
Achieving High Impact Learning

Community of Experts



Agenda

• Welcome
o Community of Experts

• Introduction
o Where are you at? 

o Learning Outcomes

• Why High Impact Learning 
o Issues and challenges in the 

workplace

• Principles of High Impact Learning
o What is high impact learning

o How to identify who needs training

o Guiding principles for greater effectiveness

• Practices for the modern 
workplace

• The benefits 

• Summary

• Feedback



Lets see if we are all in the right place?



Your expectations 



Outcomes for today

• Learn progressive insights on making learning more effective for ourselves and those we lead

• Have a framework to review our current approach to learning in the workplace

• Explore ideas on how to make our training more impactful

Learning will be easier, constant and for everyone



Why High Impact Learning-issues and challenges





Why High Impact Learning-issues and challenges

It requires foresight good leadership

• It is easy to conduct training in the workplace to be legally compliant, but 
it takes foresight and good leadership to have impactful training. 

• When there are market challenges, the first budget to cut is training. 

Busy lifestyle

• People at work are busy juggling for time with their family commitments.

Distracted

• As training moves to more digital formats, it’s colliding with the new 
realities in learner’s jobs, behaviours, habits and preferences

Overwhelmed

• Today’s employees are overwhelmed, distracted and impatient. Flexibility 
in where and how they learn is increasingly important. 

• They want to learn from their peers and managers as much as from 
experts.



Why High Impact Learning-issues and challenges

Distracted

Knowledge workers are constantly distracted with millions of websites, apps, 
and video clips.

Most learners wont watch videos longer than 4 minutes

41% of learners spend time on things that offer little personal satisfaction and 
do not help them get things done

Untethered

Today’s employees find themselves working from several locations and 
structuring their work in nontraditional ways to accommodate their lifestyles. 
Companies are finding it difficult to reach these people consistently and even 
harder to develop then efficiently.



Why High Impact Learning-issues and challenges

Collaborative

• Learners are also developing and accessing personal and 
professional networks to obtain information about their 
industries and professions.

Empowered

• Rapid change in business and organisations means everyone 
needs to constantly be learning. More and more people are 
looking for options on their own because they aren’t getting 
what they want from their employers.



Why High Impact Learning-issues and challenges

Employers complaining

• Employers are complaining that people are being trained –
POEs are being completed but skills are not being developed 
and learning is not happening. (QCTO)

• New entrants to the workplace, even with qualifications are 

not well prepared for the world of work.



What do impact you want to achieve?

• What impact do you want to achieve with your skills 
development programme?

 For the individual

 Teams 

 The company

 Clients 

• How do we measure impact?

• Is this clearly and comprehensively defined in your 
organisation?



Principles of High Impact 
Learning

What is high impact learning

How to identify who needs training

Guiding principles for greater effectiveness



What is high impact learning

• In the training space, every organization seeks to provide its 
employees with learning and development opportunities that 
are both targeted to their individual needs and produce 
measurable and worthwhile business results. 

• High Impact Learning provides a practical and comprehensive 
approach for bridging the gap between employee and 
organizational goals and launching training initiatives of visible 
and lasting impact. High Impact Learning is the new arena for 
forward thinking organisations.



Is training the answer? for performance shortfall

Why is there a performance shortfall?

• The starting point is the individual.

• Do they want to do the job?

• Can they do the job?
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How do people learn?

• Learning styles

• Virtual understanding

• Learn by doing

• Identification

• Relate to their experience

• Exploration- open to the new

• Learn through a process of events



Do you know your learning style?

• Active / Reflective

• Intuitive / Visual

• Sensing / Verbal

• Sequential / Global



Emotion is essential to learning

• Emotion is where learning begins, or, as is often the case, 
where it ends. Put simply, “It is literally neurobiologically 
impossible to think deeply about things that you don’t care 
about,” Dr Immordino-Yang

• “Even in academic subjects that are traditionally considered 
unemotional, such as physics, engineering or math, deep 
understanding depends on making emotional connections 
between concepts.”

• When students are emotionally engaged,” she said, “we see 
activations all around the cortex, in regions involved in 
cognition, memory and meaning-making, and even all the way 
down into the brain stem.” 



Dilts logical levels model of change



5 Assumptions of adult Learners





Overview of principles

• Is learner centred

• Supported by an enabling environment that has 
management commitment and strategic support

• Is aligned to organisational goals

• Situated in a culture of a learning organisation

• Supported by adequate budget

• Goes beyond the ‘take a course’ mindset and delivers 
need to know –on demand skills and knowledge 
enhancement



Overview cont’d

• Learning by practice / simulation / experiential

• SETA: Occupational qualification- occupational training and 
occupational assessment

• Readily accessible and augmented with expert or mentor 
support

• Scalable for individual or group learning

• Train people to excel in their inclinations and strengths

• Informs high impact training

• Promote- train- follow on



Let’s go full throttle

We can build “on-demand online training that
• Anticipates the needs of trainees

• Provide a way for them to satisfy those needs (mix of on-demand learning 
and course like material for complex matters)

• Provide people for them to discuss things with: such as online mentors, 
available on demand

• It must provide experiences to try out virtually, available on demand

• Link with co-workers with whom to discuss experiences.

