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A Few Words from Bob:  Training is an Investment, Not a Cost 

I just returned from ASTD ICE (American Society for Training and 
Development International Conference and Exposition) 2011 in 
Orlando, Fla. In my sessions, I asked people how many ICE’s they had 
attended. Over 75 percent of the 2000+ that I had in my audiences 
indicated that this was their first conference. 

ICE is arguably the premier conference for trainers globally with 8000 in 
attendance. So what happened to last year’s attendees? Why didn’t 
they come back? For many, the answer is that their organizations view 
attending as a “perk” or a reward. So this year it’s your turn. And the 
implication is that next year it will be someone else’s turn. 

My view is that training should be an investment, not a cost. Just prior to ICE beginning, I did a two-day program 
for 12 trainers for Schlumberger in Orlando. The training manager for this group, Joe Amlin, brought them in from 
all over the world for five days before ICE – and a day after the conference was over. And for each segment of the 
training that was planned, he had each person prepare a Return on Training Investment (ROTI).  

What is the value of learning to do better presentations and being able to teach others how to do so? There was a 
form that walked them step by step through answering that question, applying appropriate metrics, and 
determining a projected return in the 6-12 months following the program. 

What is the value of using Turning Technologies Turning Point responders in our classes, and what is the value of 
spending a day with a Turning Technologies expert learning to use their technology is each of our courses? What is 
the value of taking time during the class to practice incorporating the various types of response slides into the 
PowerPoint presentations rather than waiting until you get back in the field in 10 or 12 days? Amlin’s people 
figured all of that out. 

They also went over the entire ASTD ICE program and made a list of sessions they thought would meet needs and 
fill gaps. Generally no more than two people attended a session. They met at the end of each day for debriefing 
and to make any needed adjustments for the following day. They also scheduled a day after the conference to fully 
debrief and put action plans in place. 

So for Amlin and his trainers, ASTD will be an investment, not a cost. And they do the same thing for every 
program they run around the world. Participants get a very thorough pre-course letter with specific things they  
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must do, including a conversation they need to have with their managers. Each participant needs to know what the 
projected value of the applied training will be and how it will be measured. 

ICE attendees in my sessions drilled down on the transfer of 
training. They learned that there are three people who most 
influence whether training gets applied or not – the manager, 
the participant, and the trainer. And based on  

research two colleagues of mine have done, John Newstrom 
and Mary Broad, the four most important “moments of 
truth” in getting a return on training investment are the 
manager before, the trainer before, the manager after, and 
the trainer during. Doing the right things at these times 
creates a maximum learning environment for each 
participant. Why? Because training is a process, not an event. 
The success of the event begins long before people show up 
and continues until we see results in the workplace. 

If you want to dig deeper into these things let me suggest “Making Training Stick” - a 3 ring binder packed with 
forms, guides, and checklists to make your training stick. You can check it out here at The Bob Pike Group’s estore. 
If you decide to order, call 1-800-383-9210 and mention that you saw it on the Creative Training Techniques 
newsletter site, and you’ll get 10 percent off, plus free ground shipping in the U.S. 

Until next month – add value and make a difference. 

 

 

 

Proven Techniques for Improving Training Transfer 
By Dave Basarab 
 

All of us in training and development have a variety of techniques to aid our participants in transferring what they 
mastered in our programs to the job. What I find is that most of these techniques are centered around the learning 
event – the thing that we have the tightest control over. Startling fact: there are numerous research studies that 
point out that only 10 to 25 percent of training skills are successfully transferred to the job. This means that we run 
our training factories at a 75-90 percent defect rate. The good news is that we can correct this. The tips that I am 
going to show you have resulted in organizations increasing their transfer rate to 70 percent or more. 

The Training Transfer Continuum 

I think of training transfer as a continuum – from designing to pre-course, in-course and post-course activities. To 
aid our organizations in maximizing transfer, we need to think beyond the training event itself and include 
activities during design, before training, and post training. 
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Tip #1 – Map Design to Adoption 

When designing training, look beyond the session and ask 
yourself, “What do we expect participants to do on-the-
job based upon the course design?” I call these the 
Adoptive Behaviors. Make sure your course objectives and 
content are supportive of the behavior. You will be 
surprised how often we teach content that will never be 
used because the participant has no need or opportunity 
for that content. Highly transferable training has tightly 
aligned content to adoptive behavior. In the same light, 
the activities and techniques you employ to practice new 
skills needs also to align to adoptive behaviors. 

