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» ASTD (American Society of Training &
Development)
e WLP ( Workplace Learning & Performance )

» FeSEd 7 RASTD ICE F R B ERRSE
» 2013 ASTD ICE &7

» 2013 ISPI( International Society of Performance
Improvement ) ICE f§7T

» ASTD Ei ISPl fYRSES LE iR

aEnrich BE W IIRNE




ASTD(American Society of Training & Development)

mslmtﬂlﬂul ﬁull.Az

» WLP (Workplace Learning & Performance )
o IT+EFAIARET - KREE/MTNHRE
» ICE (International Conference & Exposition )
s SFhARMBREMHIX - SISEIT70LE (since 1943)
s ZIRANERBE(HFL D) RAEEFERS- BB B00IS !
» RERBIRAIEE AR
b BERFRERIZIE ASTD Excellence in Practice Awards
s OKIBE/BE/ERE BRIEEBA LT EFIELE in 2009
» PEAEHSRIPEALEZEER in 2011
» SESIAY :
s BT FMNEZHERE: BRETE » FIIRHEABBOALT
o BREIVE 1999 F EEFFHBE300 A BUFEICE (1055 FF IS ZER IUINE —
o PEBAME ABFIBHRBS - STEFEFIFHIT0A, 20125 175 ABFE=

aEnrich B &M IINE

DIERF N EFSER S N0ASTD — B {EHATFERUNFE

» 2001 : BRI KEE o P H R et
s EMEE  BRESHE ' BERBERINGIRE
o REEEVEEE" E=58" b3 ASTD ConferenceBRfE ” AAEE"
» 2004 : Best practice benchmark(#% Lt —Lb)
o WREBMINEFIERB SESEN T M INEE
* Samsung, Hyundai, Wistron 8o }l|ZEHI R LEBOBHE (BB EAIFER, R, Bi%?)
» 2007 : Models, Pattern, Methodology=K 2 i
. %EEEFnﬂ&i%ﬁ%iEﬁfi%ﬁ(since 2005, EFAROKEEE...)

. %gﬁ"?ﬁ%ﬁ[ﬂ%’a\ﬁ%m. Reza Sisakhti LHS‘ZEEQ@%%BZ({T %A!
( &2 Bl 2000 FEEdCisco, 2002 B Saba....2 % ) F
> 2008 SRS RBESRENES WP AR =snuay

ZOOIEE_LCMS "SCORM.20074F 2nd life, Podcasting, SEEIESIER N

elearning 2.0, Social Learning .. R¥% B EH:BFHAE r‘

o I A A Talent Development/ EERE S
B IEMRLEEA I EREIN AL REAEEE

b 2010: EFEHEL/ AT BRIFELLREE
o ZF 0K B ASTD Excellence in Practice Awards &S 1248
* MEFRRIKRIBER, Aligned with Biz FEER 5T, S F5IHREER
» 2011: YETEEIPREES L/ Mobile Learning IS E...
b 2012: B IHE - 5K [RERE ERGordonfSiBR AL IR HRIE

aEnrich BE W IIRNE
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2001-20125E4E 12 FEASTDEE 22 ENIE D =
BEEEBRMH SOEpdeUﬁF‘F%z [RESEBHE

aEnrich BB RTIRN &
BREE Gk RIKN  mAmm  msEs )| CECONEREES

HIL > SUBSA > HAOWH > DY >
A
ah 1
i

bt Speed of Work ~ Performance Support
BA: Return on Attention ~ Learnerfyl¥)

i

SREIRBE T 35— 1A RARE:
MYEAY ZRP—AN

http //www aenrich.com.tw/download/info_04-1_new.asp

02-2517-8080 2013/5/30 Bk ST B ARSI ZBMASTD [REBEDE
06-656-6829
aEnrich = & wWIImsE

RESIEATRE- " EFRERIEE , TIF)

AMS/eHROMFIIERIM ~ - WAL A RAT
Laiwan N1 AMRD Salunas 358 Service Frovisar

EAPE ARADr. Reza Sisakhti

— TERBEIREYIZIB , T(EIh
R AA BEENER - LIRBARSH
Competency Models :

Foundation for Strategic Talent Managemen AT BURME X
at ateg e gement ’ ‘ m i q‘
Sisakhti g

%57 AATEEOF |

07 T DURFFHERIZ S1E, RABUES HESHE,
2012/9/14-15 % B —35 ( A2 %5 Bl Ri{EBoston EXHE )

aEnna;Eglﬂmﬂﬁ




R+ FERBYHype cycle — where we/you are?

AMS/eHROM AR ~ - MALE WA R AT
Taiwin NO.1 4NRD Salunas 468 Saryice Froviéer

eLearning, Xerox PDA mobile learning, Podcasting, 2nd lift

AVISIBILITY

Peak of Inflated Expectations

Virtogiation Plateau of Productivity

Colocation

Slope of Enlightenment

Trough of Disillusionment

Technology Trigger TIME

Gartner Ine.'s Hype Cycle

aEnrich B &M IINE

Hype cycle — emerging technology 2012

Emerging Technologies Hype Cycle 2012

expectations

NFC Payment
Audio Mining/Speech Analytics
Cloud Compu\igg
Machine-to-Machine Communication Services
Mesh Networks: Sensor
Gesture Control

Automatic Content Recognition Speach Recognition

Consumer Telematics
Idea Management

Biometric Authentication Methods
Consumerization

Media Tablets

Volumetric and Hobgraghic Displays:
pe .

vt
Quantum Computing Text Analyth
Human Augmentation. e

Home Health Monitoring Mobile OTA Payment
Hosted Virtual Desktops
Virtual Worlds P
Peak of
Techi T hof Plat of
oo R S R o ks Slopao Enlightonment  pregecty
time w
Plateau will be reached in: obsolete
Olessthan2years O2to5years @ 5to10years A morethan 10 years @ before plateau
Gartner

aEnrich B E W IIRNE




2001 Mobile-Learning g 40 IRE &

AMS/eHROM A GIIM ~ - WAL MARAT
Taiwan NO.1 AMRD Salutias 458 Sarvice Frovisar

» Share by 2001%E reporter fR{Z=F (Page 44)

2001.6.4 11:27 : 2001.6.4 11:36

aEnrich B &M IINE

ASTD 2012 in Denver

AMS/eHROM A GIIM ~ - WAL MARAT
Tatwan No.1 MRD Salusas 304 Seryice Froviser

» TFFEFRE : Learn Something New, Perform Something Extraordinary

» Cover 11 pre-conferences, 3 General sessions, 270 educational
sessions, 3 days Expo 300 vendors... (81&Z#60-70 A\)
» Cover 8 tracks(EH2011483f tracks in red),

e Career Development; Designing & Facilitating;

e Global HRD ; Trends;
e Human Capital; Leadership Development; ——
e Learning Technology; Evaluation gi; ***** 2 75%?
- e e <;>’
» BIRERENEE 5 B = S\eTo 2012 Ty

mational Conferem:e

ASTD 2011~
o 5190 FEHEE: KPI (Performance Mgt), irtsmatianalEgHisy

Integrated Talent Management (ITM/HRD),

Mobile (Learning & Performance Support)

