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Philip	Ideson:	Hi	there,	and	welcome	to	another	Art	of	Procurement	Tuesday	interview	show.	As	I	mentioned	
in	my	introduction	I'm	joined	today	by	Mark	Pollack	who	is	the	Vice	President	of	SIG	University.	Mark,	
welcome	to	the	show.	

Mark	Pollack:	Thanks	Philip.	I'm	honored	to	be	here.		

Philip	Ideson:	Thanks.	This	show	has	been	a	little	time	coming.	For	listeners,	Mark	and	I	have	actually	spent	
some	time	together	at	a	couple	of	different	events	plotting	today's	conversation.	I'm	delighted	that	we're	able	
to	finally	sit	down,	and	record	the	episode.	What	I	really	wanted	to	do	today	was	explore	the	role	of	
continuous	education	in	the	development	of	procurement	both	at	a	personal	level,	and	at	an	organizational	
level.		

When	I	was	doing	some	pre-show	research	there	was	something	that	jumped	out	to	me	in	your	career	that	
stood	out	as	being	a	little	bit	different.	That	was	that	you	owned	a	vet	clinic,	and	a	vet	services	firm.	I	came	
across	some	collateral	from	both	of	these	ventures.	You	basically	were	spending	a	lot	of	time	educating	peers	
on	how	they	could	improve	their	practices.	The	takeaway	that	I	had	from	that	was	that	it	looks	like	educating	
others	really	is	in	your	veins.	I	wonder	if	that	really	is	the	case,	and	what	drew	you	into	education	in	the	first	
place.	

Mark	Pollack:	I'm	glad	that	you	brought	that	up.	That	is	actually	pretty	funny.	My	wife	is	a	veterinarian.	I	did	
own	a	veterinary	hospital,	and	it	was	a	tremendous	experience.	When	we	started	the	animal	hospital	we	
decided	that	we	would	take	an	educational	slant	to	what	we	were	doing,	and	really	educate	our	customers.	
Because	what	Holly	found,	my	wife,	is	that	a	lot	of	times	things	are	recommended	to	patients,	the	pet	owners,	
and	they	don't	really	understand	why.	They	know	they	have	to	give	her	medication,	or	they	know	they	have	to	
do	something,	but	they	don't	understand	the	reasons	behind	that.		

So	our	methodology	was	really	based	on	education	and	compassion.	It	was	a	huge	success	on	many	fronts,	one	
of	which	is	the	fact	that	the	customers	walked	out	feeling	like	they	better	understood	their	pet,	the	health	of	
their	pet,	and	the	future.	But	then	it	really	grew	our	practice.	We	ended	up	being	one	of	the	top	ten	animal	
hospitals	in	the	city	in	four	short	years,	so	it	was	a	huge	blessing	there.	That's	how	the	vet	clinic	came	about,	
but	long	before	then	I	had	been	drawn	into	education.		

You	asked,	Philip,	what	drew	me	to	education.	Actually	when	I	was	a	junior	in	high	school	my	father	had	passed	
away,	and	my	mom	became	terminally	ill	with	cancer.	It	really	changed	my	entire	trajectory	around	my	career,	
and	education.	I	got	through	high	school,	and	then	I	really	struggled	through	my	first	years	of	college	taking	
care	of	my	mom,	and	then	I	really	finally	gave	up	and	dropped	out.	I	had	found	success	in	the	market	through	
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hard	work,	and	dedication,	and	self	study.		

But	I	really	came	to	find	out	that	I	was	lacking	the	formal	training	and	education	that	I	needed	to	be	able	to	
move	up	in	an	organization.	So	I	went	to	school	as	an	adult.	I	finished	with	my	bachelor's	degree.	Then	I	
finished	my	graduate	degree	in	management.	Going	back	to	school	as	an	adult	had	a	profound	effect	on	my	
life.	So	much	so	that	I	left	the	career	that	I	was	in,	and	decided	that	I	wanted	to	help	adults	to	get	the	
education	they	need	to	not	only	stay	current,	but	really	be	successful	in	life.	I	saw	how	the	firsthand,	the	
struggles	I	had	were	identical	to	other	adults	like	myself	out	there,	and	I	wanted	to	make	a	difference.		

Philip	Ideson:	Did	you	take	away	from	the	experience	that	you	wanted	to	help	shape	a	different	experience?	
You	did	it,	and	you	were	successful	through	it,	but	it	was	not	because	of	how	it	was	set	up,	or	that	you	were	so	
appreciative	of	the	opportunity	to	continue	education	as	an	adult	that	you	wanted	to	bring	that	to	other	
people	who	may	benefit	from	the	same	experience?	

Mark	Pollack:	That's	an	excellent	question.	Quite	honestly	it's	both.	The	experience	that	I	went	through	was	
fantastic.	It	was	an	adult	oriented	higher	education,	so	it	focused	on	how	adults	learn,	and	I	got	so	much	out	of	
it.	I	really	felt	like	the	things	that	I	was	learning	in	class	I	was	able	to	turn	around	and	use.	It	really	helped	me	
grow	a	business.	I	mean	if	I	hadn't	gone	back	to	school	there	would	have	been	no	way	that	I	would	have	ever	
owned	an	animal	hospital.		

