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Revenue $4.78 Million 
Employees 20 
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Global Scale 
(Regions that 
you operate in or 
provide services 
to) 

Predominantly the United States of America (with 
some member firms based in Canada and Japan). 

Customers/Outpu
t, etc. (Key 
customers and 
services offered) 

The Money Management Institute (MMI) is the industry 
association representing financial services firms that 
provide financial advice and investment advisory solutions 
to investors. MMI is driven by their promise of increasing 
connections, knowledge, and growth for members. MMI 
is dedicated to 
fostering professional relationships, sharing experiences, 
and 
expanding the industry’s influence through advocacy and 
education. MMI offers premier professional development 
programs, specialized curriculums, and facilitates peer-to-
peer connections through industry communities and 
conferences. As part of a longstanding commitment to 
diversity and inclusion, MMI’s Gateway Foundation 
provides clear pathways to entry and career advancement 
in the financial services industry for historically excluded 
and underrepresented groups. MMI member firms include 
wealth manager, asset manager and solutions provider 
firms of all sizes and professionals representing all 
functional areas. 

Industry Financial Services 
Stock Symbol NA 
Website www.mminst.org 

Company Background 
 

 

Company-at-a-Glance 
Headquarters Charlottesville, VA, United States 
Year Founded 1954 
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Budget and Timeframe 

 

Budget and Timeframe 
Overall budget >$1 Million 
Number of (HR, Learning, 
Talent) employees involved 
with the implementation? 

4 (MMI) 
3 (Darden; including Academic Advisor from 
the Darden faculty) 

Number of Operations or 
Subject Matter Expert 
employees involved with 
the implementation? 

3 (MMI) 
2 (Darden) 
12 Advisory Board Members 

Number of contractors 
involved with 
implementation 

14 faculty, 4 staff (Darden) 
2 Learning Design Specialists 
(D2L) 4 Microsoft subject matter 
experts 15 PWC subject matter 
experts 

Timeframe to implement Approximately 5 months (December 2022 – April 
2023) of additional design work. This entry refers 
to the second cohort of the program. Feedback 
and data collected throughout 2022 and early 
2023 was used to influence the design and 
implementation. 

Revenue $20 M 
Employees 24 
Global Scale 
(Regions that you operate in or 
provide services to) 

All regions globally 

Customers/Outp
ut, etc. (Key 
customers and 
services offered) 

Customized Executive Education programs for 
corporations, military, government, and nonprofit 
organizations in all business content areas, with an 
emphasis on enterprise leadership, innovation, and 
strategic data-driven decision- making. Open enrollment 
programs (face-face, live virtual, and asynchronous 
online) for individuals. 

Industry Education 
Stock Symbol N/A 
Website darden.virginia.edu/executive-education  
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Start date of the program April 2023 

 

Fit to the Needs 
The changing business landscape requires a new set of leadership and 
management skills and individuals that are able to adapt and respond to these 
external and internal drivers of change. In the 2023 Annual Global CEO Survey 
by PWC1: 
 

• Less than half of CEO’s believed they had the pipeline of leaders to fill key 
       leadership positions in the next 24 months. 
• Fewer than one in five (18%) of leaders believed their organization has 

made "significant progress" in establishing an upskilling program; within 
Asset & Wealth Management, only 7% of leaders agreed. 

• 54% of Financial Services chief executives said that skills shortages hindered 
their firm’s ability to innovate effectively. 

These insights, data and industry feedback were the catalyst for the Money 
Management Institute (MMI), the membership association representing the Asset 
and Wealth Management (AWM) industry as well as financial technology (Fintech) 
firms, to conceptualize a pipeline of leaders accelerating innovation. This concept 
was designed to complement and accelerate what many firms were already 
investing in but with the added emphasis on leading across the industry (cross-
industry transformational leadership) and how to disrupt the status quo 
(innovation). This was the inspiration for the Executive IQ program. 
 

