Chapter 2 Training

Chapter Activities

Activity 2.1 

A central problem arises in establishing clear links between learning and changes in both individual and organizational performance. What kinds of images are promulgated in connection with training that could inhibit effective learning or its application in performance contexts? How, in your view, can learning be ensured that has real organizational impact? 

Activity 2.2

List all the tasks involved in your current job or role. Identify and describe the task you find most difficult to complete (the task must be self-contained and with a clear end point). List all the steps involved in performing the task including various subtasks, in order of their completion. For each step or subtask, ask the following questions: (1) What do I need to know in order to complete this step or subtask successfully? (2) What do I need to be able to do in order to complete this step or subtask successfully? (3) What attitudes do I need to demonstrate in order to complete this step or subtask successfully? Analyse the knowledge, skill and attitude components by identifying key themes. Finally, perform a gap analysis to identify where you might need to develop your knowledge, skill and/or attitude in relation to the task and which accounts for why you are experiencing most difficulty.

Activity 2.3

Think of someone influential in your life from whom you have learned something important. Why do you think that he or she was so influential? How did the learning come about?

Activity 2.4

Recall a positive learning experience during your early education that has ‘stuck with you’ ever since. What was it about this experience that was most critical to your learning? What does this experience tell you about strategies for ensuring that learning endures? Recall a negative learning experience that has inhibited you in some way ever since. What was it about this experience exactly that was so aversive? How can steps be taken to ensure that this does not happen in a training context?
Activity 2.5

How might you use knowledge of cognitive style to inform training content and also training design? 

Activity 2.6

Write a performance objective for a task that you are completing or about to complete. How will you demonstrate that objective has been achieved and against what criteria? 

Activity 2.7

It is common for people to be sent by their managers on training courses designed to develop interpersonal skills. In such cases, there is unlikely to be any ownership of the problem to be addressed let alone the training solution. How would you, in the training role, deal with the resistance likely to be created by this situation? What strategies might you employ to manage and maintain motivation?

Activity 2.8

Recall a training experience that has inspired you, but where the learning has not been sustained or integrated into your everyday way of doing things. Why, in your view, was learning not sustained? What could have been done or done better to ensure learning transfer? 

Activity 2.9

Recall an experience of being a delegate on a training course. Try to relive your reactions before, during and immediately after the training events. Describe them and then try to formulate them in process terms. What happened afterwards? Did it make a difference to your performance? If not, why not? If so, what enabled this? (Look at both personal and situational factors). In retrospect, what, for you, would have constituted a ‘reaction’ that would provide a good basis for understanding whether learning occurred and if so whether it was transferred to the workplace.

Activity 2.10 

How do you personally, most effectively learn? How can you build opportunities for trainees, who vary widely in their style of learning, into a training programme? How can the learning styles model help you to optimize learning during a training experience?
