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Transfer	Model

Adapted	from	Tonhauser	&	Buker	(2016),	p.	129

Organizational	Level

Characteristics	of	the	
Work	Environment

Learning	Field	Level

Characteristics	of	the	
Training	Measure

Individual	Level

Characteristics	of	
Participants

Effectiveness	of	Training	Measure

Skill	expansion

Transfer	of	Training

Organizational	Success

• Short	term

• Mid	and	long	term

• Long	Term



Transfer	Model	Cont.
Organizational	Level

• Follow-up
o After-action	reviews
o Feedback
o Job	Aids

• Social	Support	
o Supervisor	support
o Peer	support

• Structural	&	Organizational	Circumstances
o Accountability
o Opportunity	to	use
o Strategic	link
o Transfer	climate

§ Situational	cues	prompting	use
§ Consequences	for	using
§ Remediation	for	not	using

o Variability	of	work	tasks

Based	on	Tonhauser	&	Buker	(2016),	Salas	et	al.	
(2012),	Grossman	&	Salas	(2011),	Blume	et	al.	(2010),	
Burke	&	Hutchins	(2008),	Burke	&	Hutchins	(2007)



Transfer	Model	Cont.

Based	on	Tonhauser	&	Buker	(2016),	Salas	et	al.	
(2012),	Grossman	&	Salas	(2011),	Blume	et	al.	(2010),	
Burke	&	Hutchins	(2008),	Burke	&	Hutchins	(2007)

Individual	Level

• Cognitive	ability
• Commitment	to	organization
• Goal	orientation
• Job	involvement
• Motivation

o Learning	motivation
o Training	motivation
o Transfer	motivation

• Perceived	utility
• Understand	learning	objectives
• Self-efficacy
• Voluntary	participation



Importance	Of	The	Supervisor

the	role	of	supervisors	in	influencing	and	supporting	
trainee	transfer	has	been	widely	supported	
in	both	empirical	and	qualitative	studies

Burke	&	Hutchins	(2007),	p.	281
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How	Many	See	Training

Training	Event

Start Finish



Where	Is	Your	Focus?

too	many	organizations	are	focused
on	the	wrong	finish	line

Weber	(2014),	p.	28



Evaluation	Of	Training

Results

Behavior

Learning

ReactionBased	on	Kirkpatrick	&	Kirkpatrick	(2006)	



Your	Last	Training

Results

Behavior

Learning

Reaction



Learning	Scrap

Results

Behavior

Learning

Reaction

up	to
85%

Based	on	Kirkpatrick	&	Kirkpatrick	(2016),	p.	50	



What	Leads	To	Learning	Scrap?

Learning

Reaction



Training	Is	A	Process

Before	
Training

During	
Training

After					
Training



Before	
Training

During	
Training

After				
Training

The	Real	Finish	Line
Finish



Transfer	of	Training

the	effective	and	continuing	application,
by	trainees	to	their	job,

of	the	knowledge	and	skills	gained	in	training

Broad	&	Newstrom	(1992),	p.	6	
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Training	Is	Not	A	Silver	Bullet

not	all	perceived	needs	for	
training	and	coaching	can	in	fact	

be	resolved	or	addressed	by	training

Carnes	(2010),	p.	4



Determine	the	Need	For	Training

Desired	Results

Actual	Results

Desired	Behaviors

Actual	Behaviors

Gap	Analysis:
• Organizational	level
• Process	level
• Individual	level

Intervention:
• Culture	change
• Job	redesign
• Training	(KSAs)
• Other	solution(s)

ImplementationEvaluation

Adapted	from	Broad	(2005),	p.	58	



Three	Key	Topics

1.	What	your	staff	member	learned

2.	How	your	staff	member	will	apply it	on	the	job

3.	How	you	can	support your	staff	member



What	Your	Staff	Learned

Learning

Results

Behavior

Reaction



How	Your	Staff	Will	Apply	It	On	The	Job

Learning

Results

Reaction

Behavior



Getting	to	Know	Bob



supervisory	support	is	clearly	a	
multidimensional	construct

Baldwin	&	Ford	(1988),	p.	93

No	Single	Thing



Multidimensional

Bob

Nora



Support	Before Training

by	meeting	with	your	direct	report	before	training,
you	underscore	the	importance	you	place	on	getting	a	
return	for	the	time	and	money	that	will	be	invested,
and	you	help	your	direct	report	focus	on	the	most

valuable	elements	of	the	program

Jefferson,	Pollock,	&	Wick	(2009),	p.	15



ROPE

Relevance

Objectives

Prepare	
Trainee

Expectations

Support	Before Training
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a	project	that	I’m	working	on”	

“to	better	meet	the	needs	I	see	in	my	community"	

“would	like	to	learn	how	other	libraries	are	doing	this"	

“I	don’t	know??”



Support	During	Training
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practical and	
relevant exercises	and	
activities.	

b. Be	available and	

interested in	talking	
about	those	exercises	and	
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Support	After Training

supervisors	represent	a	potentially	powerful
influence	for	most	workers,	and	only	through

individual	coaching	contacts	can	they
ensure	that	transfer	will	occur

Broad	&	Newstrom	(1992),	p.	65	



Support	After Training

NORA

Next	Steps

Obstacles

Resources

Accountability



Course	Evaluation
“What	did	you	learn	in	this	course	that	you	
can	apply	to	your	job?”



Transfer	of	Training	Checklist



Stakeholder	Matrix	(Page	1)

Approve	appropriate	requests	for	Individual	
Development	funding	for	non-library	trainings

Adapted	from	Broad	(2005),	
Broad	&	Newstrom	(1992)



Stakeholder	Matrix	(Page	2)

Adapted	from	Broad	(2005),	
Broad	&	Newstrom	(1992)



Are	Results	Improved?

Learning

Results

Reaction

Behavior



Was	Training	Really	the	Answer?

Desired	Results

Actual	Results

Desired	Behaviors

Actual	Behaviors

Gap	Analysis:
• Organizational	level
• Process	level
• Individual	level

Intervention:
• Culture	change
• Job	redesign
• Training	(KSAs)
• Other	solution(s)

ImplementationEvaluation

Adapted	from	Broad	(2005),	p.	58	
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What’s	Stopping	You?

Obstacles

Countermeasures



What’s	In	It	For	…

Your	
Organization

You

Your	Staff



Building	an	Effective	Learning	Culture
January	– June	2017



Thank	You!

Ensure	you	are	incorporating	
learning	transfer.		

Hope	is	not	a	method.

Pollock,	Jefferson,	&	Wick	(2014),	p.	415
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