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About VPS Learning

VPS Learning, a subsidiary of V2X, Inc., is a global provider of managed learning 
solutions that delivers more than eight million hours of customer training across more 
than 100 countries each year. The company is headquartered in Detroit and maintains 
primary offices in Barcelona, London and Mexico City.

About Matthias Paretsky

Matthias Paretsky is a Program Manager at VPS Learning. He designs and manages training 
programs for government and commercial clients, with a focus on logistics, deployment 
and performance analysis, and he leads cross-functional teams that develop technolo-
gy-enabled learning tools tailored to customer needs.

Paretsky has more than 25 years of leadership experience, including key roles at Kinko’s, 
Franchise Services Inc., Raytheon and V2X. As a Master Instructor for leadership devel-
opment, he trains and mentors instructors, and he facilitates communication and soft skills 
training developed for colleges, universities and Fortune 500 clients. His approach blends 
emotional intelligence, behavioral insights and practical tools.

About David Wentworth

This Executive Interview is moderated by David Wentworth, Managing Director of Learning 
and Talent at Brandon Hall Group™, a role he returned to after serving as Vice President and 
Talent Platform Evangelist at Schoox. He previously spent 11 years at Brandon Hall Group™ 
as Principal Analyst and his insights draw on nearly two decades of research, interviews 
and data analysis in the learning and talent space, including a prior role as a senior analyst 
at the Institute for Corporate Productivity.

https://vpslearning.com
https://www.linkedin.com/in/matt-paretsky/?isSelfProfile=false
https://www.linkedin.com/in/davidmwentworth/
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Q  David

How do we get leaders to understand that there is a time and a 
place to shoot their shot, and what is the concept behind it?

A  Matt

We want leaders to be able to move forward with some level of con-
fidence, without every answer at their disposal and without waiting 
for perfection in their concept or execution plan. Blind risk taking 
is not the goal. There is a cost to delay and a cost to waiting until 
everything is worked out.

Leaders need enough confidence to shoot their shot and move for-
ward with an informed level of risk, trusting that they can manage 
what comes up, keep their efforts on track and accomplish their 
objectives.

Q  David

How do we make the cost of not acting real for people who have 
mostly experienced the risks of taking a chance?

Time to Shoot 
Your Shot

Gold



2026 Brandon Hall Group™. Not Licensed for Distribution. 4

Executive Interview with VPS Learning

A  Matt

It can be tempting to wait until the calculus is exactly right, because 
uncertainty is scary and there is always some element of risk to ad-
dress. That applies to any business decision, though. Waiting car-
ries a cost and taking action carries a cost. We need to help people 
see the opportunity cost of sitting on a decision for too long.

We don’t want people rushing forward without any of the answers, 
but this is a world that doesn’t sit still and wait for anyone. Leaders 
need to develop confidence and the courage to weigh their options 
and make an informed decision about when the right time to act is, 
without waiting until they have every answer.

Q  David

What level of information frees a leader to decide, and when does 
gathering information become a trap?

A  Matt

It comes down to a leader’s comfort with what is happening, and 
that is hard to quantify. Most of these decisions are not run through 
a quantitative matrix. They are qualitative. The leader considers 
their own comfort with risk and their ability to sit in some discomfort 
without backing away completely, weighs the rewards and takes 
stock of what they know and what they still don’t know.

Then they decide how to address the unknowns. Some are known 
unknowns, such as what the market will do next quarter or how 
business decisions will play out six months, a year or five years 
down the line. Others are unknown unknowns that arrive by surprise. 
A leader has to ask whether they can adapt if something comes up 
that they weren’t prepared for. The plan should not be so locked in 
that there is no room for flexibility or change.

The Cost of 
Waiting

The plan should not be 
so locked in that there 
is no room for flexibility 
or change.

Planning for 
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Q  David

How does an organization create an environment where emerging 
leaders are safe to make decisions, try things and collaborate on 
them?

