
 

 

 

 

What needs to be in place for training to work? 
 

Too much money and time is spent on training in the belief – or, rather, hope – that 
it will fix the problem or create capability. 
 
How do we know this? 
 
Many statistics are quoted about how much of the learning is lost if it isn’t reviewed 
and embedded. Some estimates reckon that, after 1 year, 96% of what was 
learned on a course has been forgotten! 
 
Managers and Business Owners will have experienced the frustration and financial 
pain of investing in training for their staff only to see no tangible output. 
 
If training is about giving people the understanding, the skills, the techniques and 
the mindsets to do a better job or to make changes in other areas of their life why 
don’t they then use it? If they don’t does that mean the training was inadequate? 
Not necessarily so. 
 
We have seen significant differences in training outcomes when we've rigorously 
worked through each of these 6 steps before taking on a piece of training - and 
have also experienced the downside when we've given into pressure to just focus 
on delivery! 
 
What else needs to be in place? 
 
 
1. Clear business objectives 

What does the business want to change and why? 
How does it know that training is the solution or even part of it? 
What else is needed to achieve this change? 

 
2. Do the individuals to be trained have the capacity to change? 

How motivated are they? 
How capable are they of taking on board new knowledge, skills, ways of 
working? 
Are there any consequences for them of not improving their skills, 
knowledge or approach? 



 

 

 
 
3. How do we engage those to be trained? 

How have we involved each person in the process? 
Do they buy-in to the benefits and outcomes of the training they are being 
signed up for? 
How have we taken account of personal objectives and motivations and 
made the connection between these and the training? 
Have we identified any other business priorities which could detract from the 
training and dilute the attention of the delegates? 
 

4. How effective is the training solution? 
Does it use relevant scenarios and language? 
Does it appeal to all learning styles? 
Is it pitched appropriately for the level of experience of the delegates? 
Is it dependent on the success of one workshop or composed of layers to 
re-enforce the learnings? 
How have we made it safe for delegates to try new approaches and make 
mistakes within the training? 
Have we recognised and overcome or mitigated any group dynamics which 
could hijack the learning process? 

 
5. How will the training be embedded? 

What existing forums could you use to re-enforce the key messages? 
In what practical ways could you encourage the delegates to apply their new 
knowledge and skills, for example, in projects? 
How have you communicated the training outcomes to managers and others 
who could support the participants? 

 
6. How will we measure success? 

What mechanisms already exist to chart progress? 
Who is best placed to see improvements in performance 
What reward and recognition activities would work well for these delegates? 

 
We know that businesses need to make every pound – and hour - invested in 
training count. Taking the time up front to ensure all 6 areas are covered will pay 
dividends - and the solution might turn out not to be training. 


