Unit 9, Session 1
Training

What is the difference between "education" and "training?"

Train:  To coach in or accustom to a mode of behavior or performance.  To make proficient with special instruction or practice.

Educate:  To stimulate or develop mental or moral growth.

These are very different things.  LEARNING is used in both.
Strategic training:  An investment in human assets.  We talked about staffing for the job or for the organization.  Training is for the job.  Education is for the organization.
Strategic training is like everything else…tied to the overall strategy of the company.

Training is part of treating employees as assets.  The more you train, the more valuable they become…and the more you lose if they quit.

Strategic training means maximizing the value of the training for the organization.  This means:

1.  Targeting the training to the strategic needs of the company and by definition, NOT training on things that are of less strategic value.

2.  Retaining trained staff.

3.  Integrating training into a staff planning policy.  

4.  Make sure that people are deployed to maximize the benefit of their training.

"If you hire a bum and train him well, all you have is a well trained bum."

How do we do this?  Look at page 405, exhibit 9-1.  This is the author's view of the process.  Let me suggest another view.
Criterion-based training.  Answers five questions:
1.  What are the criteria for success in the job/organization?


This may be two simultaneous tracks—one for the job, and one for organizational 
growth/career path.  One is training, the other is education.
2.  What does the employee currently know?

3.  What kind of training program will help in the areas of deficiency?
4.  How do I measure results—acquired skills against skills necessary for the job/organization?
5.  What needs to be done next to advance the individual's career plan?
Here is how it is commonly done in large organizations:

1.  Boss develops a vague sense of uneasiness that things aren't going well.
2.  Boss hears of a miracle program to fix all company problems.

3.  Boss mandates that all employees take "the training."

4.  No follow-up occurs.

5.  Six months later, repeat the entire process.
Other issues:  

Experience

Experience can have two outcomes.  It tends to fossilize behaviors for good or bad.   Page 407, under delivery and design…"the more experience someone has in behaving…"

Can the person be taught something new?  Can you teach a pig to sing?—a harsh example, perhaps, but different people have different aptitudes.  Why force somebody to train in something they are not good at?  

Transferability

Does the training provide a connection to the actual work to be done?  Some methods work better than others.  The closer to the actual job, the better…but this removes the theoretical spillover to other jobs.  Training vs. education.  Training is narrow.  Education is intended to broaden horizons and have applications in many other fields.  Are you training for the job or for the organization?  Training answers "how?"  Education answers "why?"

Benchmarking:  

Page 426  Reading 9-2.  First Column, "Other rules-oriented policies…"  


"Best in class organizations" are determined by counting the hours?  Why is more better?  How strategic is this?  Rules are driving the programs, not the needs of the staff.  

This is the problem with benchmarking.  

Benchmarking is NOT strategic training.  It shows how you are going against others, but not against your goal.  It is the opposite of strategic training.
Practicing the same errors.  

This is the problem with a lot of on-the-job training—is assumes that the status quo is the best solution, and may have people practicing the same errors over and over again.  You don't improve by practicing suboptimal solutions.  

Training fads

Page 428, bottom of the right hand column…"often, organizations are swept…"

Leadership training is the example.  Generally WRONG.  Example of the "leadership script."  Program oriented, and not PEOPLE oriented.

Most fad programs are not empirically based, and use algorithms to resolve problems.  These generally don't work with human beings.  

Doodles case.