A  Matt

Much of the discussion around psychological safety comes down 
to giving people the freedom to take a risk without complete suc-
cess, or to speak up or ask a question when it feels awkward. Cre-
ating that environment is one of the major responsibilities of leaders 
at every level of an organization.

It starts in the C-suite and executive leadership, who need to en-
able people to feel confident that an idea they bring forward will not 
be shot down immediately because it doesn’t align with leadership’s 
expectations or anticipated plan.

It then flows down through every level of leadership. We want peo-
ple to speak up, share ideas and try something different. If it doesn’t 
work out, we look back and ask how to use it as a learning experi-
ence and how to create a success from it. Even if the initiative didn’t 
play out the way we wanted, we carry the lesson forward so we can 
iterate and get even better the next time.

Q  David

Does the program also teach people how to recover when a risk 
does not pay off?

Psychological 
Safety Starts at 

the Top

We want people to 
speak up, share ideas 
and try something 
different.

A Culture That 
Invites New 

Ideas
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A  Matt

Yes, and that is key. If we ask people to take risks and try something 
new or different, or to move ahead without full confidence that they 
have answered every question, we have to go in understanding that 
we will need to learn, adapt and continuously improve. Part of that 
is having the tools and mechanisms to look back, explore and take 
the lessons learned. It also looks forward.

If I could tell you one thing about human beings, it is that all of us 
will make mistakes at some point and choose the wrong thing at 
some point. An organization needs a mindset that accepts this. That 
tells us two things. Not everything will work out the way we intend-
ed, so we need mechanisms and systems in place that let people 
fail safely, with support structures that help them recover.

Second, we need to adopt learning as an active and conscious strat-
egy. Looking back at a failure and saying that didn’t work, so we’ll 
try something different, is not enough. We ask what we learned 
from it and how we carry it forward. Learning as an active strategy 
is what lets someone shoot their shot with confidence that they will 
come away with something positive.

Q  David

How does your framework treat irreversible decisions versus 
reversible ones?

A  Matt

If a decision is irreversible, we come back to some level of quanti-
tative or qualitative analysis. The leader needs an understanding of 
the risks and rewards and needs to be able to say that, while they 

Learning as an 
Active Strategy

We need mechanisms 
and systems in place 
that let people fail 
safely, with support 
structures that help 
them recover.

Room to Fail 
Safely
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may not have all the answers, they have confidence in their plan 
and a plan for managing the potential interruptions, missteps or 
shortcomings in it. This is not jumping in blindly. You may not have 
every answer, but you need some agility in your decision making 
and a plan for what to do when things go wrong.

Outside of learning and development, I have worked in risk manage-
ment and business continuity planning, and its lessons apply well 
to leadership. In business continuity planning you never know what 
the disaster might be, but you need a plan. What are the crucial 
things we must maintain and continue? What is important but can 
be set aside temporarily? What sacrifices are we willing to make 
long term? And what is our plan for returning to our stable process-
es when things get interrupted?

Business decision making is no different. If a decision carries a 
potentially irreversible consequence, I need a business continuity 
plan for when things go sideways. What must I absolutely maintain? 
What can I set aside temporarily? And what is my plan for getting 
back to a normal state or making progress on my plan anyway?

Q  David

Many people see risk tolerance and agility as innate traits of a leader. 
Can they be developed in people who do not see themselves that 
way?

A  Matt

Looking at the leaders I have worked with, particularly the ones I 
consider real examples of successful leaders and business strat-
egists, there is no single right mindset or type of person who suc-
ceeds. I encourage people not to think that they have to change 
something about themselves.

A Continuity 
Plan for Big 
Decisions

There is no single right 
mindset or type of 
person who succeeds.

No Single 
Leadership 
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Instead, they should recognize where their approach to risk, or how 
they feel about risk, gets in the way of moving forward, and then 
leverage other strengths or grow their ability to sit in some level of 
discomfort. Being risk averse is not necessarily a bad thing.

