Four things you should know about training
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Firstly, training as we know it and mostly practice it today is obsolete.   Shuffling employees off to classrooms, and performing a mass-oriented process is increasingly backward, when we realise that major advances are being made in most other key business processes.  Training departments, which more often than not belong to HR, are about to come under severe scrutiny as never before.

Secondly, we are already into the knowledge era that indicates new challenges for HR, where continuous learning (not fragmented training) is becoming the new form of labour.  We will need to move away from the mindset that learning is something that requires time out from the workplace, and replace it with learning that takes place seamlessly alongside our normal day’s work.  Time spent away from ‘work’ will never be popular, and increasingly seen by operational managers as waste because they are constantly squeezed for productivity gains to stay in business.

Thirdly, the common training budget arrangements that condemns Training and HR managers to the ‘expense’ category, which it is easy to cut when other forecasted operational gains are not realised.   In times of rapid expansion, no cuts are made, and the budget can be allocated.  In times of crisis, HR managers are increasingly going to be measured on return on investment.   The idea that the increase in knowledge can be shown to be worth real dollars is however rapidly coming to be a reality.

Finally, a new and exciting development in collaborative technologies, and performance support systems is about to become a reality.   Are you ready for this?    Are you ready to abandon the archaic practice of Job Descriptions and central planning of mass training?    Are you prepared to think through the whole company learning processes and capture the most recent thinking and practice?

Rather than think of knowledge as something that we impart in large doses (economy of scale), we will be far better off if we begin to explore how knowledge can be applied exactly when needed (economy of flexibility).  One large company, that has made extensive use of multimedia online courseware, is reporting a 40% drop in learning cycle time, and a saving of US$2 million per year.

Another consideration is to change the current ‘push’ system of employee learning in which some central planner decides what is good for the company, to a ‘pull’ system where the individual employee (and manager) becomes responsible for his own level of competency within a particular job.  Tools and collaborative technology already exist to facilitate these changes, and run on computer platforms that most companies already have in place.

Intellectual Capital, which is the total combined knowledge and process ability of the employees is now being considered as an essential factor in the value of the business.  Although difficult to quantify, recent breakthroughs in our understanding of knowledge itself are making it more possible to measure.  The real opportunity for HR is to change the measurements from the inputs (number of training days/hours etc.) to the outputs, or the contribution value of the new knowledge.  By doing so, the training function becomes an essential investor in corporate wealth.

In summary, the whole business of training is giving way to a more modern thinking that revolves around the calibrated increase in total corporate knowledge.   Tools are available today to begin the transformation, and HR managers who fail to respond to these new initiatives are going to be left behind.   Let’s transform training into learning and be able to show the contribution alongside other claims on company cash.   Let’s empower the staff to be responsible for their own knowledge and provide the facilities where they can personally act to increase their own value.
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