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Learning 

requires action 

on part of the 

learning leader, 

learner and 

supervisor. 



Learning Leader: 

• Relevant  

Resources 

• Access to  

Content 

• Follow-up 
 



Directors, Managers, Supervisors: 

• Support  

• Require Sharing 

• Empower 

• Accountability 



Learner: 

• Reflect  

• Share  

• Identify Next Steps 

• Celebrate Milestones 
 



Tools Used by Idaho Commission for Libraries 

Kirkpatrick Model – Donald Kirkpatrick, 1959 
http://www.kirkpatrickpartners.com/OurPhilosophy/TheKirkpatrickModel/tabid/302/Default.aspx  
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Transfer of Training 
  Pair and Share 
  Written Report or Newsletter Article 
  Collaborative efforts with colleagues 
  Presentation to colleagues 
  YouTube Video 
  Blog posts 
  Pinterest - Facebook - Twitter 

Be Creative –Do It!! 
http://libraries.idaho.gov/page/more-learning-resources  

http://libraries.idaho.gov/page/more-learning-resources�


Kirkpatrick Model 

Evaluating Learning: 

• Reaction 

• Learning 

• Behavior 

• Results 
 
 

Kirkpatrick Model – Donald Kirkpatrick, 1959 
http://www.kirkpatrickpartners.com/OurPhilosophy/TheKirkpatrickModel/tabid/302/De
fault.aspx  
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Reaction 
 

Learning leader 
•Evaluate. 
•Know your audience. 
•Adjust. 

Director/manager 
•Ask. 
•Coach. 
•Allow. 

Learner 
• Honestly, self-report.  
• Reflect. 
• Identify the next step. 



Learning Leader 
• Objectives/outcomes. 
• Follow-up. 

Directors, Managers, Supervisors  
• Debrief with the learner. 
• Provide opportunity to share. 

Learner 
•Share. 
•Establish a timeline. 



Behavior: 

Learning Leader 
• Follow-up. 
• Survey colleagues. 

Learner 
• Track progress. 
•  Coordinate. 
•  Reflect and reward. 

Director, Manager, Supervisor 
• Identify touch points. 
• Mentor. 
• Reward. 



Results: Learning Leader 
• Follow-up. 

Director/Manager/Supervisor 
• Support learning. 
• Review expectations.  
• Reward success. 
• Take it to the next level. Learner 

•Track. 
• Evaluate. 
• Celebrate. 
• Identify next step. 



Tips: Learning Leaders 
• Provide relevant take-aways  
• Provide online resources 
• Follow-up 
• Mix up teaching techniques 



Tips: Directors & Managers 
• Coach and mentor staff  
• Establish clear learning goals 
• Empower learners  
• Encourage sharing  
• Ask – Follow-up 
 



Tips: Learners 
• Implement one thing at a time 
• Be careful of burnout 
• Start with what makes the 

most sense 
• Learn by sharing 
• Explain the reason 
 



Resources: 
 
The Kirkpatrick Model: 
http://www.kirkpatrickpartners.com/Home/tabid/38/Default
.aspx    
 
Idaho Commission for Libraries: 
http://libraries.idaho.gov/page/more-learning-
resources  -- ICFL Workshop Handouts 
 

http://www.kirkpatrickpartners.com/Home/tabid/38/Default.aspx�
http://www.kirkpatrickpartners.com/Home/tabid/38/Default.aspx�
http://libraries.idaho.gov/page/more-learning-resources�
http://libraries.idaho.gov/page/more-learning-resources�
http://libraries.idaho.gov/page/more-learning-resources�
http://libraries.idaho.gov/page/more-learning-resources�
http://libraries.idaho.gov/page/more-learning-resources�


Shirley Biladeau, Continuing Education Consultant 
Idaho  Commission for Libraries 
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Definition: Transfer of training is the ability of a participant in a training 
activity to introduce and use the knowledge, skills and/or attitudes imparted 
by the training in the work setting. 
 
The problem: Transfer of training cannot automatically be assumed. 
Sometimes even very fine training makes no real impact on work 
performance. There are a number of possible reasons for this failure. 
These include: (1) failure to understand how to apply the new information to 
the work setting, (2) failure to systematically plan for implementation of 
new information, (3) resistance on the part of the trainee, (4) resistance on 
the part of the supervisor, (5) resistance on the part of co-workers. 
 
Transfer of Training Interviews. Transfer of training can be greatly 
enhanced by a series of interviews before and after the employee attends the 
training.  These interviews may be between the employee and the supervisor 
or with the whole work team. 
 
Pre-training interview: Before the training, the employee and the 
supervisor or work team should discuss the following questions: 
 
1. What work need(s) will this training address? 
2. What specific knowledge, skills or attitudes do we hope the employee 


will get out of the training? 
3. How do we hope that applying the new knowledge, skills, or attitude will 


change the work setting? 
4. Are there problems that we might anticipate in applying this information 


to our workplace? Can we alleviate any of these problems in designing 
the training. (e.g. is this the right person to go to the workshop if we wish 
to implement the information gathered there.) 


5. Are there questions the employee should ask the trainer about applying 
the new knowledge, skills, or attitudes in our work setting? 
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Notes should be kept on the answers to these questions.  These notes will be 
useful in later interviews with the person who attended the training. 
 
As part of the interview, the employee who will be attending the training 
should be reminded of methods through which they can enhance the training 
for themselves.  These methods include: 
 
 Reread the brochure about the training before attending the training. 
 
 Read any material, which is received in advance of the training before 


attending the training. 
 
 Listen carefully to the lectures, making notes of important points. 
 
 Get involved in all activities in the training. 
 
 Ask questions if you do not understand some of the information 
 
 If you are not sure how to apply this information to your work setting, 


ask the trainers to give you some tips. 
 
 During breaks enter into discussions about the training with other 


participants. Ask how they expect to use it in their work settings. 
 
 Engage the trainers during breaks to ask questions about the material and 


how it can be applied. 
 
 Bring home all handouts and review them a day or two after the training. 
 
 Think of how this information can be disseminated to other team 


members 
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Post-training interview: These are questions that should be 
discussed immediately after the employee completes the training. 
 
Did the employee get what we expected out of the training? 
 


1. If the employee got what was expected 
 


a. Does the employee think that the new knowledge, skills or 
attitudes are applicable to our work setting?  Why or why 
not? 


 
(1).  If the knowledge, skills, or attitudes are applicable: 
 


(a) What steps will the employee take to begin to 
apply the new information? 


 
(b) What barriers will need to be overcome to 


apply the information? 
 


(c) How might we overcome these barriers? 
 


(d) When and how should we check our progress? 
 


(2).  If the knowledge, skills or attitudes are not 
applicable, go to 2 below. 


 
2. If the employee did not get what was expected, did s/he pick up 


any other information that might be useful to the organization?  If 
yes, go back to 1(a)1. 
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Post-application interview: If, at the post-training 
interview, it was decided that the training would be applied to the 
work setting, a check-in interview should have been scheduled.  
Typically this would occur about six weeks after the new information 
was put into use.  At this interview, the following questions should be 
answered: 
 
 What changes have been made? 


 
 How successful do we think these changes have been in meeting 


the original need(s) expressed in the pre-training interview 
 
 What changes have we been unable to make? Why? 
 
 Should we still try to make these changes? If so, what is our plan 


for making the changes? 
 


 What unexpected problems have we come across in applying this 
training? How have we dealt with them? 


 
 What unexpected benefits came from applying this training? 
 
 Is there anything else that we need to do to apply this training 


more fully? 
 
 
 
 
J:/Sott/Training/Transoftrain.doc 