I'm	passionate	about	education,	so	the	other	part	of	your	question,	because	I	want	to	get	out	there	and	talk	
about	education,	because	it	really	is	the	only	equalizer,	and	differentiator	that	you	can	control.	Companies	are	
changing.	You	don't	necessarily	have	the	opportunity	to	say	how	that	company	is	changing,	it	may	just	be	
changing	out	of	your	control.	Processes,	and	products,	and	services,	and	visions,	and	leaders,	they	all	change.	If	
we	don't	stay	current	and	educated	we	dig	a	nice	deep	rut	for	our	career.	I	personally	have	seen	firsthand	how	
employees	are	left	behind,	because	they	no	longer	possess	those	skills.	For	me	that's	what	I	want	to	be	able	to	
do	is	shape	the	way	that	education	is	delivered	to	adults,	and	then	make	sure	that	adults	have	access	to	that	
education.	

Philip	Ideson:	You	recently	transitioned	into	procurement	education	with	SIG.	How	did	that	come	about?	
Because	from	the	outside	view	it	looks	like	it	wasn't	a	natural	career	step.	

Mark	Pollack:	It's	funny	that	you	say	that.	So	Dawn	Tiura	is	the	CEO	and	president	of	SIG,	and	SIG	University.	I	
met	her,	it's	a	funny	story,	at	the	pick	up	line	for	our	children.	Our	children	go	to	the	same	school.	Neither	of	us	
ever	really	pick	up	our	kids,	but	it	happened	that	day	that	we	were	both	there.	We	started	a	conversation.	She	
had	mentioned	that	she	was	working	on	this	big	project.	I	asked	her	what	it	was.	She	said	that	she	was	creating	
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this	online	education	for	procurement	professionals.	I	said	oh,	that's	really	interesting.	I'm	actually	in	the	online	
industry.	I	work	for	Apollo	Education,	which	comes	from	University	of	Phoenix,	and	we	do	online	education.	
We	struck	up	a	conversation	right	there,	and	it	has	led	to	cups	of	coffee,	and	lots	of	conversations	about	how	
to	build	adult	learning	models.	Before	we	knew	it	we	were	having	a	conversation	about	me	coming	on	board	
full	time,	and	running	SIG	U.	So	it's	kind	of	an	interesting	situation	on	how	all	of	this	happened.	

Philip	Ideson:	Yes.	I	guess	fate,	and	how	things	you	just	have	no	idea,	not	that	you	seek.	How	opportunities	will	
sometimes	present	themselves.	You	mentioned	before	about	why	education,	and	continuing	education	is	
important	to	professionals,	but	how	about	flipping	that	to	the	employer's	side.	Why	is	it	so	important	to	an	
employer?	

Mark	Pollack:	I'll	tell	you	Phil,	that	is	the	million	dollar	question.	I'm	so	glad	that	you	asked	that,	because	there	
are	actually	many	reasons	that	training	and	development	is	important	to	an	employer.	I	think	there	are	actually	
seven	reasons.	One	is	industry	change.	Nothing	standing	still.	Innovation	is	happening	in	moments.	If	we're	not	
prepared	and	educated	for	the	changes	that	are	coming	down	the	line	we're	not	going	to	be	prepared	to	deal	
with	those	changes	properly,	and	that	will	have	a	negative	effect	on	business.		

I'd	say	number	two	is	total	process	change.	Companies	are	leaner,	faster,	more	complex,	and	they	are	wrought	
with	change.	If	we're	not	developing	our	core	competencies,	and	our	team	skills,	these	process	changes	are	
going	to	be	met	with	heavy	resistance.	Number	three,	employee	engagement.	Studies	show	that	employees	
are	90	percent	more	engaged	when	they're	being	educated.	17	percent	of	an	organization	at	any	given	time	is	
actively	disengaged.	If	we	can	move	the	needle,	and	build	engagement	by	just	one	percent	we	would	see	
exponential	difference	in	business	outcomes,	so	that	employee	engagement	is	a	big	piece.		

Number	four	I	would	say	is	competency.	The	business	world	doesn't	run	on	skill	alone,	but	on	the	
competencies	that	make	up	those	skills.	We	really	have	to	focus	in	our	employees	to	building	these	
competencies	that	make	them	successful	not	only	in	their	current	role,	but	their	future	role.	Number	five	I	
would	say	are	ruts.	Many	employees	think	that	they're	in	a	groove,	and	if	you're	talking	to	them	it's	smooth	
sailing,	things	are	great.	But	they	are	actually	really	digging	a	rut,	and	eventually	they're	not		going	to	be	able	to	
see	over	those	walls.	Education	and	employee	development	really	opens	the	eyes	of	employees,	and	creates	
new	opportunities,	new	lines	of	communication,	creativity,	innovation.	Those	are	things	that	you	have	to	be	
able	to	have	in	order	to	move	business	forward	in	today's	environment.		

