< THE TRAIN!NG PROGRAM (FABRICS, INC.) !
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Key TErRmMS

s

* Behavioral reproduction * Learning objectives ® Standards

* Climate * Massed practice ¢ Symbolic coding

* Cognitive load e Negative transfer e Symbolic rehearsal

* Cognitive organization ® Overlearning » Task complexity

* Conditions ePart learning e Task organization

= Culture e Positive transfer e Transfer of training
- *Design theory * Progressive part training e Whole learning

* Guided discovery ® Relapse prevention e Zero transfer

*Identical elements e Sit-in

*Knowledge of results e Spaced practice

QuUESTIONS FOR REVIEW

- What is a learning objective? List and explain its three components

2. What can be done long before the trainee attends training to ensure that the
trainee will be motivated to learn?

3. How does knowledge of classical and operant conditioning assist you in design-
ing effective training?

- How would you present training material in a manner that facilitates retention?

5. If a particular task were critical to saving a life (police officer shooting a gun,

pilot responding to an emergency), what factors would you build into the design
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SUMMARY

ol

TN FABRICS, INC., DEVELOPMENT PHASE

~ Recall ﬁhaf in the demgn phase for Fabrics, Inc,,  or obtalmng tramee and t - 3
e developed objectives. The output from the  plicable) and selecting a trainer. Below are par-
_design was an examination of the various meth-  tial examples of some of th
~ odsof mstmct;@n and factors that affect learning ~ with the ;nstmctor 's manual
~ and transfer. These outputs are now the inputs :
dévemment phase of trammg The !nstructors Manual

cmai (f.fﬁlpmﬁﬂf and facﬂl‘l’ies, creatmg &

First, we discussed the development of training. At thlS stage creatmg a program de-
velopment plan is crucial to ensure that everything that needs to be done is done.
This plan outlines everything that must be done to prepare for training, from mater-
ial and equipment to trainee and trainer manuals. Content learning points from each
learning objective need to be highlighted to clearly identify what needs to be learned.

The type of training facility chosen is also important. Arrangement of the seating
and closeness of the trainer to the trainees should be a function of the objectives o:
the training, not the design of the room. Also, noise levels from adjoining rooms or
from outside the room need to be determined before choosing a training room. The
proper training facility then allows the seating to be arranged in a manner that best
reflects what type of training will be taking place.

We examined the factors to consider when choosing a trainer, and specifically an
OJT trainer, because of the unique issues that revolve around OJT trainers.

Alternatives to development of the training were examined. After all, sometimes
it is simply not viable to develop training. In cases like this, the use of consultants
prepackaged training, and outside seminars can provide a solution. This is especially
true for the small business.

In the implementation of training, we first focused on some practical issues re-
lated to keeping trainees’ interest in training. Use of icebreakers, learning objectives
variety, and an example of a type of exercise to keep training interesting was dis-
cussed. Next we provided some tips for trainers in the execution of the training pre-
gram. Preparation, importance of the first impression, what to consider at the start o
training, and how to use the podium were all discussed. Finally, some tips on com-
munication and how to deal with certain types of trainees were provided.

The dry run and the pilot program were discussed. Before implementation of =
large training program, it is useful to have a dry run in which the material is testec
to see how effective it is. This dry run is not an actual training session but a process
of going through the material and determining whether it is doing what you ex-
pect it to. The next step is a pilot program in which the first trainees go through the
training, but with selected supportive trainees, so they can spread the word abous
the training program in a positive manner. Also, constructive feedback from the
trainees is solicited to put the finishing touches on the program before it is fo=-
mally launched.

butputs, st&rtmcr

First we will prowde a section of th msﬁcructor s
manual that will take you throug the start of
the active listening training. This will lead into
the practice sessions for active listening fD}iow ed |
by an example of that material
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