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Over the years we tried to reduce leadership to something that you can 
easily define. It was the idea of leaders being the ones who got promo-
ted because they were the most technically competent one. Leadership 
is not about that, it’s about the competence to lead, about the ability 
to engage and inspire people, the ability to understand paradox and 
uncertainty. Uncertainty often means discomfort; besides that as a 
leader you are supposed to coach and train your team, respect every 
individual, to listen and engage, to deal with different cultures and 
ideas, with different ways on how people are going to work (in the office, 
at home, parttime, fulltime, …). My belief is that we have all done a 
poor job in training and developing our managers into good people 
managers. People are still joining organizations and leaving managers. 
We do have to work harder to train the fundamental capabilities of our 
leadership at all levels. 

What are the best ways to train people on these more beha-
vioral skills or soft skills? 
First, we have to recruit more for these skills, we have to be better in 
defining what these skills are and then we have got to understand how 
we can develop them in the best way. And again, yes there are some 
things that I can teach via formal training but most of them is about 
how I develop and experience which leads you back to L&D. We have to 
measure and evaluate our leaders much more on these skills. Besides 
competence and integrity, people are now more looking for managers 
who show compassion or empathy, who really care for their people, who 
understands what you are going through. It is much more about the 
human characteristics not just your job. 

Why is skilling, up- and reskilling, and having a skills strat-
egy today so important? 
I think there are several drivers for this. First the nature of jobs is 
changing faster and faster. This creates a constant issue of reskil-
ling or upskilling because business is also continuously changing and 
evolving. Secondly, there are major questions about productivity. A lot 
of organizations suppose that you simply can fill a job with a certain 
number of skills, you find that person and then you just plot him into 
that job. Employers often think that they can acquire “oven ready em-
ployees” straight out of education or the labor market. That was never 
really true, but that gap is becoming clearer and more visible because 
the job market everywhere is very tense. Upskilling and reskilling, L&D 
has become a real strategic competence. L&D is not merely a cost that 
gets cut in tough economic times. We need to understand what we were 
investing in to build, which is the value outcome of our creations. Skills 
gaps are not a temporary phenomenon anymore, they are a long-term 
permanent feature of a tense job market in a world that is shifting and 
changing all the time. So we have to recruit much more based on soft 
skills, like attitude and potential, job skills can be trained. 
In many ways this is good news for the L&D profession. But we’ve got to 
step up as well and change in L&D ourselves. We have got to innovate 
more, connecting L&D to neuroscience, how to really shift behaviors 
and habits. We need training that is much more accessible, bite-sized, 
delivered in the flow of work, learning while I’m doing and of course all 

those new technologies like VR, AR, gamification. Really exciting stuff 
that we need to embrace and show that we can deliver that upskilling 
and reskilling agenda more efficient. Measure and evaluate the impact 
of what we are doing so that people see the strategic value and not only 
the cost of delivery. 

Technology and automation are a fact. This evolution will not stop, it 
will only get better, faster, easier, but what’s next? 
Technology is still and will never stop advancing. There is not a single 
job that is not going to be affected by technology. This doesn’t mean 
that all these jobs are going to disappear, no, they will be reshaped. 
This means that we have to be far better in designing jobs that are 
good for people. 
Jobs with good organization outcomes (like engagement and attraction) 
but also good societal outcomes. People and technology should come 
together where technology benefits people and not were human beco-
mes slaves of technology. 
Are there jobs that are going to disappear? Will only people with highly 
skilled jobs remain employed? How do you distribute wealth more fairly 
if capital is replacing labor? Are we educating people and young people 
in the right way for the future that is emerging? Key questions… 
Whatever the future of work is, the future of work is human. As organi-
zations it is our responsibility to make sure that we are designing jobs 
that are good for people and that we are creating managers and lea-
ders who care for their people, who help them to develop in our human 
centered organization. 

There are decades when nothing happens and weeks where deca-
des happen. A quote by Vladimir Lenin that is becoming ever more 
applicable. Imagine us being 5 years further down the line: what do 
you hope for? 
Well, I’m an optimist and I strongly believe that we are at a point in 
history where businesses have got to step up and show that they can 
act responsibly, to show that business is part of the societal change 
as much as anything else. If you think off business today - big social 
media organizations for example – only by their size, they have more 
influence than most politicians or politics have. Business must step up 
to show that they can be more responsibly. In the past the sole purpose 
of business was to make profit for the shareholders (Milton Friedman, 
American economist 1970). And off course you need to make money to 
survive but that is not the only thing you need to do. 
Now we are talking more about the idea of responsible business and 
not only towards our financial stakeholders but also towards our peo-
ple, our customers, suppliers, our communities and our environment. 
These ideas like ESG developing at a pace and what I hope to see over 
the next few years is that these ideas are becoming more fundamen-
tally important for the business as drivers. It is not only a job for our 
politicians or government, it’s up to us! So I really hope to see some 
genuine change in business thinking, more transparency in business 
and yes some more regulations to reinforce it. In other words, that you 
are doing well, by doing good! This is what a purpose-driven business 
should think and what people are looking for anyway. 