I'd	say	number	six	is	really	creating	an	environment	of	collaboration.	This	is	a	key	one.	We	find	that	the	more	
training	and	development	individuals	have,	the	more	they	begin	to	collaborate	with	colleagues,	and	those	
outside	the	organization.	Take	as	an	example	where	I	am	now	at	SIG	University.	We	created	a	forum	for	
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students	and	faculty	to	have	discussion	around	the	curriculum,	and	common	issues	they	see	in	the	workplace.	
There	is	so	much	collaboration	between	these	people	in	companies	that	we	students	are	staying	connected	via	
LinkedIn,	via	Twitter,	via	email.	They	are	building	their	own	team	of	thought	leaders,	and	their	own	bench	to	
help	them	navigate	through	the	changes	in	their	industry.	That	is	just	the	strength	that	collaboration	has.	By	
getting	folks	involved	in	education	it	really	builds	those	doorways	to	open	up	those	paths	of	communication.	

Number	seven,	companies	are	focused	on	organizational	needs.	They're	changing	the	way	that	they	do	
business.	For	this	industry,	15	years	ago	people	in	procurement	did	their	role	very	differently.	Without	
continuous	education	and	training	companies	are	allowing	their	employees	to	become	dinosaurs	in	the	market.	
Truly	Philip	at	the	end	of	the	day	they're	going	to	lose	their	competitive	value.	From	an	employer's	standpoint	I	
believe	those	are	the	seven	reasons	that	it	is	vitally	important	that	companies	invest	in	training	and	
development	for	their	folks.		

Philip	Ideson:	How	many	companies	actually	understand	that?	Because	I've	talked	to	a	couple	of	folks	in	
interviews.	One	was	Tom	Derry,	CEO	of	ISM.	Another	one	was	Brian	Umbenhauer	who	is	the	Head	of	Deloitte's	
sourcing	and	procurement	practice.	Brian	reported	the	CPOs	are	telling	him	that	training	budgets	are	being	cut.	
Tom	reported	that	no,	training	budgets	are	as	healthy	as	ever.	There	seems	to	be	a	little	bit	of	conflict,	and	
maybe	it's	very	situational.	I'm	interested	in	your	perspective.	Do	companies	understand,	generally	speaking,	
the	need	to	invest	in	their	people	for	these	reasons?	Why	it's	for	them	as	much	as	it	is	for	their	people,	or	
whether	it	just	is	company	to	company,	case	by	case?	

Mark	Pollack:	That's	an	excellent	question.	I	would	say	it's	the	latter,	so	company	by	company.	In	my	
experience,	and	I've	spent	11	years	in	adult	higher	education.	I've	interviewed	many	CEOs,	many	chief	learning	
officers,	many	folks	who	are	responsible	for	the	training	and	development	in	their	organizations.	What	I	have	
found	is	that	either	a	company	has	a	philosophy	of	employee	development,	or	they	don't.	The	ones	that	do	see	
tremendous	value	in	it,	and	they	invest	heavily.	The	ones	that	don't	offer	very	standard	check	the	box	training	
so	they	can	say	that	they	have	training.		

But	there	is	a	trend	that's	happening,	and	I	think	it's	a	really	good	trend.	The	trend	nowadays	is	going	to,	for	
training	and	development,	is	a	very	focused	investment	of	training	dollars.	Instead	of	taking	your	budget,	and	
saying	that	I'm	going	to	do	a	broad	stroke	training	that	could	potentially	effect	everybody	in	the	organization,	
so	I'm	going	to	require	everybody	in	the	organization	to	do	it.	I'm	going	to	have	a	very	strategic	approach	to	
training,	and	I	am	going	to	do	mixed	training.	For	example,	we	work	closely	with	the	CPO	in	training	and	
developing	their	particular	department.	Years	ago	they	would	have	potentially	just	been	told	what	they	could	
train.	Nowadays	those	budgets	are	being	opened	up	to	say	here's	a	specific	area	that	we	need	to	develop	this	
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skill.	I	wouldn't	say	budgets	are	being	cut,	I	would	say	that	they're	being	redirected.	

Philip	Ideson:	You	talked	about	it's	down	to	the	philosophy	of	whether	learning	is	important	or	not.	Does	that	
mean	that	that	philosophy	is	being	set	by	departmental	heads	rather	than	CEOs	now?	

Mark	Pollack:	I	think,	again,	some	of	it	comes	back	to	the	company.	But	in	the	most	successful	organizations	
we	are	finding	that	department	heads	have	a	voice	in	their	training	and	development,	and	that	they're	bringing	
a	plan	to	either	the	Chief	Learning	Officer,	or	the	CEO,	and	talking	to	them	about	the	skills	and	competencies	
that	their	team	needs.	I	think	that	has	now	become	an	active	conversation.	Where	in	the	past	they	might	have	
been	told	what	to	deliver,	now	they're	really	educating	up,	and	educating	their	peers	on	what	their	teams	
need.	

Philip	Ideson:	Is	there	any	cycle	in	terms	of	budgets?	There's	more	money	available	for	training	when	the	
company	is	more	profitable	and	healthy.	The	economy	goes	down,	they're	struggling	with	profitability,	budgets	
get	cut,	training	is	the	first	one	to	go.	Does	it	follow	that,	or	is	it,	again,	situational?	

Mark	Pollack:	It	does	follow.	Unfortunately	I	do	hear	when	organizations	are	in	a	tough	financial	situation	
training	development,	a	lot	of	times,	is	cut.	Which	really	creates	an	interesting	dichotomy,	because	that's	really	
the	time	where	you	need	to	educate	the	most.	You're	asking	people	to	do	more	with	less	information,	and	
potentially	without	the	skill	needed	to	complete	that	job	properly.		