This changing business landscape requires a new set of leadership and 
management skills and individuals that can adapt and respond to these external 
and internal drivers of change. To drive long-term growth and continued economic 
viability, business line leaders require new tools to better understand and drive 
innovation at their firms. Transforming an organization to adapt to an evolving 
business environment—intense fee pressure, rising costs and changing investor 
preferences—presents a valuable opportunity to spur growth, secure new 
customers and reposition a business to align with public perceptions. In addition, 
accelerating digital and workforce transformation can help boost productivity and 
enhance the customer experience, while driving down costs and strengthening 
margins. 
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In addition to a challenging current environment, nearly 40% of CEOs think their 
organizations will not be economically viable in a decade if they continue their 
current path. The pattern is consistent across a range of sectors, including 
telecommunications (46%), manufacturing (43%), healthcare (42%) and 
technology (41%). CEO confidence in their own company’s growth prospects also 
declined dramatically since last year (-26%), the biggest drop since the 2008-2009 
financial crisis when a 58% decline was recorded2. 

 
Also noteworthy is the turnover rate in the finance and insurance industries has 
risen steadily over the last half decade, from 25.1% in 2016 to 26.3% in 2021, 
according to the 
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Bureau of Labor and Statistics3. While this may be attributable to multiple factors, 
the key message is that with this level of turnover, replacing talent with the 
experience and knowledge to drive corporate change is even more paramount. 
The AWM industry in the past decade has faced significant leadership and talent 
challenges. Some of those challenges relate to the fallout of the 2008 Global 
Financial Crisis and the continued war on talent as well as disruptive innovation 
coming from outside the industry. This context, in addition to industry competitive 
challenges of growth, harnessing technological advances and ensuring customer 
centricity, were all key inputs considered when developing the program. 
The core objective of the program was to build a differentiated, industry-wide 
program that combines future thinking topics and approaches as well as MMI’s 
convening capability to prepare senior-level executives for breakthrough results 
over the next 5 -10 years. MMI sought to provide complementary value across three 
main stakeholders: 

• Member Firms. Gain critical leadership and influencing skills to complement/ 
reinforce corporate programming. 

• Participants. Increase educational credentials as well as ‘network 
intelligence’ and secure new perspectives, tools, and connections for a new 
decade of leadership challenges. 

• Partners. Engender a mutual respect for each other’s business needs, the 
sharing of information and collaboration to design the best outcomes being 
the foundation of a mutually beneficial relationship. 

 
The success of the program was defined as whether the participants have 1) 
improved their knowledge and skills, 2) developed the capacity to make an impact 
on future business outcomes and 3) increased overall engagement in the industry. 
More specifically: 

• The participant recognizes the value from the time commitment 
and engagement – “what’s in it for me?” 

• The sponsor firm can show that it has maximized the return on their 
investment –“did I see results from the participant’s engagement and 
subsequent impact on their teams?” and “should I continue to invest in this 
program?” 
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• The Money Management Institute provides the highest quality delivery 
while also ensuring the best value – in terms of price, product and results 
– as well as amplified branding and engagement of the membership. 

 
With this context, the following four program outcomes were defined for 
participants competing the program: 

 
1. To confidently and competently Lead a business, business unit or team 

to most effectively achieve its business and team objectives by inspiring 
and influencing others and demonstrating sound judgment, decision 
making and agility when engaging organizational opportunities and 
challenges. 

2. To effectively Engage diverse stakeholders through effective 
communication, team coaching and creating an inclusive and 
psychologically safe work environment. 

3. To Advance the business, business unit or team by leading through 
disruption and change to take all stakeholders along, harnessing 
diverse inputs and delivering economic value and greater engagement; 
and 

4. To be a Pioneer for identifying and harnessing the most current 
technological advances to innovate existing business models, service and 
product offerings and internal processes in pursuit of business objectives. 

The four-key words spell the word LEAP and were central to how the program 
was designed. Take the LEAP was also a metaphor for a growth mindset critical 
to innovation (See Appendix B for detailed Program Objectives). 
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With this definition of success, the three stakeholder groups and the core 
program outcomes, the learning journey was designed. 

 
Design and Delivery of the Program 
Several key parameters were central to the design of Executive IQ: 

• The learning journey should span 12 months to allow for critical upskilling 
and practice; but, treated as ‘sprints’ with programming breaks built in so 
that participants can ‘catch their breath’ to not only apply their learnings but 
also to focus on other areas of their personal and professional lives. 

• Approximately 100 hours of learning time (12.5 days) through multiple 
formats including case studies, individual and team projects, synchronous 
and asynchronous modes as well as individual coaching and assessments. 

