  7%  

Use of Personality Tools   27  6%  

(i.e. DISC, Dimensional Learning, etc.)    

Improvement of Knowledge & Interpersonal  

Skills  
26  6%  

Coaching & Motivation  26  6%  

Media Presentations  (i.e. Straight 

From The Heart, etc.)  
16  4%  

Meeting Everyone / Class Diversity  15  4%  

Effective Communication Skills  14  3%  

Fun, Informative, & Engaging  8  2%  

Everything Was Great (Nothing)  8  2%  

Human Resources Coming To Class  6  1%  

Progressive Discipline  5  1%  
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Other Comments  

(Project Management, Location / Facility, 

Length of Course)  

4  1%  

Total  424  100%  
 

Table B.04 – Overall Positive Comment Distribution (TVA, 2009).   
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Figure B.04 – Overall Positive Comment Distribution in Graphical Form (TVA, 2009).  
  

Overall, the majority of the persons taking the course liked the amount of interaction and 
participation that was required in order to complete the modules. It was often noted that that doing the 
role-playing exercises and group work was beneficial in their understanding as well. The Two-Minute 
challenge didn’t fare as well on the charts as we hoped but still had a significant positive response with 
the persons providing feedback. Thus, this only shows that there is a need to provide a better course in 
future iterations. Out of the 17 subgroups that were used for the data, the average number of 
comments was approximately 24.94. However, the upper half of the results had the majority of the 
comments in the analysis.  

Question 2: Negative Comments  

The second question asks participants in the course to provide recommendations on what didn’t 
go so well. One thing that definitely struck out that was a little concerning was that the amount of 
negative comments per se was a little more than one-third of the positive comments given (424 
positive comments vs. 186 negative comments). Even more disturbing was that the second most 
popular answer was ‘Nothing,’ ‘No Response,’ or ‘N/A.’ Is it possible that persons were just wanting to 
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place something in that section just to not leave it blank? Or could it be that they enjoyed the course to 
the point that there was nothing that needed changed? It is difficult to make an assumption here 
because it could be a host of reasons that we may not know about. Much like the first question, 
anything this time with only one response will be grouped together at the bottom of the frequency in 
the ‘Other Comments’ subgroup.  
 

Negative Comment Mentioned  Number of Responses  Overall Percentage  

      

Length of the Course (Shorter)  45  24%  

No Response, N/A, or Nothing  35  19%  

Material Issues / Topic Relevance (Especially 

Lack of PowerPoint Slides)  
33  18%  

Facilitator Issues  10  5%  

Human Resource Issues  10  5%  

More Role Playing  9  5%  

Length of the Course (Longer)  8  4%  

Requirement of the Course, Refresher 

Course, and Mandatory Attendance  
7  4%  

Location of the Course  4  2%  

Additional Time on Selected Modules  3  2%  

Addition of Ice Breakers / Mixers  3  2%  

Smaller Group Size in Course  3  2%  

Distraction-Free (Work-Related)  3  2%  

Length (Splitting of Course)  3  2%  

Enforcement Outside of Training  2  1%  

Facility Issues  

(Refreshments, Pencils, etc.)  
2  1%  

Other Comments  

(Increased Interaction, Start Course at Noon 
on Monday, Eliminate Pre-Written Scenarios,  

etc.)  

6  3%  

Total  186  100%  

  
Table B.05 – Overall Negative Comment Distribution (TVA, 2009).   
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Figure B.05 – Overall Negative Comment Distribution in Graphical Form (TVA, 2009).  

The second question definitely had some definitive results when compared to the other two 
questions. Nearly two-thirds of the responses were focused on three topics: shorter course length, no 
response, and material issues / lack of references. These accounted for over 60 percent of the 
comments received in the survey. However, other ones that were mentioned that are noteworthy 
included issues with the facilitator (10 responses or 5 percent), location (4 responses or about 2 
percent), and facility issues (2 responses or 1 percent). However, what was a bit odd was the 
infrequent use of human resource personnel in the courses. Some courses had persons from the 
department available to answer various questions (as noted by the positive comments) but most did 
not. This may be something to focus on in the third section of this part of the review.  