It's	a	tough	funnel,	because	without	that	training	and	development	your	results	are	going	to	go	down,	your	
morale	is	going	to	go	down,	communication	will	cease.	You	won't	see	the	profitability	if	at	that	point	you	start	
investing	in	training	and	development.	What	you'll	see	is	a	culture	shift.	People	will	be	able	to	accept	the	
change	within	the	organization	because	more	communication	is	coming,	and	more	philosophy	on	why	these	
changes	happened.	Then	folks	are	getting	educated	so	they're	able	to	complete	these	multiple	jobs	with	the	
proper	efficiency	needed	to	be	successful.	

Philip	Ideson:	It's	like	a	vicious	circle,	if	you're	not	investing,	and	then	you're	asking	people	to	do	jobs	that	are	
unfamiliar	to	them	as	well.	

Mark	Pollack:	Correct.	That	causes	a	lot	of	side	effects,	and	there's	collateral	damage	with	that.	When	you	ask	
an	employee	to	do	a	job	that	they're	not	skilled	at	depression	will	seep	into	the	work	environment,	they'll	
become	disenfranchised	with	the	organization.	Someone	who	is	actively	engaged	with	the	company	could	
become	actively	disengaged	with	the	company.	Again,	to	your	point	that	does	become	a	vicious	cycle.		
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Philip	Ideson:	What	are	some	of	the	challenges	that	a	company	has	when	they	start	to	think	about	how	they	
better	invest	in	training	and	development?	

Mark	Pollack:	Excellent	question	Philip.	I	think	what	comes	to	mind	when	I	think	of	that	question	is	time,	and	
scalability.	Those	would	be	the	two	big	issues.	It's	difficult	to	train	a	large	organization	if	you	don't	have	a	
platform,	and	mechanisms	to	deliver	high	quality	and	scalable	training.	Many	training	organizations,	including	
those	in	procurement	training,	only	have	in	person	training.	It	becomes	difficult	to	map	a	training	and	
development	plan	when	you	have	many	employees	across	the	globe,	or	even	in	just	multiple	cities.	Companies	
are	forced	to	choose	who	gets	training,	and	who	doesn't.	That	leads	to	inconsistency,	that	leads	to	
communication	gaps,	that	leads	to	favoritism,	and	these	are	all	negative	effects.		

One	of	the	reasons	that	SIG	U	was	created	on	an	e-learning	platform	was	because	we	wanted	to	be	able	to	
deliver	training	across	the	globe,	and	have	a	consistent	language	of	sourcing	the	was	meaningful,	and	that	
could	help	companies	operate	more	effectively.	So	e-learning	is	a	wonderful	tool,	if	used	properly,	to	developer	
entire	departments	of	employees	versus	a	selected	few.	That	would	be	the	time	scalability	piece.	

Philip	Ideson:	I've	got	a	question	on	e-learning.	I'm	actually	going	to	ask	something	else	first	because	I	think	it's	
important.	When	I	look	at	how	I	have	consumed	education	in	the	past,	when	I've	been	on	the	corporate	side	as	
a	practitioner,	sometimes	it's	e-learning,	sometimes	it's	classroom	training,	you	mentioned	both	of	them.	But	I	
always	felt	that	classroom	training	wasn't	necessarily	effective	because	you	sit	in	a	room	for	a	day,	or	two	days,	
and	then	you	cram,	and	you	go	back	to	your	job,	and	you	forget	everything	that	you	learned.	E-learning	was	a	
more	of	a	check	the	box	exercise	where	people	just	wanted	it	to	spit	out	a	certificate,	and	say	well	you've	
complied	with	all	these	training	modules	you're	supposed	to	take.	My	first	question	is	is	classroom	based	
corporate	training	dead,	or	is	there	a	place	for	classroom	based	training?	

Mark	Pollack:	Fantastic	question.	You're	right	on	your	points.	Let	me	recap	what	you	said.	You	have	an	
expectation	of	an	employee	that's	in	training	for	two	days	to	retain	a	tremendous	amount	of	information,	and	
then	go	into	the	work	environment.	

Philip	Ideson:	Yes.	Then	you	forget	it	all.	

Mark	Pollack:	And	then	lose	it	all,	right?	Where	in	reality	you're	only	going	to	retain	a	small	portion	of	that,	
because	so	much	came	in	in	such	a	short	amount	of	time.	I	say	that	to	say	there	is	still	benefit	in	having	in	
person	training.	It's	definitely	not	that.	But	it's	morphing.	What	we	see	now	is	a	huge	trend	is	e-learning	
scalability,	we	just	talked	about	that.	But	for	example,	one	of	the	large	organizations	in	my	last	class	had	people	
in	four	countries	taking	training	at	once.	They	received	identical	training.	They	were	paced	through	the	
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program,	so	it	wasn't	too	much	information	at	once,	and	they're	able	to	retain	that,	and	then	use	that	
information	consistently.	But	we	perform	in	person	training	as	a	supplement	to	our	certification	programs,	and	
e-learning	options.		

