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What iS
Training?

A M‘—m attempt to
increase Knowledge and skill or
choice behavior through Lormal
instruction and learning

A



Importance of
Trainmng

® Orgoanizations invest signillicam
resources in training and
development (TAD) - ATD
State of the Industry Reports

° $|G4-.2- bilion spent on TA&D
N 2012




GOLDSTEIN & FORD’S (2002)
TRAINING MODEL

Needs Assessment

Needs assessment

¢ Organizational
analysis

¢ Task and
KSAO analysis

® Person analysis

Training
objectives

Training and
Development

Evaluation

Y

Selection and
design of
training programs

Y

Training

Development
of criteria

Use of

evaluation
models

Training
Validity Levels

Training validity

Transfer validity

Intraorganizational
validity

Interorganizational

validity

_<




What Should the
training acecomplish?

e _in terms the oraganization's aoal«;?
e _in terms of the speciPic tasks?
e _in terms of the people involved?

AccompliSh thiS using
systematic analysis

° Sur‘veys
e Critical incidents
° Cogniﬁve task analysis

ThiS Step iS often
ignored by “vendors”




Work Readiness skills
self-Directed Learning skills
Adap+al0ili+y skills

Teamwork CaPanilH'ies

Expatriate skills
Critical l_eadercship
CaPabiIH'ies

(Campbell & Kuncel, 2002; Manhpower
Group, 20I5; Payscale, 2010)




"A relatively permanent change in knowledae or skill
produced by experience' (Weiss, 1990, p. 172, 1/0)

‘A multidimensional process that results in a
r'ela+ively endur'ing change in a person or
persons.physically, psychologically, and socially'
(Aexander et al, 2009, p. 18G; Ed Psych)

‘A rela+ive|y per'rmnen+ change in human capalailiﬁes
that can include knowled.ﬂe, skills, attitudes,
behaviors, and compe+encies that are not the result

of growth processes! (Noe, 2013, p. 152)




LEARNING OQUTCOMES

COGNITIVE LEARNING OUTCOMES
Verbal knowledae

Declarative Knowledae (DK) -
knowing what / \
Procec?ural knowledge (PK) - l

knOWinﬂ hOW Cognitive Outcomes Skill-Based Outcomes Affective Outcomes

Strategic/tacit knowledge - knowing | e Compiaion ]|+ Atiudna

which, when, and why « Knowiedge - Compositon N aeational
organization + Automaticity disposition

T Seif-e
Knowledae organization - mental models S Ry
Coaniﬂve 9+ra+eﬂies or me+acoani+ion - —
manaaemenJr of +hiﬂkiﬂa and learr\ing Figure 1. A preliminary classification scheme of learning outcomes.

process Kraiger, Ford, & Salas (1993)

FOUNDATION FOR SKILL DEVELOPMENT




Skill-based Learning Affective Learning
Outcomes Outcomes

Initial skill acquisition - initial Attitudingl - internal state that
attempts at skills; error prone inFluences choice of personal
ComPila-Hon - with Pr'acﬁce action (e.a., oHitudes towards
individual steps combined and cliversH-y)

Fewer errors Motivational

Au+oma+ici+y - with A LOT of O  Goal orientation
practice skil performed o SeIP-eH:icacy

quickly with ho errors © &oal-seﬁing




® Recognizes that behavior that is ® Person's «;eH:—eH:icacy con be
reintorced tends to be repeated increased using several methods

® Emphasizes that people learn on o Performance accomplishments

observing others (models) whom they Vieor Cen
o Vicarious experience
believe are credible and knowledaeable z P

. . . . o Verbal persuasion
e Feeling self-efFicacious increases

likelihood of behavior © Emotional arousal




Attention
* Model Stimuli

* Trainee
Characteristics

Retention

* Coding

* Organization
* Rehearsal

Motor
Reproduction

* Physical Capability
* Accuracy
* Feedback

Motivational
Processes
¢ Reinforcement

Match
Modeled
Performance




LEARNING THEORSY -
LOCK & LATHAM’S GOAL SETTING THEORY

® Assumes that behavior results from a person's conscious goals and intentions
® Gooals inFluence a person's behavior by:

o Directing energy and attention

o Sustaining efFort over time

o Motivating the person to develop strategies for goal attainment
® L earning Faciitated by

o Goal setting - G&LPIC, dif Ficult gools are best

o Feedback. - knowledﬁe of results enhances motivation, learning, and PerPormance




° Andra?ogy - "art and science of helping
earn' (Khowles, 1980, p. 43)

adults

Developed out of a heed to explain how
adults learn

Assumptions of the theory
Adults have a need to be self-directed.

