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Training and Development Topic: Team Communication
The rationale for Training Need
Increasing interaction in the organization
Communication is important in increasing interaction in organizations between team members. If team members interact more and coordinate more, the chances of working together for the good of the organization increase significantly. 
Understanding diversity
Since the workplace is getting more diverse, employees need to understand the nature of diversity and how communication is the central tool of understanding it. 
Team understanding
Teams need to maintain work relations that go a long way in promoting understanding hence organizational success. 
Training Topics
· General communication skills
· Health Communication
· Emotional intelligence
· Asserting verbal skills
· Persuasive communication
· Nonverbal communication
Training Content 
The training will cover general communication skills that incorporate active listening, verbal communication, barriers to effective communication, social cues, media training, and confidence in communication. The training will also incorporate health communication that includes ways of communication at work and types of communication at work. Emotional intelligence will incorporate the concept of developing self-awareness, regulation, and motivation. It also covers the development of empathy and effective communication. The training will cover assertive verbal skill sets like developing assertiveness, dealing with manipulation, and other assertive communication techniques. The training will educate employees on how they can navigate persuasive communication in the context of teamwork and use it to achieve the goals of the organization. Nonverbal communication will be an essential section of the training and will incorporate an understanding of the concept, defining appearance, setting workplace standards, and leveraging nonverbal with success (Salas et al., 601).
Training Objective
The team communication training and development is meant to facilitate increase cooperation among employees in the organization, improve customer service experience and attract more to the organization and adapt to modern organizational practices that incorporate technology and customer centrism. 
How training and development strategies are linked to organizational goals
Training fills gaps in organizational goals implementation
Training and development strategies are closely linked to organizations' goals in various ways. The organization is a developing entity that needs constant revitalization and improvement by imparting new skills and updating existing ones on those who run it. As the organization works to meet its goals, several gaps often appear in the implementation (Aguinis, and Kurt 460). The organization hires new employees frequently to aid in competing for its goals. Employee turnover is expected in each origination due to various reasons like retirement, death, transfer to other organizations among other factors. New employees do not have the necessary knowledge required in understanding the goals of the organization. When this laxity arrives, the gaps can lead to organizational failure in terms of meeting goals. Training can fall in this gap and assist members of the organization to understand the needs of the organization and what they must do to achieve the goals. 
Training offers an avenue for communicating organizational goals
Training offers the perfect avenue where organizational goals can be articulated with the input of all relevant stakeholders. Communication is a central pillar of organizational success. Organizations that can effectively navigate the communication game have the potential of developing faster than those that lag in terms of training needs. There cannot be a success in an organization if its goals are not communicated and articulated accordingly. By installing training sessions, organizations can effectively develop their systems and ensure every stakeholder is attacked to the training needs and is working to achieve them.
Training revitalizes organizational goals
Organizational goals need constant revitalization and training and development are just the best avenues to achieve this. The organization is an entity often open to change and cannot be glued to one system of management. With constant development in management, business, and technology, the organizational goals of the 1990s cannot be similar to organizational needs in 2020 both in substance and implementation. Whether the organization seeks to update its goals to match updated needs or if needs to change implementation modules to match global dynamics, training remains a central tenet.
Methods of measuring training needs
Self-assessment questionnaires
Training needs can be measured by various methods. Some require the participation of the employees while some can be implemented without employee participation. The organization can administer self-assessment questionnaires to employees to understand areas of weakness and concentrate on those as training focus (Phillips, Jack, and Patricia 13).
Informal feedback from peers and managers
Random feedbacks can also be sampled to find the correct training needs for an organization. Organizations should have a consistent feedback mechanism where employees and managers can issue recommendations either directly or anonymously. A concise analysis of feedback can guide the training team on what the organization might need to improve in. peers can give the perspective of the employees at the organization while managers can provide the analytical approach from supervision. A combination of both sets of feedback can provide the best analysis for training needs in an organization. 
Performance gap analysis
Analyzing the current organizational situation vis-à-vis the desired situation can help the management realize what changes they must make in training and development. a performance gap analysis is conducted by first checking the current state of skills, knowledge, abilities of employees. The analysis is conducted in the light of organizational goals, business environment, external and internal constraints. Next, the organization analyses what it expects to achieve from lower to higher levels. If the organization realizes that the present skills match the expected goals of the organization, there might not be a need for training. However, should some goals need to be achieved that lack corresponding skills, training must be implemented to close the gap?
Identifying priorities and importance
Where the organization has several training needs, it may prioritize the most important ones to achieve a faster result at the points that matter the most. Prioritizing is essential in enabling the organization in spending the least resources on the most impactful achievements instead of outstretching limited training and development resources.
Job performance Key performance indicators
Each job has Key Performance Indicators (KPIs) that define whether the employees are getting it right or not. KPIs help identify the areas that are producing the best results against those that produce the least desirable results. Areas that produce the least desirable results indicate a need for correction, training, and development while those that produce the best results do not solicit correction. 
Components of training design
Needs assessment and learning objectives
Needs assessment and learning objectives form the foundation of the training design. This is an important framework to develop while considering the training and development needed for an organization. The realized training needs help in determining the training objectives that must be adopted by the training and development module (Manju and Suresh 18).
Learning content
With the learning objectives in kind, the module recommends the development of training and development content. The developed content coincides with the needs and the set objectives. By defining the content and making it clear, the training process can move smoothly and even remotely where the team cannot reach all employees.
Learning style
The learning style is the part of the module that determines whether the style of delivery will be instructor-led or self-paced. The kind of conversations and developments that characterize the training process can be defined in this section.
Learning sequence
A clear sequence of learning is required to inform the instructors and learners of the steps that must be taken from the introductory topics to the conclusion of the training and development process.
Delivery style and mode
The delivery mode defines what way the message will be put across to solicit the most impact. The training team decides where to use job shadowing, web-training, vestibule training, or mentoring. Most training does incorporate more than on delivery mode.
Timelines
Since the organization is bound by time rules, the training module must provide a clear timeline that each activity must be conducted. The timeline can span a week, month, or even years depending on the depth of the training and development program. 
Evaluation
There has to be an elaborate monitoring and evaluation schedule to ascertain whether what is being implemented is effective. The evaluation component can assist the managers of the program to realize areas that need reinforcement to ensure everything ends as scheduled.
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