
April 1-Question Survey – The Results Are In!

Chief Game Changer and founder of GameOn! Learning

Our 1-Question Survey for April 2013 has concluded, and
we thought you would enjoy seeing the results.  The survey
was centered on a recent blog article by Clark Quinn titled

“Yes, you do have to change”.  Here is a link to the blog (used with per-
mission of Clark Quinn).

Our 1-Question:  What do you think of Clark's point of view and call
to action?  Select only one option.

Completely Agree!
Somewhat agree
Barely agree, but...
Barely disagree, but...
Somewhat disagree
Completely disagree!
Makes my blood boil!

Game On! Learning April 1-Question Survey Results

http://blog.learnlets.com/?p=3232


As you can see, the vast majority of the responders completely agree or
somewhat agree with the ideas expressed by Clark, but there were a
few dissenters.

The following recaps some of the comments from those who provided
them.  All responses and comments are confidential.

It was Abraham Maslow who said, "When you are a hammer,
everything looks like a nail."  I decided a long time ago that train-
ing, as I knew it, was not the only answer.  The generation joining
the workforce will not stand "business as usual" training.  And lead-
ership is interested in so much more than cost.
I agree that the focus should be the outcome of training rather than
the training or training tools themselves. As a business, we need to
bend to meet clients' needs rather than expecting clients to take our
training or benefit from it just because we provide it. If clients can
see tangible benefits from training and be engaged, they'll actually



take it. They'll be happier and we'll get fewer service calls.
Been 30 years in the industrial training business, first half I worked
as an instructor and instructional designer, though the second half  I
have over going through a major shift as a Performance consultant,
focusing even more on results, effectiveness and practical outcome
and tools (production line structured coaching, simulations, some
real eLearning experience, PSTool, imaged procedural guide...) and
learners do get it faster and the learning gets deeper.  So I totally
agree, changes begin with the people, it begins within us and it goes
on and on...
people are hired to be trainers because they know the TOOLS - they
do not understand nor employ adult learning strategies - the wrong
people have been hired to do a job that most of the organization
does not understand.
Hear! Hear!  Agreed!
I think Clark has missed that fact that the main reason instructional
designers create less than ideal eLearning is because the business is
not willing to spend the time or the money to develop an appropri-
ate solution. They want it now, they want it cheap, and they want to
check off the box that says training and move on to more profitable
to-do items. Designers WANT to do better, but there's a massive
amount of work to re-educate the business about what we can do
and what else we offer and how it benefits the business. That takes
time, and has nothing to do with tools - it's about gaining the re-
spect of business and influencing them.
Part of the problem is that learning professionals misunderstand
their own identity. We are often grouped with Human Resources on
company org charts, but we are an extension of operations. Once
you get the identity crisis straightened out, you can start focusing
on performance instead of "training".



Personal (in person or by web cam) individual interaction between
trainer/facilitator and learner is necessary in most learning environ-
ments. E-learning or any type of standalone (without a live trainer
or facilitator) training is a response to our economic times and not
to the reality of a best case model for learning. I agree things need to
change but use a familiar axiom, "the more things change the more
they stay the same."
Execs don't understand the time it takes to develop effective learn-
ing. "Good Enough" is always the byword of the day.  Design time
is reduced and unacknowledged as important; development is ex-
pected on day one of L&D.  How do you make it effective in no
time?
"Learners need to perform, repeatedly, with guidance, over more
and more complex contexts until they achieve the level of perfor-
mance they need.
This was the most significant and true sentence in this article.
Learners learn by doing! As an ID my hands are tied to what the
company wants to see as far as training. These changes have to
come from the top or at least be supported by management to over-
come the stereo typical training that we are now creating. And have
been for some time.
In the next twenty years if we do not change the way we transfer
knowledge to employees. We will see a huge gap of skills required
vs. the skills that people have.
I 1000% per cent agree....elearns with the interaction being limited
to "Next" drive me crazy. elearns have UNIQUE ability to allow
Learner to self-discover, practice, FAIL!!!, yes Failing is good; we
learn through our failures and suffer consequences of failure in a
safe environment. But what do we do turn PowerPoints into elearns
by Articluating them (I have heard the software now used as an Ad-