aEnrich BE W IIRNE




2013 ASTD FFE /8

AMS/eHROM AR ~ - WAL WA RAT
Taiwan No.3 NRD Salunas 454 Saryice Froviser

» ContentiRE : PBEEFNEERIBE - S5ENEIENE - ADE
RRGAZENE RN HEFEZOE -

» Communityfit8¥ @ {TENREMRITRITEHRESEMZENH
R ESMHOMSEREREANER  F—EARE
BT AR — BB NRANSEE T B S EEM AT
' FEBEASZE -

> Global perspectiveZIKiREF : ZIK{LEZEIEE « BRI
{EIEMFE @ FELORE T - AT 185 RSB BEEZIKR
FHBELIA

b Source : ASTDE#BEBERE T SHHETFESN

aEnrich BEWIIME @

2013 ASTD Tracks (Ed2012LL, @ 12 E—IBAGE)

AMS/eHROMFIIERIM ~ - WAL A RAT
Taiwan N1 AMRD Salunas 358 Service Frovisar

+ Career Development

« Designing & Facilitating Learning

+ Global Human Resource Development

+ Human Capital

+ Leadership Development E%%:E,fﬁg?ﬁ_[]})\ﬁ
N, SBERBE AL -

« Learning Technologies

+ Measurement, Evaluation, ROI

+ Workforce Development

240 education sessions * {HETZE B 16012 NIR{E pdf » EZ0

B E DA RSISHEREAS © BRISESBEAER...

aEnrich BEWIIRNE Q




ISPl 2013(internationa| society of performance Improvement)

R e st S e
» FEEF T8 : discovering the interventions and strategie
work to create proven, measureable results

» 60 sessions grouped along seven tracks grouped along seven
tracks ( 2{@ tracks EBASTD A EAB[E] — overlap):
e 1. Analysis,
e 2. Business of Human Performance Technology,
e 3. Instructional Interventions,
e 4, Measurement & Evaluation,
e 5. Organizational Design Interventions,
® 6. Process or Tool Interventions,
* 7. Research to Practice

» Cover 9 pre-conferences, 3 Keynotes, 3 masters series, 3 Research-

_to- Practlce Symposium, Chat’n Chew* 32, Lunch’n Learn *, no expo.
aEnrich B & Rl il @

ISPI 2013 £5E3& %Y 500 A....(ASTD 2012 %J9000 A )

AMS/eHROM A TSN ~ - MALE MO RAT
Taiwan N1 AMRD Salunas 358 Service Frovisar

» EEILAYN 81 (16%, ASTD £923%)
» FAEE 35 (7%, ASTD # 4.2% )

» Canada 16

» Nigeria 11

» Taiwan 4

» United Arab Emirates 4

» Ireland 2

» Singapore 1 * 9 ( # Japan/China 2% , B2
China ISPl 3 & [R20125F YL, Bl 70 AL H...)

aEnrich BEWIIRNE Q




ASTDERISPIRSZE Lt 8%

S T L T

€450

BUFT%, HRDABRAERE ( Learning &
Development /A3, Solution #}8)

PREERE SR

FOEERENERS © #F98Y,
B0, ZTFPNEES ; thRE
LR A8 %R Evendor HEE)E
PR H, IS RERMIHEIER
S|, ERIFTERIEREHETE -

1THRMI), EEHEERES ; 13
\ER ASZTT, 2NENER
CIEZFREEAZ (all Hyper Cycle)
%, 250{@Session , &R & B1E200
ALET, RILBRER

AMS/eHRO A EIIM ~ - WAL MARAT
Taiwan NO.1 4NRD $a1unas 484 Sarvice Frovisar

International Society for
Performance Improvement

KBt B EEAERBEBEAR
Performance Improvement.

( Biz/PER/Gap/Cause Analysis/BE8,
Solution Neutral )

LOIERREE  biz DHT{Rsolid
ETREENMEY - USFE=ae
BEREATE - RSIFEA © B0
EETFHHNES, RLELZRD=E
FEEBRS -

BER; ARREEEXETIFE
HIE1E. BS#BA! (Hyper Cycle
BYenlighten/productivity BRER A )
/), 60{ESession FiH#FJ40 A L
N, networking B ( BEHES) sy
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MR SRIE ~

RS IR E AR

BEHUR
ExZ#T(Gordon)
2013/5/7

f

* ASTDICE : 2011 ~ 2012

R AR BSECH
" « ISPl : 2013

Objective

AMS/eHROM AR ~ - MALL MARAT
Taiwan No.1 4NRD Salunas 468 Saryice Froviser

» EEEZHPT(Human Performance Technology)
ERfE A ERRIN RN B E

» BERRIR ARV o A LR

» BB CIEATINEERAEZENS
LS

aEnrich B EWIIRNE




AMS/eHAD AT~ - MALE WA AT
Taiwan MO 4MRD Solunas 468 Service Provisar

» FBIEISPIERHPT
« ESHIPTHARER - RENRKUE
» The Role of HR and Manager in People Performance

» Manager as Performance Consultant

* & How to Train Manager as Performance Consultant

» Wrap up

aEnrich BE QIR e

aEnrich BB ®RIREZ

EB{EISPIEAHPT
SRHEIERRE - GRERRLE




ISPI1 2013

ERIFRIE © ISPI 2013 Opening Session

aEnrich B E W IIRNE

What is HPT?

ERIFRE © ISPI 2013 Opening Session

aEnrich B EWIIRNE




AMS/eHR0 S G TR AL AT

Taiwan No.1 4 mas 408 saryice Frovisar

et i

ERIHIE ¢ ISP 2013 Opening Session

aEnrich B E W IIRNE a

ERIFRE © ISPI 2013 Opening Session

aEnrich B EWIIRNE 9




HPT/\FESR

» HPTEZEHBINERIGPIRERZEMK
1T RINES
o NER$F (Instructional Technology)
HHIE R
s \NNERER
aEnrich mER TN o

HPTRYRR®S

» AEBIER
» SEENAFER
» E{LHIER
» TRV BB BB

aEnrich B EWIIRNE @




Human Performance Technology

AMS/eHROM A TSN~ - MALE M BAT
Taiwan NO.1 4MRD Salunas 358 Service Frovisar

» To provide “an engineering approach to
attaining desired accomplishments from
human performers by determining gaps in
performance and designing cost-effective
and efficient interventions”

» B AERBR > ZTRR - OB
» BEDEALRERIR K +FIZREAR ABVS S
ERY TR

aEnrich B E W IIRNE

Performance Improvement/HPT Model

Performance Improvement/HPT Model
Change

Parformance Analysis of Nead or Opportunity

__________________________________

~Osis Informaifon: *Personal Development,

Resou and Tools

| Bpmpogopupogepepryegpny S SO S S S S U SO P
Evaluation
tputs of ¢ evels 3.5)
+ Etfectveness
*Eftickacy
+ inpact
*Vaue
evels | Meta EvaluationValidstion of
* Reaction, *Formative, Summative, Confrmative npuls processes outouts
* Keawledpe/sksantude change *Success siories.
* Apgicaton +Lessons keamed
Change
asca 1rom Finsarrantsn Imgeosmen assse
30 iokaiay, anct oan © Dabhngar, 7017 Uit e parrsaiicn Hom 15y

aEnrici

iiiiii veser




Why systematic view?

