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Teaching, Learning, Training and Development 

 

 

RULE ONE: Create a Learning Organization 

Learning Organization has an enhanced capacity to learn, adapt and change and training 

processes are greatly aligned with organizational goals.  Training is seen as one part of a system intended 

to maximize human capital (Noe, 2010).  

Keywords supportive learning environment, training, development, diversity, human resource 

management, organizational goals  

Applications effective organizational development, managing organizational behavior, 

revisiting/monitoring strategic training and development initiatives, managing diversity 

Resources Employee Training and Development by Raymond A. Noe  

Essentials of Organizational Behavior by Stephen P. Robins and Timothy A. Judge 

Enhancing Adult Motivation to Learn by Raymond Wlodkowski. 

 

   

RULE TWO: Understand Adults 

 

 Adult Learning Theory is based on the theory of andragogy as associated with Malcolm 

Knowles.  As stated by Noe (2010) he asserts the following assumptions as facts about what adults need 

and how adults learn: 

1. need to know why they are learning something 

2. need to be self-directed 

3. bring more work-related experiences to the learning table 

4. enter into a learning situation with a problem-centered approach 

5. and are motivated to learn for both intrinsic and extrinsic reasons 

 

Keywords: adult learning, adult development, training, adult basic education, adult education, 

training and development, Malcolm Knowles 

 

Applications: Adult Learning Theory can be applied in traditional classroom situations, e-learning, 

employee training and development, mentorship and coaching 

 

Resources: Employee Training and Development by Noe,  

Enhancing Adult Motivation to Learn by Wlodkowski  

Experience and Education by Dewey 

Drive by Daniel Pink  

http://agelesslearner.com/intros/andragogy.html 

 

 Balancing Work and Life means often training teaching managers their roles in implicating, 

overseeing and administering the use of work-life policies as well as being able to identify various types 

of work-life conflicts are occurring. (Noe, 2010) 

 

http://agelesslearner.com/intros/andragogy.html
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Key words: work-life balance, family, benefits and time-off, time-based conflict, strain-based conflict, 

behavior-based conflict, FMLA, telecommuting 

 

Applications:  restructuring benefits programs, job sharing, redesigning jobs, revisiting policies, 

analyzing/improving/changing work environments 

 

Resources http://www.worklifebalance.com/worklifebalancedefined.html 

 http://www.webmd.com/balance/guide/5-strategies-for-life-balance 

 

 

 

RULE THREE: Embrace Diversity and Human Capital 

 

 Managing Diversity involves creating an environment that allows all employees to contribute 

organizational goals and also experience personal growth.  Diversity, itself, is considered to be any 

dimension that differentiates one person from another (Noe 2010).  Managing diversity goes even 

beyond recognizing differences in race, physical appearance, ethnicity and sexual orientation but also 

includes varied styles of communication, problem-solving styles and professional expertise.  Diversity 

can enhance everybody’s performance when individuals and organizations facilitate and possess 

environments that promote and learn from diversity (Noe 2010).   Diversity training is designed to 

change employee attitudes about diversity and/or to help employees develop the skills needed to work 

with a diverse work force (Noe, 2010). 

 

Key words diversity, tolerance, cycle of disillusionment, inclusion, diversity training, affirmative 

action, rigor, reasonable accommodation, culture, organizational culture, organizational 

development 

 

Applications diversity training, compliance, attitude awareness and change programs, cultural 

immersion, employee appreciation measures, attracting diverse candidates/students 

 

Resources Enhancing Adult Motivation to Learn by Raymond Wlodkowski 

 http://www.edchange.org/multicultural/papers/rosado_managing_diversity.pdf (Southern 

CT State University Professor Caleb Rosado, PhD) 

http://www.aimd.org/ (American Institute for Managing Diversity) 

 

 Human Capital refers to the sum of the attributes, life experiences, knowledge, inventiveness, 

energy and enthusiasm that the organizations’ employees invest in their work.  Noe asserts that this 

includes cognitive knowledge (know what), advanced skills (know how) system understanding and 

creativity (know why) and self-motivated creativity (care why).  Creating and sharing this knowledge and 

experience reflects the organization’s development of human capital (Noe, 2010). 

Key words human capital, knowledge sharing, development, diversity, cognitive skills, intellectual 

capital 

Applications instructional design that appreciates and accounts for differences and promotes 

development 

Resources Employee Training and Development by Raymond Noe 

  http://www.hci.org/ (The Human Capital Institute) 

 

http://www.worklifebalance.com/worklifebalancedefined.html
http://www.webmd.com/balance/guide/5-strategies-for-life-balance
http://www.edchange.org/multicultural/papers/rosado_managing_diversity.pdf
http://www.aimd.org/
http://www.hci.org/
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RULE FOUR:  Know What!  Know  How!  Know Why! 

 Subject Matter Experts (SMEs) are highly knowledgeable people who know what the training 

needs are, the knowledge and skills requires for successful task performance, necessary equipment and 

environmental conditions.  SMEs must be knowledgeable about the content that training must cover and 

be able to plan and teach accordingly (Noe, 2010).  In short, SMEs must be experts and know WHAT to 

teach. 

Key words expert, trainer, teacher, adult learning theory 

Applications highly technical training, knowledge based training 

Resources Employee Training and Development by Noe 

http://www.tdsolutions.org/pdfs-documents/SMEGuidelines.pdf (nice example of 

process) 

  

Needs Assessment is the process used to determine whether or not training is necessary (Noe, 

2010).  This is HOW we determine the real issues of strategic concern: organization, person or task.   

Needs assessment is the first step in the instructional design process (Noe, 2010). 

