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Transcript  
[BOTTOM LEFT] 

So this one I describe as a hamster spinning its wheels. So in this case, learning and development is 
very reactionary and you're very much focus on training. So there's no, or minimal, needs 
assessments happening. You're kind of like order takers, so whatever the business is looking for, 
you kind of jump through hoops and say, "Yeah, okay. Let's go, let's do it." 

There might be a little bit of a bias towards a certain delivery mode because that's how we've always 
done it, or that's because it's fastest and we're kind of in reactionary mode. So maybe pre-pandemic 
it looked like a lot of in-person training, so not necessarily a lot of innovation that's happening there. 
And then, of course, things like the pandemic hit us really hard because we had to completely 
scramble and be innovative in a really fast timeframe. 

So that's the bottom left.  

[TOP LEFT] 

If we go up around the slide, I suppose, this is my exhausted mountain climber. So in this case, we're 
still reactionary but we do have an eye on the bigger, longer-term gain, the performance element of 
it. So here we're probably doing some needs assessments, but they're probably pretty specific to the 
courses that we're looking at developing. We're probably using what I call smile sheets or course 
feedback forms, because we know it's a good practice to do that, but we're not really doing a lot of 
analysis with the information that we're receiving. 

And there might be some duplication of effort. So maybe centrally or within a corporate department 
you're doing some training, but then maybe there's a division or a department that's doing 
something similar. And depending if your organization is larger, you could have silos doing different 
kinds of things, so there's a duplication of effort. 

[BOTTOM RIGHT] 

I'm going to jump down to the bottom right corner, and this is a picture of the Titanic. And this is 
where you might be focused on training. Yes, you're looking strategically, but it has a pretty narrow-
focused. So you're doing a needs assessment but the recommendations that you come up with are 
always training-related, you don't have any non-training solutions in there. 

You're focused on learning outcomes, as opposed to maybe what's the performance objective or the 
performance outcome and looking for. And you're using smile sheets or feedback forms and you're 
doing all the analysis and everything, but it's still focused on what's the person learning, what's the 
knowledge and skill that they're getting, as opposed to how are they applying it or kind of working at 
Bloom's taxonomy, looking into the higher-order thinking. 

[TOP RIGHT]  

And then finally, and this is what my goal would be, is to move everybody to this top right corner. 
And this icon's a little bit more cryptic, but it's a relay race, it's two people handing off a baton. And 
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that represents just the synergy or the alignment between what the training department's doing and 
what's happening within the broader organization. 

So there's a needs analysis that's happening, not just on a course but maybe looking at an employee 
group. So what do new employees need? What do leaders need? If we have a new CEO, or if it's a 
government then maybe it's a CAO in an office, how do those new messages cascade down? 

The training department is still going to drive what's happening when, but it's very closely aligned 
with what that organizational goal or objectives are. And the smile... we're not using just smile 
sheets or feedback form to evaluate the success of our programs, but we're also looking at what are 
some of the key performance indicators or KPIs at a business level, so that we know how is our 
training impacting or influencing or supporting what's happening at an organizational level. 
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