
Belden’s Early Career 
Leadership Program

INVESTING IN OUR FUTURE BY DEVELOPING 
THE NEXT GENERATION OF LEADERS



TALENTCOMPANY SITUATION PROGRAM ATTRACT MANAGE MEASURE RESULTS REFINE
COMPANY

Belden is a global high-tech company producing connectivity, networking 

and security solutions for enterprise and industrial markets. Belden has 

manufactured cable, connectivity and other networking products since  

1902, when the company was founded by Joseph C. Belden in Chicago, 

Illinois. 

 

Belden is made up of the following brands:

INDUSTRY

REVENUE/SALES

EMPLOYEES

HEADQUARTERS

Technology

$2.4 billion

10,000

St. Louis, Missouri

Who We Are1

BELDEN’S CULTURE AND VALUES

Belden is made up of a global team of dedicated people, committed to designing, creating and delivering world class-solutions. Belden 

is deeply rooted in the communities in which we live and work. At Belden, our Values help ensure that we focus on results, continuous 

improvement, and stretch ourselves to deliver exceptional performance for our shareholders, our customers and for all of the people who 

work in Belden. We fundamentally believe that by satisfying the demanding and sometimes seemingly paradoxical needs of these three 

critical stakeholders, we will continue to be a successful company and a great place to work.

COMPANY SNAPSHOT

®

CUSTOMERS DEFINE 
OUR SUCCESS

CONTINUOUS 
IMPROVEMENT IS 
OUR WAY OF LIFE

WE SUCCEED TOGETHER 
THROUGH TEAMWORK

WE INVEST IN TALENTWE REACH FOR  
GREATNESS

WE PLAY TO WIN
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“At Belden, our talent development efforts mirror the rigor 

around our strong financial and operational performance. 

Making talent development a key 

business initiative focused on 

development opportunities and career 

advancement demonstrates our 

commitment to investing in talent.”

Dean McKenna

Senior Vice President, Human Resources

TALENT

Belden’s Talent Strategy2
TALENT

When it comes to hiring talent, Belden prefers building, not 

buying. This means that talent is developed internally in order to 

promote from within rather than relying on the external market 

to fill roles. This strategy is critical to maintain our unique 

company culture across the organization and to increase 

engagement among employees. 

While some companies utilize the “buy” talent strategy, where 

talent is sought through external sources, we have found that 

the “build” strategy is both more successful and more cost 

effective. External hires make an average of 18% more than 

internal hires, and the cost to hire them is nearly twice that of 

their counterparts. But it’s not all about money – external hires 

have a significantly higher rate of failure than internal hires. 

Belden has a goal to fill 75% of our succession positions 

internally. These are positions we deem business-critical and 

include key leadership roles. The build strategy is so important 

to Belden that it is included as one of our company Values.

Hiring externally costs more than 

promoting internally typically because the 

individual is being compensated for the 

risk of their move. On top of that, external 

hires have a 40-60% failure rate compared 

to 25% for internal hires, according to 

some studies. 

 

We want to nurture and sustain our 

company’s culture as it is embedded in 

our Values, which guide our daily tasks, 

interactions, and the way we lead. Hiring 

internally reinforces our workplace 

culture and keeps it consistent across 

businesses and geographies, which is 

pivotal in maintaining high performance. 

Employees value employers who 

invest in their development and provide 

opportunities for them to advance in their 

careers. According to Harvard Business 

Review, a lack of mobility “discourages 

those who do stay from achieving great 

things.” Conversely, “employees who see 

clear career paths are incentivized to 

continue contributing at a high level.”

CULTURE ENGAGEMENT COST EFFICIENCY

WHY BUILD?
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Embody our Values and the Belden 
Business System, made up of six 
core processes that exist in every 
business and function across our 
company

Have the requisite business and 
leadership skills to perform at high 
levels

Understand the different 
businesses, markets, customers 
and geographies across the 
company

Benefit from strong relationships 
and networks across the company

Have high potential and are likely 
to stay with Belden long-term

SITUATION

Developing the
Early Career Leadership
Program

3
SITUATION

Belden recognized a need to address gaps in the talent pipeline. 

As our company looks internally to promote to available roles, 

we realized an issue could arise in not having enough talent to 

fill roles at the rate they become available. A solution was found 

in the potential of college graduates. 