In summary, design training so that as much as possible is directly aligned to real on-the-job work performed. 

Tip #2 - Use the Buddy System 

 Whenever possible, pair participants together to practice and coach each 
other. Participants learn really well when working with other participants; 
each gains in the exchange. Trying out new things and getting immediate 
feedback are excellent transfer enablers. Note: there is a risk here that 
needs to managed – that some participants will coach/support incorrect 
behaviors. It’s not done intentionally, but it does happen. These pairs may 
also become learning partners post training to support and coach each 
other – another good tip for increasing transfer. 

Tip #3 - Use Table Coaches 

Design training where very little (less than 5-10 percent) is lecture in the front of the 
room. Place participants into small groups with a table coach (facilitator) where new 
content is introduced and practiced. Keep the table coach and their participants 
together for the entire session. 

Tip #4 - Reality Rules 

Design experiences/exercises that mirror the real world work environment. Ensure 
debrief sessions clearly tie back to the workplace and demonstrate how the skills can be 
used. Whenever possible, design activities that map to real world scenarios. For 
example, in sales training, have real customers in the session or via teleconference for 
participants to practice with. At times, we employ “experiential activities” that teach a 
concept we want participants to employ, such as a ropes course, simulation, etc. These 
are fine as long as the debrief takes it from the abstract and ties how to use what was 
learned back to the workplace. 
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Tip #5 – Have Supervisors and Employees Learn Together 

Have supervisors and employees attend the class together. Learning the 
same thing together at the same time has the potential to form a training 
transfer bond that is hard to break. Both parties can shape how newly 
learned skills will aid their department/team and the individual, greatly 
enhancing transfer. I have one customer where managers attend the course 
2 to 3 times a year or more as their people go through the class – that is a 
serious commitment to transfer. 

Tip #6 – Journal 

At conclusion of course modules, participants document what they learned and what they 
possibly could do with it back on-the-job. Participants forget what was learned on Monday 
morning - journaling often and at the conclusion of course modules provides a basis for 
putting plans in place of what to do back in the workplace. Try to spend no more than 5-10 
minutes per journaling effort. Note: Journaling is usually private and not shared with 
anyone.  

Journaling is not only for classroom courses. For e-learning programs, the journal can be 
built into the code for the participant to access, enter their thoughts, and modify entries as they progress through 
the course. Consider having a print feature built into the course so that they have a hard copy if they wish. 

A Learning Journal has many advantages: 

 To identify and recognize the participant's strengths and capitalize on them 

 For participants to acknowledge current limitations 

 To identify areas for self-improvement and post-program development 

 To gain insight in potential future benefits of transferring learning to the job 

The key elements of a learning journal are: 

1. Description - what just happened in the course 
2. Reflection - the participant's behavior, feelings, and personal observations 
3. Learning - what you learned, what you would do differently, how you have changed 

 

Dave Basarab is an experienced evaluator and author who has led strategic training 
initiatives for leading companies like NCR, Motorola, Pitney Bowes, and Ingersoll Rand. 
Basarab recently launched his new book, Predictive Evaluation. For Bob Pike’s review on 
this book, click here. 
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Top Tips for Training Transfer for Each Stage in the Training Process 
By John Townsend and Dr. Paul Donovan 
 

Editor’s note: Learning transfer seems to be this newsletter’s unintended 
theme this issue! This month, Management Pocketbooks is releasing The 
Learning Transfer Pocketbook. The tips from that book are divided into five 
stages which parallel the training process: need, design and development, 
initiation, delivery, and return to work. The five action tips below follow 
that order. 

Need 

Training is more likely to be transferred when participants believe their employer is committed to staff 
development and can see its relevance to organizational performance.  

 Include training and people development in the organization’s mission and values statement. 

 Identify training needs by asking senior management three key questions: 
o What are you trying to achieve/avoid? 
o What must staff do to help you get there? 
o What must they learn in order to provide this help? 