• Approximately 5-days of in-person contact time 
• Inclusion of Executive Coaching to reinforce the learnings on a 1:1 basis 
• Leveraging Pods or small groups of participants to reinforce the leadership 

lessons and provide greater connectivity and networking. 
• Measurement of participant success with a valid 360-degree leadership 

behavioral assessment tool and follow-up pulse check on key elements 
• An “outside/in” approach of both academic and practical learnings through 

the 
integration with PWC and Microsoft as corporate learning partners. 
 
 
 

Based on the program outcomes, UVA Darden designed the learning journey that 
would consist of 3 “terms.” The design applied the commonly used inside-out 
perspective of leadership development where the terms focused on (1) Leading self 
and others, to (2) Leading the organization and change, and then (3) Leading the 
industry/ system. In line with this focus would be an applied project/ assessment for 
each term.
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As an industry- focused program, participants would be recruited from MMI 
member firms, so critical to the program was how learning events incorporated 
networking and collaboration. MMI and UVA Darden took great care to incorporate 
the full gamut of diverse learning experiences which led to the complete learning 
journey shown in the following table: 

 
Table 1: April 2023 – April 2024 Learning Journey: ensuring a diversity of 
pedagogical approaches to learning program design 

 
Term Focus Learning 

focus 
Learning modalities applied 

1 Leading self 
and teams 

Leader (self) 
development 

Live virtual class sessions (8x90-minutes): 
Conceptual model building with 
application exercises 

Leader (self) 
development 

Completion of 360-degree assessment 
and focused feedback 

Leader (self) 
development 

Personal executive development coaching 
of 45-minutes 

Team (social) 
learning 

Creation of virtual teams of 8 called PODS. 
One to two meetings per term facilitated by 
a designated team leader known as a 
“Sherpa” 

Industry insight 
and 
collaboration 

Delivery of exclusive MMI Thought 
Leadership as well as introduction to the 
MMI Board of Governors for additional 
contacts and context 

Industry insight 
and 
collaboration 

Darden-in-Residence 1: Two-and-a-half- 
day immersive module onsite at UVA 
Darden to develop and apply core skills 

2 Leading the 
organization 
and change 

Leader (self) 
development 

Live virtual class sessions (8x90-minutes): 
Knowledge insights and business cases 
studies delivered by UVA Darden, 
Microsoft and PWC 
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 Leader 

Innovation 
Four synchronous webinars delivered by 
PWC focused on digital disruption, 
human- centered design and product 
management. 

Team 
(social) 
learning 

Continuation of POD learning led by an 
elected “Sherpa” or team leader. 

Leading 
Innovation 

Design Thinking Workshop 
asynchronous course with dedicated 
facilitator and weekly ‘office hour.’ Four 
project deliverables and required 
feedback loop to earn micro 
certificate. 

Team 
(social) 
learning 

Personal Leadership Plan (PDP) 
compiled during in-residence 1; 
developmental areas incorporated with 
personal work PDP. Additional POD 
video and discussion sharing 
personal “leadership story” 

 
 
 
3 

 Industry 
insight and 
collaboration 

Darden-in-residence 2: Two-and-a-half-
day immersive module onsite at Darden 
to 
develop and apply core skills 

Industry 
insight and 
collaboration 

Launch innovation projects. Work in intra 
or inter-firm groups using PWC (1) 
Rapid prototyping and (2) Business 
Model Canvas 
methodology. 

 
 
 
 
 
 

Leading 
the 
industry 

Leader (self) 
development 

Reconnecting synchronous call 
refocusing 
participants on PDP 

Leader (self) 
development 

Launch of Sponsorship-focus webinars- 
both being sponsored and how to 
sponsor/advocate for others 

Team (social) 
learning 

Continuation of POD learning led by a 
“Sherpa” or team leader. 

Team (social) 
learning 

4th executive coaching session with a 
focus 
on sponsorship and Korn Ferry Pulse 
results 
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Industry 
insight and 
collaboration 

Capstone innovation project 
submissions and competition with 
judging from PWC, 
Darden, Microsoft and industry 
luminaries. 

Industry 
insight and 
collaboration 

Graduation and forming alumni group 
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For transformation to take hold, leaders need to ensure that a variety of workforce 
roles and backgrounds come on the journey. Key candidates for upskilling, and 
candidates for the Executive IQ program included employees in such areas as: 

• Product management and research, which is being transformed by 
technology and data science; 

• Client relationship and engagement, which is being transformed 
due to increased digitization of distribution channels; 

• Back- and middle-office functions, some of which are being 
automated for efficiency. 

