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We Have
Our Frustrations



Order
Takers




We Can’t Do Stuff We Know Would be Better



Get a-Séat
at the Table




Sound Businessy




Grovel to Our Stakeholders



Frustrations!

Have Any?



What Frustrations, if any...
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Empowering Learning



CEO’'s
Guide to Training,
elLearning & Work

EMPOWERING LEARNING
FOR A COMPETITIVE ADVANTAGE

5]

WillThalheimer, PhD-MBASS




Why We Need
Empowerment




Learning and Forgetting Curves
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Learners

During Learning
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On-the-Job
Learning Curves

Learners

- -

On-the-Job
Forgetting

After Learning

Curves
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Causal Pathway from Learning to Results 0 2024 WillThaineImer

The illustration below shows some of the major leverage points we have in learning...

Valid, Relevant, Motivated Confext Triggers

Credible Content to Apply Thi:mcliilr:l;/dA?ciion LTEM Tier-8

Effects of
Transfer

Prepped for
Decision-Making

Supports for
Applying the
Learning

Paid Sufficient
Attention

Prepped for

Remembering
LTEM Tier-7

Self-Direction Transferred

in Applying the to Work
Learning Behavior

Comprehended Prepped for
Clearly & Fully Action

\/
Learning Work
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The CEO Landscape



PwC's 28th Annual Global CEQ Survey

Reinvention on the
edge of tomorrow

CEOs report early productivity gains from generative Al and
rising payoffs from investments in sustainability. The challenge is
to increase scope and speed.

pwc

WwWww.ceosurvey.pwc

42% of CEOs say they
are not confident their
companies will survive
more than 10 years on
their current path.

They say:

reinvention is critical.



= kPMG

Home > Our Insights > Value Creation >
KPMG 2024 CEO Outlook

KPMG 2024 CEQ
Outlook

More than 1,300 global CEOs share their views
on geopolitics, return-to-office, ESG and

generative Al.

Share m X n

September 2024

“CEOs recognize they
need to future proof the
skillsets of their people

and demonstrate
increased employee value
proposition to attract and
retain talent.”




= KPMG

KPMG 2025 Global CEO Semeber 2025

Outlook
“Economic uncertainty is seen

CEOs doubling down on Al and as the top threat by CEOs.”

talent investment as the keys to
resilience and growth

“69 percent are allocating up to |
a fifth of their budget on Al.”




= KPMG

September 2025
KPMG 2025 Global CEO

Outlook “CEOs see experimentation as a

critical step in scaling Al

& li Al . .
LA o coption: 84 percent believe
talent investment as the keys to . .
resilience and growth that employee experimentation,
at all levels, is key and that
everyone should be encouraged
to take part.”



CEOs doubling down on Al and
talent investment as the keys to

KPMG 2025 Global CEO

Outlook

resilience and growth

Long-term workforce strategy in response to Al

Focusing on retaining and re-training
high-potential talent

Redesigning roles and career paths to reflect Al
collaboration

Hiring new talent with Al and tech capabilities

Deploying staff from traditional roles to
Al-enabled roles

Planning for workforce reduction in some areas

0 10% 20% 30% 40% 50% ©60% 70%



»
THE CONFERENCE BOARD @

: What are the top 2 priorities for
C-Suite Outlook growing profits in 20257?

Our annual flagship survey of

global business leaders Innovation (e.g., R&D, people, process, tools) 37.0%
Introduce new products/services 29.1%
Invest in technology (including Al) 25.5%

Invest in human capital 22.0%

Marketing and promotions 21.9%
Cut costs 21.4%
Increase prices 13.1%

Enter new geographic locations 11.9%
Invest in equipment and machinery BRTINEA
Reduce head count -4.2%




As Learning Professionals, We Can
Create Competitive Advantage
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g
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How is your L&D team doing in focusing

on creating compe’ri’rive advantages?
- a

‘é-@, 4:::-!

. We HAVE NOT considered competitive advantage as a goal.

. We have NOT considered competitive advantage as a goal, but we have
worked hard to IMPROVE OUR PRACTICES.

. We have NOT considered competitive advantage as a goal, but WE HAVE
CREATED SOME CRITICAL COMPETITIVE ADVANTAGES.

. We ROUTINELY CONSIDER competitive advantage as an important goal.




Will’s Introduction







Short-Order Cook, Counselor, Vacuum Salesperson,
Insurance Claims Processor, Menswear Salesperson

Instructional Designer,

Simulation Architect My Career “Path”

Project Manager
Product Manager

eLearning Developer

WORK-LEARNING

Trainer RESEARCH

Consultant
Research Translator
Speaker/Presenter

Learning Evaluator
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https://WorkLearning.com/catalog/

L
Work Learming Research, Inc. \
Somerville, MA_ USA
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A Framework on the Outcomes of Learning. Version 13. (Known as LTEM, pronounced “L-tem.”) RESEARCH

Outcomes Measured In the Work

Effects of
Transfer

The Learning-Transfer Evaluation Model Wil Thalheimer

Learners’ work g
Possible stakeh

coworkers/famil
Tier-8 should u
positive, negati|

6 Task 5
Performance

Performance

negative, or ne
must be operat

Learners PERFO
Demonstrated w|

Learners PERFOJ
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Assessed Sho
Not a fully at
Assessed for
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5 Decision

Making

Learners MAKE
Scenarios should|
they know how t

Assessed Sho
Not a fully a
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4 Knowledge

4A.