Question 3: Recommendations for Improvements  

The third and final question solicited recommendations from the participants in the class to make it 
better in the future. Between the three questions, this was the one that had the fewest comments. 
However, we feel that this question has the most insight as to finding ways to make the course better 
for the next time around. Since it was noted in a conversation in the class that the persons taking the 
course wanted to bolt for the door when the clock struck 4:30pm on Friday afternoon, this question 
may not have gotten enough attention as it should have. However, still a total of 169 comments were 
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collected. Much like the other two, anything with two comments or less will be grouped together in the 
‘Other’ comment:  
 

Recommended Comments Mentioned  Number of Responses  Overall Percentage  

      

Additional Leadership Training & 

Development  
38  22%  

More Coaching / Feedback / Training  

Exercises  
29  17%  

Additional Management & Supervisory  

Topics  
20    

More Communication Modules  17  10%  

Conflict Resolution  13  8%  

Addition of HR Topics &  TVA 

Policies and Procedures  
11  6%  

Motivation / Mentoring  8  5%  

Equal Employment Opportunity (EEO) & 

Union / Labor Dispute Issues  
8  5%  

Project Management  7  4%  

Discipline  5  3%  

None, N/A, or Nothing Mentioned  4  2%  

Observing Employees  3  2%  

Other Comments  

(Computer Applications, Organizational  

Skills, Stress Management, Fitness for Duty, 

etc.)  

6  4%  

Total  169  100%  

  
Table B.06 – Recommended Improvement Distribution (TVA, 2009).  
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Figure B.06 – Overall Recommended Improvement Comment Distribution in Graphical Form (TVA, 2009).  

Reviewing the final question, it is ironic that persons answering this question wanted more 
coaching and feedback to become better leaders. However, as observed in the class, when the Two 
Minute challenge spanned about 3-4 hours, the students were becoming restless and tried to find ways 
to distract themselves to pass the time. However, additional focuses in conflict resolution, motivation, 
labor disputes, and discipline were other highlights that are worth mentioning. Overall, this question 
had the most balanced frequency of the five analyzed.   
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Appendix C  
Content Outline  

 
  
Introduction:   
  

I. Introduction  
a. Welcome  
b. Individual Introductions   
c. Establishing Motivation   
d. Establishing a Sense of Learner Alignment with the Course  

i. Personal Leadership Characteristics  
ii. Leadership Assessment  
iii. Leadership Experience  

e. TVA and Its Leaders  
i. TVA’s Definitions of Leadership  

1. Supervisor  
2. Manager  
3. Leader ii. The Essence of Leadership  
4. Dealing with complexity  
5. Dealing with change iii. Corporate Expectations  

ii. Personal Expectations  
f. Curriculum Overview  
g. Introduce the Online Instructional Toolbox/Glossary/Mentoring Videos  
h. Section Conclusion  

  
Module 1: So Now You’re the Supervisor  
  

II. Module 1: So, Now You’re the Supervisor: Roles and Responsibilities  
a.   Who can lead?  

i. Use a leadership assessment tool to define strengths and weaknesses of 
those in the class  

ii. Likely Leaders  
iii. Unlikely Leaders  

b. The Difference between the Workers and the Supervisors (Expectations)  
i. Accountability  

1. To Work Group 
2. To Management Group 

ii. Responsibility 
1. To Work Group 
2. To Management Group 

iii. Communication  
1. To Work Group 
2. To Management Group 

iv. Decision Making 
1. To Work Group 
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2. To Management Group 
 

 
c. Transition from Worker to Supervisor  
d. Managing Administrivia  
e. Review Assets Available in Online Toolbox  
f. Section Conclusion  

  
Module 2: Communicating for Improved Performance  
  

III. Module 2: Communicating for Improved Performance  
a. What are you like? Disc Assessment Instrument  
b. Small group activity – D-I-S-C people in each group  

i. Task Simulation  
ii. Problem Simulation  
iii. Discuss Communication Styles  

c. The Basics of Communication  
i. Why communicate?  
ii. Why not communicate?  
iii. How does communication take place?  
iv. Avoiding the dangers of miscommunication  

d. Communication Exercise – Did You Get My Message?  
e. Steps of Communication  

i. Listen  
ii. Ask for Input  
iii. Explain  
iv. Express Appreciation v. Follow-up  

f. Role Play – Communication Scenarios  
g. Feedback and the JOHARI Window  
h. Summary and Review Assets Available in Online Toolbox  
i. Section Conclusion  