jective!!) and push them out. TELLIN AIN'T TRAINING....
In my experience, because the industry takes a "crawl, walk, run"
approach to learning development, the changes in training design
are more incremental than revolutionary.  Also because measuring
training effectiveness / outcomes, beyond Kirkpatrick Level 2 is not
broadly used, there is not an obvious drive to make significant im-
provements to content.
I believe part of the problem is that large corporations and financial
institutions are primarily focused on short-term financial results
and reluctant to make any long-term investment in creating a
healthy, viable organization.  What is wrong with manufacturing
great products, making a fair profit and being an employer of
choice?
Reminds me of Army training.  No one learned how to maneuver as
a team or hit a bull’s eye by PowerPoint.  Same could be said for
professional sports.  Athletes (think baseball) are measured for
every performance indicator.  Batting coaches, etc. probably can't
even spell "PowerPoint" much less use it.
Business is slow to respond to new, innovative ways of presenting
content required to learn skills.  They still have not scratched the
surface when it comes to Social Learning.  We need to look at ways
to change the culture/perception of business toward new learning
opportunities.
The age old problem is that nobody wants to ask the learner what
they want, how they want it and when they want it
With the newer technological generation, I think we've lost the fo-
cus that people are our primary customer, tool, and resource. While
I love the e-learning ability, it is NOT a replacement for the relation-
al aspect of training/teaching new skills. Once we lose sight of this,
we will not achieve the results that our business partners expect



from us.
We can always do better and most of us strive to do so. You cannot
have a one solution training option to fit all and trying to paint us
all with the same brush is somewhat self-serving. There is no doubt
that learners are changing in how they perceive training methods
but that is largely because they are coming to industry with less ba-
sic knowledge of reading, writing and true math skills. They may be
able to do it on a calculator or computer, but not with pen and pa-
per. I feel we are failing our learners well before we see them in the
workforce. Those with troubleshooter abilities and critical thinking
are becoming fewer and farther between.
Everything is changing about how people choose to learn. The #1
way people chose to learn anything these days is YouTube. Static
courses (particularly online courses) are irrelevant by the time
they're delivered. Performance support and mentoring/coaching
meets people where they are.
Completely agree!  However, what I have been seeing is the audi-
ence (learners) are somewhat reluctant to change to this type of
model.  They continue to want to be provided with all of the "nice2-
know" information (background, overview, introductory, etc. which
may or may not be relevant but more dependent upon learning
styles/bias).  It's very difficult to balance the "nice2know" and
meaningful interaction.  I am old school: 1) tell me what I need to
know, show me how to do it, let me do it, and then tell me
what/why I did what I just did.  Meaningful interaction that is job
related and provides/shows a business outcome! In the past I've de-
signed content in this way, both training and user documentation,
and was met with lukewarm feedback. We need to go in this direc-
tion...period!  The question is if we as designers (performance con-
sultants) move in this direction, how do we ensure the audience



moves with us.
Absolutely on point. Instructional Designers complain more and
more about being overworked, yet the vast majority I work around
are lazy primadonnas stuck in an antiquated and outmoded tradi-
tional ISD paradigm that just isn't cutting it these days. It's ineffec-
tive, takes too long and far too often does not place focus in or pri-
oritize what is best for the learner to play an effective role in their
organization.
Kudos to Clark for speaking the blunt and crucial truth.
The skill set required as a performance consultant is wide and var-
ied. One might be amazing on the front line as an analyst, and not
as outstanding as a scenario or game designer so asking for full
competency in all areas is unrealistic. I see the call for change is
about seeing yourself, your strengths as part of a full learning solu-
tion continuum (you can't be the one stop only learning delivery
person), creating teams that can support the proposal-development-
implementation of a full program where applicable.
Regarding the knowledge retention/performance side, learning ex-
tends far beyond the training division. On-the-job business line
managers/supervisors need to embrace, learn how to be great
coaches & facilitators, too.  Train the Coach classes should be part of
every manager’s requirement (unless they already demonstrate this
skill set.
I know Clark and this column is a succinct of his long standing
view that we must change performance and strive to lead the way.
Too many people feel they are designers because they can use a tool
to spit out a "course". If we do not work more diligently to find
workable solutions, business will eventually decide we are not
worth the hassle and expense.
If the purpose of training is that a participant will walk away with



