Training Measurement

Proposed Department Measures
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Measurement: Goals

A Deliver useful, credible, and actionable data tc
the department, our business partners, and
HR management

A Create straightforward metrics that can be
represented graphically

A Provide competitive advantage through data
analysis and communication

A Streamlined data gathering and reporting
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Key Measures
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These four key
areas of interest
will each have
associated

measures.
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Key Audiences

Measurement data is used
within the Learning and
Development department to
SOIfdz2 0S K2g &
Ffaz2 Ydzald (y29
viewed by our business
partners.

Business
Parthers

We must also define what
needs to be communicated
upward to HR management.
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Key Areas

4 ) Quality is central to our work. Without it, other
measures cease to be relevant. We can assess bof
Qu a|ity the satisfaction with and the perception of how
effective our work is, and also institute hatarget
\_ Y. measures based on specific project goals.

Our intention is to focus on three tools to measure quality.

AUniversal Participant Satisfaction Surveyis a measure of participant
reaction to training.

AUniversal Training Project Evaluation SurveWleasures project specific
criteria including how successful the partnership was.

A evel 3 Measures (varieg)Measures new or improved skills and
knowledge participants applied on the job following training.
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Key Areas

Quality
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¢CKS (022f &
key stakeholders.
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Internal (L & D)

HR Management

Business Partners

AUse universal Participant
Satisfaction Survey to
collect data so measures
are uniform across
programs and projects.

AEmMploy projecispecific
measures & Level 3
survey results (as

appropriate).

AUniversal participant
satisfaction averages
allows management to
compare across program
and projects.

AProjectspecific measures
& Level 3 Survey Results
explain training value.

AProjectspecific measures
allow business partners
to see value in training

S investment.

AUniversal Training Projea
,  Evaluation survey results
. summarize partnership

effectiveness.

AlLevel 3 Survey Results

LINZ



This chart outlines 3
measures:

uSize of the spheres is
equivalent to overall
rating (larger is better)
cAltitude measures
relevance (higher is
more relevant)
oHorizontal axis
measures intent to use
new skills on the job

(right is higher).

Overall uSurvey Scores Q1 2011

More
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(Bigger is better)
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Overall uSurvey Scores Q1 2011

This chart outlines 3
measures:

uSize of the spheres is Relevancdaltitude) @ Brown=TA
equivalent to overall & Green=CTG
rating (larger is better) @ Orange = Fund
wAltitude measures —— Accounting
relevance (higher is

more relevant) W 8%, 4,1.

oHorizontal axis

0 |
measures intent to use ' 65%, 3, 4.

new skills on the job 100%, 2, 3.
(right is higher).
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Key Areas

< ) These measures describe the training delivery
activity of the department, and how well our

Productivity' business partners are leveraging training resources

- y

Usage leverages information from the Learning Management System (LMS)
and can be presented in a variety of views based on, course, timeframe,

business unit etc.

ANumber of learners
ANumber of learning hours
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Key Areas

-
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Productivity,
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¢CKS (022f &
key stakeholders.
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Internal

HR Management

Business Partners

ATraining activity (by
month, quarter, and year
informs us about
business demand for
services

ATraining activity measure

) let us:

AAllocate resources to
meet demand

ACompare to industry
benchmarks

ASee trends across

sAinforms business partner
how much training their
staff is taking advantage
of and allows comparisor
to industry best practices

NP

S

business units
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Productivity

Learners per Month Q1 2011
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Productivity

Learning Hours per Person
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) Financial measures describe how monetary
resources are allocated. Figures should be
Financial compared to prior months, targets/goals, and any
available benchmark data.

b/

CAYEFYOALIfT aSladaNBa SELXIFAY 6KIG 68

They describe cost effectiveness of programs and how much is being
iInvested in employee development.
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Key Areas

\

Financial

b/

Internal L&D

¢tKS (22fa 6SQff dzaS LINR

key stakeholders.

HR Management

Business Partners

ATracks cost recovery ratig
as well as operating
expenses

ATraining cost per learning
hour

 AAudit of budget activity

ADollars invested per
employee (Business Unit
comparisons

AExpenses by training
category (Business Unit)
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Financial

Investment per Employee (Your Department)

Industry Averages
AFinancial Services $1,215
AHealth Care $2,100
ATechnology $775
ARetail $1655

IE_?

Your Dept.
$1,167 Industry
Average
$1,215

Oppen.
Average
$1,324
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Investment per Employee by Business Unit
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Key Areas

This measure indicates yetr-date goal
completion status.

Note: This measurement requires goal writing be done with milestone and completion

percentages identified up front & goal tracking in Success Factors is enabled.

APercent complete, in | APercent complete, in | AProvide status on
progress, not yet progress, not yet crossover goals that
started started Impact the business
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-
Recommended Pilot

Propose and pilot one best practice change targeted a
learning transfer to the job and business impact.

-

A Create a standard survey for management to be used-post
training measuring supervisor/management perception of
training transfer and impact. (Training Professional Program
candidate).

A Instructor/sponsor sends-2 weeks following training.
Frequently recurring classes only.

A Plot overall rating against participant satisfaction survey
overall rating.
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Recommended Pilot

Participant Satisfaction vs. Manager Satisfaction

2.5 —&— Participant
- Manager

Class 1 Class 2 Class 3 Class 4
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Dashboard Monthly/Quarterly

Cost per learning hour =%
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