AMS/eHROM A TSN~ - MALE M BAT
Taiwan NO.1 4MRD Salunas 358 Service Frovisar

p If is the solution, what is the question?

» R BEEE - BBBRPIBREERER ©

» REBE BRI - BRFINVEREERE ?

aEnrich B E W IIRNE

Why systematic view?

AMS/eHROM AR ~ - MALL MARAT
Taiwan NO.1 4MRD SaluBas 304 Service Frovider

» Doctoral Model

o

m‘\
w WY

aEnrich B EWIIRNE




One most important thing

| » Analyze : MEZ{EBERRLS
(BIfERETTAS » AIRETE)
- BEAZER
N3 REREEDURELABES)
«RBITEM

» At B E=EEEHFR creative” YA,

aEnrich B E W IIRNE

One most important thing

:Mslm-ﬂﬂ’l. = - WM MARAT
a

» Analyze: BB R

» O PLESBYSE—4 : Speakin customer’s
language
 KEUSEENSHEINS S
» TI21T5RBIEHEE — RARAE (Root Cause Analysis)
o KBERIEE - SAtH(BD: SAEHAIR)

aEnrich B EWIIRNE




AMS/eHROM A TSN~ - MALE M BAT
Taiwan NO.1 4MRD Salunas 358 Service Frovisar

» AIEHNE=ZS  ERAIHR

» Tools: Systematic Way to find possible
problems
*BEM (or six box)

*TPS(Total Performance System)

aEnrich B E W IIRNE (17]

A Little Exercise

AMS/eHROMAEITM ~ - WAL MARAT
Taiwan NO.1 4MRD SaluBas 304 Service Frovider

» Think back to your current or last job and
write down the biggest thing that kept you
from doing your job.

» M—BFRESE R L—0 TAF, FHERR
IS REY TAFRVER AN — S EEE?

aEnrich BEBIIRE @




THERLFLBYER EZ2BVRAE? ()

AMS/eHRO AL ETTM ~ - AL M A T

Taiwan NO.1 4MRD Salunas 358 Service Frovisar

Behavior Engineering Model
Information Instrumentation Motivation
Dara Resources Incentives
# | 1. Relevant and frequent | 1. Tools and materials of | 1. Adequate financial
i feedback about the work designed incentives made
] adequacy of scientifically to match contingent upon
] performance human factors performance
£ |2 Descriptions of what is 2. Non-monetary incentives
H expected of made available
E performance 3, Career-development
£ |3 Clear and relevant apportunities
E guides to adequate
performance
& | Knowledge Capacity Muotives
= | 1. Systematically I, Flexible schedulingof | 1. A of people’s
g designed training that performance to match motives to work
& matches the peak capacity 2. Recruitment of people o
= requirements of 2. Prosthesis match the realities of the
c exemplary performance | 3. Physical shaping situation
£ |2 Placement 4. Adaptation
§ 5. Selection
=
I
=
£
Figure 1; Behavior Engineering Model, Human Competence: Engineering Worthy Performance, 1978, p. 85,
aEnrich BE QIR @

aEnrich BB ®RIREZ

The Role of HR and Manager
in People Performance

£ www.atarich.com.tw @




The Role of

aEnrich B E W IIRNE

HR and Manager in People Performance

AMS/eHROM AR ~ - WAL RARAT
TAiwan N1 ANRD Salunias 458 Sarvice Frovisar

Training Manager vs. Sales Manager

Learning Training
Responsibility anager
X\
o‘°“:<°
\QD*‘
Coercive
Authorlty
Implied
Authority
X&
&
o les Business
e Sales R Ibill
Qo Manager oponsiBiy

BRI © ISPI 2013 Mon PM Session: Selling New Products to Salespeople: Training Matters

WA IR~ - KA RAT

0.2 4MRD Salunias 458 Sarvice Frovisar

If we build it, will they sell it?

New Product Lavach)
Praducr
& Drasvee

1 Preduch
. forren

BRIFIR © I1SP1 2013 Mon PM Session: Selling New Products to Salespeople: Training Matters
aEnrich MBI

11



AMS/eHROMFI TSN ~ - WAL M RAT
Taiwan MO 4MRD Solunas 468 Service Provisar

New Product Growth Curves of Ten Randomly
Chosen Salespeople

o
e

o
-3
L

'
=

~
°

Cumulative Saeles (Units|
w
=]

BRI © ISPI 2013 Mon PM Session: Selling New Products to Salespeople: Training Matters
aEnrich BE QIR @

aEnrich BB ®RIREZ

Manager as Performance
Consultant

& How to Train Manager as
Performance Consultant

12



Manager as Performance Consultant

MSIIMK!I - AL
48 N1 4MRD Salunas 458 Seryice # Mu

» ETHEEEFCE)--BPIRERIBH S —F
» EEEBHAE

—
$
O O—O

aEnrich B E W IIRNE (25)

EIRE0HI1T TIERIER

PN =

» EE AT CARINEVIRIE
« BENBE UK R R BESEENELRIHAIA
« ABBtERYEN BIER DEER BN ERE T
« RV EN T AR FREFBEREREF
«EEMITE
» BRRENCEERER
« B BRRURE N AT #IS 405 E R i
o B EREEHEMAIR R
o ZROJEEAVER D RA HEPEIZERISHY
o BT INZBICEN DA PTHRFF BV IR ERBIR @2

aEnrich B EBIRE (26)
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AMS/eHROM AR ~ - WAL RARAT
TAiwan N1 ANRD Salunias 458 Sarvice Frovisar

4 HIL\E;KZ; :‘E;lf-\ /\\ﬂ%?

» REEEEIEEEREAGNEERANFE
T NEELS?

» NFRE?
E RS HETIRERERU R E LS
BYiE R ERCEEN DT E =R R

aEnrich B E W IIRNE

The Performance Coaching Process

AMS/eHROMAEITM ~ - WAL MARAT
Taiwan NO.1 4MRD SaluBas 304 Service Frovider

The Performance Coaching Process

Beginning During Ending
Review Workgroup Plans Observe Performance Get Employee Input
Identify Goals Provide Timely Feedback Review Performance
Focus on Key Activities Adjust Goals & Activities Counsel
Develop a Game Plan Record Performance Prepare Appraisal

The Performance Appraisal Period

ERIFKIR © ISPI 2013 Tuesday Chat & Chew, Roger Chevalier, PhD, CPT
aEnrich BE QIR R (23]

14



Cause Analysis Worksheet

AMS/eHROMFI TSN ~ - WAL M RAT
Taiwan MO 4MRD Solunas 468 Service Provisar

Cause Analysis Worksheet

Present Level of Performance:

Desired Level of Performance:

Re ble Goal:

Factors Driving Forces Restraining Forces
+4 +3 42 +1 0 -1 -2 -3 -4

Information

clear expectations

relevant feedback

relevant guides

performance coaching
Resources

materials/tools

time

clear processes/procedures

safe/organized environment
Incentives

£l St

ERIFKIE © ISPI 2013 Tuesday Chat & Chew, Roger Chevalier, PhD, CPT

aEnrich BE QIR @

aEnrich BB ®RIREZ

15



AMS/eHROM A TSN~ - MALE M BAT
Taiwan NO.1 4MRD Salunas 358 Service Frovisar

» 2RI\

» AE/NEREVEHEE) © ERATIBICEO
By —2&50

» IBM/HPBIKRREIR) — 258

aEnrich BE QIR @

AMS/eHROMAEITM ~ - WAL MARAT
Taiwan NO.1 4MRD SaluBas 304 Service Frovider

» Trainer -> Performance Consultant
» OD -> Performance Consultant

» Managers capable to be Performance
Consultant

> EFERMEDNSBEER |

aEnrich BEBIIRE @

16



aEnrich B BB IRE

Thank you! Questions?