Adults bring more work-related
experiences into the Iearning situation.

Adults’ readiness to learn is oriented to
their social role

Adults are oriented toward a problem or
current PerPormance, and therefore
immediate application ofF learning

Adults need to know why they are
lear'ning some'Hnin.ﬁ

Adults are motivated to learn Iay internal
and external factors




® Active Pracﬁce!
o Ac+ive|y Par"ricipaﬁng in +r‘aining/wor'k tasks

® Moassed practice

o Individuals practice task continuously &
without rest (e.g., cramming For test)

® Distributed (Spaced) practice
o Rest intervals between proctice sessions

o Generaly results in more efficient learning
& retention +han massed practice




e Whole \ear‘ning

(©)
©)

When entire task is Pr‘acﬁceal ot once
More effective when complex task. has
rela+ively hiﬁh orﬁanizaﬁon

® Part learnina

©)

When subtasks are Pracﬁceal

separately & loter combined

More effective when complex task has
low oraahizaﬁom
B eg, surgeons & pilots

) )

~



® Extent to which task trained is simiar to task r‘equir'ed on job

® Physical Pidemy

o Extent to which training task mirrors physical Features of task Per‘?ormecl on job

® Psychological Pideli+y

o Extent to which +r'aininﬂ task helps trainees develop KSAOs hecessary to Per?orm Jola




Positive Transfer - cleﬁr‘ee to which trainees ePf—ec’rively apply the
knowleclﬁe, skills, and attitudes aainecl in the training context to the job (Baldwin
A Ford, 088)

Generalhization Maintenanece

e Neoar transfer ® |nhitiation
e Foar transfer e Maintenance




Why is this so dif-Ficult?

Trainees hever learned it in the First place

Learned it, but did not retain it
Retained it, but did not recognize when to use it

Recoanized when to use it, but lacked seIP—ePPicacy to do so
Plenty ofF eeIP—eH:icacy, but had no motivation to use it




WHAT AFFECTS LEARNING & TRANSFER?

THE DESIGN

Training environment is identical to
work environment.

General principles are applicable to
many different work situations.

Meaningful material and coding
schemes enhance storage and recall of
training content.

Training focus: closed skills Near
Work environment: predictable & stable

Example: Equipment use

Training focus: open skills. Far

Work environment: unpredictable &
variable

Example: Training in interpersonal skills.

All types of training and environments. Near and far



“Readiness”

° Alaili+y, Personal’ﬁry
® ExPerience
® (Goal Orientation

Motivation

Motivated to attend
+rainin3

Motivated +o do well in
+r'ainiha

Motivated to apply
training to Jola




[ SuPPor'Jr

® C(Climate

° OPPor'+uni+y




Inputs Outputs Transfer

Trainee
Model of Learning & Characteristics
Transfer Proecess *  Ability

*  Personality

¢ Motivation

Tralnlng Design
Principles of Learning &

Generalization
Learning i & Maintenance
Sequencing Retention
Training Content

Work

Environment
*  Support
*  Opportunity to Use




Tramnng
Methods



How Sshould we
tram?3?

Think back 1o a class or a
lesson P\an where:

® The information just didn't
seem to 6+ay with you

e You stil remember viviclly
what you learned

What was it that helped you (or
prevented you) From
rememlaerir\ﬁ?




Peoaple remember...