Sometimes	companies	are	going	through	specific	changes,	or	no	specific	competency	gaps	in	subjects,	such	as	
SRM,	negotiation	artifacts,	SOW,	etc.,	that	need	deeper	instruction,	and	in	person	training,	or	virtual	web	
instructor	training.	Then	those	could	be	the	best	methods	to	complete	that.	What	you're	seeing	is	that	instead	
of	an	organization	saying	I	need	to	train	my	team.	My	option	is	to	put	them	into	a	three	day,	four	day	
classroom	training.	We're	seeing	e-learning	used	as	the	basis	of	the	large	majority	of	information,	and	then	in	
person	as	the	supplemental	learning.	

Philip	Ideson:	As	e-learning	become	a	more	prevalent	tool	how	do	you	build	accountability	into	that?	How	do	
you	compel	somebody	to	actually	invest	the	time	they	need	in	that	training	to	actually	learn	from	that	training?	
Rather	than	seeing	as	I'm	going	to	let	it	run	in	the	background	for	20	minutes,	and	then	my	tool	is	going	to	say	I	
completed	it.	Because	people	have	to	want	to	invest	the	time	in	actually	fully	learning	the	material	that's	
presented	in	front	of	them.	

Mark	Pollack:	You	nailed	Philip,	you	absolutely	nailed	it.	You've	heard	the	saying	you	can't	motivate	people,	
you	just	inspire	them,	right?	

Philip	Ideson:	Right.	

Mark	Pollack:	People	have	to	be	inspired	by	a	vision	of	their	future.	I	believe	companies	should	help	employees	
answer	a	few	question.	Why	is	this	training	available	to	me?	Why	is	the	company	investing	in	me?	Where	is	the	
company	headed,	and	where	do	I	play	a	role	in	its	future?	Inspiration	and	motivation	come	from	educating	
employees	on	the	whys	and	the	with	them.	So	what's	in	it	for	me,	right?	WIIFM.	That	helps	employees	rally	
themselves	around	ideas.	What	we	see	is	for	an	organization	to	really	take	advantage	of	training,	and	not	have	
it	running	in	the	background,	we	have	to	have	a	course	in	the	front.	That's	the	company's	course	saying	this	is	
where	we're	headed	directionally,	and	these	are	the	skills	and	competencies	we	need	you	to	have	in	the	
future,	because	if	you	have	them	this	is	where	we	would	like	to	take	the	company,	and	more	importantly	this	is	
where	we	would	like	to	take	you.	When	you	bring	us	that	individual	level	you	see	no	problems	with	people	
being	excited	about	the	coursework.		

Now	there	are	operational	methods	that	we	put	into	curriculum	in	order	to	make	sure	that	people	are	active	in	
the	classroom.	For	instance,	in	our	classroom	after	each	lesson,	and	for	our	certified	sourcing	professional	
course	there	are	180	of	them.	After	each	lesson	there's	a	quiz,	and	if	you	don't	pass	that	quiz	you	don't	move	
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on	to	the	next	lesson.	Those	are	mechanisms	to	make	sure	that	people	don't	have	this	in	the	background,	that	
they're	actively	engaged.	We	have	faculty,	and	peer	to	peer	learning	in	the	classroom	where	they	are	forced	to	
engage	with	each	other,	and	that's	an	important	piece.	But	at	the	heart	of	your	question,	we	as	organizations	
have	to	motivate	our	people	to	understand	why	training	and	development	is	important,	and	what	that	means	
for	them.		

Philip	Ideson:	That's	important.	You	can't	just	put	a	tool	out	there,	and	expect	somebody	to	magically	learn	
everything	that	you're	trying	to	teach	them.	

Mark	Pollack:	Absolutely	not.	I	mean	there	are	trainings	out	there	that	you	have	to	go	through.	There	are	
human	resource	trainings	that	organizations,	you	kind	of	click	through.	But	when	we're	talking	about	
developing	the	procurement	department	of	an	organization	that's	not	check	the	box	training.	That's	something	
that	really	plays	into	the	heart	of	your	future	job	at	this	company.	If	you've	got	these	skills	where	does	that	
lead	you?	Does	that	lead	into	a	formal	leadership,	or	informal	leadership?	Does	that	move	into	a	promotion,	or	
more	money,	or	just	even	the	self	satisfaction	to	know	that	you	do	your	job	with	more	ability,	with	more	
competency,	with	more	courage.	Does	that	mean	that	you	can	bring	innovation	to	the	table	that	doesn't	exist	
there	today.	Those	are	things	that	are	self	inspired	versus	someone	trying	to	motivate.		

Philip	Ideson:	Right.	From	my	experience	of	working	with	e-learning	courses,	I	see	them,	they're	taking	on	way	
more	dimensions.	It's	not	just	seeing	a	different	[?	23:38]	today,	and	watching	an	explainer	video.	You	can	have	
audio,	video.	They	can	be	long	form,	short	form.	I	just	wonder	from	your	experience	of	what	you're	building	
with	SIG	U,	are	there	any	content	channels	that	resonate	most	within	your	training	programs.	And	if	you	are	
looking	at	using	all	kinds	of	different	channels,	rather	than	it	just	being,	like	I	said,	sitting	in	front	of	a	single	
video.	