Learners an
Assessed Shol
Not a fully at
Assessed for
ADEQUATE T

4B.

Learners ang
Assessed Sho
Assessed for

Inadequate

HOW ABLE ARE YOU to put what you’ve learned into practice in your work?

CURRENT ROLE DOES NOT ENABLE me
to use what | learned.

I Unacceptable

. Alarming
_ Unacceptable
_ Superior

I Superior or Overly Optimistic?

STILL UNCLEAR about what to do,
and/or why to doit.

NEED MORE GUIDANCE

before | know how to use what | learned.
NEED MORE EXPERIENCE

to be good at using what | learned.

CAN BE SUCCESSFUL NOW

(even without more guidance/experience).

CAN PERFORM NOW AT AN EXPERT
LEVEL in using what | learned.

0 10 20 30 40 50
Percentage of Respondents

3 Learner

3A.

Learners ard
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Perceptions 3B
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The Learning-Transfer Evaluation Model:
Sending Messages and Nudging Evidence-Informed
Thinking to Enable Learning Effectiveness

Aligned with LTEM Version 13

by Will Thalheimer, PhD, MBA

LTEM
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THE

CEQ’s
Guide to Training,
elLearning & Work

EMPOWERING LEARNING

ETITIVE ADVANTAGE

For Senior Leaders

For Learning Professionals




What do Senior Leaders

Understand about

Our Work?



m Based on your observations, how Employees Overall, how satisfied
satisfied are your employees with your are you with your company'’s
company'’s learning & development learning & development program?
program?

65% @ Very satisfied 32%

30% @ Somewhat a8%
satisfied

5% @ Dissatisfied —— 16%

N/A
Haven't

used
100% 80% 60% 40% 20% 0 0 20% 40% 60% 80%  100%

- 3%




In your experience, or with your
best guess, what do you think?

A. Do senior leaders mostly
understand the work that we do?

B. Do they have blind spots or
misconceptions about our work?



DESIGN THE LEARNING

FOR HOW PEOPLE SCIENCES

LEARN

PEAK

SECRETS FROM
THE NEW SCIENCE
OF EXPERTISE

make it stick

*

JULIE DIRKSEN

iger IIT

Mark A. McDaniel

Anders Ericsson

and Robert Pool
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TEACHING

| EVIDENCE-
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= = | TRAINING

i
EVIDENCE- ATA , |
INFORMED &) = - METHODS
LEARN I NG VI Sl b le Lea rnin g A Guide for Training Professionals

DESIGN UNLEASH Le_arning and the Science
rantingEraling o e Science of How We Learn

improve performance

for Instructional Designers
POOJA K. AGARWAL, Ph.0. :=» PATRICE M. BAIN, Ed .

READ BY COLEEN MARLO

éz Ruth Colvin Clark

F Cognition to Applicat .
fomicognitionito Application John Hattie and Gregory Yates

Learning Science
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Research shows that learners don’t always know their own learning...
e e A Sl i
Learners Fail to Give Themselves

| Retrieval Practice
i I(arplcke Butler, & Roedlger (2009).

- Learners Who are Confident can be
#| Wrong about Their Knowledge.
nn & Tauber (2015).

Thelr Success in Communicating.
about Their Ability to Remember. | I(eysar & Henly (2002)

i Zechme|s’rer & Shaughnessy (1980). - : - ;
¥ v Learners Fail to Properly Use Examples

B Learners Are Easily Fooled about What =g Renkd (1997).
@ They Know When Retrieval Seems Easy. & N
Benjamm BJork &Schwartz (1998)

. Learners can’t alway Overcome
k| Faulty Prior Knowledge

- - . s Kendeou & van den Broek (2005)
¢ Learners Prefer Showmg How They _ .. e

\. ‘ i Compare but Learn More with

Feedback about Their Performance.
DiMenichi & Tricomi (2015 + 2017).

Three Recent Reviews Emphasize Learners’ Lack of Knowledge of Learning
Brown, Roediger & McDaniel (2014); Kirschner & van Merriénboer (2013); Rhodes (2016).
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Experts
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Mutual Understanding

Better Partnership



Becoming Trusted Partners Is Key



Creating a
Competitive Advantage
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How to Create
Competitive Advantage with L&D




Learning Sciences

By using the learning
sciences, learning can be
massively more effective,
maybe increasing
retention of learning by
100% or more.