 
Module 3: Performing Effective Teamwork  
  

IV. Module 3: Performing Effective Teamwork  
a. Preliminary Exercise – What is a team?  
b. Teambuilding fundamentals  

i. General definition  
ii. Tips on Building a world-class team  
iii. Cross-functionality  

c. Team development   
i. Forming 
ii. Storming 
iii. Norming 
iv. Performing  

d. Theories of Teamwork  
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i. ACORN Model  
1. Application of Model  

 
e. Dysfunctions of a Team  

i. Symptoms  
ii. Application of Model  

f. Working with Other Teams  
i. Best Practices  
ii. Reflection on past / current experiences.  

g. Section Conclusion  
 
Module 4: Motivational Foundations  
  

V. Module 4: Motivational Foundations  
a. Motivational Theories  

i. Maslow’s Hierarchy of Human Needs  
ii. Protective vs. Achievement Motivation  

b. Leadership Excellence  
i. Employee Engagement  
ii. Impact on Employees, Managements, and Others.  

c. Behavior Styles  
i. Task Focused vs. Relationship Focused  
ii. Activity – Defining Leadership Style via DISC Survey  

d. Practical Application on the Job  
e. Section Conclusion  

VI. Recommendation: Midpoint Knowledge Check (Modules 1 – 4)  
 
Module 5: Observing & Coaching  
  

VII. Module 5: Observing & Coaching  
a. Behavior Monitoring  

i. General Performance on the Job  
ii. Based on Specific Metrics / Goals  
iii. Other Factors  

b. Motivating for Change  
i. Fundamental of Effective Coaching  

1. Steps to Positive Coaching  
2. Steps to Corrective Action Coaching 

      ii. Correct Negative/Coercive Behavior As Soon As Possible.  
1. Various Traits needing intervention. 

iii. Intervention Techniques  
1. Individual Intervention (One-On-One Coaching) 
2. Group Intervention (Team Meetings, 

Roundtables, etc.)  
c. Steps to Effectively Coaching Employees to Perform Better  

i. State what you have observed.  
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ii. Wait for a response. 
iii.  Remind the employee the goal/expectations that is  

 required. 
iv. Ask for a commitment or response from the employee.  

v. Agree on the solution.  
vi. Check back to ensure corrective action is working.  

d. Role-Play within group (as a whole/selected members) to apply techniques learned.  
i. Two-Minute Challenge  

e. Section Conclusion  
 

Module 6: Sustaining Desired Performance  
  

VIII. Module 6: Sustained Desired Performance  
a. General Responsibilities of a Supervisor at TVA  
b. Common Sense Rules When Discipline is Required  

i. Confidentiality  
ii. Prevention of Emotions Getting In The Way of Decision Making  
iii. Other Ways   

1. Participation from Students for Other Options.  
c. Scenarios to Take Corrective Action  

i. Quality / Quantity of Work  
ii. Insubordinate Behavior  
iii. Irritating Behavior i 
iv. Behavior That Is Against TVA Policies, Procedures, etc.  
v. Dangerous Behaviors That Require Immediate Action  

d. Strategically Documenting Negative and Positive Behavior  
i. Steps to Judge Fairness   
ii. Explain Clearly to Employee Behaviors Observed  
iii. Offer Recommendations & Employee To Voice Opinion  
iv. Reinforce Expectation (if applicable), Conclude, and Complete.  

e. Resources Available To Employees, Supervisors, and Others  
i. Human Resources  
ii. Employee Assistance Program (EAP)  
iii. Upper-Level Management 
iv. Others  

f. Star 7 Principles & Application To Performance Management.  
g. Case Study Analysis  
h. Section Conclusion.  

 
Module 7: Effective Communication with Management & Other Personnel (Updated Title)  
  

IX. Module 7:  Effective Communication with Management & Other Personnel (Updated Title)  
a. Review of Sessions 1 – 6 prior to addition to new material  

i. Application of Two-Minute Challenge (2nd Round) With Different Examples.  
b. Strategic Human Resource Management Review  

i. Effectively Communicating With Upper-Level/Senior Management  
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ii. Project Planning; Employee Involvement  
c. Gold Standard of Leadership  

i. Similar to Golden Rule  
d. Concluding Role-Play To Tie in Course  
e. Section Conclusion  

X. Course Review  
a. Emphasizing Tips, Strategies, Etc.  
b. Focus on the Star 7 Principles  
c. Feedback from Participants  
d. Course Conclusion / Feedback   
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Appendix D 
Iterative Review Report  

 
  

Throughout the process, recommendations and issues came up while we were creating the 
document. Listed below are a summarized list of the recommendations, options, and issues and how 
we addressed them. Each section is listed by the corresponding location within the document. As you, 
the client, read through, notice the various types of challenges we worked through to get to the goal of 
a polished product.  
  