Mark	Pollack:	I'm	glad	that	you	mentioned	that,	because	adults	learn	very	differently	than	children.	You	
brought	that	up	earlier,	really	when	you	were	talking	about	in	classroom	training.	In	classroom	training	is	what	
they	call	a	pedagogy	method.	It's	how	we	teach	the	children.	There's	a	teacher	in	front	of	the	classroom,	they	
talk	to	you	all	day,	and	you	take	notes,	and	take	tests,	move	on.	Adults	learn	very	differently.	That's	definitely	a	
method...As	part	of	it,	like	we	mentioned,	it's	not	a	dead	portion	of	the	training,	it's	an	important	portion.	But	
what	you	bring	up	is	that	adults	learn	in	different	ways,	so	we	have	to	keep	them	engaged	in	an	e-learning	
environment.		

For	instance,	in	SIG	U	one	of	the	things	that	we	do	is	the	base	core	information	is	delivered	in	a	particular	
method.	There's	voiceover,	there	are	slides,	there	are	things	that	engage	the	content.	Then	we	have	a	faculty	
interaction	piece.	They	go	into	a	classroom,	post	discussion	questions,	they	post	white	papers,	case	studies,	
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and	students	have	to	interact	there.	That's	a	different	method	of	learning.	Students	then	have	to	talk	peer	to	
peer.	Now	they're	having	conversations	with	folks	who	are	their	equals	in	other	companies.	That's	another	
method	of	learning.	There	are	videos,	there	are	activities	within	the	classroom	where	they	have	to	move	
certain	boxes	around,	or	certain	things	around	in	order	to	complete	a	task.		

To	your	point,	the	more	we	can	get	adults	engaged	in	the	learning	the	better	the	outcomes.	So	yes,	you	have	to	
use	all	of	those	methodologies,	because	adults	learn	differently,	but	more	importantly,	individuals	learn	
differently.	We	need	to	make	sure	that	we're	catering	to	that	so	they	walk	away	with	information,	not	that	
they	just	learned	that	day,	but	to	a	point	that	you	made	earlier,	they've	got	to	be	able	to	retain	that	
information.	The	different	ways	that	we	can	present	it	will	help	the	adult	retain	that	information,	and	they'll	be	
able	to	bring	that	back	later,	and	use	it	in	a	constructive	manner.	

Philip	Ideson:	I	want	to	switch	gears	a	little	bit,	and	go	away	from	how	we	teach,	and	how	we	can	educate	our	
teams,	and	more	to	what	are	we	teaching,	what	are	we	educating	them	on.	I	know	that	when	you	built	the	
curriculum	for	SIG	U	you	performed	a	skill	gap	analysis.	You	interviewed	a	number	of	procurement	execs	and	
SIG	members	to	see	what	they're	missing,	and	what	they	need	help	with.	I	wondered	if	you	could	share	what	
some	of	those	key	findings	were.	

Mark	Pollack:	Yes,	absolutely.	We	did	an	assessment.	The	assessment	really	told	us	that	employees	were	not	
speaking	the	same	language	across	the	organization,	or	with	their	vendor/buyer	relationship.	We	saw	that	
methodologies	were	dated.	We	saw	that	companies	still	wanted	to	beat	up	their	suppliers.	We	saw	a	lack	of	
collaboration,	a	lack	of	information	sharing,	and	a	lack	of	trust.	We	heard	from	the	members	that	the	trainings	
in	the	market	were	dated,	and	really	didn't	direct	the	employees	to	the	actions,	and	the	attitudes	that	they	
wanted	to	see	in	the	future.		

They	struggled	with	training	delivery	methods.	They	really	didn't	know	what	would	be	the	best	way	to	train	and	
develop	their	employees	moving	forward.	Those	were	the	key	findings	that	we	found.	It	was	really	based	
around	the	hard	and	soft	skills.	Anything	from	the	financial	business	acumen,	to	the	different	methods	of	
collaboration,	to	the	soft	skills,	like	presenting	to	senior	executives,	and	change	management,	things	like	that.	
Those	were	really	the	core	areas	where	during	our	process	we	saw	the	biggest	gaps.	

Philip	Ideson:	When	we	talked	back	at	ISM	you	said	something	that	was	really	interesting	to	me.	That	was	that	
there	was	a	gap	in	how	professionals	view	the	skill	gap,	and	how	organizations,	CPOs	view	the	skill	gap.	I	just	
wondered	if	you	could	elaborate	on	what	you	meant	by	that.	

Mark	Pollack:	Yes.	There	is	really	a	big	disconnect	there	between	how	employees	and	employers	see	
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themselves.	Employees	really	judge	themselves	critically,	and	they	determine	their	strengths	and	weaknesses	
through	an	individual	lens,	their	own	lens.	Employees	create	this	lens	by	what	people	have	told	them,	the	
environment	they	grew	up	organizationally	in,	their	life	experiences.	They	apply	that	to	what	they	know	about	
the	mission	and	vision	of	the	organization.		

Employers	see	employees	through	a	different	lens,	and	with	more	information	about	the	mission	and	future	
vision	of	the	organization.	Leaders	know	where	the	organization	is	headed,	and	typically	information	in	
advance	of	the	employees.	Therefore	these	leaders	have	a	different	view	of	where	the	skills	and	competencies	
are	needed,	and	what	gaps	those	employees	have.	There	is	definitely	a	gap	between	how	an	employer	would	
view	an	employee,	and	an	employee	views	themselves.		