Retrieval Practice Spacing Effect

DESIGN THE LEARNING

FOR HOW PEOPLE SCIENCES

SSSSSSSSSSS

llllllllllll

About B .
o o o o omenrosen [
Improvement

Maybe up to
400%
Improvement

EVIDENCE- &j
INFORMED o .
LEARNING . Visible Learning | ...
DESIGN | Learnlng and the Science i
oreatiatarle ek Science of How We Learn
P cummge | forinstuctionsl Designers .

Context Alignment Feedback




Learning Team #1 Learning Team #2

Gets 100% Extra Gets No Extra
Improvement Improvement




Performance Sciences

By using the performance sciences—
because they are so new—you’ll be
doing things your competitors are not.

Things like habits, nudges, network
science, persuasion, creativity, growth
mindset, performance triggering.



Research-Based
Leadership Training

Too often leadership development is
based on so-called leadership gurus and
popular books, but many of their
recommendations have not been tested.

We can create a competitive advantage
by starting with proven content.



Research-Based

Leadership Training

\l THE SEVEN DRIVERS )

OF TEAM EFFECTIVENESS

) «

SCOTT
TANNENBAUM

(!ﬂd

EDUARDO SALAS

 Foreword by Carol S. Dweck, bestselling author of Mindset

How the New Science of Mindset

Can Transform Individuals,

Teams, and Organizations

“A masterful introduction to the state of the art in managerial decision-making. Surprisingly,

it is also a pleasure to read Dariee Kansemax, recipient of the Nobel Prize in Economics
and author of Thiaking. Fust and Storo

YOU'RE ABOUT TO MAKE

A TERRIBLE
MISTAKE!

How Biases Distort Decision-Making
—and What You Can Do ro Fight Them

T

OLIVIER SIBONY




Managers Enabling Learning

By helping managers help their team
members learn, those team members
can be more productive, more
creative, more fulfilled.

And learning creates a ripple effect.



Better Learning Evaluation

Better learning evaluation helps us
make better learning-design decisions,
which helps us create more effective
learning and more learning transfer.

We need evaluation frameworks with
learning wisdom baked into them.



How is your L&D team doing in creating impact?

A. We DO NOT OFTEN MEASURE impact, so I'm not sure.
B. We MEASURE IMPACT WITH SURVEYS, so | can’t be sure.

C. We MEASURE KNOWLEDGE, DECISION-MAKING, and TASK
PERFORMANCE, so I'm fairly confident we are creating impact.

D. We MEASURE WORK IMPACT WITH SOME PARTIALLY-RIGOROUS
evaluation practices, so I'm somewhat confident we are creating impact.

= We MEASURE IMPACT RIGOROUSLY so | I<now we are crea'rmg impact.

o . m— g
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The Learning-Transfer Evaluation Model

A Framework on the Outcomes of Learning. Version 13. (Known as LTEM, pronounced “L-tem.”)

Outcomes Measured In the Work

Will Thalheimer

Learners’ work performance impacts KEY PERFORMANCE INDICATORS AND KEY STAKEHOLDERS.

Possible stakeholders: beneficiaries, learners, the organization, customers, sponsors,

WORK-LEARNING

RESEARCH

Ou

Task
Performance

must be operationalized using valid constructs that are transparent and measurable.

tcomes Measured In the Learning
Learners PERFORM RELEVANT REALISTIC TASKS.

Effects of ——— ) X X )
8 coworkers/families/friends, investors, community, society, and the environs, etc.
Transfer Tier-8 should utilize objective metrics and rigorous methods to determine the causalimpact of learning—
positive, negative, or neutral. Surveys almost always provide weak evidence for KPIs.
Learners PERFORM WORK TASKS AND/OR CREATE WORK OUTPUTS using what they learned.
Transfer Validated by objective measures of task behaviors and/or outputs—ormultiple subjective measures.
7 to Work Tier-7 requires rigorous methods to determine the causal impact of the learning program—positive,
Performance negative, or neutral. KBls (Key Behavioral Indicators) can be outlined as generally-worded goals but

'
‘s

1.

Demonstrated withoutunrealistic hints or help. May involve multiple tasks chained together.

Assessed Shortly After Learning—measured during or right after learning event.
Not a fully adequate metric because learners may forget how to perform.
Assessed for Remembering—measured after several days or more.

ADEQUATE TO CERTIFY SUCCESSFUL TASK PERFORMANCE.

Decision
Making

Learners MAKE DECISIONS GIVEN RELEVANT REALISTIC SCENARIOS.
Scenarios should include both relevant and non-relevantinformation so that learners can demonstrate
they know how to evaluate (make sense of) contextual work factors.

.

Assessed Shortly After Learning—measured during or right after learning event.

Not a fully adequate metric because learners may forget how to make these decisions.
Assessed for Remembering—measured after several days or more.

ADEQUATE TO CERTIFY SUCCESSFUL DECISION MAKING.

Knowledge

4A.

.