00 =i

Ex B 8T (Gordon)

gordonyen@aenrich.com.tw
02-2517-8080 #221

B S Microsoft Advanced Infrastructure Solutions
QENrich ket ot R
S IEAT RS

E55: 02-2517-8080 BB L BERBEIR
8§ H:02-2517-8801 & 5F: 06-656-6829

ik Bl IEREILE —FR1263%612 F14: 0953-303382
BB AL ity DREMBHBPIL
F:TF © 06-2378103

& 5E:07-5224782

£ www.atarich.com.tw

17
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[ISPIEEDE]

IEABVEIREEZR D
BB IEEBEVRTT!

ASTD 2001-2013 JRE BBV E B 13 F R ET BRI
George3ER : 2001, 2004, 2007, 2008, 2010, 201175 + 2012 #BEE2E | $5 P E(George)
20025HRM, 2013 ISPI | 5513 5 7

AMS/eHROMAI TN ~ - WAL MARAT

» ISPI B2EEHY Human Performance Technology
204&EH 6{@boxes ( Behavior Engineering
Model ) @77

» RIS EN RR R B PR E 1 T &N ER
» FERERRT : Models & Tools — EF5EERIAY

approach

aEnrich BEWIIRNE 9




aEnrich BB ®IRE

ISPI —I—AI\\\ED HPT *%
Ed 6{@boxes £g7

« HPT(Human Performance Technology )

- BEM(Behavior Engineering Model )

Human Performance Technology

AMS/eHROM A EITR -~ - tmmr
£90485 M. LunRD salsaa sus sarvics

Definition:

According to the International Society for Performance
Improvement (ISPI), HPT is "a set of methods and
processes for solving problems or realizing opportunities
related to the performance of people, and
organizations.

The focus is on the factors that impact individual and
organizational performance.

ISP1 2013 Mon AM Session: HPT Is Good Leadership; Good Leadership Is HPT
aEnrich B E WM E (4]




Performance Improvement/HPT Model
Change Manag
o Riiie S el S Gop ity i s N " on Impl .
Design, and Development and Maintenance
R LRSS A Ry = Interventions Techniques.
: Analysis +Leaming . Plrv\lfin‘ Networking,
1| +Vision, Mission, Values Desired Cause Analysis » Performence Support 5 ;?:‘ :‘;";m‘;"
V[« Goals and T Factors + Job analysis/\Work Design “Einplojaa Davslapsians
1| + crcatissue <D K opmesoy +Personal Development * Communication
: -Feedback +Human Resource Development * Project Management
\ -Environment Supports, * Organizational Communication, * Othar...
1 Resources, and Tools * Organizational Design and
1 -Consequences, L5  Development,
1| Environmental Analysis Incentives, or Rewards +Financial Systems
1| +World (Cutture, Society, S +Other...
: Social Responsbity) I».dsxh ,:‘:.K:,'.:?w BusinessCase
*Workpiace (Organization, Vi * Leadership Commitment
1 T Individual Capacity 5
| STy | |[ B ety
1|+ Work (vork Flow, 1Sunionabtly
)| Procedure, Responsiilties,
| Ergonomics)
1| *Worker (Knowledge, Skil, ]
1| Capacty, Motivation, 1
1| Expectations) 1
1
I Evaluation
P SEZER
* ISPIPEF AAREHNSEZERI.
£ R EEEERDY N1
EAEE =AM EBMEEPXEVES » fITE
A P4 &5 [:::]
2013F NFF R ( CPC IR EIFERSFED P)
. From Funadas tats of Perfo mprovement Opts 9
ISP12013 Wed AM Session: Performance Improvement : Gamble or Sure Bet?

Models and Tools for Performance Analysis

> Goal setting, feedback, ];ﬁ’M system...

Information Resources Incentives

- ememre

Corsty maRReinforce

I .

W" mspir

Updated Behavior Engineering Model Opportunity

Tnformation Resources Incentives

1. Roles and performance | 1. Materials, tools and time

needed to do the job are
present.
2. Processes and procedires

are clearly

enbiance mdividual  Jobs are enriched to allow
performance if followed | for fulfillment of
2. Clear and relevant mides loyes needs.
are used o describe the | > Overallphysical and ik :
£  Overall work environment
i s positive. where
3. The performance enployees believe they
3 have an opporfunity to
: carcer
development oppertumities
are present.
Knowledge / Skills ity Motives
1. Enployees have the : 1. Motives of enployees are
becessary knowledee, kN aligned with the work and
experience and sill to do 2
the desmed bebaviors

Environment

management sy
guides enployee
perforzmce and

. Enployess are recruited
and selected to match the

teakhes af fhe work and selected to match the

property placed to wse and &
realities of the work

. Enployees are cros-
tramed o understand each .
other’s roles perbormance. Ahgnme t

Copyright 2013 Roger D, Chevalier. Al rights reserved. m;@ﬂgagement,

Passion

ISPI 2013 Wed PM Session: Models and Tools for Performance Analysis




{i£6 boxes FEAPH RABITENSIEIR T

Performance Factors Model

Organizational Factors (under the authority, control, and responsibility of the organization)

AMS/eHROM Al GEIIM -
Taiwan No.2 aMRD

AL EARAT

Information

Vision, mission, values, job
descriptions, feedback, policy,
doctrine (stored in binders,
websites, pamphlets, posters)

Resources

Money, time,
people,
tools or
equipment

gromotions

Incentives

Extrinsic offerings: pay,
bonus structure,
benefits (vacation,
health insurance), titles,

Selection/Assignment

Hiring standards, job
assignments, career
progression

Knowledge

Theories, rules, data, facts
(stored between one's
ears)Knowledge is a
precursor to performance
(skill).

aEnrich BEWIIME

Skill

Ability to
performa
defined
task,
procedure,
orrole

Individual Factors (under the authority, control, and responsibility of the

Motivation

Intrinsic alignment of
personal values with
specific goals, purpose,
or tasks

individual)

Capacity

Capacity = knowledge + skill +
motivationT he ability to adapt
to new or novel situations
based on past experiences

Performance Factors Model

HPT is good leadershipial

* 85%(IRIR) v.s. 15% ({8 A)ERALLHI?
LB Re? EPTRREVEREIe?