People who are not risk averse may make decisions blindly and 
have some success because their decisions so far have played out 
in their favor, but that doesn’t mean they are doing the right thing.
We want people with some discomfort around risk to speak up. Part 
of psychological safety is making sure everyone has a voice and 
everyone’s voice is heard. I want the leaders on my team to tell me 
they have misgivings about a plan, because that lets me ask what 
we do if it happens and how we plan for that worst case scenario.

I also want those people to have the skills to answer those questions 
for themselves and find their own way to address their discomfort. 
Perfect is the enemy of the good, and someone so tied up in man-
aging every risk that they never move from risk management to ex-
ecution will sit on a plan until it is too late or never move it forward.

So I challenge people to recognize their risk aversion and ask how 
they can develop some comfort with risk without moving forward 
blindly. They can work with the other leaders on their team, or as 
a leader of others, work with their team to make sure the risk has 
been addressed and there is a plan. I never want anyone to discard 
that risk aversion.

Risk is there because your brain is telling you something important, 
and I don’t want to shut that voice off. I want an answer for it so I 
can move forward.

Q  David

Are companies extending this type of development beyond existing 
leaders to the broader workforce?

Risk Aversion 
Isn’t a 

Weakness

Risk is there because 
your brain is telling you 
something important, 
and I don’t want to shut 
that voice off.
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A  Matt

I still see a lot of leadership training delivered after people become 
leaders, whether that is at the frontline level, where someone is 
promoted into a leadership role and then receives training, or higher 
up, where we continue to hone their skills.

We don’t see much leadership or soft skills training targeted at in-
dividual contributors, but I do see a recognition that those skills 
are valuable, and I see people starting to ask for that training to be 
offered more broadly.

I am working with one of our clients right now to roll out commu-
nication skills training and emotional intelligence training to their 
leaders and to their line employees. They recognize that whatev-
er your role in the hierarchy, you have to work collaboratively with 
people.

You need some ability to influence without the direct authority an 
org chart position gives you, and you need effective ways to collab-
orate and work as a team. We still do most of our leadership training 
at the leadership level, but there is growing recognition of the value 
of improving everybody’s ability to collaborate and communicate.

Q  David

How does communicating a clear mission and vision help create an 
environment where good decisions can be made?

A  Matt

I am a big proponent of articulating your mission and vision so peo-
ple know why we are here, what we are trying to do and what they 
can rally around. Blind risk is taking risk without understanding what 

Leadership 
Skills for 
Everyone
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mission and vision so 
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they can rally around.
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you hope to accomplish and without a clear plan for getting there. 
The mission gives us our endpoint and the reason for what we do. 
The vision describes what we will be as a team to get there.

The better a leader communicates what they are here to accomplish 
and the type of team or organization they are building in pursuit of 
that mission, the easier it is to get people on board and aligned.

A team that doesn’t know why it is here or what it is trying to pro-
duce will flail around, because every person will do what they think 
is most important for their own reasons. The mission is our guiding 
star. It gives everyone a direction and helps them answer whether 
they are doing the right thing, working toward the right goal and 
sharing a purpose.

That is key to a leader’s success whether or not they have the an-
swer to every question right now. We will come across things we’re 
not sure about that were not in our plan, but because we have the 
mission and know our end result, we know the direction we need 
to go to get around those obstacles or overcome those challenges.

Q  David

What other aspects of the program make it unique?

A  Matt

A few of the things we develop I have already touched on. First, we 
are not trying to fit everybody into the same cookie cutter mold. No 
archetype exists that you have to match to be an effective leader. 
Everyone is most successful when their words and actions are best 
aligned with who they are. People have strengths and areas where 
they have limitations or challenges.

The Mission Is 
Your Guiding 

Star
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Recognizing those limitations is about finding ways to leverage 
strengths to offset them, or to gain enough comfort and confidence 
that the limitations stop being absolute stops. It is never about ig-
noring them or pushing through with sheer mental brute force.

