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Enterprise-wide strategic goals
description and need for, 38—40
training role in achieving,

41-42

Equal access, 29-30

Equal Employment Opportunity
Commission, 165

Equipment issues, 76-77

Estes, F., 152

Evaluating Training Programs

(Kirkpatrick), 150
Evaluation
data collection for, 157-160
dealing with unfavorable results
of, 196-197

determining training’s value
through, 165174

“how did the training go?”
questicr: of, 146

imnortarce of conducting
‘raining, 145-146

imiportance of follow-up
through, 30

incomplete or non-existent, 26

learning analytics and, 174-180

methods used for, 150-157

questions raised by, 165-166

responsibility for, 146-150

ROI (return on investment)
level of, 156

sexual harassment prevention
training, 160-166

technology-assisted, 180-185

training audit on, 201-202

See also Kirkpatrick’s evaluation
model; Training

Evaluation case study
background information on, 160
data collection for, 160-161
data results and analysis for,

161-164
discussion of, 164-165

Evening Gazette (UK), 85

Experience, 83, 85

Experiential lecture, 118-119

Exploration stage of change, 9-10



216 INDEX

F

Facilities-related issues, 76
Force field analysis, 4-5
Ford Motor Company, 34
Foundational competencies,

12fig, 13
14 Points for Management, 33, 34-36
Franklin, B., 32
Freud, S., 123

G
Gathering information
data-gathering guidelines, 54-55
data-gathering mode, 54
from management, 51-55
from non-supervisory employees,
55-58
training needs assessment survey
for, 56e-58
General Motors (GM), 37
Ghandi, M., 187
Goal attainability, 44, 91
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A Practical Guide to Training and Devel-
opment (Moskowitz), 3, 16, 20
Practice time, 87-88
Preparing Instructional Objectives
(Mager), 89
Presage variables, 107-108
Process variables, 108—-109
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Kirkpatrick’s evaluation model
use of, 156, 168-169
Phillips’ method using, 169-170,
171-173
training database to determine,
202, 203
Role play instruction: 121
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Timing issues (continued)
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plan for managing training time,
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Tolstoy, L., 81
Tradeshows and conferences, 133
Train-the-trainer model, 114-116
Trainees
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first impressions of training by, 87
materials provided to, 98-99, 100
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transmissional learning by, 26-27
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process variables of, 108-109
pyramid model (ASTD) on,
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determining value of, 168-174
ensuring successful, 188-207
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change after, bfig
goal focus element of, 2-3
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for minimized liaktity, 27-30
needs assessmer.t for, 49-79, 171
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for, 172-173
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WIIFM (What'’s in it for me?) issue
of, 9, 45, 86, 195
See also Evaluation
Training Action Plans, 61, 63, 65
Training and Development Journal,
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capturing results of, 204-206¢
description of, 197
rationale for, 207
seven keys to an effective, 197-204
See also Audit conductor
Training database, 202-203
Training deficiencies
failure to address important job
tasks, 25
inadequately skills or unqualified
trainers, 24—-25
knowledge and skill erosion fol-
lowing, 25
policy not to ensure practice, 23
unrealistic expectations, 23-24
Training delivery
achieving training goals
through, 105
assessing outsourced, 134-135
classroom techniques used for,
116-124
instructor competencies related
to, 105-109
using internal and external
resources for, 109-116
technology-assisted, 124-127
Training delivery resources
informal OJT (on-thejab
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live instructor ycrsus technology,
112-113
off-the-shelt «i¢sign and delivery,
110-112
overview of, 109-110
using subject-matter experts
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incorporating adult learning
concepts into, 84-88
planning, 88-103
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Training design plan
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95-97
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for managing training time, 93-94
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questions guiding the, 88-89
sequencing topics in, 94-95
SMART goals used in, 89-92
Training (magazine), 16, 174
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case study on gathering
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case stuQy on task analysis for,
54-66
using macro and micros models to
identity, 50-66
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51-52
task analysis method for, 58-64
Training needs assessment survey,
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commitment stage and, 11
competency development by,
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denial stage and, 7-8
evaluation responsibilities of, 147
exploration stage and, 9-10
facilitating change role of, 11-14
inadequately skills or unqualified,
24-25
off-site, 139
presage variables of, 107-108
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resistance stage and, 8-9
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of, 199-200
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Training professionals (continued)
See also Instructors; Outsourced
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Training programs
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See also Outsourced training pro-
grams
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174-180
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ROI (return on investment)
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Twichell, C. M., 156
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