Philip	Ideson:	How	could	a	procurement	professional	then	take	that	on	board,	and	figure	out	what	they	need	
to	do,	where	they	need	to	develop	if	they	haven't	got	all	that	information	available	to	them.	Is	it	just	a	matter	
of	broadening	their	lens	of	what's	happening	in	the	industry?	Is	it	trying	to	understand	more	from	your	
leadership	where	the	organization	is	going,	where	the	department	is	going,	so	that	you	know	how	to	adapt	to	
it?	What	things	do	you	recommend	to	professionals	to	make	sure	they	stay	in	the	loop?	

Mark	Pollack:	Yes.	No,	I	think	you	brought	up	some	really	great	points	Philip.	Many	times	the	conversation	of	
employee	development	doesn't	take	place	outside	of	a	discussion,	memo,	a	written	warning,	other	disciplinary	
action,	or	an	annual	review.	Unless	the	employee	is	having	a	problem,	or	it's	their	annual	review	they're	not	
hearing	about	their	skills,	and	what	they	need	to	develop,	or	the	future	of	the	organization.	What	I	would	
recommend	is	first	companies	need	to	define	the	skills	and	competencies	their	employees	need	in	each	role.	
That's	a	must.	It	is	vital	to	educate	the	team	on	the	roles,	the	skills	and	competences	needed.		

As	we	discussed	earlier	there's	a	lot	of	change,	and	the	role	that	you	had	last	year	might	be	different	than	the	
role	that	you	have	today,	so	educating	your	team	on	those	roles	is	vital.	Companies	then	need	to	assess	their	
employees	based	on	the	roles,	and	based	on	the	competencies	those	roles	have.	Now	that	you've	defined	
those	skills	and	competencies	you've	communicated	that	to	your	team.	Now	you	need	to	assess	your	team	on	
the	skills	and	competencies	you	said	are	important.	Then	you	have	to	train	to	those	competencies,	which	will	
increase	those	skills.		

Really	the	key	is	communication.	We	need	to	talk	to	our	employees	about	the	skills	and	competencies	needed	
in	the	future	organization,	in	these	roles.	We	need	to	discuss	opening	the	skills	these	employees	have,	and	the	
ones	they	need	to	develop.	Keep	that	an	open	line	of	communication.	That	should	not	be	done	just	at	review	
time.	Then	we	need	to	create	a	developmental	plan,	not	only	for	our	employees,	but	for	ourselves.	Even	
though	you're	the	leader	of	the	organization,	and	you're	developing	the	competency	map,	if	you	will,	for	your	
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team,	and	how	those	skills	are	going	to	be	developed,	you	should	be	having	this	conversation	with	your	
leadership.	You	should	be	looking	at	ways	to	increase	your	own	skills	and	competencies,	so	your	team	sees	that	
education	is	important,	and	that	we're	always	developing.	It's	a	great	visual	for	your	team	to	see	that	you	are	
as	engaged	as	they	are	in	this	process.	But	that	really	is	the	key.	

Philip	Ideson:	Yes.	I	guess	few	leaders	would	be	unhappy	to	hear	that	you're	trying	to	take	control	of	the	
development	of	your	career,	and	being	proactive,	and	understanding	how	you	can	further	your	skills,	even	if	
there	isn't	a	formal	program	in	place.	Even	if	there	is	no	formal	communication,	and	your	employee	doesn't	
necessarily	tell	you	what	they	need	from	you.	It's	about	being	proactive.		

Mark	Pollack:	It	is	about	being	proactive,	you're	totally	correct.	If	it	doesn't	exist	in	your	organization	next	time	
you	meet	with	your	leadership	sit	down	and	talk	about	the	plan.	I	think	that	we've	got	to	get	away	from	being	
afraid	to	talk	about	our	skill	gaps.	That's	not	a	negative	thing,	to	be	able	to	talk	professionally	with	your	
employer	about	what	you	want	to	develop,	where	you	see	your	career	going,	and	ways	that	you	can	get	there.	
You're	not	just	bringing	the	problem,	but	you're	also	bringing	a	potential	solution	to	the	table.	As	an	employer	I	
would	welcome	that	conversation.	

Philip	Ideson:	I	have	a	final	question.	We're	kind	of	running	against	time	here.	This	I	guess	is	a	little	bit	more	
tactical.	It	came	to	mind	because	I've	been	having	a	conversation	with	a	listener	who	is	actually	based	in	West	
Africa.	It's	crazy	to	me	that	the	show	has	the	reach	where	I	end	up	having	conversations	with	folks	all	around	
the	world.	Actually	I	love	that.		

But	he	was	telling	me	that	where	he's	based,	there	really	isn't	anywhere	that	he	can	go	to	continue	his	
procurement	education,	not	even	in	formal	university	settings.	I'm	sure	that's	not	a	unique	case.	Often	where	
there	are	educational	opportunities	they're	not	affordable	when	you	have	to	pay	for	them	yourself,	when	your	
employer	won't	fund	them.	In	those	cases	how	do	you	recommend	a	listener	can	continue	their	education,	self	
educate	if	you	will?	Other	places	they	can	go	that	you	would	recommend,	or	things	that	they	could	do	to	help	
them	learn	as	much	as	they	can	on	their	own	about	their	jobs,	and	their	profession.	