ISP 2013 Mon AM Session: HPT Is Good Leadership; Good Leadership Is HPT

Selection
Assignment




aEnrich BB ®IRE

HiRE A S RS T 1E
GEVRE S

Poor or Insufficient Performance Feedback 60%

High Individual Stress Levels 0,
No Performance Standards 0, 0
Lack of Clear Individual Goals 37%
Reward Not Performance Based 31%
Poor Performance Rewarded 31%
No Career Planning 28%
Fear of Failure or Punishment 23%
Inability to Envision Successful Outcomes 22%
Lack of or Poor Company-Sponsored Training 17%
Inability to Concentrate on Task at Hand 14%
Low Worker Self-Esteem 90/0

Low Compensation 8%

0% 10% 20% 30% 40% 50% 60% 70%
ERRSBEMAERBRAFMENIRER - —ERIGIT00RE D,

IREVERER..., IE A 6 boxes...

g SPI2013 Mon PM Session: Performance Goals & Feedback at Three Levels!




Goals and Feedback for HOPE

AMS/eHROMFIIEITM ~ - WAL A RAT
Taiwan NO.1 UMRD SaluBas 304 Seryice Frovider

» |SPI’s Performance Improvement Standard 1

- @FYURHREEEEEHEBEE
BI={B1TE = -
1. {EREQBERRE
Bl 2. HEE[ggygg&which will help
3. BIEENEENENRTET
. BALBEEEIREEXE DS

ISPI 2013 Mon PM Session: Performance Goals & Feedback at Three Levels!

Goals and Performance

AMS/eHROM A GIIM ~ - WAL MARAT
Taiwan N1 AMRD Salunas 358 Service Frovisar

» To perform well, an employee should know the

Clnfinifinn nf cnnd narfarmancao

| « {% Innovation/Creativity ;S5 R &{HY

2R, B#Z[Ydriving 2 Ea5E

t

» Goals influence performance by:
efocusing behavior in the desired direction

eenergizing behavior to perform difficult tasks

ISP1 2013 Mon PM Session: Performance Goals & Feedback at Three Levels!




ll. Samsung Electronics’ Competitive Weapons ?

AMS/eHROM AR ~ - WAL WA RAT
Taiwan No.3 NRD Salunas 454 Saryice Froviser

» The Ability to practice continuous innovation in
all the divisions of management

Three major innovative axes in Samsung Electronics
INNOVATION

+ Value, Goal

* {& 2004FFASTD » SamsungD ZHVHIGE F
ZO§& — Continuous Innovation 2RH Value &

Goal trigger Passion... (since 1999)

Writing SMART Goals

AMS/eHROM A GIIM ~ - WAL MARAT
Taiwan No.1 NRD Salunas 458 Saryice Froviser

> Specific ARIENEHEREEE - SMART
5 Ws
> MzaSLJtrtabclle ) - Example:
namtity, S CsRs will respond 10-15
» Achievable customer calls in an hour
» Capacity, S/K and either solve their
» Relevant issue or transfer it to

upper level; enter the

 Related to your job
case to the database.

» Time-bound
* By when?

ISP1 2013 Mon PM Session: Performance Goals & Feedback at Three Levels!




SMART Goals — Exercise

IR~ - WAL A RAT
AMRD salunas 458 ety

As HR, AESOI AR ERAVERFIFER{_EHFESZE
follow - SMART or not?

Time-

GOAL STATEMENT: Specific Measurable | Achievable | Relevant Pt

1) Sales people should sell more products.

2) Smart company will raise Smart-E tablet
production by 60% by the end of thisyear.

3) Whole-sale people should increase end-user / / J/ /
satisfaction by 10% by the next quarter.

4) By August 1, 2013, implement updates to
OnCourse system and provide training to faculty
based on their preferred time so that faculty and v v/ v/ v

ISPI 2013 Mon PM Session: Performance Goals & Feedback at Three Levels!

SMART Ed & ¥ IEN BIREV BT R E

- - A mARAT
sa s s et

SMARTometer Lite

{ ActioniDecision/Message/Goat

Why: So that...

+- total  corrective actions
€01 — Is the goal writien down? write it

€02 - Are there multiple goals (verbs, ‘and’, ', or )7 —— ] spiit &ror weight

€03 - Any ambiguous words?

©08 - Is it clear when we're done (the to’or until)?  ——

M|
Al
R

T I 23 - Is the date specified?

€08 — Are ‘robust’ metrics in place?

€12 - Does it pass the "Aggressively SET " test?  ———

©15 = Are there clear Upside/downside’ targets?

€18 - Does the ‘why matter (mission, vision, values)? ——

€18 - Any serious unintended consequences? ‘guardrails

C24 - Wil this timeline ‘win the race™? L pull in the date
Total
ISPI 2013 Mon PM Session: SMART Goals that work!
Stome Cold Cold Lukewarm ‘Warm SMART as Hell
[ [ I
-120° o 100 200 3W° 40  50° 60° 70" a0 a0° 100

oy
aEnrich BE®&wunix




SMART 12{FIT3F R
AR ERBIFES

| INJAT/TO/ON |

ISP1 2013 Mon PM Session: SMART Goals that work!

SMART example

Wit o Reduce

Quelehme ©  FOR

Owena,
G el

S
ey | T

end af
BY o 6a3,200

ISPI 2013 Mon PM Session: SMART Goals that work!



Feedback and Performance

AMS/eHROM A GIIM ~ - WAL MARAT
Taiwan NO.1 AMRD Salutias 458 Sarvice Frovisar

DEEFHE A GBI E

ISPI 2013 Mon PM Session: Performance Goals & Feedback at Three Levels!

Why We Hesitate to Give Feedback

AMS/eHROM A GIIM ~ - WAL MARAT
Tatwan No.1 MRD Salusas 304 Seryice Froviser

AEHE ORISR IERE

ISP1 2013 Mon PM Session: Performance Goals & Feedback at Three Levels!




Effective Feedback

4
4

ISP1 2013 Mon PM Session: Performance Goals & Feedback at Three Levels!

Specific information (S)

Information on a performance the person controls (R, A)
Immediately following the performance, if not during (T)
Individualized (S, R)

Self-monitored when possible (R)

If not self-monitored, delivered by the person in charge (R)
Focused on improvement (S, M, A)

Easily understood, Graphed (S, M)

(Daniels & Daniels, 2004)

ISPI 2013 Mon PM Session: Performance Goals & Feedback at Three Levels!

Formula for Giving Feedback

AMS/eHROM A TSN ~ - MALE MO RAT
Taiwan N1 AMRD Salunas 358 Service Frovisar

11



Giving Feedback - Exercise

AMS/eHRO M Fl I ST —

Taiwan N1 AMRD Salunas &

REf S DA g avgehlic R—EAE ESSfollow

i
o4

AL AR AT

sarvice rovisar

Q
S = g > | &
FEEDBACK STATEMENT: = E 5 8 2 53
] 8 E Flg
<
1) You let us al down just now when you let that participant in the
SRSC without having them show their student ID. It puts pressure 4 v/ V4 v
on the rest of us because the next time they are going to expect us to
do the same thing.
2) I’'m really angry with the way you handled your calls.
3) You are areally good salesman.
4) When you leave your gear courtside, you create atrip hazard for 4 4 4 v v V4
other participants. | would appreciate it if you would put it in a
locker.

