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 AspireTM OPC: Manager program 
 
The OPC Manager program consists of up to 6 hours of consulting time and is conducted by 
experienced OPC Specialists. The Manager program is high on content delivery and 
provides and extension and acceleration of the learning activities that developing Managers 
seek out whilst they are still employed with the company. This process demonstrates that 
leadership development is a continuum that extends beyond any single employment setting 
and provides opportunities for the Manager to become more competitive for an Individual 
Contributor+++ role.   
 
The Manager program shares some of the elements of executive level programs in that each 
person (the “Client”) who commences their program is treated with the same care and 
attention*** to their specific concerns, individual work history, skills, family setting and 
financial circumstances.  
 
+++Individual Contributors are experienced Managers and Specialists who can be employed 
in a range of settings.  They may employ a team to achieve goals where this is necessary.    
 
***the guiding principle is Interpersonal Justice and is central to our customer Value 
Proposition (VP).    
 
Engagement and immediate actions (Client Phase) 
 
The engagement process for Managers sends an important message to people affected by 
redundancy.  The message is that their organisation (the “Customer”) is providing practical 
support during transition and has resourced this support for the employee.   
 
Managers are typically in the learning phase of their career, and have sufficient leadership or 
project experience to fully embrace and apply the extended learning offered by this program. 
The transition to an Individual Contributor role emerges through increased commercial 
awareness, development of personal presence and confidence in the management of 
internal and external relationships.   
 
When organisations experience major change, it is very difficult to meet the needs of all 
people, all the time, and the AspireTM engagement process goes some way to ameliorating 
the strain on the organisation, providing additional support to the individual and the internal 
change managers during critical periods.  
 
Time guide/allocation – 2-4 hours 
 
Outcomes:  
• Receipt of sample resume and networking booklet 
• Completion of first meeting and intent to continue in program 
• Market-ready resume 
• Identification of strategy (Job Continuation/”JC”, Career Change “CC”, Self-

Employment “SE”) 
• Communication/media strategy (e.g., LinkedIn) 
• PAR model understood 
• Resume completed 
• Bio/LinkedIn reflects strategy 
• Interview skills training completed 
• Account management activities and customer briefed 
• Job search diary created and in use 
• OPC Specialist leading program 



									 	 	
	

 
Action phase (accelerated learning) 
 
Time guide/allocation – 2-4 hours (plus self-directed learning) 

 
As the essential activities of the Client Phase get underway, the Manager program seeks to extend the 
immediate job search and assess the readiness of the manager to engage in accelerated learning. 
Added emphasis is placed on the Manager’s ability to identify blind-spots and gaps in learning.  The 
lead consultant matches the Manager’s level of knowledge and skills within an established leadership 
framework to guide and promote learning between sessions. 
 
Characteristics of the Individual Contributor:    
 
Changing demographics, technology advances and flexible and remote working have placed very 
different demands on emerging leaders. Organisations demand performance and require each person 
to fulfil their role and be able to demonstrate their value.  Individual Contributors may, or may not lead a 
team, depending on the business context, and make resourcing requests based on context and need.   
 
Types of Organisation: 
 
The Manager may be successful in transitioning to a role in a similar organisation, and this desire 
suggests that Job Continuation is the lead strategy. Managers have typically grown their remuneration 
within their “own” industry, creating a distorted view of their competitiveness in wider industry. Typically, 
managers have personal commitments that are matched with their role, creating a strong incentive to 
gain employment in similar settings. An exploration of alternatives is essential in assisting the Manager 
to identify genuine transferrable skills and developing the mind-set to apply these skills in new settings.  
 
Self-assessment: 
 
Guided self-assessment is a powerful feature of the program.  Managers engage in multiple 
opportunities to develop the skills of self-reflection, practice 1:1 communication and development of a 
strategy for each person they are in contact with.  The manager develops a more accurate mental 
picture of skills and development needs, and is able to communicate authentically and positively.  
 