Learners answer questions about FOUNDATIONAL CONCEPTS—those critical to work decisions.

Assessed Shortly After Learning—measured during or right after learning event.

Not a fully adequate metric because knowing concepts does not always enable performance.
Assessed for Remembering—measured after several days or more.

ADEQUATE TO CERTIFY FOUNDATIONAL KNOWLEDGE.

4B.

Learners answer questions on TRIVIAL KNOWLEDGE—infonot central to work decisions.
Assessed Shortly After Learning—measured during or right after learning event.

Assessed for Remembering—measured after several days or more.
Inadequate measures because knowing facts/terminology does not usually enable performance.

Learner
Perceptions

3A.

Learners are queried in a way that REVEALS INSIGHTS RELATED TO LEARNING EFFECTIVENESS.

Measuring: whether learners feel they know, motivation to apply, practice, after-learning support, etc.
Such measures can hint at outcomes but should be augmented with objective metrics.

3B.

Learners are queried about CONSTRUCTS NOT RELATED TO LEARNING EFFECTIVENESS.
Measuring: learner satisfaction, course reputation; or using poorly-designed metrics.

© Creative Commons Copyright (BY-ND) 2024 by Will Thalheimer. Info: https://worklearning.com/Item/. See next page for instructions on how to use LTEM J

LTEM

LTEM is a conceptual framework enabling
flexibility in how things are measured. You
will need to select valid metrics for each tier
within which you plan to measure.

LTEM is designed to measure factors in
learning transfer. It has learning wisdom
baked into it. For example, it recognizes the
importance of measuring remembering after
a delay. It suggests we measure more than
knowledge, specifically decision-making and
task performance.

LTEM discourages the use of measuring
attendance, completion rates, learner
activities, and poorly-designed smile sheets
as a way to VALIDATE our learning results.
These are deemed inadequate to validate
learning, because learners may seem
successful on these measures but

(a) may not have learned, or (b) learned
wrong information, or (c) be unmotivated to
apply what they've learned, or (d) be
unprepared to take action, efc. We can use
these metrics for FORMATIVE purposes—that
is, fo assess for ourselves what is happening
in the learning.

LTEM’s color scheme has meaning. Red table
row measures are NOT AT ALL ADEQUATE to
certify or validate learning success (Tiers 1, 2,
3B). Yellow row measures are NOT FULLY
ADEQUATE to certify success (Tiers 3A, 4B).
Green row measures are ADEQUATE TO
CERTIFY SOME LEVEL OF LEARNING
SUCCESS (Tiers 4A & up), though no one
metric tells the whole story.

© Creative Commons Copyright (BY-

6.

9.

The Learning-Transfer Evaluation Model
Helpful Hints on How to Use LTEM

LTEM does NOT suggest that we measure at
all eight tiers. Learning measurement takes
time and resources and should only be
undertaken where there are benefits. We
must prioritize.

LTEM does NOT suggest we start at the first
tier and move upward. Indeed, it specifically
discourages us from trying to validate our
learning at Tiers 1, 2, and 3B.

LTEM does NOT suggest we always aim for
measuring at Tiers 7 and 8. Measuring work
performance or the effects of transfer
requires rigorous practices involving
substantial time and investment. Measuring at
Tier 7 or Tier 8 may simply not be worth the
investment and can be counterproductive if
we fail to measure learning at Tiers 4, 5, and
6—because foundational knowledge, decision
making, and task performance provide
higher-fidelity information about whether our
learning programs were well designed.

LTEM is NOT a survey methodology.
Will Thalheimer, LTEM’s creator, has also
developed the Performance-Focused
Learner Survey approach; but they are
separate things.

10.LTEM has many uses, not just for learning

024 by Will Thalheimer. LTEM Info: https://worklearni

evaluation. It can be used for (a) learning-
evaluation gap analysis (examining how
you're evaluating now and what you want to
do in the future), (b) planning your overall
evaluation strategy, (c) credentialling courses,
(d) motivating improved learning designs, (e)
having sales discussions, (f) brainstorming

.com/Item/.




The Learning-Transfer Evaluation Model

A Framework on the Outcomes of Learning. Version 13. (Known as LTEM, pronounced “L-tem.”)

Ovutcomes Measured In the Work

Tier

8

Effects of

Possible stakeholders: beneficiaries, learners, the organization, customers, sponsors,

Will Thalheimer

©

Learners’ work performance impacts KEY PERFORMANCE INDICATORS AND KEY STAKEHOLDERS.

coworkers/families/friends, investors, community, society, and the environs, etc.

Transfer Tier-8 should utilize objective metrics and rigorous methods to determine the causalimpact of learning—
positive, negative, or neutral. Surveys almost always provide weak evidence for KPIs.
Learners PERFORM WORK TASKS AND/OR CREATE WORK OUTPUTS using what they learned.
Transfer Validated by objective measures of task behaviors and/or outputs—ormultiple subjective measures.
7 to Work Tier-7 requires rigorous methods to determine the causal impact of the learning program—positive,
Performance negative, or neutral. KBls (Key Behavioral Indicators) can be outlined as generally-worded goals but

Task
Performance

tcomes Measured In the Learning

must be operationalized using valid constructs that are transparentand measurable.