ISPI 2013 Mon PM Session: Performance Goals & Feedback at Three Levels!

aEnrich EB®NRNE

$SUEART : Models & Tools

- BF5ER[EBYapproach

£ www.atarich.com.tw

12



ERENIE D4 : Models and tools

AMS/eHROM A GIIM ~ - WAL MARAT
Taiwia No.1 4MRD Salunas 464 Seryice Frovider

» $EWEBRI( As Performance Consultant ){0{o]5|&
IMEVAYNEBES ( Leading our clients)
« Efii ( Preparation )
o 274 ( Assessment )
o S2Ef¥$EE ( Diagnosis )
o B ( Prescription )
« B RATRIES ( Partnering )
e 3B {LTESR ( Reinforcement )

o SZEEHIT (Follow-up)

ISP12013 Wed PM Session: Models and Tools for Performance Analysis

TRXERRIIE S| : ZABILEVIREE - AR - 1HED - BiFESE

SRR -
HIF TRESHR

RIRERYERAD - thEF
OB EFIERE
(readiness) R FGETZE
(commit) —3RE 3 Hiff

ElF

2013 Wed PM Session:

13



* Biz ERAM? * EENQIRIERIERR
* BYLIEREE? * HAZOURERUKEER?

LS b T
Taiwan o | ANED Jolu

© TERIBPALEERNBE?

- BEOLBRIARE: || - BEENERREERT? |- ABRRNEECHKAZNG?

* ABHEBENEINEIE R DEE?
* - BREEMANERS, B || - tMBRAENIR, KERESR

FEANERSE - ORI B FRAIREY

» HopE[eIRE-E

ISP12013 Wed PM Session: Models and Tools for Performance Analysis

Models and Tools for Performance Analysis t
" en

Information Resources

Incentives

Knowledge Capacity

Motives

o divrirdual

[

BRERIZHEEAPHRIRZRERHZR, HESREVIRA

Undated Behavior E * (RIDFZEIZE R 85% v.s. 15%
paated Dellavior Bng W SVt oG 0lad L b2 2N gy

defined: employees are
given relevant and
frequent feedback about
the adequacy of
performance.

present.

2. Processes and procedures
are clearly defined and
enhance individual
performance if followed.

ironment

v

2. Cl d relevant guid
sar g reevant sudes 3. Overall physical and

ISP1 2013 Wed PM Session: Models and Tools for Performance Analysis

present; measurement and
reward systems reinforce
positive performance.

2. Jobs are enriched to allow
for fulfillment of

employee needs.

3. Overall work environment

14



Updated Behavior Engineering Model

Updated iR SRAHRS S BRBENHRHER

ISPI 2013 Wed PM Session:

Environment

Information

1. Roles and performance
expectations are clearly
defined; enployees are
given relevant and
frequent feedback about
the adequacy of
performance.

Clear and relevant guides
are used to describe the
work process.

3. The performance
management system
guides employes
performance and

[T Re—

12

Resources

1. Materials, tools and time
needed to do the job are
present.

2. Processes and procedures
are clearly defmed and
enhance individual
performance if followed.

3. Overall physical and
psychological work
environment contributes
to improved
performance; work
conditions are safe, clean
organized, and conducive

J e ———

experience and skills to 4o | IRt B needed 10 the werk emvironment.
T; the desired behaviors perform successfiully. 2. Enployess desire fo
= | 2. Enployees with the 2. Employees are recruited perform the required jobs.
5 necessary knowledge, and selected to match the 3 Emplovees ited
= experience and skills are realities of the work : a;d? 1‘“;’;;9 mh he

properly placed to use and situation. selected fo match t

share what they know. rga]m_e: of the work

- 3. Employees are free of sifuation.
3. Employess are cross- emotional limitations that
tramed to imderstand each wotld mterfere with ther
other’s roles. performance.

Incentives

1. Financial and non-
financial incentives are
prasent; measurement and
reward systems remforce
positive performance.

2. Jobs are enriched to allow
for filfillment of
employes needs.

3. Overall work environment
is positive, where
employees believe they
have an opportumity to
succeed; career

development opportmities

—

Cause Analysis Worksheet

Present Level of Performance:

Desired Level of Performance:

Reasonable Goal:

Motives

Factors
4 43
Information

Reasonable Goal O] DU 2MEERS @ 753
1B BIZE - 3EiBFactors Check lists §93ER » QJAEBREZE
{EEY BE AR R P R R A=

PP eaTa T T oraan wantan wassassany -

Driving Forces
+2  +1 0 -1

IR 24T TYEZR (Cause Analysis Worksheet) — th 2B EEEY
FIZR, S LAE PRk EIREEY - DURISEAARI ST DALY » SoifE
A (B2 & Fintervention ] UIR FREAH 1T FITE)

ISP12013 Wed PM Session: Models and Tools for Performance Analysis

Restraining Forces

- QDAY REREERAY

2 3 4

15



International Society for
Performance Improvement

The Performance Chain

QAT AT N\ 2 L L sk AR
() TEEESP

»¢ China Productivity Center

NE B sl &
201245 HTH

International Society for
Performance Improvement

Human Performance Improvement Model

HPI Model

Business Performance Cause Intervention
Analysis Analysis Analysis Selection

Actual
Performance
State

t

Evaluation Intervention
of Results Implementation

Change Management

2013/5/6



% International Society for
Performa Improvement
WHERE KNOWL BECOMES KNOW-HaW

KNOWLE

System Viewpoint : Performance Thi

% International Society for
Performance Improvement

*EXEH(The Performance Chain)

¢ Incentives e Plan ¢ Revenues ¢ Product sales
¢ Training e Analyze ¢ Deliverables ¢ Revenues
¢ Compensation ¢ Present ¢ Milestones ¢ Profits
* Tools * Negotiate ¢ Relationships e Market share
¢ Job aids o Evaluate * Changes/ e Customer
* Processes e Demonstrate Innovations satisfaction
(Verb.) ¢ Decisions e Quality
¢ Transactions * Employee
e Solutions or Ans. engagement

2013/5/6
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* International Society for
Performance Improvement

Reverse Engineering

% International Society for
Performance Improvement

Fig— - RIS (Performance Equation) i
HlEC TS

TGt S
I{,EE":H t' ..............
17R0TJ Behavior
&
B4 earning
&]\gi ..................... I
" [XMEReaction

—



International Society for
" = Performance Improvement

BT (The Performance Equation)

P=CxK&SxMxIxEExOSxT&R
* C=Inherent Capacities

* K&S=Knowledge and Skills
* M=Motivation

* |=Incentives

* EE=Environmental Elements

* 0S=0Organizational Systems

* T&R=Tools and

W4 "~ International Society for
~ Performance Improvement

G T (The Performance Equation)

5 (1) () €9 (9

Performance Support
Systems

Human Behaviors @
HPER :
Human Performance e

2013/5/6



R e
2t 7ERE i (Interventions)

HPER GOAL = {RRANZ LRI ER (BETK)
e EE =

)
w
]

-

Qo

=
I

Z ~
S &
I ]

% International Society for
Plrlormancc Improvcmunl

: Performance Improvement Logic

L RIS
5 3 H

-

.ﬁﬁ‘%ﬁﬁ@ﬁﬁﬁ%%ﬁﬁﬁhlﬁiy
6. EET AR T S AR
7. Enlfi A5 S i -

2013/5/6



S woiemmisemrie i pert’s Behavior Engineering Model
A7 R LRERED

Z:fl(Information) zxfF(Instrumentation)&ff#&(Motivation)

RFE NERRITE AT | ~FH 8 A AT IERERIRER [ HRISRTS0 T s

B | WONrrstons? | TTEAERNE? IS5 A 2

o RFE NERRITE 2 | =2 FIRGE MR CEAT (R S E IR B
¥R ? G ERANZ R AN

S NEBA #EHH{ | (the human factors of |*J& &5 H BRIERS M
HIFRBIFG THEEMS?  |performance) IH5? e

A |- EHE N BT | BRI ERTIUR |-

%5 B B AR ? | MR RE 2 Ry T2 A A2 AR R
BRSBTS HAEST FERTIE?
EITRGET? TR A REBARERE?  |°P-T Fit?