 
The program was marketed from December 2022 to April 2023 to all the key firms 
in the industry. The second cohort of 53 executives were enrolled in the program, 
representing the breadth of the industry by firm, role, experience, and diversity: 
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Judging Criteria 3: Delivery of the Program 
Use this area to discuss how the leadership program was delivered to your audience. Describe 
any challenges or obstacles that you may have encountered and how you overcame them. What 
was your process for addressing change management? 
 
Response: Response: Deploying this multi-faceted program took a substantial amount of 
collaboration and communication across all partners. Significant use of a highly engaging and 
interactive customized learning portal called Brightspace built off the D2L platform became the 
official “hub” and source for participants. This customized Executive IQ Learning Hub (See 
appendix D for graphics of the portal) supported: 
 

• Term Syllabus, scheduled “work to do” reminders and calendar events 
• All recorded virtual and in-person sessions, including pre-reads and handouts 
• Program announcements and updates 
• homework submissions and make-up ‘key takeaway’ video notes 
• Discussion boards and dedicated Pod discussion areas 



 

2024 Brandon Hall Group™. Not Licensed for Distribution. Page 14 

• Assessments, grades and overall attendance tracking 
 
UVA Darden convened a Teaching and Learning Committee from across the degree and non-
degree divisions of the school and new infrastructure, tools and resources were learned and 
applied to the Executive IQ program. The faculty leader, Professor Richard Evans was critical to 
the initial design and continues to enhance the academic elements through his research and 
breadth of industry contacts. Richard is a Professor of Finance at Darden but has focused his 
research on the investment and team performance of asset and wealth management 
organizations. 
 

• Participants received a branded Zoom background screen to assist with a community 
feel. 

• Synchronous (live virtual) classes used the full array of tools to drive high engagement 
including polling, break-out rooms, role plays, digital co-working tools (Miro) and voting 
technology. 

• All in-person programming was offered in a hybrid format. Darden’s classrooms were 
fitted with state-of-the-art audio-visual cameras that can track participants in the class.  

 
 
Beyond the traditional instruction, group work is being lead – with heavy prompts 
and direction by the design team - directly by participants, including: 

 
• Dedicated Pod Sessions. Each term, the elected Sherpa is responsible for 

scheduling and moderating a discussion with their Pod. Talking points and 
questions are provided in advance to ensure each group has some 
commonality but it’s up to the Sherpa to personalize it and make it fun. 
These sessions are also great opportunities to capture routine feedback 
for the change management efforts highlighted further in this document. 

• Capstone Innovation Project. The major deliverable in the third term is the innovation 
project. Each team is self-governed and made up of participants from different roles and 
firms. PWC and Darden take the lead on process and check-point guidance, but it is the 
individual team that works on their project and manages all the team dynamics during the 
project phase.
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Challenges: 
The design team received feedback that Zoom fatigue and expanding job 
responsibilities had left many participants exhausted and challenged by also being 
enrolled in the program. For Term 2 (September to November), the Executive IQ design 
team dialed back demands on participants to better meet their social and emotional 
learning needs. A few examples included: 
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• More Pod check-ins and extended deadlines for participants completing the 
Design Thinking Workshop asynchronous course. 

• Elimination of two Term 3 events to provide more bandwidth to complete the 
required Capstone Innovation Project. 

Embracing flexibility and a ‘growth mindset’ is a pillar of the program and was applied 
in managing the program delivery as well. Darden and MMI followed a high touch 
process using surveys and cohort check-ins aided by the POD sessions, as well as 
aggregated confidential/anonymous feedback from individual coaching sessions. This 
feedback was used to make changes as the journey progressed. A weekly 
programming team meeting was held to review and adapt, where needed. Two key 
design elements assisted in reinforcement of lessons as well as overall program 
adoption: 

Concentrated Learning Sprints. The three term or ‘sprints’ approach to 
programming provided both focused time for the participants as well as time for 
the design team to 
‘tweak’ along the way. Each term’s syllabus was building on lessons learned and 
applied the previous term (see Appendices B and C for a sample). The breaks in 
between each term also provided opportunities for those participate that had fallen 
behind to catch up. 