 
Design and Development of Training 

Real transfer happens when training is designed solely with the user in mind. User-friendly training is transfer-
friendly training.  

 Course title and content must reflect specific job issues. 

 Training handouts must be transferable and usable for each participant’s job. 
 

Initiation 

The action tips for this stage of the training process show managers how they can motivate their staff to attend 
job-relevant training: 

 Participants’ managers should clarify learners’ roles and responsibilities (review job descriptions, job 
maps, etc). 

 Participants’ managers should also clarify the degree of freedom and authority the learner will have in 
applying the learning in his or her job – how far the learner can go in using the new skills and knowledge 
before overstepping the mark. 
 

Delivery 

There is no evidence that well-delivered, entertaining training delivery has in itself any effect on learning transfer. 
What does have an effect is the way in which the trainer creates the conditions for learner sharing. In a carefully 
constructed atmosphere of trust and camaraderie, participants are usually willing to share their best nuggets of 
effective practice. These are quickly snapped up by needy colleagues and immediately transferred.  
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 Invite participant contributions and allow time for questions and comments. 

 Reward participants for sharing their experience (verbally or otherwise) and emphasize the importance of 
sharing as an underlying theme of the course. 

 
Return to Work 

Learning will not yield results unless it is used back at work – an obvious fact, yes, but almost always neglected! 

 Help management see that training is an important, results-bearing activity. Avoid off-the-shelf, feel-good 
training. Only do it when it has strategic value! 

 Sit with business unit managers as they develop their strategic plans, suggesting how training can 
support/affect their results. 

 As a professional trainer, never be heard to say, “I wish management would support training,” because 
you know that it’s in your hands. 

 

John Townsend is an international trainer of trainers and founder of Master Trainer Institute near Geneva, 
Switzerland. Dr. Paul Donovan is a professor at the School of Business & Law, the National University of Ireland, 
Maynooth. Excerpted from The Transfer of Learning Pocketbook published by Management Pocketbooks and due 
to be released this month. 
 

 
 
30 Ways to Accelerate Learning Using Twitter 
By Tait Coles 
 
Educators and education technologists have found ways to utilize Twitter, 
the micro-blogging site, to add value for personal development and create 
interest in learning. Tait Coles, an educational technologist presents 30 ways 
educators have used Twitter for education. These ideas, obviously, have 
great transferability to the realm of training and development. Here are 
Coles’ first 15 tips. The next 15 will appear in next month’s issue. ~Ed. 
 
1. Provide tips daily. 
Teachers can tweet to their students a word a day, with a short definition to provide a constant reach of 
vocabulary. Teachers can also tweet questions/new words and ask students to find the meaning of the words and 
reply to the tweet. Teachers can also post questions about the current topic they are learning to provide 
continuous support for learning. 
 
2. Review a book. 
Set up a book reading club and integrate Twitter by providing a platform for the members to write a short review 
of the book that they are currently reading, or even provide a teaser for the members of the club about a book and 
ask them to predict the ending of the book. This forecasting activity will help the students to engage with the 
content of the book in order to know the chronology of the story. 
 
3. Express thoughts. 
Some students are afraid to put up their hands and participate in a classroom discussion. Students are afraid their 
ideas may be ridiculed if they get it wrong. Teachers can use Twitter to help these “silent” students participate in  
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the classroom by providing a platform where they can express their ideas freely, without (or with less) risk of being 
ridiculed by other classmates. 
 
4. Post questions about assignments. 
Provide a place for the students to ask anything about the assignments that you have given to them. This simply 
replaces the role of e-mail. It gives the opportunity for students to think about their learning outside of the lesson. 
 
5. Ask questions without raising hands. 
Particularly in a large classroom, for example a lecture hall, you will be overwhelmed by the amount of students 
and often find it hard to ask or answer questions. For this instance, Twitter can be used as a mediator for 
discussions in the class. Using Twitter, students can personally post their questions pertaining to the topic that day 
and as the teacher, you can just project your Twitter page onto the interactive whiteboard and have a live 
streaming of questions from your students. This will also encourage those who are a bit shy in raising their hands 
to post questions. As a result, you will have a higher degree of participation. 
 