'~ International Society for

= Performance Improvement

=

e G

2013/5/6



» » Demonstration
of Value

© 2010-2011 Kirkpatrick Partners, LLC. All rights reserved. 13

SR s
PI#&EshE (The End is the Beginning)

Level 2: Learning

2013/5/6
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B=3- - &5

© 2010-2011 Kirkpatrick Partners, LLC. All rights reserved. 15

THE NEW WORLD KIRKPATRICK MODEL

LEVEL 1

REACTION MONITOR & ADJUST

* Engagement

@é‘@‘ p

* Relevance

e Customer
satisfaction

e 4
LEVEL 3

LEVEL 2 ’

LEARNING BEHAVIOR
* Knowledge '
¢ Skills

¢ Attitude

¢ Confidence

e Commitment

» Leading -+ Desired
indicators outcomes

© 2010-2011 Kirkpatrick Partners, LLC. All rights reserved. 16




» » Demonstration
of Value

© 2010-2011 Kirkpatrick Partners, LLC. All rights reserved. 17

~ International Society for
~— Performance Improvement

The ROI Methodology
-Dr. Jack Phillips

2013/5/6



International Society for
~— Performance Improvement

ROIE : V-Model

BFEEK |

5 »  ROI Objecti > 5

4 o »  ImpactObjecties ———p 4

B A5 L YR Rl B 56

International Society for
~_ Performance Improvement

Conference Learned

2013/5/6

10



' International Society for
= Performance Improvement

g;,usﬁ

i B b
. THEPerf vvvvvvvvv
. Improvement

b CONFERENCE
1

BT - BIFTEE
HREM - fEaysE

2013/5/6
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aEnrich B E®IRE

(ISP BEBDE )

Continuous Improvement for Learning and Performance:

BN — Measurement DURE AT FIIfRERIRE

ASTD 2001-2013 [k S 2 VT EF 1 3F AR BRI
George3£R © 2001, 2004, 2007, 2008, 2010, 201175 + 2012 ¥BEE2E | $5PE(George)
2002 shRm, 2013 ISPL | 5013 5 7

Session Objectives

AMS/eHROMAI TN ~ - WAL MARAT

» IR — LI DUEGE AT E R BIMEEMYapproach
e Measurement and feedback for continuous improvement
e Limitation of KirkPatrick & Philip 4-/5- levels measurement

» BRSO UEES BB — EEREUA
e Delayed test
¢ On job support
o IR Tsmile sheets BIPR, A XNL0{TJ5H%E
e O] PLERAR LR FE12EE on-the-job performance support&
Z4892=E5
« O PABREEZEEEEN T B2 ENBIBEAS

aEnrich BEWIIRNE 9



AMS/eHROM A GIIM ~ - WAL MARAT
Taiwan NO.1 AMRD Salutias 458 Sarvice Frovisar

» Measurement for what?

» On-the-jobZ2 2 HHiR ER IS ' HHHR

» STSRZE (Smile sheets)

» SERM L, TENACHEEE

» Q0{aJHE R 4-/5- levels measurementf)3&E BRI
» Workplace learning & B8 failure

aEnrich B &M IINE 9

IS5 ZRERER ISPI 2013 Will Thalheimer g9
Master Presentation BYBl D ABSIEEZB D=

AMS/eHROM A GIIM ~ - WAL MARAT
Tatwan No.1 MRD Salusas 304 Seryice Froviser

Wild and Wondrous (and Sometimes Research-Based)
Ideas for Improving Learning Measurement

ISP1 2013 — Masters Presentation

Phone: 888-579-9814

Will Thalheimer, PhD Emailf info@work'flearning.com

President Website: wprk-learnlng.cqn

Work-Learning Research, Inc. Blog: w!Ilatworklearnmg.com
Book: willsbook.net

Somerville, Massachusetts, US

ISPI Masters Presentation : Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement

2013/5/22
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Which of these is your
organization most
focused on?

ISPI Masters Presentation : Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement]

Which ONE reason is Most Importan
Reason you Measure Learning?

Meet organizational requirements for
ourlearning programs

Document legal compliance and/or
reduce legal risk

Meet regulatory demands or
certification standards

Increase the likelihood that the learning
is implemented later

Provide senior management witl
information/feedbadk

Provide the learners with
information/feedbadk

Increase the likelihood that the learning| =~ =2} SO the .organlzatlon
is remembered later - E can Welgh Outcomes

Calculate return-on-investment of the

Provide instructors/coaches with 3
information/feedback L To Su pport Learn|ng
Provide the learners managers with
information/feedback

Provide learning administrators and

developers with information/feedbadk 8% o — s SO We can
Since we develop for athers, whether % Improve Des|gn

we measure is up to the client

Meet requirement set by organization 0.8%
that bought the program (from us) e
Collect data to help sell ormarket the

learning program to external customers 0.4%

ISPI Masters Presentation : Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement
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sial

We don t seem to fee/
a frofessfona/ oﬁlf_'.gaﬁon

to continuous fmpro vement

ISPI Masters Presentation : Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement

1900 Kite

“Their careful wind tunnel tests produced
better aeronautical data than any before,
enabling them to design and build wings and
propellers more effective than any before.”

ISPI Masters Presentation : Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement
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#+4

We neeé/ fo measure;’
1. Understanding
Z, /Qemem‘ﬁerf'ng
3. Application

ISPI Masters Presentation : Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement

Learning and Forgetting Curves
100 More Remembering
80 -
60 | ; Have we
e maximized
the learning
itg?
40 benefits?
If our learners
start here.
20
But end up here.
During Learning After Learning
01‘2‘3‘4_‘5‘5‘7‘8‘9‘1*3'11‘12'13‘14'15
Less Remembering
@© Copyright 2012-2013 by Work-Leaming Research, Inc. (www.work-leaming.com)

ISPI Masters Presentation : Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement



100

60

20

Learning and Forgetting Curves

YouTube: http://is.gd/LearningForgettingCurves

On-the-Job

i Learning Curves
Learning

Curve

On-the-Job
Forgetting
There are many possible Curves
after-training results,

depending on:

(1) Design of the Learning
(2) After-Learning Follow-up

During Learning After Learning

1 2

ISPI Masters Presentation : Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measuremen{

3 4 5 6 7 8 9 10 1 12 13 14 15

© Copyright 2012-2013 by Work-Learning Research, Inc. (www_work-leaming_com)

Learning and Forgetting Curves

100 Delayed
Tests

Biased

Metric!!
80

.
60 - Understanding Application
40 -
20 A
; During Learning After Learning

ISPl Masters Presentation :

A & it Q 0 i 1
Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement

2013/5/22



{5 ,"]N[ ELEARNING

%4//8»3 WHEN did you Measure Learning?