Take the people who are risk averse. I don’t want them to throw 
caution to the wind. In our program we focus on building skills and 
building the self-awareness to recognize when they may be hold-
ing themselves back, and then the skills to take that recognition, 
make a conscious choice to move forward and move past those           
challenges.

They can recognize that their concerns may be leading them to be 
cautious and turn that caution into proactive efforts to look ahead, 
recognize risk, plan to manage it and still get off the starting blocks.

Some of that is personal recognition and growth. Some of it is de-
veloping capabilities around risk management.

If someone is so risk averse that they are very afraid to make a de-
cision, we may talk about how to manage the risk they know is out 
there and how to develop the mental agility in their decision making 
to say that if something comes up they don’t have a plan for, they 
know they can adapt and develop one as needed.

Q  David

What final takeaway would you like to leave with leaders who are 
reconfiguring, adding to or building a leadership development 
program?

A  Matt

We don’t get better by chance. We improve through a conscious 
focus on learning and continuous improvement, whether we are 

Turning 
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talking about individual contributors or leaders at any level of an 
organization. We want to keep moving our skills and performance 
forward through the leadership skills and communication skills that 
help all of our teams develop.

My closing thought is that we have a conscious strategy for how we 
develop leaders within our own organization, and we want to help 
leaders in any organization develop that same conscious strategy 
for improvement.

That includes the ability to set sail without knowing every risk that 
is out there, making a conscious decision to take a risk with the 
knowledge that they can adapt and address challenges as they 
come along.

Here are some ways to listen to the 
interview on Brandon Hall Group’s 

Excellence at Work Podcast:

YouTubeSpotify Podcasts

Set Sail, Then 
Adapt

https://www.youtube.com/watch?v=vT9JMN3QTwU
https://open.spotify.com/episode/7Ihniq1TbiHqsKEDYWjv6y
https://podcasts.apple.com/us/podcast/episode-346-learning-leaders-should-stop-waiting-for/id1103392971?i=1000792896143


Our Vision
A world where every HR organization drives business transformation through human 
capital excellence.

Our Mission

What Organizations Gain

To provide CHROs, CLOs, and workforce leaders with the intelligence, tools, and 
community they need to drive business transformation through human capital excellence.

Move Forward with Confidence
The Brandon Hall Group Eminence Program brings together the intelligence, guidance, 
and executive collaboration leaders need to navigate today's workforce challenges and 
prepare for what's next.

Organizations partner with Brandon Hall Group to:

• Make human capital decisions with greater confidence.

• ﻿﻿Reduce risk in workforce transformation and strategic investments.

• Accelerate the execution of HR, talent, leadership, and learning initiatives.

• Build organizational capabilities that create lasting business value.

• Learn from proven practices of organizations recognized by the Excellence Awards  
Program.

Explore the Eminence Program

Elevating the World of Work
institute.brandonhall.com

HCM Conference 2027 | Awards | Summits

Shaping Excellence in the Future of Work

https://brandonhall.com/enterprise-membership/
https://institute.brandonhall.com/
https://excellenceconference.brandonhall.com/
https://www.linkedin.com/company/brandonhallgroup/posts/?feedView=all
https://www.youtube.com/@BrandonHallGroup
https://www.instagram.com/brandonhallgroup/
https://podcasts.apple.com/us/podcast/brandon-hall-group-excellence-at-work/id1103392971
https://brandonhall.com/enterprise-membership/
https://institute.brandonhall.com/
https://excellenceconference.brandonhall.com/
https://www.linkedin.com/company/brandonhallgroup/posts/?feedView=all
https://www.youtube.com/@BrandonHallGroup
https://www.instagram.com/brandonhallgroup/
https://podcasts.apple.com/us/podcast/brandon-hall-group-excellence-at-work/id1103392971