the ability to DO SOMETHING NEW, why is it that we spend so
much time on page turners that just tell them the background be-
hind what they need to do and talk them through what to do, but
don't actually let them practice DOING something!  
Elearning has the ability to create an experience - a simulation - a
safe space to try a new skill.  Instead it's used to essentially read a
manual about the skill and why they should use the skill.
Agree agree agree agree!
I agree. No one should create bad content just to check off a require-
ment. In addition I agree that tools and technology do allow some
to ignore the larger need for rich content. But I do wonder...in some
areas, isn't something better than nothing? In my field any tidbits of
good info help their daily work. Without eLearning our offices
would have to wait for a presenter to get around to them once a
year if they are lucky.
I agree! It's an age old problem and has little to do with eLearning.
Regardless of the method of learning, good instructional design is
the issue. The information dump is the lazy way out "let the learner
figure it out"; Then if the student fails, it's their fault. The elephant
in the room is Section 508 compliance.
I completely agree with the need to enhance learning with perfor-
mance support.  I will say that I think in some organizations there
will continue to be a need to "check the box"; with more basic
elearning courses for purposes of compliance, record-keeping, etc. 
A more enhanced vision of education would certainly benefit many
organizations through more collaborative learning and a greater
ability to find pertinent, RELIABLE resources.  Content curation
will continue to grow as a need within organizations, as more and
more information becomes generally available.
I'm still fairly new to the corporate learning "industry"; however



I've been an educator for 35 years.  During my four years in the cor-
porate world I have been shocked by what is presented as adequate
and even excellent training.  The lack of deep thought, meaningful
practice and full engagement of the learner in solving problems
with their new skills within a supportive learning environment
(don't read classroom, this can easily be done remotely, online, via
chat groups, etc.)leaves me shaking my head.  My present organiza-
tion is scrambling around trying to fix their onboarding for their
most critical customer facing roles because they've lost their long
term employees and are faced with underprepared people with less
than 18 months on the job consulting on the installation and "live"
of extremely complex software in the healthcare world.  This is no
joke!  And they didn't even include the person with the longest term
experience in adult education on the team that is tasked with the
fix!
I somewhat agree with Clark - if NEW technology is available for
training then by all means lets upgrade and use it to its full poten-
tial. I do agree that training needs to be more streamlined based on
the needs of the consumer.  The company requiring training should
have the training tailored to their specific needs and the training
provider should cater.
Somewhat agree based on observation and experience... but show
me the numbers that support this rant.
Clark is summing up many of the thoughts/ideas that are in my
head as well as those of the major financial corporation that I work
for as an Instructional Designer.
I would love to "lead the way" by making some sweeping changes
within the organization I work for today. However, as a contractor
(training program mgmt & instructional designer) my proposed so-
lutions and/or recommendations for a more strategic approach to