Research

6) If you said you measured Learning in Question 4, WHEN were the evaluation instruments presented to the
learners? Check all that apply.

At the end of the learning event

Later the same day

On the NEXT DAY after the learning event ended

From 2 to 6 DAYS later

From 1 to 3 WEEKS later

From 1 to 3 MONTHS later

From 4 MONTHS TO 1 YEAR later

MORE THAN 1 YEAR later

Source: The eLearning Guild Research
ISPI Masters Presentation : Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement

F10

Smile Sheets
Can ﬁe Imfro Vea’!

ISPI Masters Presentation : Wild and Wond times Research-Based) Ideas for Improving Learning Measur

2013/5/22



Ultimate Goal

Primary Goals

MAXIMALLY
EFFECTIVE
SMILE SHEET

ISPI Masters Presentation : Wild and Wondrous (and sometimes Research-Based) Ideas for Improving

Secondary Goals

Tertiary Goals

Learners Learners Cognitive Supports
Understand? Engaged Effective
TRAINING Learners m”- Sit-Action
EFFECTIVE? g Spacing Tri
Will the training be Remembe Retriul s’
effective ‘t:n Sl_‘pgc’m"g ners Belief in Value Self-Efficacy
on-they Mogiwated to Apply? of Conce, in Skill Area
performance?
After-Training o Job I Supervisors |
Supports in B QUATERNARY
GOALS
Learners Smile Traditional Smile Sheets
Sheet Decisions
.O.‘cf:urate? Learners rate instructors as
Avoiding GIGO? credible and engaging?
RESULTS Do Smile Sheet
ACTIONABLE?

Will the Smile-Sheet
results communicate
with clarity and
urgency to guide
action?

Results Distinguish
between Different
Levels of Success?

Are We Measuring
the Things that
Matter?

Are We Using the
Smile Sheet
Opportunity to

Learners rate instructors as
supportive of their learning?

Learners say that classroom
environment was conducive to
learning?

Learners satisfied with experience?

Learners think training has
utility/value?

Educate Qur

Learners think course was well-

Learning Measurement

ISPI Masters Presentation : Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement]

Revisited

FH10

Smile Sheets

Can be Impro ved//

2013/5/22
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B. Following The Money and Financial N Comment on relevance of topic to your current or future work:
Analysis is important ta: identify o
i = how prepared are
facilitators / gatekeepers; estimate the =
e B i you to act on this
scope of funding; identify modus
. S knowledge?
operandi; obtain insight to
sophistication of operations; understand
the crime/terror nexus; determine
geographic movement/location of | Have Awareness
network, and to stop the threat, collect
intelligence, and prosecute.

| Am Not Yet Ready How could we improve our training on this:

| Know What to Do
\ v,

C. iicit Funds and Money Laundering
walves three stages: PLACEMENT (First I A N t Y t R d
haes sl el Sl St Now, m o e €d v
i 4 how prepared are

physical movement of money into the :
banking system), LAYERING (movement V°1’° ”ﬂ”;’” ‘;”“5 rI H A

of funds through several accounts, Aomiecas: a ve wa re ness
companies, or nominees to cbscure

e 1 Am Not Yet Read)
source and destination of funds), and M r et ey
INTEGRATION [return of funds to the | Have Awareness I Know What to Do
.

ben-efl:larym a form that appears ; T —
legitimate, after placement and layering
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World’s Best Smile Sheet Question???

In regard to the course topics taught, HOW ABLE ARE YOU to
put what you've learned into practice on the job?

'A. I'm NOT AT ALL ABLE to put the concepts into practice.
\
B. | have GENERAL AWARENESS of the concepts taught, ‘
but | will need more training/practice/guidance/experience

TO DO ACTUAL JOB TASKS using the concepts taught.

C. lamABLE TO WORK ON ACTUAL JOB TASKS, but I'll
need more hands-on experience to be fully competent in
using the concepts taught.

|D. lam ABLE TO PERFORM ACTUAL JOB TASKS at a
fully-competent level in using the concepts taught.

E. |1amABLE TO PERFORM ACTUAL JOB TASKS at an
EXPERT LEVEL in using the concepts taught.

ISPI Masters Presentation : Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement

ﬂe/{ye&’ Smile Sheets
offer Great [romise!

ISPI Masters Presentation : Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement
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What Enabled
You to Apply
What You
Learned?

Are You Using
What You
Learned?

Feedback to:

+ Management
* Learners
* Us

What is
Holding You
Back?

ISPI Masters Presentation : Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement

4. Wnat are the 10D 110 4 reasons that have enabled you 10 put the woikshop information into practice o make changes in your
leaming practices. Selectun to 4 choices.
Response  Response
Percent Count
I ramambar {or can laok up) the
workshop's learning poinis. I S 2
| betieve strongly in the workshop's — 25 0% |
learning poiis N e
| Nave e 2oty to maxke '— 25 0% 4
nacessary changes \ B
I have decided tolead a change )
effort 1o make this happen 0% !
I have the time to put this into 0% .
praciice. -
I'have the resources to putthis Ino .
! praciice. \ Zo0N g
Iwill be acknowladged or rewarded 0% o
P ] DU A R A S oy e P rleone ‘
EINANZ, ERE TERi4RIER : willbe sanctioned or punished if| L o -
1. REEETEHRIAS 2 SO
2. BRERANASASENSER *1 My management has made fhis a o )
N s nign pricr -
3. WARREMUSHITHE 1 e
4. ﬁﬁﬁﬂg‘ﬁﬂqf%?iﬂﬁﬁ%ﬁ My managemant is fully supportive T e 5
N - AL of my effarts. -
5. RERTEATNER*1 e o e
S i e s oyt My conorhers are folly supportve o . o
6. ﬁﬁ%ﬁ’?&@ﬁ%ﬁé%ﬁﬁﬁﬁ : e —— \ 250% 1
7. WERAPTENEGHIEE e e \
8. @CIE‘H@}E?UREME{II{’F *2 ’ working icaether on ihis L 30.0% z
9. BEBENTRBMEEE*3
10. REIBEITREMEEE *1 “More management-driven Message to
> N = 3= * - -
- RIIER—FHUEE 2 than belief-driven.” L ELET T

ISPI Masters Presentation : Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement
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The Five Failures of
Workplace Learning
1. Minimizing Forgetting,
Improving Remembering
2. Training Follow-Through
3. Prompting Mechanisms
4. On-the-Job Learning

5. Measurement and Feedback
to Spur Improvement

ISPI Masters Presentation : Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement

Session Objectives wrap up

AMS/eHROMAI TN ~ - WAL MARAT
Taiwan No.1 NRD Salunas 458 Saryice Froviser

» RO DUGE AT R RRIUZFEH)approach
e Measurement and feedback for continuous improvement

e Limitation of KirkPatrick & Philip 4-/5- levels measurement

» BUSOI DUEESE B R — LB RNA
e Delayed test
¢ On job support
o Y IR Tsmile sheets BIPR I, Tt X020{0]58%E
« O LUERLUR T E 1R EEon-the-job performance supportg&

ZMEHSSEH
O DABRTEEEBN5EEN T B2 E 0B SRS
aEnrich BEWIIRNE @
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