Rather than hiring these young professionals straight out of 

college for a specific position, Belden saw an opportunity to 

train them to become leaders through a fast-paced, versatile 

program specifically tailored to their life stage – the Early 

Career Leadership Program (ECLP).

Early career hires are at the beginning of Belden’s talent 

pipeline. By hiring talent straight out of college, we are able to 

teach them the Belden way from the beginning and get them 

acclimated to the company culture sooner rather than later. Our 

goal is that, in the future, a majority of external hires will be 

early on in their careers. 

The ECLP is pivotal in reaching this goal.

DEVELOPING FUTURE 
BELDEN LEADERS

PROGRAM 
INITIATED 

PARTICIPANTS 
TO DATE

June 2017 
 

112 (2019)
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PROGRAM

SELECT FROM SEVEN 
FUNCTIONAL TRACKS SUITED  
TO YOUR CAREER INTERESTS.

FINANCE

HUMAN 
RESOURCES

RESEARCH & 
DEVELOPMENT

COMMERCIAL

OPERATIONS/ 
SUPPLY CHAIN

GENERAL 
MANAGEMENT

INFORMATION
TECHNOLOGY

ECLP Design and
Framework4
PROGRAM

The ECLP is a three-year program designed to give graduates 

a breadth of experience across a functional area before 

immediately assuming a role within our company. Participants 

have three defined, 12-month long rotations at different Belden 

locations in functions specific to their business areas. The goal 

is that each location will build on their foundation of knowledge, 

which will in turn help them on their career leadership paths 

within their functions.

The ECLP has seven program tracks: Finance, R&D, Operations/

Supply Chain, IT, HR, Commercial, and General Management. 

Each track provides functional learning designed with a 

70/20/10 model in mind. This means that individuals obtain 

70% of their knowledge from on-the-job experience, 20% from 

interaction with others (mentors, managers, colleagues, etc.) 

and 10% from educational learnings (classroom or online 

trainings). Within each rotation, the ECLP participant will gain 

real-world, hands-on experience through day-to-day tasks, 

special projects and classroom or computer-based training 

opportunities.

The ECLP provides a leadership curriculum that develops people 

management and leadership skills. This curriculum begins 

during onboarding with an introduction to Belden strategy, 

platforms and leadership. Additionally, ECLP participants 

have annual week-long leadership trainings in the classroom 

throughout their entire cohort. The objectives of the leadership 

trainings include:

• Learning self

• Learning others

• Leading others

Challenge Projects must be completed during the program, in 

which ECLP participants from various functions work together 

in groups on a problem or issue nominated by leaders within 

Belden. These projects promote cross-functional knowledge 

sharing and provide them with experiences diverse from their 

day-to-day tasks. The goal is to increase ECLP networking 

within the cohort as well as with other Belden stakeholders.

Additional feedback and support is provided through mentor 

and buddy relationships. ECLP participants are given a senior-

level mentor for the duration of the program who provides 

guidance on Belden strategy and discusses potential career 

paths. A local buddy is also assigned for each rotation, who 

gives day-to-day support, shares ideas and experiences and 

fields general questions.
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ATTRACT

Recruiting Plan5
ATTRACTING TALENT

Timeline and Strategy

The ECLP recruiting period ranges from August to March. 

However, recruiters fill as many roles as possible before the 

end of the calendar year and conduct most of their interviews 

by October. The process begins in June with preparations 

for career fairs and logistical planning for traveling to various 

college campuses. Recruiting efforts are focused heavily in 

the fall, aligning with the timeframe in which most students are 

thinking about their plans after graduation. (Note that timing 

can vary in regions outside of the U.S.)

Belden involves themselves in the recruiting process by 

sending people within specific business departments to 

conduct booths at career fairs and other events. This allows 

potential ECLP participants to meet people within their area 

of interest and get an idea of what the role is like from a 

legitimate source. We also send current ECLP participants to 

career fairs and share their experiences in the program with 

interested students.

At most schools, ECLP recruiters will host preliminary 

informational sessions. This establishes a framework 

of the program for students and gives them an 

opportunity to network with Belden employees before 

the day of the career fair. 

We strive to extend beyond career fairs with other 

campus events unique to Belden. We often work with 

campus organizations and professors to conduct 

other forms of outreach, such as case studies or class 

presentations on the company.