Client Review Analysis  
  

Section of 
Comment Focus 

Suggested  Change 
Person 

Recommending 
Change 

Decision and Rationale  
For Reason 

    

Executive 
Summary 

Adjust second paragraph on to better reflect a 
summary of the document 

Dr. Larson 

Completed 
 

Assists reader with a top-
level view of the project 

document. 

    

Most Sections 
Within 

Document 

Eliminate ‘2.0’ from the Leadership Course 
titles and various text phrases in document. 

 
This occurs multiple times in the document. 

Dr. Larson 

Completed 
 

Eliminates confusion with 
reader as to what we want 

to talk about. 

Most Sections 
Within 

Document 

Tweak and adjust the target audience of the 
new / existing leadership course. 

Dr. Larson & TVA 
Training Staff 

Completed 
 

We completed and 
refocused the audience to 
match the client’s request. 

    

Section 1.02 
Statement of 

Needs 

Switch order of words around to better reflect 
supporting material 

Dr. Larson 

Completed 
 

Minor change with major 
impact with document. 

Section 1.04 
Target Learner 

Analysis 

Confusing point regarding the personnel that 
the course would focus on. 

Dr. Larson & TVA 
Training Staff 

Completed 
 

We revised the statement 
to better reflect the target 

learners of the course. 

Section 1.04 
Target Learner 

Analysis 

Recommendation on Figure 1.01 and its 
position in the document 

Dr. Larson 

Completed 
 

Kept the same graphic in 
the current location and 

added it in Appendix A in a 
larger format. 
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Section 1.05  
Context 

Unapproved picture was placed in the 
document. Recommended to remove to 

Dr. Larson 
Completed 

 

Analysis cause no harm to the client.  
Eliminated picture and 

added new view of room. 

Section 1.06 
Content 
Analysis 

Recommendation of summarizing data or 
making it into a table format for this section 

Dr. Larson 

Rejected Comment 
 

After some discussion, we 
felt that the way we 

conducted the analysis 
was beneficial for the client 

in the way we had. 

    

Section 2.01 
Analysis of 
Objectives, 

Strategies, and 
Assessments 

It was recommended for our team to switch 
the order of the strategies column with the 

assessments column. 
 

The reason it was recommended was to make 
it easier for the reader to follow 

Dr. Larson 

Completed 
 

By doing it this way, we felt 
that the flow of the 

table was much more fluid 
and easier to understand. 

Section 2.02 
Course 

Evaluation & 
Survey 

It was suggested to make the evaluation 
section much shorter – max of about 1 – 2 
pages max. In this comment, it was also 

suggested to move the details into an 
appendix of its own. 

Dr. Larson 

Completed 
 

Data was moved into 
Appendix B and a 

summarized section of the 
data was written in lieu of 

the hole in the 
assessment. 

Section 2.02 
Course 

Evaluation & 
Survey 

It was noted that the amount of time reviewing 
the data was not adding value to the data. 

They recommended adding the Likert Scale 
data into the analysis. 

TVA Training Staff 

Completed 
 

In this draft, we added 
details in the summary and 
Appendix B with high-level 

data. 

Section 2.02 
Course 

Evaluation & 
Survey 

The client mentioned that the distinctions 
between positive and negative aren’t helpful. 

They continued on and mentioned that 
recommendations for improvements were 

more important than other comments. 
 

No recommendation was given as to what to 
do with the data. Perhaps delete or eliminate 

the data? 

TVA Training Staff 

Rejected Comment 
 

We felt that the analysis we 
completed was sufficient 

for the cause. 
However, we are 

concerned that the client 
may have blinders on and 

just wants to focus on 
recommendations and no 
other comments made. 

    

Appendix A – 
Additional 

Documentation 

It was recommended to add the survey that 
we created in class to give to the participants 

that was in the class we observed. 
Dr. Larson 

Completed 
 

We included the document 
in Appendix A. 

  
Table D.01 – Recommendations for Project Improvements.  
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