
1. As an organization, why provide training and development?
T&D had benefits for the employee, the organization as well as society as a whole. Employee benefits include intrinsic motivation (higher self-efficacy, greater knowledge and skills, feel more useful, more positive attitudes towards their job and organization) and extrinsic motivation (higher earnings; Organizational benefits include organizational strategy (help org achieve short and long term goals), increase organizational effectiveness (ROI, better productivity, fewer error/accidents, less supervision needed) and employee recruitment & selection (a company’s T&D program can help recruit new employees and retain the ones they have; societal benefits such as an educated populations (provides skills that also serve employees outside of the work environment) and a better standard of living (a better-trained workforce is more productive, thereby improving he economy and the standard of living)
2. What are the different kinds of transfer? How can we improve transfer?
Near: applying new learning to situation that are very similar to those in which training occurred
Far: applying new learning to situations that are different from those in which training occurred
Horizontal: Transfer across different setting at the same level
Vertical: transfer from trainee level to organization level
3. How do organizations promote learning and development? What are key features of learning in the workplace?
Five Disciplines by Senge: Personal Mastery, Building a Shared Vision, Mental Models, Team Learning and Systems Thinking
Four key dimensions of a Learning Organization: Vision, Culture, Learning Systems/Dynamics and Knowledge Management/Infrastructure
4. How would you motivate your employees? Are there specific theories which come to mind?
Extrinsic motivation: stems from factors in the external environment
Intrinsic motivation: stems from a direct relationship between worker and task
Theories: 
Need Theories (refer to physiological and psychological needs – Maslow’s hierarchy of needs and Clayton Alderfer’s ERG theory - existence, relatedness and growth – if unable to satisfy a higher need, then the desire to satisfy lower level will increase)
Process Theories: Expectancy theory which includes the following factors: expectancy, instrumentality, valence and effort. Goal Setting Theory.
5. What are SMART Objectives? Why is it important to use structured objectives? Lesson 7
SMART –
Specific: clearly indicates what the learner will be able to do
Measureable: the result cant be ‘seen’ at the end of the session
Attainable: the goal can be achieved within the timeframe and with the conditions
Relevant: it is needed by the participants to complete/improve work tasks
Time-Frame: it can be achieved by the end of the training session
It is important to use structured objectives because dictate the design of the training, they serve as the bases for evaluation (if measurable), they provide the learner with the mean to self-select their instruction (using metacognitive strategies)

6. How do people generally learn? What are preferred methods of training? 
Learning forms in different stages: Declarative knowledge (learning knowledge, facts and info), Knowledge Compilation (integrating tasks into sequences to simplify and streamline the task), Procedural Knowledge (learner has mastered the task and performance is automatic and habitual)
Preferred Methods of Learning is a combination of two of the following learning methods. Concrete Experience, Abstract Conceptualization, Reflective Observation and Active Experimentation.
Converger (AC + AE) = thinking and doing
Diverger (CE + RO) = feeling and watching
Assimilator (AC + RO) = thinking and watching
Accomodator (CE + AE) = feeling and doing
	
7. Differences between games and simulations as a training solution
Games: activities characterized by structured competition that allow trainees to learn specific skills. Tend to focus on development of problem-solving, interpersonal skills, and decision-making skills. Disadvantage: emphasis on winning, possibility of learning wrong things, weak relation to training objective.
Simulations: operating models of physical or social events designed to represent reality. Opportunities to experience many situations and get performance feedback. Realistic and sometimes cost effectives but usually expensive to develop and stage. Fidelity of the simulation is a key concept that affects transfer of learning to the work environment: 
physical fidelity: similarity of physical aspects of the simulation to actual job.
psychological fidelity: similarity of psychological conditions of the simulation to actual environment
[bookmark: _GoBack]Simulations are considered effective if they involved concepts of physical and psychological fidelity.

8. Adoption and design features for contemporary technologies in training and development

9. What are the differences between skills, abilities and competencies?

10. What is a ‘Needs Analysis’? How would you conduct one? What are the outcomes of a ‘Needs Analysis’?
Needs Analysis is a process to identify gaps or deficiencies in employee and organizational performance. It is also known as needs assessment and training needs analysis. 
Needs Analysis process consists of a series of interrelated steps: the identification of a concern, measuring its important, consulting the stakeholders, and the collection of information. 
Needs Analysis consists of 3 levels: organizational analysis, task analysis and person analysis. Each level of needs analysis is conducted to gather important information about problems and the need for training. An organizational analysis gathers information on where training is needed in an organization; 
A task analysis indicates what training is required (process of obtaining information about a job by determining the duties, tasks and activities involved and the knowledge, skills and abilities required to perform the tasks)
A person analysis identifies who in the organization needs to be trained. (process of studying employee behavior to determine whether performance meets standards).
Outcomes:  identifies performance gaps, clarifies nature of performance gaps, determines if T&D is necessary, identifies where, what and for whom T&D is necessary, write training objectives and design training programs, develop measure for training evaluation. 
Methods: observation, questionnaires, interviews, tests, records and reports, group discussion, work samples.

11. What makes good training good? What makes bad training bad? How do we evaluate training? – lesson 4

Training is considered good if the training program achieves its training objective.
1. Kirkpatrick’s Hierarhical Model (4 Levels):
Level 1: Reactions – trainee perceptions of the training program. Methods: the smiley sheets, post-training surveys)
Level 2: Learning – trainee acquisition of the program material (procedural and declarative knowledge) methods: before and after assessments 
Level 3: Behaviors – extent to which the new knowledge and skills are applied to the job. Methods: observation and interviews, supervisor reports, production records, self-reports.
Level 4: Results – the effect on the business or work environment by the trainee. Methods: expenses, revenues, sales.
2. COMA Model: training evaluation model that involves the measurement of 4 types of variables: Cognitive, Organizational Environment, Motivation and Attitude.
COMA Model improved the on Kirkpatrick’s model in 3 ways: 
Integrates a greater number of measures
Measures are causally related to training success
Defines variables with greater precision
3. Decision-Based Evaluation Model: a training evaluation model that specifies the target, focus and methods of evaluation.
4. The Learning Transfer System Inventory: this contains all of the variables from COMA plus additional ones such as: learner readiness, resistance/openness to change, and opportunity to use learning.

12. Who are the key players or major stakeholders in organizational training and development?
Trainees: the individuals being trained
Trainers: individuals who are designed and/or presenting the training
Managers: individuals who have sponsored the training intervention and/or supervising employees who are being trained