Cohort based learning and the impact on psychological safety. 
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The community aspect of the Executive IQ cohort-based learning approach has 
substantially impacted the overall application and engagement of the program. While a 
popular approach, the design team believes this is a unique application in current 
executive education efforts. 
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For instance, Executive IQ sources participants from the AWM industry but across 
multiple firms and functional roles. Typically, custom programs like this are designed 
for a specific company. The benefits of participants learning away from dedicated 
corporate programs may also include the increased level of psychological safety. 

The variety of firms, functions and backgrounds has aided in high-performing and 
trusting teamwork. The completion rate and reported “more energy” after the program 
(see below) also supports the reliance and support of the cohort. Studies show that 
without Psychological Safety, people will not fully embrace the hard parts of thinking 
and innovating: the giving and receiving of constructive feedback; challenging the 
status quo; asking and being asked the hard questions; being non defensive, open-
minded and intellectually courageous; and having the courage to try new things and 
fail2. 

 
The following video clip of a current participant highlights the impact of application and 
engagement of using the Cohort and Pod concepts. 

Measurable Benefits 
 

As stated in section 2, there were three primary stakeholders for this program: 
(1) The participants, (2) MMI member firms, and (3) the partner institutions. Overall impact was high 
across each constituency: 
 
(1) Individual participants: 

1. 95% stated that the program has provided an effective learning experience 
2. 90% reported that the program provided the same or more energy 
3. 95% of participants would recommend Executive IQ to a colleague. 

4. 98% of participants gave the Darden-in-Residence experience high scores 
for the quality of material and faculty delivery. 
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(2) Member firms: The following key points are evidence of the benefit to firms 
sponsoring their employees in the program: 

1. 95% of participants report applying Executive IQ learnings at work 
2. 46% of participants report promotions / increased responsibility during their 

program. 
 

The impact on the industry at large will take some time to manifest although the 
following are key examples of engagement and impact: 
 

a. 12 unique innovation projects have been launched, all of which are cross-firm 
efforts that may spur additional efforts at each firm. The winning team for this 
capstone project will also present at the upcoming MMI Annual Conference this 
fall leading a session on Innovation and ways to apply the process at other firms. 

b. A new Leading Through Disruption track was launched two years ago at the MMI 
Annual Conference based on the Executive IQ learning approach. The past 
year’s conference covered critical topics of Unleashing the Power of Innovation 
in Teams, research on “How We Make Bad Decisions”, and “Leveraging 
Customer Intimacy to Drive Growth and Transform Your Business”. This track 
continues to grow in popularity and has been expanded to the MMI Summit (for 
C-Suite executives of MMI member firms) where Executive IQ LEAP concepts 
are now embedded. 

c.  
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(3) MMI as the convening organization: The metrics provided above showcase the 
value across key stakeholder groups. In addition, MMI and its member firms continue 
to benefit from Executive IQ programming through two critical components: 

 
1. Increased Engagement. 80% of current participants had never personally 

engaged with MMI prior to the program. During the course of the past year, 
82% of participants had engaged in MMI efforts outside of the formal 
programming, including: 
a. 50% of participants attended MMI conferences; 5 participants were also 

nominated to the planning committees for MMI’s two biggest conferences. 
b. 35% of participants are now members of one or multiple MMI communities 

that will provide long-standing continued engagement with the 
association. Communities provide members with ongoing professional 
connections, a forum to discuss common issues and challenges, hear 
from guest speakers, and share best practices. 

c. Mentorship for younger industry leaders as part of the MMI Leadership 
Pathway program 

 
2. Increased branding exposure. MMI consistently receives elevated 

engagement scores across social media and traditional communications each 
time Executive IQ or the innovation and leadership pillars are targeted to our 
member firms. The dedicated Executive IQ LinkedIn page was launched two 
years ago to continue to reinforce the thought leadership of our partners as 
well as the community of participants and member firms. It has already gained 693 
followers and receives consistently high engagement scores. That is almost four times 
the number of actual graduates indicating a high interest in the brand and education. 
In addition, it provides for future recruiting opportunities by engaging early and often 
with key leadership and innovation content.  

 
3. Increased engagement by the MMI Board of Governors. The annual Board 

Retreat will coincide with the next cohort’s first residency at Darden. This is 
a major commitment of key industry executives to learn and network 
alongside the next generation of 
leaders. It is also a recognition of the 
caliber and content and the impact 
being made during the program’s 
first three years. 
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Overall 
This program has been a significant success for MMI and the broader AWM sector. The 
impact at the participant, firm and industry level has surpassed expectations over the past 
three years. The fourth cohort of Executive IQ is preparing to commence and at the time 
of submission, the following participation rates provides for one additional, successful 
outcome: 
 

• 73% of current firms are returning with additional participants. 
• Of those returning firms, 30% are adding more participants this time than last. 
• 39% of the firms participating in the third cohort will be new to the program. 