0% of what they reod

20% of what they hear

30% of what they see (e.g. videos)
50% of what they hear & see
70% of what they say & write

90% of what they say & do




COMMON TYHPES OF TRAINING

On-Site Methods “Off-Site” Methods
® Orr-the-job training ® Presentation Methods e Hands-on Methods
O Practice
° APPr‘er\JriceshiP o Lecture o Programmed
e Job Rotation o Audio-visual Instruction/sel:-dir

ected learning
0  Simulations
Case studies
o Role Plays

Presen+a+ions

O



Best of several worlds Problems

Can Pe conducted on-site or Comparative effectiveness
ofF-site unknown

Can include a combination of

Technologjcal roadblocks

other methods Unknown Moderators
Caon offer avtomated

individualized attention

Can provide real-time feedback
Con be updated 9y9+em—wicle in
real time




EFFECTIVENESS OF WEB-BASED (WBI) &
CLASSROOM INSTRUCTION (CI)

Reactions
WBI vs. CI 22 2,580 .00 .05
Blended vs. CI 11 1,769 -.15%* .06
Declarative Knowledge
WBI vs. CI 71 10,910 .15%* .02
Blended vs. CI 33 6,799 .34* .03
Procedural Knowledge
WBI vs. CI 12 944  -.07 .07
Blended vs. CI 6 507 @ .52% .09

Sitzmann et al. (2000)






Tramnmng
Evaluation



® Reaction Criteria
o Did the trainee like the training?

o Most common measure

o AfFfective vs. Utility reactions (Alliﬁer et al, 1997)

° I_ear‘nina Criteria
o Did the trainee learn anything From the training?

o Immediate Knowledﬁe, Knowledge retention behavior/skil demonstration
(Alliger' et al, 1997)




® Behavioral Criteria
o Did the training cause any changes in behavior?

o Also cadled transfer

® Results Criteria

o Did the +r‘aininﬁ change any or'ﬁaniza’rional outcomes?

o Least common measure




Construct

1. Affective Reactions

2. Utility Reactions 34 (3)

3. Immediate Learning 02 (11)
4. Retention n/a

5. Transfer .07 (6)

26 (6)

n/a

18 (3)

35(2)
11 (16)

From Alliger et al. (1997)




EFFECTIVENESS OF TRAINING

Reactions
Learning
Behavior

Results

From Arthur et al. (2003)

.60

.63

.62

.62

15 (936)
234 (15, 014)
122 (15,627)

26 (1,748)



L .

Il What is the best way to evaluate

student Per?ormance in the

classroom (ie. a college course)?




TRAINING EVALUATION
DESIGNS

® Pretest-Posttest Control Group Desigh - strongest training evaluation dec;iﬂn

o Random assignment of participants to conditions
o Control group

o Measures obtained before & ofter training

® Other desiar\s may be better due to practical/resource constraints




Specialized

Training Programs




® Assessment centers
o Evaluate or'aanizaﬁonal, Ieacler'c:-hip, & communication skills

o Manaaers with Inigh Po+en+ial ﬁenerally invited o Par'+ici|9a+e

® 300 dear'ee Feedback

o Received positively & effective at improving PerPormance




° Coachina/ Men+or‘ing

o Practical, aoal—f—ocused Form of Personal, ohe-oh-ohe Iearning For busy

ProPessionals

o Practical, Fexible, +ar‘ge+ed Form of individualized learning For
manaaers/execuﬁves

e nformal +rair\inﬂ

o Include speciPic job assignments, experiences, & activities outside work




® rorms ofF harassment
O Quid pro quo

O Hostie workinﬁ environment

® EEOC encourages Pollowing steps:

@) Clearly commuhicate a zero tolerance Policy
O Establish an effective grievance process

O Toke immediate & aPProPria+e action when employee complain«s




® Supervisors should receive additional training beyonol what employees receive

e Elfective in increasing knowlealﬁe of & alaili+y to idenﬁPy sexual harassment

® More Field research necessary to understand short- & long-term effects




° Appropria’re opproach Iikely is o use both selection & +r'air|ing to increase likelihog

that employees wil Per‘Por‘m jobs ethically




® Critical in helpina exPa+ria+e<; aalap+ to hew environments

® Symptoms of cuture shock

m Homesickness
n |rri+alaili+y
m Loss of abiity to work ePFec’rively




® Cross-Cultural Tr'aining

o Deeianecl to prepare individuals From one culture to interoct more effective

with individuals from different cultures

® Cultural assimiator
o Cul+ure—9peci£ic assimilator

o Cul+ur'e—aener'al assimilator




THANKS!

Do you have any queGJrione?
mstandis@hawk.iitedu
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