achieving the company's education goals are often dismissed be-
cause I may not be around long enough to see the process imple-
mented or to support it. Many workers in this field today are work-
ing as contractors (often with a 6 month term - for starters, at least)
and that limits our ability to influence strategic decisions/initiatives
to a certain extent I believe. In the time we have on any given
project (contract term), we must focus on development & execution
of key project tasks or risk missing deadlines and objectives.
I don't think it is as bad as Clark Quinn is ranting about - but there
are definitely improvements that can be made.  Companies need to
focus on how to best meet the needs of the learners and that means
investing in training.  Trainers/educators need to step outside the
box too, but if they don't have the support they need (I don't think I
have that support)they may not stretch themselves beyond what
they have always done and therefore get what they have always
gotten.
In healthcare, educators weren't even trained in learning theory un-
til recently! The ones that came before us made a mess. They had no
idea how to create change and truly educate. When they showed no
results, training budgets were cut and now we are left to do the job
with almost no resources! Leadership allowed a detrimental culture
to the business. All any line worker had to say was, "I didn't know";
and it was, "Get the Educators! They don't have the knowledge!"
This was not true of course, because people were claiming not to
know things taught in nursing school, and re-taught by the educa-
tors in orientation, and the preceptors were told to reinforce it in
guided practice. But the old saying, 'you can't fight City Hall' has
been around a long time for a reason. We wasted a lot of energy on
reintroducing knowledge to people who were just plain lazy. The
old phrase from nursing school, "C equals RN" meant we were



stuck with lots of people who didn't learn half of what they needed
to learn in school. Worse yet, nurses THINK they know how to edu-
cate because they perform patient teaching, which anyone with a
college degree would know is NOT the same thing. Now because of
fiscal issues, every corporation wants free labor. We are going back
to trying to trying to get volunteers to teach, and they don't know
how to write a learning objective, much less a curriculum. They tell
us to "grow" them, but I struggled for my Master's over years. How
can I impart all that I learned to someone else in a one-hour 'instruc-
tors' class? Now we are having a fight to bring nursing into the 21st
century. Pharmacists and Physical Therapists have advanced de-
grees. Nurses are holding each other back insisting that the entry
level needs to remain at the Associate's or else only the wealthy will
be able to become nurses. We have people who once they get that
RN, they think they never have to learn another thing. They don't
even want to get a Certification in their specialty, because they
would have to take a test that they fear failing. If they fear failing a
test, how do you think the level of care is for your Mother? The real
solution is that leadership has to get on board with only hiring peo-
ple who are lifelong learners, who already know how to critically
think, and who are ready to devote themselves to a PROFESSION.
Then, the corporation has to devote THEMSELVES to the staff, and
provide enough TIME for people to learn. Right now, they overload
work schedules and give people no time to go to the bathroom,
much less read a new policy or practice the steps for success on a
new behavior. Nurses get four days off a week, but they refuse to
come back on one of those days because they worked so hard on the
three 12s. They also refuse to stay late or come in early to shift. They
are paid hourly instead of salaried, which gives them the mentality
of a factory worker rather than a professional. But some of this is



our fault, too. We don't evaluate any programs, just run to the next
crisis. We don't make time sometimes to truly align with the busi-
ness objective, because we are too focused on the nursing objective.
In healthcare, the other problem we battle is prevention. How do
you measure the number of medication errors you prevented? You
can take a period of time vs. a period of time, but that period of
time may have to be 5 years to get enough data (fortunately for
your Mother we don't make some catastrophic mistakes very often).
As educators, we truly need to learn to chunk and check, which is
Teach Back, the gold standard set by TJC. The CEO does not allow
us to post signs (looks like we don't know what we are doing), so
we will have to find other ways to stick information in people's
brains without environmental cues. I tried a Mooc last month and
this month with no success. I thought all the Millennials would like
a social learning option online, but I was wrong. The class involved
reading a journal article, and I heard that was too hard for them.
The trouble with that is, they think critical thinking is 'magical' like
an athlete's 'talent.' They don't realize both are merely skills that
draw on knowledge and practice. You can't get the knowledge in
healthcare without reading the evidence. They still think (thanks to
Patricia Benner, I wish she would recant) that nurses work on 'in-
stinct' and not on education. Again, they think instinct is a magical
third eye and not what it really is, a super-speed brain process of
assess, analyze, select an action. Thank you for this opportunity to
vent!

 

Back  Next  See All