As Belden is not a household name, our outreach 

efforts are heavily reliant on word-of-mouth from 

former interns or current ECLP participants who can 

give students insight that other employees wouldn’t 

have. This allows us to draw more qualified candidates 

who have a deeper understanding of the program going 

into it.
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ATTRACT

Recruiting Plan5
TARGET SCHOOL DETERMINATION

Determining the right colleges to draw ECLP candidates from is based on several factors. First, we consider academic rigor and the 

strength of the college’s programs. Because Belden is a results-oriented company that develops solutions to complex problems or 

needs in Industrial and Enterprise markets, we seek candidates with educational backgrounds that best fit with Belden’s initiatives. 

Another consideration is the geographic locations of schools. While we want ECLP participants to be mobile, we also recognize it is 

easier to recruit students from schools that have a general proximity to Belden locations. For example, the Belden plant in Richmond, 

Indiana, draws lots of talent, so we often recruit from the state’s schools, such as Purdue University and the University of Indiana. 

Having close proximity to Belden offices also makes it easier for employees and representatives to participate in recruiting events.

We continually measure our schools to ensure we are getting the right talent from our outreach efforts and seek opportunities at 

other schools as well.

ATTRACTING TALENT

CORE UNIVERSITIES

UNITED STATES

CANADA

EUROPE

ASIA
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MANAGE

Managing the Program6
PROGRAM MANAGEMENT

Internal Team

Behind-the-scenes of the ECLP is an internal team consisting of three interconnected roles. At the head of the team is the 
Program Manager, who leads the rotations and strategizes the overall development of the program. Another important 
role is the manager who works on getting talent into the company through outreach, interviews, phone calls and other 
necessary tasks. The supporting role works with logistics, communications and planning events.

Support from Business

One of the most essential resources needed to run the ECLP is support from the business. People from each department 
of the company are needed to represent their roles in campus outreach efforts and to conduct first and second-round 
interviews. We value having Belden employees involved in the recruiting process so that students can network with 
people from represented departments. We also need input from key Belden business leaders in the decision-making 
process proceeding the recruitment stage.

Support from business is essential in making sure ECLP participants feel welcomed and supported once they step 
into a Belden office. The ECLP is a tremendous career development opportunity. People within the business deliver this 
commitment and teach participants valuable skills that they can apply later in their careers with Belden. Senior leaders 
are needed to act as mentors so they can obtain a greater understanding of the broader Belden and how they fit into 
the business. Managers are needed to challenge them as well as give them the flexibility to learn things outside of their 
specific department. This ensures that they are getting everything they can out of the program.

External Sources

In order to run the program efficiently, we utilize multiple external sources. We partner with online sources like Way Up 
in order to post jobs and program information on sites where college students are most likely to see it. This allows us to 
interact with students who wouldn’t necessarily be at a career fair, or who attend a different college than where recruiting 
efforts are concentrated.

For the leadership development portion of the program, an external vendor is used to deliver teaching and training. 
This includes onboarding and the week-long training session attended by the entire ECLP cohort. We do this to ensure 
participants get the best training possible during their program to help them succeed, as many companies have struggled 
with people obtaining positions of leadership without having proper leadership training beforehand.
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MEASURE

Measuring Success7
To measure the success of the program, we must be able to demonstrate value. Each year, Belden has a target for the amount of High 

Potential Employees brought into the organization. Those who are recently hired and do not yet have a work history with Belden are called 

Unvalidated High Potentials (UHPs). This group is expected to increase in retention with the ECLP. 

We evaluate the success of the program using these Key Performance Indicators:

 
RETENTION

Are we retaining more, fewer, or the same amount of UHPs proceeding the completion of each cohort?

PERFORMANCE RATING

On average, we expect ECLP participants will receive a higher rating than the average Belden employee. 
Looking at Belden’s Performance Metric, is this consistent with the performances of  

former ECLP participants?

 

In addition to these measures, it is important for us to scale the program through positive reviews and increased interest. This would likely 

arise through word-of-mouth from ECLP participants to interested students. Increased awareness would allow us to grow and hone the 

program more efficiently, making the recruiting process easier.