Mark	Pollack:	Fantastic	question.	I	am	so	glad	that	you	asked	it,	because	it	is	something	that	each	one	of	us	can	
do.	There	are	a	few	things	that	your	listener	can	do,	and	really	we	all	can	do.	Make	sure	he	is	reading	a	book	a	
month.	That's	an	investment	of	15	to	20	minutes	per	day.	In	15	to	20	minutes	per	day	you	could	have	one	book	
per	month	read.	Make	sure	these	books	are	not	just	about	procurement,	but	about	business,	innovation,	
creativity,	other	areas	of	focus.	In	this	way	he,	and	others,	can	relate	those	findings	into	their	current	role.	
That's	the	first	thing.		
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The	second	thing	is	teach.	When	we	teaches	others	he	is	going	to	learn.	Find	opportunities.	If	he	has	been	in	
the	role	for	a	while,	and	there	are	areas	that	he	feels	like	he's	an	expert,	find	ways	to	teach	others,	and	he'll	
learn	through	that	process.	All	of	us	will	learn	by	teaching.	It's	fantastic.	Number	three,	become	a	mentor	for	
somebody.	I'm	a	true	believe	that	people	are	going	to	bring	problems	to	you	as	a	mentor,	and	you'll	help	them	
work	through	those	problems,	you'll	help	them	get	creative,	they'll	bring	ideas	to	the	table.	By	mentoring	
somebody	you	are	also	learning.	I'd	say	next,	find	a	mentor.	I	truly	believe	that	you	should	always	have	a	
mentor,	and	be	mentoring.	If	you	don't	have	a	mentor,	or	if	he	doesn't	have	a	mentor,	go	find	on.	Whether	it's	
in	his	market,	outside	of	his	market,	maybe	he	makes	a	connection	on	LinkedIn.	Find	somebody	out	there	that	
you	can	give	ideas	to,	that	you	can	share	information	with.		

Next	I'd	say	be	active	in	social	media.	Follow	the	most	brilliant	people	on	Twitter.	They're	probably	following	
the	most	brilliant	people.	You're	going	to	come	across	the	most	amazing	articles,	and	case	studies,	and	things	
that	are	happening	in	different	parts	of	the	world,	in	different	businesses.	You'll	be	able	to	bring	those	ideas	
back	to	your	own	job,	and	that's	a	huge	deal.	Then	finally,	find	an	e-learning	platform.	There	is	online	education	
available.	Whether	you're	in	West	Africa,	whether	you're	in	an	area	of	conflict,	wherever,	if	you	have	internet	
access	you	do	have	access	to	information	and	education.	It's	not	limited	to	who	lives	in	my	town	anymore,	and	
is	the	professional.	It's	now	a	global	world	of	educators,	so	don't	be	shy	about	reaching	out.	Those	would	be	my	
recommendations	to	people	who	want	to	self	educate.	I	think	that	there	are	a	lot	of	opportunities	with	
minimal	investment,	and	great	return.	

Philip	Ideson:	I	love	those	Mark,	so	thank	you	very	much	for	sharing	them.	When	I	look	through	them,	I	was	
making	notes	as	you	were	talking,	every	single	one	of	those	makes	sense.	Just	from	where	I	look	at	some	of	the	
things	that	I've	probably	done	in	the	past.	For	folks	listening	who	have	got	that	challenge	I	would	definitely	go	
back,	and	listen	to	those	again,	because	there	is	a	real	good	path	there	to	help	you	educate	yourself	through	
connecting	with	others.	Pretty	much	each	one	of	those	is	involved	with	connecting	yourself	with	others.	

Mark	Pollack:	Thank	you.	It	really	is	about	connecting	to	others.	I	mean	that's	where	education	makes	the	most	
difference	is	learning,	and	understanding	what	others	are	doing.	It's	powerful.	

Philip	Ideson:	As	we	wrap	up	I	just	wanted	to	first	of	all	thank	you	very	much	for	your	time	today	Mark.	And	
also	ask,	if	listeners	are	interested	in	finding	out	a	little	bit	more	where	can	they	find	you?	Where	can	they	find	
SIG	U?	Where	would	you	recommend	them	to	go?	I	can	link	those	up	in	the	show	notes.	

Mark	Pollack:	Absolutely.	They	can	first	go	to	the	website,	which	is	Siguniversity.org.	If	they	have	questions	
about	any	of	the	thoughts	or	comments	that	I	had	here,	whether	it's	directly	about	SIG	U,	or	otherwise,	they're	
welcome	to	reach	out	by	email.	My	email	is	mpollack@sig.org.	I'm	happy	to	connect		with	anybody	who	would	
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like	to.	

Philip	Ideson:	Perfect.	I	will	definitely	link	those	up	in	the	show	notes,	as	I	mentioned.	Those	are	going	to	be	at	
Artofprocurement.com/education.	That's	Artofprocurement.com/education.	Mark,	thank	you	very	much	once	
again.	

Mark	Pollack:	Philip,	thank	you.	

Philip	Ideson:	Thanks.	

	


