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organizational goals and involve-
ment of, 45-46

retaining opportunities for,
203-204

staffing issues affecting, 75-76

training needs assessment survey
given to, 56e-58

See also Trainees

Inpex 215

Enterprise-wide strategic goals
description and need for, 38—40
training role in achieving,

41-42

Equal access, 29-30

Equal Employment Opportunity
Commission, 165

Equipment issues, 76-77

Estes, F., 152

Evaluating Training Programs

(Kirkpatrick), 150
Evaluation
data collection for, 157-160
dealing with unfavorable results
of, 196-197

determining training’s value
through, 168-174

“how did the training go?”
question of, 146

importance of conducting
training, 145-146

importance of follow-up
through, 30

incomplete or non-existent, 26

learning analytics and, 174-180

methods used for, 150-157

questions raised by, 165-166

responsibility for, 146-150

ROI (return on investment)
level of, 156

sexual harassment prevention
training, 160-166
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on need to know, 175
recommended timing of, 179
system requirement for, 177
Learning data, 192-193
Lectures
experiential, 118-119
instructor, 118
Lewin, K., 4, 82
Liability
accountability issue of, 29
effective training for minimized,
27-30
equal access issue of, 29-30
inadequate training, 28
management of training room
behavior and, 28-29
reasonable care concept of, 28
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gathering information on training
needs from, 51-55
inconsistent training support of,
2627
needs assessment on leadership
and, 75
training design and planning role
by, 101-103
training needs assessment survey
given to, 56e-58
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data collection on, 160-161
data results/analysis of, 161-164fig
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SMART goals
overview of, 44—45
sexual harassment prevention
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89-92
Society for Human Resource Man-
agement (SHRM), 15, 21
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Socrates, 145
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101-103
publicizing training outcomes to,
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description of, 58-60
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64-65
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technology-based materials, 101
for training delivery, 124-127
Technology-assisted delivery
self-study (self-paced) and online
training, 124-125
teleconferencing, 125-126
web courses, 126-127
web modules and podcasts, 127
Technology-assisted evaluation
data marts, 183-184
digital dashboards, 184-185
online surveys, 180-183
Teleconferencing, 125-126
380-degree feedback, 181
Time-bound goals, 44-45, 91
Timing issues
learning analytics application, 179
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Timing issues (continued)
off-site training, 140
plan for managing training time,
93-94
providing practice time, 87-88
Toastmasters, 1617
Tolstoy, L., 81
Tradeshows and conferences, 133
Train-the-trainer model, 114-116
Trainees
evaluation responsibilities of, 148
first impressions of training by, 87
materials provided to, 98-99, 100
maximizing training needs assess-
ment survey participation, 58
online surveys of, 180-183
retaining opportunities for,
203-204
training instruction role by,
119-120
transmissional learning by, 26-27
WIIFM (What’s in it for me?) and,
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common deficiencies of, 23-25
common themes of, 18
competency-building activities,
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determining vendor, 129
IBSTPI study on, 106-107
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presage variables of, 107-108
process variables of, 108-109
pyramid model (ASTD) on,
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related to training delivery, 105-109
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aligning organizational need
with, 171
change element of, 2
consequences of failed or
ineffective, 20-23
definition of, 2
determining priorities of, 43
determining value of, 168-174
ensuring successful, 188-207
force field analysis behavior
change after, bfig
goal focus element of, 2-3
liability of inadequate, 28
managing participant behavior
during, 28-29
for minimized liability, 27-30
needs assessment for, 49-79, 171
offsite, 137-140
participant first impressions of, 87
purpose of, 189
ROI analysis improving support
for, 172-173
ROI model isolating effects
of, 173
supportive role in achieving goals,
41-42
transmissional learning through,
26-27
WIIFM (What'’s in it for me?) issue
of, 9, 45, 86, 195
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Training Action Plans, 61, 63, 65
Training and Development Journal,
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: qualified trainers and content
providers, 199-200
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capturing results of, 204-206¢
description of, 197
rationale for, 207
seven keys to an effective, 197-204
See also Audit conductor
Training database, 202-203
Training deficiencies
failure to address important job
tasks, 25
inadequately skills or unqualified
trainers, 24—-25
knowledge and skill erosion fol-
lowing, 25
policy not to ensure practice, 23
unrealistic expectations, 23-24
Training delivery
achieving training goals
through, 105
assessing outsourced, 134-135
classroom techniques used for,
116-124
instructor competencies related
to, 105-109
using internal and external
resources for, 109-116
technology-assisted, 124-127
Training delivery resources
informal OJT (on-the-job
training), 116
live instructor versus technology,
112-113
off-the-shelf design and delivery,
110-112
overview of, 109-110
using subject-matter experts
(SMEs), 113-114
training-the-trainer model as,
114-116
Training design
adult learning theory applied to,
82-84
including practice time in, 87-88
incorporating adult learning
concepts into, 84-88
planning, 88-103
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covering key topics in, 93
determining training medium,
95-97
using goal statements in, 92-93
for managing training time, 93-94
program requirements and con-
straints considered in, 97-99
questions guiding the, 88-89
sequencing topics in, 94-95
SMART goals used in, 89-92
Training (magazine), 16, 174
Training manager, 148
Training mediums, 95-97
Training needs
case study on gathering
information on, 53-58
case study on task analysis for,
64-66
using macro and micros models to
identity, 50-66
strategic goal method to identity,
51-52
task analysis method for, 58-64
Training needs assessment survey,
56e-58
Training professionals
career challenges for, 20
commitment stage and, 11
competency development by,
12fig-19
denial stage and, 7-8
evaluation responsibilities of, 147
exploration stage and, 9-10
facilitating change role of, 11-14
inadequately skills or unqualified,
24-25
off-site, 139
presage variables of, 107-108
process variables of, 108-109
resistance stage and, 8-9
training audit on qualifications
of, 199-200
trend toward lower-salaried, 100
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Training professionals (continued)
See also Instructors; Outsourced
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allocating resources and expenses
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assessing outsourced, 134-137
assessing true cost of, 178
deficiencies of, 23-25
designing and planning of,
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tions of, 171-172
requirements and constraints of,
97-99
See also Outsourced training pro-
grams
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tions, 188-190
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publicizing training outcomes to
stakeholders, 191-197
training audit as, 197-207
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BCR (benefit/cost ratio) measure
of, 170, 171
dealing with unfavorable results
on, 196-197
learning analytics approach to,
174-180
organizational position and per-
ception of, 168
ROI (return on investment)
approach to, 156, 168-174
technology-assisted evaluation of,
180-185
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learning analytics of, 178
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Volunteer activities, 17
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Web courses, 126-127
Web modules, 127
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WIIFM (What’s in it for me?), 9, 45,

86, 195