MEASUREMENT

THROUGH THE YEARS: ECLP RETENTION

28 out of 36

2017

77%
38 out of 38

2018 

100%
38 out of 38

2019 

100% 



TALENTCOMPANY SITUATION PROGRAM ATTRACT MANAGE MEASURE RESULTS REFINE
RESULTS

Seeing The Value8
The ECLP was born out of the idea that there could be 

a potential talent gap when successors are needed 

to move into future leadership roles, as Belden puts 

a strong emphasis on promoting from within. The 

ECLP added value because it created a way to keep 

the pool of internal candidates readily available by 

increasing the amount of early and mid-career level 

employees. 

Another impact of the program is its effect on the 

Belden employer brand. Job seekers may hear 

about the program and understand how it reflects 

Belden’s commitment to developing its employees. 

Regardless of whether they are qualified for the 

program, it could give them a positive view of Belden 

overall as it demonstrates how important it is for 

us to provide our employees with career growth 

opportunities. This could have a significant impact 

on how Belden is perceived as a potential employer 

– which benefits every role across the business, not 

just those involved in the ECLP.

The most important value derived from the program 

is the impact it has on the ECLP participants 

themselves. The goal is that the program will 

advance their careers and provide them with the 

tools they need to be successful leaders in their 

roles. Their rotations to different locations should 

give them a broader perspective of the company as 

a whole and further insight into how they fit within 

it. By the end of their cohort, we hope to produce 

well-rounded individuals with the ability to not only 

succeed for their own interests, but to help others at 

Belden succeed.

RESULTS

“I have been so lucky to learn from a sales team 
that has a lifetime of experience and knowledge. 
The passion that each Sales Engineer exudes 
to each customer is inspirational to a young 
professional like myself. As I start my third and 
final rotation in the ECLP program in June, I 
look forward to putting what I have learned into 
action as a Junior Sales Engineer in Boston, MA.” 
 
Colleen Gartland

“I was drawn to the ECLP HR track because I knew 
that I would be exposed to a wide range of projects 
and unique challenges. My manager is invested 
in my personal development and my team has 
valued my individual contributions. This program 
has been a great introduction to my career in HR.” 
 
Anna Dragon

“I joined Belden’s Early Career Leadership Program 
because they really put an emphasis on developing 
the members as future leaders of the company. 
Getting a wide variety of real-world skills is crucial 
for creating a great foundation for your career and 
this program does a really good job establishing 
that. Two months into the program it is clear 
that I made the right choice choosing Belden.” 

Justin Keller

“I joined Belden to be part of a team that both 
plays to win and invests in their employees. 
Their leadership program provides many 
unique job opportunities and experiences while 
guiding me to become a well-rounded and 
knowledgeable leader in the engineering field.” 
 
Jonathan Purdy
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REFINE

Continuous Improvement
is Our Way of Life9

We continually seek avenues to refine and improve the program 

to make it the best that it can be. One of the ways the ECLP 

has improved since its launching is by offering new program 

tracks to participants interested in more specific fields. For 

example, within the General Management track, we now offer 

different rotations geared toward people interested in product 

management.

We want to continue to strengthen our mentorship program 

so that individuals who come into our offices feel supported 

by managers and leadership because they are genuinely 

interested in what they’re doing, and want to help them along 

the way. This has multiple benefits, such as ECLP participants 

finding value in their roles and producing a higher rate of 

retention. Additionally, this benefits Belden leaders by giving 

them more access to the perspectives and ideas of young 

professionals who are new to the company. 

We are interested in extending ECLP rotations beyond our 

locations in the US. Rotations to global offices would give ECLP 

participants exposure to different companies and cultures 

outside of one specific region. Cost and tax implications 

across countries would have to be considered in pursuing this 

opportunity.

NEXT STEPS

FOR MORE INFORMATION:

Visit www.belden.com/eclp

Email us at corporate.communications@belden.com 

At Belden, we are proud of the success of the ECLP as it has provided an innovative solution to filling gaps in the talent succession 

pool. The program has had multiple and significant impacts on participants, employees, managers, senior leaders and prospective 

employees of Belden. We look forward to building upon the success of our endeavor and investing in more young talent, as they will 

carry Belden into the future.

ADDING  MORE 
PROGRAM TRACKS

STRENGTHENING 
MENTOR PROGRAM

GLOBAL ROTATIONS

AREAS OF 
IMPROVEMENT