6. Brainstorm. 
Generating ideas by brainstorming is an effective learning experience. You will have an influx of ideas coming out 
from many heads, but what if your peers or your students cannot be at one place and at one time? You can use 
this particular idea when you or the students are not physically present. This is much like distance learning, but 
more on a discussion mode. 
 
7. Twittories. 
This requires participants to create a sentence that continues the thought of the previous sentence made by the 
person before them. The game is often called ‘Consequences’ or ‘Chain Story’ because the participants must 
continually produce a continuous one-sentence story. Twittories is the adaptation of that game on the Twitter 
platform. Ask your students to write a chain story; with each student having exactly 140 letters to use. A fantastic 
idea for a creative writing project. 
George Male a Middle School Teacher in Montgomery County, Maryland set up a creative writing project using this 
approach called “@manyvoices.” The end result was a story in which over a hundred students from six different 
countries contributed. It is now a published book. 
 
8. Connect with other classrooms. 
In this digital age, you cannot limit your teaching and learning to your own classroom. By bringing in resources 
from outside the classroom, you can enrich the learning experience for the students. You can connect your 
classroom with those from other schools, bringing a wider dimension for discussions and knowledge transfer. 
Using Twitter, you can achieve all this by just simply following the person with whom you want to collaborate, or 
create a new Twitter account for your class and for the corresponding class, and let your students posts tweets 
between the two classes. 
 
9. Lingua Tweeta. 
Perfect for Modern Foreign Language engagement. Tweet your students some sentences in a foreign language, 
and ask the students to reply to you using the same foreign language.  Or you can even ask the students to 
translate the sentences into their native language. 
 
10. Twit Board  
Notify students of changes to course content, schedules, venues, exam dates, revision classes, relevant TV 
programs currently on or other important information. 
 

(Continued on Page 8) 
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11. Summing Up 
Ask students to read an article or chapter and then post their brief summary or précis of the key point(s). A limit of 
140 characters demands a lot of academic discipline. 
 
12. Tweet about useful resources. (One for the teachers!) 
Teachers can tweet any information that they find which have the ability to provide support materials for the 
lesson and the students will have the access to these tweets via following their teacher. In addition, teachers can 
share useful resources with other teachers as well. This promotes a supporting environment for the educationist. 
Popular educational hashtags to follow are: 
#educhat - Education 
#ukedchat - UK Education 
#ntchat - New Teachers 
#gtchat - Gifted and Talented 
#scichat - Science 
#mathchat - Maths  
#engchat – English 
#langchat –  Foreign Languages 
 
For those in training and human resource development, the following are popular hashtags to follow and may also 
have once-a-week discussion or “chat” in which you can participate on Twitter: 
#lrnchat 
#elearning 
#mlearning 
#higheredchat 
 
13. Twit Links 
Share a hyperlink – a directed task for students – each is required to regularly share one new hyperlink to a useful 
site they have found. Perfect for collaborative revision or research. 
 
14. Twitter Stalking 
Follow a famous person and document their progress. Better still if this can be linked to an event (During the 
recent U.S. Presidential elections, many people followed @BarackObama and kept up to date with his speeches, 
etc). 
 
15. Time Tweet 
Choose a famous person from the past and create a twitter account for them – choose an image which represents 
the historical figure and over a period of time write regular tweets in the role of that character, in a style and using 
the vocabulary you think they would have used (e.g. William Shakespeare, Julius Caesar). 
 
This article first appeared in January in a blog post by Tait Coles, an accelerating achievement consultant for 
Education Bradford who works alongside teachers to provide high-quality pedagogy using technology. You can also 

follow him on Twitter as @TotallyWired77. 
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Two Dozen Ideas and Activities for Making Webinars Interactive 
 
Recently, Becky Pike Pluth held a one-hour webinar with Adobe on how to make webinars interactive. During 
her session, she engaged about 500 participants in discussion on a few questions regarding the content. In the 
way of introducing herself and the webinar producers, Pluth showed a few pictures of herself and her family. 
She then asked participants to give reasons why a facilitator would do that.  Here are a few of their responses: 
 
 

 

 

 

 

 

 

 

 

Later in the webinar, Pluth then asked participants to chat what they felt were the deadly sins of a webinar. 
Pluth’s was that so many facilitators don’t bother getting any sort of evaluation or feedback on the webinar at 
all. Others suggested the following: 
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 Human connection 

 Build a rapport 

 Build relationship 

 Face to face 

 Pull audience in  

 It is always great to put a face with a voice 

 To personalize the experience 

 To create trust and commonality 

 Makes it real 

 Personalize the presenter 

 People can now see you 

 Add a personal touch 

 So you’re not just a talking head! 