Learners PERFORM RELEVANT REALISTIC TASKS.
Demonstrated without unrealistic hints or help. May involve multiple tasks chained together.
« Assessed Shortly After Learning—measured during or right after learning event.
Not a fully adequate metric because learners may forget how to perform.
= Assessed for Remembering—measured after several days or more.
ADEQUATE TO CERTIFY SUCCESSFUL TASK PERFORMANCE.

Decision
Making

Learners MAKE DECISIONS GIVEN RELEVANT REALISTIC SCENARIOS.
Scenarios should include both relevant and non-relevantinformation so that learners can demonstrate
they know how to evaluate (make sense of) contextual work factors.
= Assessed Shortly After Learning—measured during or right after learning event.
Not a fully adequate metric because learners may forget how to make these decisions.
Assessed for Remembering—measured after several days or more.
ADEQUATE TO CERTIFY SUCCESSFUL DECISION MAKING.

Knowledge

4A. Learners answer questions about FOUNDATIONAL CONCEPTS—those critical to work decisions.
Assessed Shortly After Learning—measured during or right after learning event.

Not a fully adequate metric because knowing concepts does not always enable performance.

Assessed for Remembering—measured after several days or more.

ADEQUATE TO CERTIFY FOUNDATIONAL KNOWLEDGE.

4B. Learners answer questions on TRIVIAL KNOWLEDGE—infonot central to work decisions.
Assessed Shortly After Learning—measured during or right after learning event.

Assessed for Remembering—measured after several days or more.
Inadequate measures because knowing facts/terminology does not usually enable performance.

.

Learner
Perceptions

3A. Learners are queried in a way that REVEALS INSIGHTS RELATED TO LEARNING EFFECTIVENESS.

Measuring: whether learners feel they know, motivation to apply, practice, after-learning support, etc.
Such measures can hint at outcomes but should be augmented with objective metrics.

3B. Learners are queried about CONSTRUCTS NOT RELATED TO LEARNING EFFECTIVENESS.

Measuring: learner satisfaction, course reputation; or using poorly-designed metrics.
Such measures are inadequate to validate learning success.

Learner
Activity

Learners ENGAGE IN ACTIVITIES RELATED TO LEARNING.
Measures may focus on learner attention, interest, participation, or other learner actions.
These measures are not adequate to validate learning success because learners may engage in these
activities but not learn, or learn wrong information, or be unmotivated to apply what they’ve learned.

Attendance/
Completion

Learners ENROLL, START, ATTEND, OR COMPLETE A LEARNING EXPERIENCE.
These measures are not adequate to validate learning success because learners may engage in a learning
experience but not learn, or learn wrang information, or be unmotivated to apply what they’ve learned.

@© Creative Commons Copyright (BY-ND) 2024 by Will Thalheimer. Info: https://worklearning.com/Item/. See next page for instructions on how to use LTEM. F

The Learning-Transfer Evaluation Model:

Sending Messages and Nudging Evidence-Informed
Thinking to Enable Learning Effectiveness

Aligned with LTEM Version 13

by Will Thalheimer, PhD, MBA
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Compared to
Kirkpatrick-
Katzell
Four-Level
Model of
Learning
Evaluation

Level 2 -- Learning

Ovutcomes Measured In the Work

Effects of
Transfer

Learners’ work performance impacts KEY PERFORMANCE INDICATORS AND KEY STAKEHOLDERS.
Possible stakeholders: beneficiaries, learners, the organization, customers, sponsors,
coworkers/families/friends, investors, community, society, and the environs, etc.

Tier-8 should utilize objective metrics and rigorous methods to determine the causal impact of learning—
positive, negative, or neutral. Surveys almost always provide weak evidence for KPIs.

Transfer
to Work
Performance

Task
Performance

tcomes Measured In the Learning

Learners PERFORM WORK TASKS AND/OR CREATE WORK QUTPUTS using what they learned.
Validated by objective measures of task behaviors and/or outputs—or multiple subjective measures.
Tier-7 requires rigorous methods to determine the causalimpact of the learning program—positive,
negative, or neutral. KBIs (Key Behavioral Indicators) can be outlined as generally-worded goals but
must be operationalized using valid constructs that are transparent and measurable.

Learners PERFORM RELEVANT REALISTIC TASKS.
Demonstrated without unrealistic hints or help. May involve multiple tasks chained together.
* Assessed Shortly After Learning—measured during or right after learning event.
Not a fully adequate metric because learners may forget how to perform.
» Assessed for Remembering—measured after several days or more.
ADEQUATE TO CERTIFY SUCCESSFUL TASK PERFORMANCE.