DOING WELL BY DOING GOOD ! 
This summer I had the privilege to have an inspiring chat with Peter Cheese, CEO of the CIPD and keynote at  
the L&D Talks 22/10/2022. The vision and purpose of both CIPD and Peter are very clear: championing better work  
and working lives by improving practices in people and organization development, helping business and professionals  
to ensure that work benefits individuals, businesses, economies and society. 

I did prepare a few questions however before going into them, are 
there any specific topics that you would like to elaborate yourself? 
I always like to start by talking about the bigger context of change that 
is happening in the world, changes on a technical level, sociodemo-
graphic and geopolitical level, as well as environmental challenges. We 
also had the pandemic and now the economic crisis. These events put a 
great deal of pressure on the “people side” of business. From attracting 
and retaining the right people, understanding the skills and capabili-
ties we need to build, responding to the expectations of new hires on 
development and opportunities, and making sure that our businesses 
are adaptive and agile to respond to these changes. All of this being 
reinforced by these different drivers of change, which makes it a very 
interesting and challenging time. “A crisis forces change and this is 
not always bad if we make sure this becomes a positive change for 
businesses and people”. 

“Let us try to put people again in the center of our business. We 
spent so much time at work. That’s why work should be good for us, 
for our wellbeing. We need to feel that we have the opportunity to 
get the best out of ourselves, to progress and to learn. If we can do 
that, then we create engagement and loyalty for our people who are 
working in our organization. I love it and if you read it, it seems so 
simple but why is it then so difficult to also put it into practice? 
Indeed, the principles are not that complex but if you look at reality 
and history, people have not always been at the center of our business 
agenda. For many years we used the language of finance, we thought 

off people as a cost, as an asset in a corporate culture of command 
and control. During the 90’s and early 2000’s the younger generation 
coming into the business disagreed and said: “This is not the way we 
think or how we have been educated. We don’t just come to our job whe-
re we do what we are told or expected to do. We expect to have a voice. I 
want to develop my skills and capabilities over the length of my career. 
And as an employer, if you do those things then I will be loyal and stay 
with you.” People are in the heart of every business and people have 
a choice. A choice about where, when and how they work. Especially 
younger people are also looking for more purpose. So we really need 
to listen more to our people and what they are demanding. It always 
comes back to the 3 primary drivers for engagement and loyalty which 
are purpose, autonomy and mastery. 
Change in behavior, always follows a certain distribution curve. At one 
end you will still have organizations who live as in the 1980’s, and on 
the other side of the spectrum you will see organizations who are much 
more enlightened, who are giving their people a voice. In my view the 
distribution has moved towards the right direction. More businesses 
are asking themselves : what do have to do to create an organization 
and a culture that engages people, that motivates them to join my or-
ganization and stay with me because if I can’t do that, how am I going 
to sustain my business in the future ? 
During the pandemic every business had to really think about their peo-
ple. They had to think about their wellbeing, how to protect them, how to 
connect with them, how to keep them engaged and how to keep innova-
ting and responding to the changes. Organizations have to think about 
people issues like engagement, wellbeing, development, inclusion … 
and in a fundamental strategic way. If you don’t, I don’t know how you 
are going to create a sustainable long term business model. 

Regarding Diversity & inclusion, do you think L&D has a role 
to play in it? 
Absolutely. L&D plays a vital role. But then we have to unpack L&D a bit 
as well. It’s about Learning and Development. What is so fascinating, 
is that L&D is now emerging into a much bigger space and recognizing 
that you can do certain things via formal training to some degree, we 
can for example train managers to understand things like culture and 
diversity. However to really be successful a lot of it is about behavior 
and development. So it’s not just one single training course that I can 
give to everybody in the organization and then say:” Brilliant, job done, 
we are now an inclusive culture.” All the other interactions with people, 
experiences with other voices, are all part of our individual and collec-
tive development. It is a particularly important theme for L&D to enga-
ge in and it is also pushing the L&D professional to think about L&D 
as not only a training course but as a much wider idea of development. 

Our leadership play a crucial role in all of this. How do we make 
sure our leaders demonstrate the same values? Do we have enough 
attention and care for our leaders themselves? 

Jill Everaert is Manager of SD Worx Academy, the learning channel and partner on payroll, socio-legal and other HR domains  
within SD Worx People & Solutions. Experienced trainer and learner by doing by far, curious and passionate about everything  
that touches L&D, people and technology. 


