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“ompetencies include knowledge, skills or

havior critical for successtul job performance.

he goal of training is for employees to master
the competencies and apply them to their day-
to-day activities.



S [raining? (cont.)

to gain a competitive
any should view training
reate intellectual capital.

es basic skills

ced skills an understanding of the

er or manufacturing system, and self-
ted creativity.



aining
ic business goals and objectives.
sign process to ensure that

ses an instructio
aining is effective.

mpares or benchmarks the company's training
rograms against training programs in other
mpanies.

eates working conditions that encourage
continuous learning.



ing - requires employees to
ire work system, including

, and the company.



active role in:



What is Tr

is being evaluated on how

business needs related to

ing, behavior change, and performance
ovement.




er emphasis on:

employees. _
erformance improvement as an ongoing process

arning as a lifelong event.

" Training being used to help attain strategic business
objectives.



netimes referred to as the ADDIE model
1se it includes analysis, design, development,
lementation, and evaluation.

i d be systematic yet flexible enough to adapt to



Higure 1.1 - Training Design
Process

2. Ensuring Employees’ 3. Creating a Learning Environment
Readiness for Training

Leaming Objectives

Attitudes and Motivation Meaningful Material
Basic Skills Practice
Feedback

Community of Learning
Modeling

4. Ensuring Transfer of Training Program Administration

Self-Management
Peer and Manager
Support

| ﬂ g Method 7. Monitoring and Evaluating
Traditional the Program
E-leaming Conduct Evaluation

Make Changes to
Improve the Program




1g Effective Training
(cont.)

the specific ISD approach used,
are the following assumptions:

o des effective only if it helps employees
ach their trair pjectives.
casurable learning objectives should be identified
ore the training program begins.

uation plays an important part in planning and
0osing a training method, monitoring the training
oram, and suggesting changes to the training
esign process.




Effective Training
(cont.)

ments of each activity found in the model; this
time and cost to developing a training program.

ies an end point: evaluation.



Economic cycles

Globalization

Increased value placed on intangible assets and human capital
Focus on link to business strategy

Changing demographics and diversity of the work force
Talent Management

Customer service and quality emphasis

New technology

High-performance work systems




Forces Infl

Learning

TOV for companies to take a

ser look at tramm and development to identify
)se activities that are critical for supporting the
siness strategy as well as those mandated by law.




Forces 1

Learning

development opportunities

o global employe

ovide cross-cultural training to prepare
nployees and their families to understand the
ulture and norms of the country to which they are
ing relocated and assists in their return to their
home country after the assignment.



Human Capital

Tacit knowledge
Education

Work-related know-how
Work-related competence

Customer Capital

Customer relationships
Brands

Customer loyalty
Distribution channels

Social Capital

e Corporate culture

e Management philosophy

e Management practices

e Informal networking systems

e Coaching/mentoring relationships

Intellectual Capital

e Patents

e Copyrights

e Trade secrets
-

Intellectual property



not through manual labor
v, perhaps about



Forces Ir
Learning (

- the degree to which
mployees are fully involved in their work and the
ength of their commitment to their job and the

with attitude or opinion surveys.



ning organization - embraces a culture of
felong learning, enabling all employees to
itinually acquire and share knowledge.



j|ble 1.3 - How Managing Cultural Diversity
Gan Provide Competitive Advantage

Rationale

1. Cost As organizations become more diverse, the cost of a
poor job in integrating workers will increase.
Companies that handle this well will create cost
adwvantages over those that don't.

2. Employee Attraction

and Retention Companies develop reputations on favorability as
prospective employers for wormen and ethnic
minorities. Those with the best reputations for
managing diversity will be the most attractive
employers for women and other minority groups. As
the labor pool shrinks and changes composition, this
edge will becorme increasingly important.

3. Market Share For multinational organizations, the insight and
cultural sensitivity that members with roots in other
countries bring to the marketing effort should improwve
these efforts in important wvways. The same rationale
applies to marketing to subpopulations within
domestic operations.

4. Creativity Diversity of perspectives and less emphasis aon
conformity to norms of the past (which characterize
the modern approach to management of diversity)
should improve the level of creativity.

5. Problem-solving Heterogeneity in decisions and problern-solving groups

potentially produces better decisions through a wider

range of perspectives and more thorough critical
analysis of issues.

Greater adaptability in a rapidly changing market.

Flexibility




s becoming increasingly more important
ause of:

yccupational and job changes.

tirement of baby boomers.

= skill requirements.

" the need to develop leadership skills.



Forces Influ
Learning

ce and quality emphasis

1agement (TQM) - a
0 continuously improve the
and systems accomplish



Forces In

Learning

‘ pany receives training in
ty, which i igned into a product or service
ent errors from occurring rather than being

d and corrected.



with feedback based on

ers measure prog



Forces |
Learning

vice and quality emphasis
drige National Quality Award ,

, is the highest level of national
hat a U.S. company can

[SO 9000 is a family of standards that include
rements for dealing with how to establish
ity standards and how to document work
esses to help companies understand quality
lem requirements.