Decision
Making

Learners MAKE DECISIONS GIVEN RELEVANT REALISTIC SCENARIOS.
Scenarios should include both relevant and non-relevantinformation so that learners can demonstrate
they know how to evaluate (make sense of) contextual work factors.
» Assessed Shortly After Learning—measured during or right after learning event.
Not a fully adequate metric because learners may forget how to make these decisions.
* Assessed for Remembering—measured after several days or more.
ADEQUATE TO CERTIFY SUCCESSFUL DECISION MAKING.

4A. Learners answer questions about FOUNDATIONAL CONCEPTS—those critical to work decisions.
* Assessed Shortly After Learning—measured during or right after learning event.
Not a fully adequate metric because knowing concepts does not always enable performance.
* Assessed for Remembering—measured after several days or more.

Level 1 -- Reaction

Completion

Knowledge ADEQUATE TO CERTIFY FOUNDATIONAL KNOWLEDGE.
4B. Learners answer questions on TRIVIAL KNOWLEDGE—info not central to work decisions.
» Assessed Shortly After Learning—measured during or right after learning event.
* Assessed for Remembering—measured after several days or more.
Inadequate measures because knowing facts/terminology does not usually enable performance.
3A. Learners are queried in a way that REVEALS INSIGHTS RELATED TO LEARNING EFFECTIVENESS.
* Measuring: whether learners feel they know, motivation to apply, practice, after-learning support, etc.
Learner Such measures can hint at outcomes but should be augmented with objective metrics.
Perceptions 3B. Learners are queried about CONSTRUCTS NOT RELATED TO LEARNING EFFECTIVENESS.
« Measuring: learner satisfaction, course reputation; or using poorly-designed metrics.
Such measures are inadequate to validate learning success.
Learners ENGAGE IN ACTIVITIES RELATED TO LEARNING.
Learner Measures may focus on learner attention, interest, participation, or other learner actions.
Activitv These measures are not adequate to validate learning success because learners may engage in these
activities but not learn, or learn wrong information, or be unmotivated to apply what they’ve learned.
Attendance/ Learners ENROLL, START, ATTEND, OR COMPLETE A LEARNING EXPERIENCE.

These measures are not adequate to validate learning success because learners may engage in a learning
experience but not learn, or learn wrong information, or be unmotivated to apply what they’ve learned.




The Idea:

We create a competitive advantage when we design
our evaluation practices using frameworks that
integrate science-of-learning wisdom.
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Seed Ideas Across Learning

Don’t just share key ideas within a
course. Seed ideas across many
courses and through other channels.

* Insert GenAl projects in many training programs.
- Seed company values in decision exercises.

If we do these things, we gain advantage over
competitors who don’t.



Spacing Repetitions Over Time
iIs among the Strongest Research Findings!

“Because of its robustness, the spacing effect has the potential to be applied across
a variety of contexts as a way of improving learning and memory.” (p. 684)

The most recent scientific review of
the spacing effect said the following:

] --- “observed in different animal species” ---
--- “across the human lifespan” ---
- --- “with numerous experimental manipulations” ---

--- “observed with educationally relevant verbal materials” ---
--- “observed in the classroom” ---
--- “lobserved with] memory impaired populations” ---

Maddox, G. B. (2016). Understanding the underlying mechanism of the
spacing effect in verbal learning: A case for encoding variability and study-
phase retrieval. Journal of Cognitive Psychology, 28(6), 684-706.

By 1992, over 300
scientific studies had
been carried out.

Bruce, D., & Bahrick, H. P. (1992).
Perceptions of past research. American
Psychologist, 47(2), 319-328.



Learning-Request Process

When we use a learning-request process
that nudges us and our sponsors to consider
factors and solutions beyond training, we
will align with more effective research-
aligned practices, and we’ll create more
effective learning.



ke

“What do you want people to do differently?”

Don’t | “What organizational results would you expect?” Q:::Ez:s
Just .
Ask: | “What benefits to the employees?” Enough

“Taught in person or online?”

“Would you like a beverage with that?”
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AsI Q

vestions that Nudge Thinking:

Why is this training needed now?
* Long-term performance problem.
* New performance problem.
* New opportunity to leverage.

* To increase creativity.

- Keep employees up to date.
* Regulatory requirements.
- Keep employees aware of info.

* Et cetera...

It ' » —

Nudges those |
requesting
training to think b
through the
issves.

Helps us

determine

whether it's a
training issve.



Ask Queshons that Nudge Thinking:

What OTHER factors might be
impacting performance?

 Lack of clear goals.
 Lack of time.
* Too few people to do the work.

 Poor teamwork.

 Inadequate tools or equipment.

* Unclear standards of performance.

* High levels of stress.

* Et cetera...

Nudges those
requesting
training to think

about what else
might be
involved.