 Increase personal connection in a cold, cold 
presentation world! 

 Approachable 

 Makes you vulnerable and allows you 
to connect with group 

 It makes you a person, not just a voice 

 People like connecting with others 

 Feels closer to a face to face session 

 Engagement 

 Trust 

 Personalizes and takes away potential 
barriers 

 It might make the participants more 
comfortable with this learning format. 

 Frame of reference 

 Friendly introduction 

 Bad audio 

 Not enough visual to support words/text 

 No q and a 

 Not accessible for the challenged 

 No ability for chat or non-verbal feedback 

 Distracting background noise 

 Technical difficulties 

 Bad graphics 

 Only relying on one tool versus using 
multiple tools online 

 Facilitator won't use tools to engage 

 Mumbling 

 Not staying on topic 

 Going overtime 

 Inappropriate humor 

 Irrelevant anecdotes -- no connection to 
the real content 

 Poor verbal instructions 

 Slow response time on platform 

 

 Bad screen resolution 

 Reading the slides  

 Slides out of order 

 Not targeted to the audience 

 No demos 

 Talking without breaks for response 

 Ums 

 Not a good relation between medias 

 Assuming everyone is engaged and not 
asking open ended questions 

 Too much interaction, not enough 
content 

 Using classroom materials for webinars 
without any changes 

 Management insists only one instructor 
is needed to run entire webinar 

 No show 

 Stealing copyrighted images and using 
them in your slides. 
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Later, participants then shared openers they have used or have seen used in webinars: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

 

Concentrating on the Negative can Drive Home Positive Ideas 

Participants can sometimes learn more by way of contrast than 
they can by focusing only on the proper approach or procedure. 
Consider having your participants focus on the negatives, rather 
than the positives. For example, in a management development 
course, have participants work in small groups to describe the 
worst managers they have had and what made those managers 
so ineffective. Have the group develop a composite of negative 
characteristics. Next, have the participants share what they 
learned about management from that experience and how it 
affects the way they now interact with people. It can be a 
consistently powerful learning activity.  

This activity also suggests another important fact about learner motivation: we don't often give participants 
enough credit for what they already know. Participants bring experience to the learning process. Even the newly 
appointed supervisor knows quite a bit about supervision because of his or her experience being supervised. The 
newest retail clerk has dozens of examples of customer service because that person has been a customer. Why tell 
people things we can discover by asking?  

And remember, people don't argue with their own data. For example, in designing a program to reinforce the 
practice of Management by Walking Around (MBWA), place supervisors and managers in groups of six. Ask them 
to share with one another the worst examples of MBWA they have witnessed. Ask them to develop a skit that 
demonstrates worst case examples of MBWA. Give them the choice of describing or acting out the skit in front of 
the other groups. An activity like this can also have serendipitous benefits. Skits can energize a group while also 
effectively making your point. 

  

 Sign in location and a fact about yourself 

 Where people are from and the weather 
there 

 Show video and follow up with questions 

 Questions and quotes  

 Two truths and a lie 

 Games like tick tac toe 

 Poll 

 Roll call 

 Stand up and go through a physical 
exercise based on instructions 

 Used my photo with a picture of my dog -
our hair is similar - scattered 

 Ask “how do you see this session being 
useful to you?” 

 Global audience: what did you have for 
breakfast? 

 

 Share experience about the topic 

 Explain how you use the application being 
taught 

 White Board with instructions to add to 
the drawing.... so there would be a palm 
tree and then people would add to it 

 Ask them to check under their seats 

 Welcome with a funny training cartoon 
with a song from Laughable Lyrics 

 Virtual Yoga for Breaks 

 Cartoon images 

 Asking for resources or tips they already 
know about related to the topic 

 Show a video and ask for feedback. 