Key words training, strategic training initiatives, organizational analysis, person analysis, task analysis 

Applications instructional design process that meets organizational strategic goals 

Resources Employee Training and Development by Raymond Noe 

 Strategic Training and Development Initiatives are learning relate actions that an 

organization should take to help it achieve its strategic business goals (Noe, 2010) and should be driven 

by the organization’s mission, vision and values to be effective while taking into account the resources 

available to fulfill such goals (Noe, 2010).  This is reflective of the concept that training is learning and 

should not be an event based phenomenon (Noe, 2010). This reflects the WHY portion of the training 

process that is so important to developing training that adults are more likely to absorb and apply based 

on Adult Learning Theory.  

Key words training, strategic training, mission statements, revenue generation 

Applications ensuring transfer of training, organizational development, diversifying the learning 

portfolio, determining appropriate training models, developing the role of training, 

determining need to outsource 

Resources Handbook of Corporate University Development by Paton, Peters, Storey and Taylor 

http://www.youtube.com/watch?v=OvliK5Ysp_A&feature=player_embedded  (Jet Guy) 

http://www.eqmentor.com/public/Leadership.aspx (Izzy Justice) 

 

 

 

http://www.tdsolutions.org/pdfs-documents/SMEGuidelines.pdf
http://www.youtube.com/watch?v=OvliK5Ysp_A&feature=player_embedded
http://www.eqmentor.com/public/Leadership.aspx
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RULE FIVE Be Open to Using Diverse Training Delivery Methods 

 Traditional Methods are the classical, default methods for training employees.   I call them the 

the “Old-School” strategies.   These methods include lectures and presentations from instructor to 

student, on-the-job training, audiovisual instruction, self-directed learning, team training and behavior 

modeling (Noe, 2010). 

 e-Learning encompasses instruction and delivery of training by computer online through the 

Internet.  As with other technology methods used for training, it has allowed these learning experiences 

to become more dynamic and all-encompassing (Noe, 2010) 

Key words training, classroom-style training, instructional lectures, hands-on training, behavior 

modeling, online learning, diversity in training approach 

Applications creating instructional designs that are diverse and effective 

Resources Employee Training and Development by Noe 

  http://www.instructionaldesign.org/ 

 

RULE SIX Evaluate Training Properly 

Transfer of training is a major way that an organization measures and refers to trainees 

effectively and continually applying what they learned in training to their jobs (Noe, 2010).  Experiencing 

successful transfer of training is rooted in an organization clearly defining what they will teach (and thus 

evaluate), how they will teach it (appropriate training methods), how they will evaluate (formative, 

summative, pilot testing and the like) it and why they need to measure it (relates to the strategic 

goals/desired outcomes).  Additional affecters of transfer of training include climate for transfer, 

management and peer support, motivation and ability (Noe, 2010) 

Keywords training, learning organization, strategic training initiatives, task analysis, traditional 

training, e-learning, evaluation design, Hawthorne effect, reliability, validity, opportunity 

to perform 

Applications theory of identical elements, near transfer, far transfer, lapses, analyzing return on 

investment 

Resources Understanding by Design by Wiggins and McTighe (transferability) 

  Employee Training and Development by Noe 

   

  http://www.shrm.org/Education/hreducation/Pages/TransferofTraining.aspx 

  http://www.trainingmag.com/content/transfer-training-moving-beyond-barriers 

 

 

 

http://www.instructionaldesign.org/
http://www.shrm.org/Education/hreducation/Pages/TransferofTraining.aspx
http://www.trainingmag.com/content/transfer-training-moving-beyond-barriers
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RULE SEVEN  Think About what the Future Holds 

Career Management is becoming increasingly more important for both employees and 

organizational perspectives.  Employee lack of career management can result in frustration due to lack of 

personal growth and feelings of being valued.  For the organization, it means the likelihood of shortage 

of employees to fill vacancies, lowered employee commitment and poor use of funds designated for 

training and development (Noe, 2010). 

Keywords career, job search, promotion, lateral change, job change, vacancies 

Applications applied by one looking to change positions or advance, applied by an organization 

looking to reduce turnover and maximize existing talent 

Resources Employee Training and Development by Noe  

http://www.shrm.org/Pages/default.aspx  

 

Technology in Workplace will increase!  It is generally more cost effective in terms of the 

equipment itself as well as how the use of the equipment is applied in areas like training and record 

keeping.  “Smarter” products are being created due to the emphasis on speed in design, focus in 

content, and use of multiple delivery methods (Noe, 2010). 

Keywords computers, technology, WiFi, audiovisual 

Applications using web applications and automated phone services to help serve high volume 

customers quicker and more efficiently 

Resources http://www.astd.org/ 

Change Model Perspective and Change Management are critical considerations for creating 

realistic and useful instructional designs that are compatible with strategic initiatives and goals, 

particularly ones that are new or changing significantly from those currently in place.  Under change 

model perspective, training should be designed being mindful that change is occurring or could and that 

resistance to change can be a significant barrier. (Noe, 2010)  Change management is the process of 

ensuring that new interventions such as training practices are accepted and adopted for use by 

employees as well as managers (Noe, 2010) When done well, both these important key issues help 

dissipate resistance to change. 

Keywords change, organizational development, resistance to change, training and development, 

instructional design, strategic training initiatives 

Applications change in organizational management/structure, job redesign, job restructure, shift in 

chain of command, change in mission/vision/values, change in strategic focus or goal 

Resources Essential of Organizational Behavior by Stephen Robbins and Timothy Judge 

  Employee Training and Development by Raymond Noe 

  Enhancing Adult Motivation to Learn by Raymond Wlodkowski 

  www.shrm.org 

  www.astd.org  

http://www.shrm.org/Pages/default.aspx
http://www.astd.org/
http://www.shrm.org/
http://www.astd.org/
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