Principles of leadership 
 
The manager program introduces a Global Leadership framework that matches to 90% of capability 
frameworks and the organisational assessments used by hiring managers. A Capstone module is the 
development of the “Fair Leader” mindset, embedded in scientifically proven methods of Organisational 
Justice – Distributive Justice, Procedural Justice and crucially, Interpersonal Justice. 
 
Role of the “General Manager” 
 
The Manager attends a master class in the “Role of the General Manager” with an emphasis on 
“People, Projects and Management of Issues”. A Commerce specialist may be contracted to provide 
practical training in financial management where required.  
 
Outcomes: 
 
The combination of learning experiences across Science and Commerce culminates in a growth 
mindset, looking forward to the next opportunity and a strong presentation to the market.  The Manager 
has gained an external viewpoint and evinces the behaviours of an Individual Contributor who knows 
their own worth and is ready to “hit the ground running”.   

  



									 	 	
	

Appendix 1 – The 4 hour (Manager Program) 
 
 
1. Psychological/ emotional check-in: See how they are going with the announcement and 
determine if they are in the right ‘emotional state’ to have a discussion about next steps… In some 
instances, if they are really struggling, we can suggest they seek professional care from their GP/ 
therapist. Whilst we are there to support them during their transition, we are not there to be their 
therapist!  
 
** Get their contact details- mobile/ email (personal, not work). 
 
2. Explain the program: Describe the type of support they will receive & the milestones we can assist 
with: ie. Support in gaining clarity & developing a short-term career plan, help in creating a ‘market 
ready’ CV, tips to utilise social media such as Linkedin, assistance with the best approach to tap into & 
build networks & interview coaching. 
 
3. Condition expectations: Ensure they understand that the program won’t necessarily win them a 
job, however it will give them the tools & support required to be "job ready". Also, as our face-to-face 
support time is very limited, place an emphasis on their need to commit to the program & carry out their 
actions set in between sessions. Basically, whilst showing up for sessions counts for something, they 
really need to 'do the work' in between sessions to achieve their desired result in a timely manner.  
 
4. Clarity around next steps- We need to assist them in creating a short- term career goal (Roughly 
within 3 months depending on their circumstances)… This is best done by asking questions reflecting 
on what they have liked/ disliked in past roles & identifying their strengths. This is a good way to make 
sense of their background when going through their CV with them.    
 
** They need to go away & write down at least 10-12 career achievements using STAR (situation, 
action, task, result). This is crucial to the foundation of their success, as these achievement statements 
will be used both in writing on their CV/ Linkedin profiles and verbally when networking & whilst 
answering interview questions.  
 
5. Resume/ documents - Identify their key strengths, value add & help in their creation of a ‘career 
profile’.  
 
** NB. At a high candidate volume, we wont have time to sit & make all of the edits to CV's ourselves, 
so they will need to do this based on our advice & feedback 
 
6. Personal branding- They need to create an ‘elevator pitch’ (Both a 30 second version, as well as a 
longer 2 min version to use in interviews at the “tell me about yourself” part and for networking). This 
diagram helps in creating it: 
 

WHO WHAT WHY GOAL 
Describe who you are Describe 

what you do 
Describe why you 
are unique 

Define your immediate 
goals 

What are the key 
points you want to get 
across about yourself? 

What value 
can you add? 

What do you do 
differently or better 
than others? 

Make it readily apparent 
to the listener what you 
are asking for 

** You may need to give them time to go away & do this before your next session so they can practice.  
 
7. Job search strategy- Explain that their next job may not come from applying to an ad on SEEK, but 
that it could come through their active networking (talking to their contacts, getting referrals etc), a 
recruitment agency, or contacting companies on their ‘wish-list’ directly, using their pitch.  
 
8. Interview prep/ salary neg- Explain the STAR methodology to answering behavioural questions & 
give them sample questions. If you have time, run through a mock interview, or a few practice 
questions. Advise them on best strategies when it comes to salary neg.  