Megotiating for Learning that Works

A Full-Factor Learning Request
Process

https://www.linkedin.com/pulse/full-factor-learning-request-

process-will-thalheimer/

Will Thalheimer .
) 20 articles
Consultant, Speaker, Researcher at Work-Learning Research



https://www.linkedin.com/pulse/full-factor-learning-request-process-will-thalheimer/

Enabling All of Our Learners.

Learning teams that better support all of
their learners in learning—creating
inclusive learning programs—will create a
competitive advantage.



Survey Questions to Boost Inclusive Learning

Ingeborg Kroese, edp, msc Will Thalheimer, php, Mea
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Workflow Learning Hacks

By helping people learn within their work,
we open a hew opportunity for employee
growth, collaboration, creativity, & more.

It’'s a competitive advantage to have

employees who are learning more deeply—
in collaboration—every day.



Workflow Learning
for
Competitive Advantage
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Workflow Learning is Not Training in Disguise




Workflow Learning is Learning As Work

After-Action

] Trial, Pilot,
Reviews

Experiment

Learning Maximizers

. Valid Credible Content

Engaging Learning Events

Wrangling &
Dissent

Support for
° Basic Understanding

| - Support for
G u Id ed CJB= 0 77 Decision-Making Competence
J 5 ' Support for

cogn itio n °  Full Task Competence

Support for
Long-Term Remembering

Support for
°  Work Application of Learning

Support for
° Perseverance in Learning
In building learning, we should

provide as many of these as possible.

Will
“Thalheimer




What Lessens

Competitive Advantage
In L&D?




What Lessens Competitive Advantage?

Doing what everybody else is doing.
Following traditional practices.
Using legacy models and solutions.
Relying on industry survey research.
Accepting the role of order taker.
Not evaluating our learning.

Not educating our rookies.

Not being lifelong learners.



Planning for
Competitive Advantage




Some Options for Creating Competitive Advantage

: Researched Managers
Learning Performance ] ;
/ . Leadership Enabling
Sciences Sciences . ,
Training Learning

Seeding ldeas

Better Learning Include All
Learning AcCross Request Your
Evaluation Courses Process Learners

Workflow
Learning
Hacks

Something
Else?

Stop Being
Satisfied



Happiness
and
Competitive Advantage
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We can Empower Ourselves by Working to
Create a Competitive Advantage.



To Learn More



What is your team doing to create competitive advantages?
What is your team doing that limits advantages?
What would have the biggest impact in your organization?
What could your learning team do right away?

What could YOU do right away?

What obstacles would you want to circumnavigate?
What else could you do to create a competitive advantage?

What benefits might result from auditing your team’s
practices in terms of competitive advantage?
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For Senior Leaders

For Learning Professionals
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The Learning-Transfer Evaluation Model

A Framework on the Outcomes of Learning. Version 13. (Known as LTEM, pronounced “L-tem.”)

Ovutcomes Measured In the Work

Tier

Learners’ work performance impacts KEY PERFORMANCE INDICATORS AND KEY STAKEHOLDERS.

Possible stakeholders: beneficiaries, learners, the organization, customers, sponsors,

Effects of — : ! ! ! ‘
8 ¢ coworkers/families/friends, investors, community, society, and the environs, etc.
Transfer Tier-8 should utilize objective metrics and rigorous methods to determine the causalimpact of learning—
positive, negative, or neutral. Surveys almost always provide weak evidence for KPIs.
Learners PERFORM WORK TASKS AND/OR CREATE WORK OUTPUTS using what they learned.
Transfer Validated by objective measures of task behaviors and/or outputs—ormultiple subjective measures.
7 to Work Tier-7 requires rigorous methods to determine the causal impact of the learning program—positive,
Performance negative, or neutral. KBls (Key Behavioral Indicators) can be outlined as generally-worded goals but

Task
Performance

tcomes Measured In the Learning

must be operationalized using valid constructs that are transparentand measurable.

Learners PERFORM RELEVANT REALISTIC TASKS.
Demonstrated without unrealistic hints or help. May involve multiple tasks chained together.
« Assessed Shortly After Learning—measured during or right after learning event.
Not a fully adequate metric because learners may forget how to perform.
= Assessed for Remembering—measured after several days or more.
ADEQUATE TO CERTIFY SUCCESSFUL TASK PERFORMANCE.

Decision
Making

Learners MAKE DECISIONS GIVEN RELEVANT REALISTIC SCENARIOS.
Scenarios should include both relevant and non-relevantinformation so that learners can demonstrate
they know how to evaluate (make sense of) contextual work factors.

= Assessed Shortly After Learning—measured during or right after learning event.

Not a fully adequate metric because learners may forget how to make these decisions.
Assessed for Remembering—measured after several days or more.

ADEQUATE TO CERTIFY SUCCESSFUL DECISION MAKING.

Knowledge

4A. Learners answer questions about FOUNDATIONAL CONCEPTS—those critical to work decisions.
Assessed Shortly After Learning—measured during or right after learning event.

Not a fully adequate metric because knowing concepts does not always enable performance.

Assessed for Remembering—measured after several days or more.