 Have participants prepared to discuss a 
specific slide - I'm not the only speaker 

 Rock, Paper, Scissors 
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Preparation can Help Learners Overcome Workplace Barriers 

Even when a training program runs better than expected, actual changes that must occur in the workplace for 
training to be applied effectively can be hindered by longstanding barriers. It's important for trainers to 
understand those barriers and to prepare participants for them.  Here are some barriers to consider: 

Our own habits get in the way.  

We all have our own ways of doing things. Though we may learn better methods, there's no guarantee we'll use 
them. For example, fold your arms and notice which is on top. Refold your arms so that your other arm is on top. 
That's probably not as comfortable, but that doesn't mean one way is right and the other wrong, just different.  

The same is true with a new skill. Doing it may not be comfortable because it forces us outside our comfort zone. 
There's nothing wrong with that, but comfort is usually preferable. In 1967, Maxwell Maltz wrote a book called 
Psycho cybernetics. His research shows it takes about 21 days to displace or replace one habit with another - 21 
days of conscious practice. So we need to let participants know new skills may feel uncomfortable. We need to 
prepare them so they don't misinterpret that discomfort and move back into their comfort zones. 

Our environment may not support the changes.  

Our co-workers may not have the training we've received; our bosses may not see its importance. We may, like it 
or not, be the pioneers. It's important that we be aware of this and are prepared to be different, not better. A 
discussion of how people back on the job may feel about a trainee's new knowledge, skills, procedures, etc. along 
with suggestions about appropriate responses that will help include rather than exclude people can be very 
beneficial during a training program. Setting up networks among participants so they can continue to support one 
another after the training can also be helpful. 

We don't have 100 percent of our energies to put into the things we've learned.  

The training we've received may touch on only a part of our job, which limits the time we can consciously focus on 
the "takeaways" from the training program. Since the time trainees have for conscious application of new skills 
back on the job may be limited, it's important for trainers to demonstrate how to schedule deliberate goals, 
activities, results, and time lines so that the on-the-job application doesn't get lost. 

 

Flying High with PowerPoint: A Just-for-Fun Presentation…Or is it? 

Sometimes we as trainers get so uptight and tense about our jobs, to-do lists, and upcoming deadlines, we forget 
the “powers” we possess can and should be used for fun and not boredom. Recently, as a training exercise, one of 
The Bob Pike Group trainers had participants in the session create a paper airplane. R. Scott Parker’s flew the 
furthest. Of course, he was the ringer. He had actually done a presentation on how to correctly mold a flying 
device from an 8.5x11 inch piece of paper. 

When applying for a job, “ADP had actually asked me to 
conduct a 10 to 15 minute training session for some of 
their employees to get an idea of my training style and 
expertise,” Parker began. “The topic was open to 
anything, so I decided to go with this. I knew it could be 
something interesting and entertaining. In addition, it 
would demonstrate some basic expertise” in PowerPoint. 
“And, yes, I did get the job...”  

 Click the picture to view the PowerPoint presentation. 
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Book Review: 10 Steps to Successful Virtual Presentations 
By Wayne Turnel 
 

Wayne Turnel’s book on Virtual Presentations is a no-nonsense, 
straight forward book to help the beginner or expert at taking a 
presentation from the classroom to the web. Often a presenter may 
have a great presentation that works well in a classroom or small 
audience setting but is not able to translate that into a presentation 
for the web. This is the book to get you on the right track. 
 
As there are many presentations on the web that are not good or 
well designed, many a presenter could gain help from this book. 
From Identifying Objectives, to Creating Visual to Support the 
Presentation, to Rehearsal and Follow Up, the book takes the reader 
along the step by step journey to take an existing presentation, or 
starting from scratch and turning it into a presentation worthy of the 
web.  

 
The book has very clear examples throughout each chapter and step. Depending on how far along a presentation 
is, one can jump from step to step to make sure everything is polished and ready for a virtual presentation.  
 
The more a presenter understands the tools of the trade, the more the presenter can be sure that the message is 
properly designed form the medium of delivery, the less the presenter has to worry out the medium of delivery 
and can focus on the important part of the presentation, the delivery itself. This book helps any presenter be ready 
for the challenges of presentation in a virtual world.  
 
 
Rating:  
 
 
 
Reviewed by Richard Stultz. 
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