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EXECUTIVE SUMMARY
The results of the research that Janrex has conducted on behalf of Worldwide Corporation suggest that the value of training can be significantly enhanced through pre- and post-training intervention by managers. We surveyed over 300 employees of major corporations who had completed job-related training in the prior three to six months, assessed productivity gains as a result of training, and correlated those with the factors that preceded and followed the training event.  

The research concluded that there are eight critical-change factors clearly associated with measures of satisfaction and productivity among the learners surveyed. The survey concluded that high-level intervention by the learner’s manager is critical for maximum performance improvement  and return on investment (ROI) from training. 
“The Productivity Paradox”
Industry experts and economists agree that employee productivity does not always improve as a result of training investment. However, they disagree on both the causes and the implications of this “productivity paradox.” To achieve productivity gains from time and money invested in training, corporations must ensure that skills learned are both applied on the job, and that those skills improve the bottom line. A responsible training organization must take this productivity paradox seriously in order to help ensure that training results in on-the-job performance change.  

Research Methodology
Our research project was design to determine the kinds of events, attitudes, and behaviors both before and after training had the most impact on long-term retention, application, and satisfaction. Many clients reported little change in performance after training, while some high-performance students reported dramatic change and tremendous satisfaction. We wanted to identify pre- and post-training factors that were unique to the high-performance group. 

We surveyed 355 learners to elicit information about four distinct areas:  
	Demographics
	Job title, prior experience, type of organization

	Pre-training events and behaviors
	What happened in the workplace before the training?

	Post-training events and behaviors
	What happened in the workplace after the training?

	Change measures 
(Performance improvement indicators)
	Have processes changed, outputs improved, satisfaction increased?


RESULTS

What did nOT matter

The most interesting factor that had no effect on performance improvement was the learner’s feelings about the training. Whether the learner requested the training or was required to go was insignificant. The reactions to the class itself were unrelated to post-class performance change. 
What did matter: The EIGHT CRITICAL CHANGE FACTORS

Eight interrelated factors correlated most significantly with high performance. The first four items describe learner behaviors and attitudes before and after training. 

1. Experience with the subject matter prior to training.

2. A clear idea of the purpose and benefits of the training. 

3. Time to practice the skills after training. 

4. Understanding of ways to apply the skills and knowledge on the job. 

The remaining four items describe the attitudes and behavior of the learner’s supervisor or manager. 

5. The manager had reasonable expectations for performance change. 

6. The manager had adequate knowledge of the reason for the training and how it would be applied. 

7. The manager supported the learner in practice and study following training. 

8. The manager communicated about productivity and process improvements following training. 

Conclusion
The eight factors all correlated significantly with reported productivity improvements. In addition, each was a strong predictor for the other. Learner behaviors and manager behaviors are interconnected, and both sets of factors are critical for success. In other words, learners by themselves cannot ensure training success and productivity improvements; managers must communicate expectations to learners, support them during the learning process, and reward their success if organizations are to realize the full productivity benefits of their investments in employee learning.  
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