ADEQUATE TO CERTIFY FOUNDATIONAL KNOWLEDGE.

4B. Learners answer questions on TRIVIAL KNOWLEDGE—infonot central to work decisions.
Assessed Shortly After Learning—measured during or right after learning event.

Assessed for Remembering—measured after several days or more.
Inadequate measures because knowing facts/terminology does not usually enable performance.

.

Learner
Perceptions

3A. Learners are queried in a way that REVEALS INSIGHTS RELATED TO LEARNING EFFECTIVENESS.

Measuring: whether learners feel they know, motivation to apply, practice, after-learning support, etc.
Such measures can hint at outcomes but should be augmented with objective metrics.

3B. Learners are queried about CONSTRUCTS NOT RELATED TO LEARNING EFFECTIVENESS.

Measuring: learner satisfaction, course reputation; or using poorly-designed metrics.
Such measures are inadequate to validate learning success.

Learner
Activity

Learners ENGAGE IN ACTIVITIES RELATED TO LEARNING.
Measures may focus on learner attention, interest, participation, or other learner actions.
These measures are not adequate to validate learning success because learners may engage in these
activities but not learn, or learn wrong information, or be unmotivated to apply what they’ve learned.

Attendance/
Completion

Learners ENROLL, START, ATTEND, OR COMPLETE A LEARNING EXPERIENCE.
These measures are not adequate to validate learning success because learners may engage in a learning
experience but not learn, or learn wrang information, or be unmotivated to apply what they’ve learned.

© Creative Commons Copyright (BY-N 024 by Will Thalheimer. Info: https://worklearning.com/ltem/. See next page for instructions on how to use LTEM.

The Learning-Transfer Evaluation Model:

Sending Messages and Nudging Evidence-Informed
Thinking to Enable Learning Effectiveness

Aligned with LTEM Version 13

by Will Thalheimer, PhD, MBA

WorkLearning.com/LTEM
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“This is one of the most impactful
and useful courses I've attended in
30 years.”

“This class has been excellent from
top to bottom. Truly a gift to the
world of learning professionals.”

“This course is really special.
Valuable, practical, and challenging.”
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https://bit.ly/LTEM_Boot_Camp

Thank Youl!

INFO@WorkLearning.com

Will Thalheimer, PhD, MBA
Consultant, Speaker, Researcher

will.thalheimer@worklearning.com

WORK-LEARNING

RES EARCH https://www.linkedin.com/in/willthalheimer/

LinkedIn




Chapters Available
as Articles
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A picture of training in action.

Training Works! Says the
Science!

Will Thalheimer https://www.linkedin.com/pulse/training-works-says-science-
Consultant, Speaker, Researcher at ¥ . )
will-thalheimer


https://www.linkedin.com/pulse/training-works-says-science-will-thalheimer
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Your Learners Don’t Always Know
Learning

Will Thalheimer https://www.linkedin.com/pulse/your-learners-dont-always-
CEIEVIC AN CELCMCREENEN know-learning-will-thalheimer-hkgle/



https://www.linkedin.com/pulse/your-learners-dont-always-know-learning-will-thalheimer-hkqle/

Experts Have Difficulty Being Good Teachers, Trainers, and Course Designers

Why Your Experts Aren’t Always Great
at Teaching

Will Thalheimer https://www.linkedin.com/pulse/why-your-experts-arent-
' Consultant, Speaker, Research always-great-teaching-will-thalheimer-2wdhe/



https://www.linkedin.com/pulse/why-your-experts-arent-always-great-teaching-will-thalheimer-2wdhe/

Megotiating for Learning that Works

A Full-Factor Learning Request
Process

@ W TRl https://www.linkedin.com/pulse/full-factor-learning-request-

Consultant, Speaker, Researcher at W process-will-thalheimer/



https://www.linkedin.com/pulse/full-factor-learning-request-process-will-thalheimer/

Learning Strategy for Learning
Teams

will Thalheimer https:/./www.I|nked|n.com/puIse/Iearnmg-strategy-teams-wﬂl-
Consultant, Speaker, Researcher at W( thalhelmer/


https://www.linkedin.com/pulse/learning-strategy-teams-will-thalheimer/

Separating Good Research from
Bad in Workplace Learning

Will Thalheimer https://www.linkedin.com/pulse/separating-good-research-
ST e {0 M-bad-workplace-learning-will-thalheimer-tsk7e/


https://www.linkedin.com/pulse/separating-good-research-from-bad-workplace-learning-will-thalheimer-tsk7e/

;unsu'_ﬁ'if.' EENE | gEEER
|HzEE 8
— -l .

i | 1k
EMEETNDE
1 E

L .
I0H

Learning Data is Often Crap Data

Will Thalheimer https:/./www.l|n!<ed|n.com/puIse/Iearn|ng-data-often-crap-wﬂl-
Consultant, Speaker, Researcher at Wo thalhelmer-sgmje
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