BUILDING THE FOUNDATION:




Why do
people come
to the training
department?
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-Julie Dirksen

Design For How
People Learn
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More information
may just provide more of the same puzgie
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We need to create
the piece that solves
the right problem

How do we do that?




Why do client
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come to you?

Make a list of
the last 10
projects you
worked on,

Including the
current one

you are
working on
today.




STEPONE

Clearlyitdentify W) S
the problem Al
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lllustration by ScotSimmermanvww.squarewheels.com



http://www.squarewheels.com/
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Successive Approximation Model
Analysis S A M 2

Implement

An Agile Model for Developing the Best Learning Experiences

Training Development typically follows ADDIE or S

THISISTHEBEGINNIN®F A FORANALYSIS
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Look for Skill Gaps










ATD Human Performance Improvement Model

Determine Desired Performance

Business Performance and Influence Solution
Analysis Key Performance Analysis Analysis Selection
* Determine goals, * |dentify organizational, Formulate and test * ldentify primary and
roles, and project details managerial, and key hypotheses for: secondary influences
« Gain management performer critical - YYoHkplaEAAna on performance
commitment to outcomes J Structure * Identify barriers and
Human Performance * - Work P enablers to desired
Improvement approach , » : \ -’ DER FLOCE256S performance
. * Determine key wor — « Management and —’l . .
* Determine Who, How, processes and tasks Organgizational Support * Align solutions to

and What will be
measured » Conduct structured
observation

specific performance
* Technology and needs of workplace

Resources * Recommend solution

» Human Resources set
and Selection

* Identify information and
decision processes
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y N * Learning and
Development

m * Personal Motivation

* Actual/current
performance state

A Solution Planning
and Implementation S 4

Evaluation and Results
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» Evaluate solution set effectiveness often * Develop a holistic implementation strategy
* Evaluate actual vs. desired performance « Align organizational functions to the plan

« Elicit feedback "_ * Obtain stakeholder approval and support

* Make continuous improvements * Design, develop, and test solutions

* Determine if management expectations have been met * Implement solutions and track results
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Six Boxesg Carl Binder

Expectations &

Tools & Resources

Conseqguences &

Feedback Incentives
Skills & Knowledge Selection, Motives &
Assignment, Preferences
Capacity
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HAREYOURHNDINGS

RESTATEHEPROBLEN
INA SENTENCE

If the problem cannot be stated in one
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Determine wihat // ‘ ). S
they need A\#72

Outline the solution




ASKQUESTIONS

Wh O needs the training?
do they need
Wh at to know and do?
do they need
Wh e nto know and do it?
Wh ere do they need

to know and do it?

Why do they need

to know and do it?

H O\ do they need

to know and do it?



Remember the answers

Wh O needs the training?
do they need
Wh at to know and do?
do they need
Wh e r'Ito know and do it?
Wh ere do they need

to know and do it?

Why do they need

to know and do it?

H O\ do they need

to know and do it?




DEFINEFHEPURPOSE

What do they need to be able to do?

T What do they need to
knowto be able todo
it?

T How will you know

when they are doing it
correctly?