 
(1) Key learnings: These are summarized under the three following points: 

 
 

1. The importance of keeping up with disruption: The benefit of a customized 
learning journey is that each partner brought to the team extensive experience 
and a pulse on the trending disruptions. For instance, the emergence of 
ChatGPT, and Web3 provided the necessity – and opportunity – for the design 
team to provide new content and perspectives on innovation. Specific content and 
subject matter experts were added to address these emerging technologies (See 
appendix E for an overview) across all the partner providers. 

 
2. Keeping participants in the ‘learning or challenge’ zone while avoiding the 

‘panic’ zone: Developing trust amongst participants and the programming team 
early on was paramount to managing the fine balance between learning and 
avoiding. Creating a sense of shared experience among participants who are 
learning together was also an effective approach by integrating a social aspect to 
learning. The following was delivered at the initial kickoff call and repeated 
multiple times vis a vis surveys and executive coaching and Pod touchpoints. 



© 2024 Brandon Hall Group. Not licensed for distribution. Page 23 

 

 

 

 

3. Keeping a constant pulse/over-communicate: Leadership and general skills 
development requires time and focus – two limited resources for today’s busy 
executives. The hybrid approach to work and this program requires additional 
guidance and support for users to know how to find resources from a remote 
setting. While the learning hub provided a good central resource for information, 
leveraging Pods, coaching sessions, multiple surveys and office hours provided the 
human engagement to gauge stress (as noted above) and find ways to adapt to 
maintain energy and engagement. Even with those tools in place, the programming 
team agrees that more informal touchpoints and communications are required to 
keep learners on the journey and provide real-time feedback to evaluate. One 
specific example of more communication/engagement was the use of 
asynchronous courses. Giving busy executives the flexibility to take the course at 
their own pace did not relieve stress, it added stress as deadlines approached with 
no measurable progress. During this second cohort, the design team provided a 
course proctor with a weekly ‘office hour.’ While that provided substantial SME 
support, there was still considerable need to extend deadlines and do substantial 
follow-up.
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(2) Improvements for cohort 4 based on learnings 

During this third cohort, the program design team extensively reflected on all the data 
collected from participants and has instituted the following changes to the 2024/25 
program (Cohort 4): 

 
• Networking and driving collegial interactions and trust early 

o Start the Pods before residency 1 to increase networking and gelling of 
the Pod 

o Additional focus immediately at the launch of the program with video 
introductions and other Networking IQ elements (in addition to the 
normal curriculum). 

• Replace the Hogan Development Survey (HDS). There were competing survey 
requirements in Term 1 with both the HDS and Reflected Best Self that caused 
some confusion, especially with assigned raters for both. For cohort 4, the program 
is eliminating the HDS and focusing on the Reflected Best Self at the start of Term 
1. The design committee is now introducing, as a replacement, the MSCEIT 
Emotional Intelligence assessment tool given feedback into balancing rational 
decision-making with using and managing emotional intelligence issues. 

• Wednesday vs. Friday session times. Feedback from current participants stated 
that it would be beneficial to move the standard meeting date from Wednesday to 
Friday to accommodate those that frequently travel for their job. Traditionally, 
Friday is the home-office day and it was suggested that the scheduling try to 
accommodate. For Cohort 4, the design committee will experiment with a 
combination of Wednesday and Friday session dates to see what might work best 
for the participants. 
 

Based on the final program survey, current participants and the program advisory 
committee overwhelmingly endorsed these changes. 

 
(3) Final reflections on the Executive IQ program 
 
For L&D professionals it is rare to have the opportunity to design and deliver the first 
industry program that addresses disruption and innovation head on along with the 
leadership skills to harness them. The Executive IQ program is one such opportunity.  
 
Collectively, the past three years have been transformational in how the partners set 
objectives, designed, and delivered the learning journey and then measured the impact for 
multiple stakeholders. These changes have led to continuous design improvement and 
confirms the initial premise that the Executive IQ program was designed and delivered to 
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educate today’s leaders for tomorrow’s opportunities. 
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