Table
Malcolm E
Examinatic

e, SN .

Leadership 120
‘ The way senior executives create and sustain corporate citizenship, customer

focus, clear values, and expectations and promote quality and performance

excellence

Measurement, Analysis, and Knowledge Management 90
The way the company selects, gathers, analyzes, manages, and improves its
data, information, and knowledge assets

Strategic Planning 85
The way the company sets strategic direction, how it determines plan
requirements, and how plan requirements relate to performance management

Work Force Focus 85
Company's efforts to develop and utilize the work force and to maintain an

environment conductive to full participation, continuous improvement, and

personal and organizational growth

Process Management 85
Process design and control, including customer-focused design, product
and service delivery, support services, and supply management

Business Results 450
Company's performance and improvement in key business areas (product,

service, and supply guality; productivity; and ocperational effectiveness and

related financial indicators)

Customer and Market Focus 85
Company's knowledge of the customer, customer service systems,
responsiveness to customer, customer satisfaction

Total Points




Learning (

ice and quality emphasis
- a process of measuring,
analyzing, i 1mpro ving, and then controlling

rocesses once they have been brought within the
arrow six sigma quality tolerances or standards.

aining can help companies meet the quality
allenge by teaching employees statistical process
ntrol and engaging in “lean” processes.




1stomers with what they need and want.
30 10015 - a quality management tool designed to

nsure that training is linked to company needs and
- performance.



Forces Infl
Learning

ovides greater accessibility to training and
sistent delivery.



’rovides the possikt of creating a learning
ironment with many positive features such as

s companies greater use of alternative work
angements.



Forces In

Learning

1ce models of work systems

orl lve employees with various skills

vho interact to assemble a product or provide a
rvice.

pss training - training employees in a wide range

skills so they can fill any of the roles needed to be

formed on the team.



Forces

1ce models of work systems

Virtual team: ms that are separated by time,
zeographic distance, culture, and/or organizational
oundaries and that rely almost exclusively on
hnology to interact and complete their projects.

Use of new technology and work designs are
- supported by human resource management
practices.



carning hours, have remained stable over the last

veral years.

ere is an increased demand for specialized
earning that includes professional or industry-
ecific content.

e use of technology-based learning delivery has

increased from 11 percent in 2001 to 33 percent in
2007.



(cont.)

arning efficiency, and has resulted in a larger
ployee-learning statf member ratio.

he percentage of services distributed by external
providers dropped from 29 percent in 2004 to 25
percent in 2007.



dable 1.8 - Comparison of BEST Award
wWinners and Benchmark Companies

Benchmark BEST Award
Company Winner

Amount of training received per employee 43 hours
Amount spent on training
» Percentage of payroll
* Per employee
Average percent of [earning hours used via
learning technology
Average percent of live instructor-led training



diable 1.7 - Characteristics of
BEST Award Winners

.

Alignment of business strategy with training and development
Visible support from senior executives

Efficiency in training and development through internal process improvements, use of
technology, outsourcing

Effective practices by aligning training and development to business needs and
providing all employees with access to training and development on an as-needed basis

Investment in training and development
Different learning opportunities provided
Measurement of effectiveness and efficiency of training and development activities

Non-training solutions for performance improvement used, including organization
development and process improvement




jgure 1.4 - The 2004 ASTD
Competency Model

learning
strategist

business
partner

project
manager

professional
specialist

i V\WORKPLACE LEARNING AND PERFORMANCE ROLES

DESIGMNING LEARNING

IMPROVING HUMAN PERFORMANCE

DELIVERING TRAINING

MEASURING AND EVALUATING

FACILITATING ORGANIZATIONAL CHANGE

MANAGING THE LEARNING FUNCTION

COACHING

MANAGING ORGANIZATIONAL KNOWLEDGE

AREAS OF

® INTERPERSOMAL

?“‘:\ = Building Trust
< = Communicating Effectively
= > Influencing Stakeholders
O = Leveraging Diversity

= Metworking and Partnering

COMPETENCIES
I

EXPERTISE

CAREER PLANNING AND TALENT MANAGEMEMNT
5 SUPPORTED

® BUSINESS/ MANAGEMENT
= Analyzing Meeds and Proposing Solutions
= Applying Business Acumen

> Driving Results

= Planning and Implementing Assignments
= Thinking Strategically

COMPETENCIES

BY TECHNOLOGY

& PERSOMAL
= Demonstrating Adaptalkil
= Modeling Parsonal Devel

COMPETENCIES




f Training Practices
(cont.)

anies training and development
vided by trainers, managers,
s, and employee experts.

ing and development can be the
sibility of professionals in human
ces, human resource development, or
ational development.



of Training Practices
(cont.)

grow and/or recognize the
training for business success,
aining function, which
include instructional designers,

ctors, technical training, and experts in
tional technology.

) be a successful training professional
requires staying up-to-date on current research
~ and training practices.
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