• “We should not have courses that provide information. We should have 
courses that provide experiences, with peers and mentors with whom we 
can have conversations.”



The 10 Points summary

Approach

• 1. Continuous:  Learning is not a once off event but occurs 

in a variety of settings and across multiple channels, be they 
formal or informal,

• 2. Blended: Offering training in class and online allows us to 
get the best of both worlds.

• 3. Applied: Knowing is not enough, the learners must be 
skilled enough to apply what was thought. As the saying goes, 
practice makes perfect. High Impact Learning therefore takes 
learning from the classroom into the workplace.



10 point summary cont’d

Method
4. Repetitive: Exposing the learner to the same content in a variety of 
contexts and formats strengthens retention and application. 

5. Engaging:  We all had riveting and also mind numbing learning experiences. 
The difference is that good learning touches both the head and heart and 
engages as many senses as possible.

6. Personalised and demand driven: Teaching in the past was top down, 
driven by the teacher. High Impact Learning lets a learner access knowledge 
as and when needed, helping the participant to solve problems as they arise.



10 point summary cont’d

Content
7. Relevant to both an individual’s and the organisation’s needs. 
It must be designed taking into account the learner’s 
circumstances and a company’s operational needs.

8. Bite sized: The Internet presents an overwhelming amount of 
information. Good learning material cuts through the clutter and 
presents condensed knowledge.

9. Certified: Even though learning is bite sized, the various units 
need to stake up to produce a recognized qualification. Currently, 
online course are rarely aligned to any nationally & 
internationally recognised frameworks.



10 point summary

Built on Feedback

10. Assessment provides the learner with continuous 
feedback. While surveys provide feedback from the 
learners and their managers to  measure impact and 
Return of Investment of the programme.

 Decide beforehand what you want to achieve 
qualitatively, quantitatively and measure it.

 Build monitoring and evaluation in your programme 
from the start.



Practices for the modern

workplace



Multiple pathways to competence





Career, Learning, Salary Ladder
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Manager (NQF 5) 

Team Leader (NQF4)

Agent (NQF2/3)

• Have you combined them in your ladder? Flat ladders don’t go high

• Does your staff know that ladder, when & how often do you communicate it?

• Do they know what to do to take the next step up? Is it based on clearly 

stated goals that are measured?

• Has that ladder become a central part of your organisation?

• Do you have a budget to build that ladder?

• Unfortunately, most training is limited to products & systems

Career Pathing aligned to learning





Communities of Practice

Forums

• Examples of a community of practice is this COE 
Forum, Occupational  and Professional organisations/ 
associations

Workplace community of practice

• Establish a workplace community of practice 
amongst like-minded portfolios



How do we know we are making 
impact

Kirkpatrick's four (five) levels of evaluation model:

1. Reaction of student - what they thought and felt about the training

2. learning - the resulting increase in knowledge or capability

3. Behaviour - extent of behaviour and capability improvement and 
implementation/application

4. Results - the effects on the business or environment resulting from the 
trainee's performance

5. ROI- Return on Investment

All these measures are recommended for full and meaningful evaluation of 
learning in organizations, although their application broadly increases in 
complexity, and usually cost, through the levels from level 1-4.



Reaction

Reaction evaluation is how the delegates felt, and their personal reactions to 
the training or learning experience, for example:

• Did the trainees like and enjoy the training?

• Did they consider the training relevant?

• Was it a good use of their time?

• Did they like the venue, the style, timing, domestics, etc?

• Level of participation.

• Ease and comfort of experience.

• Level of effort required to make the most of the learning.

• Perceived practicability and potential for applying the learning.



Learning

Learning evaluation is the measurement of the increase 
in knowledge or intellectual capability from before to 
after the learning experience:

• Did the trainees learn what was intended to be 
taught?

• Did the trainee experience what was intended for 
them to experience?

• What is the extent of advancement or change in the 
trainees after the training, in the direction or area 
that was intended?



Behaviour

Behaviour evaluation is the extent to which the trainees applied the learning 
and changed their behaviour, and this can be immediately and several 
months after the training, depending on the situation:

• Did the trainees put their learning into effect when back on the job?

• Were the relevant skills and knowledge used

• Was there noticeable and measurable change in the activity and 
performance of the trainees when back in their roles?

• Was the change in behaviour and new level of knowledge sustained?

• Would the trainee be able to transfer their learning to another person?

• Is the trainee aware of their change in behaviour, knowledge, skill level?



Results 

Results evaluation is the effect on the business or environment 
resulting from the improved performance of the trainee - it is 
the acid test.

• Measures would typically be business or organisational key 
performance indicators, such as:

• Volumes, values, percentages, timescales, return on 
investment, and other quantifiable aspects of organisational 
performance, for instance; numbers of complaints, staff 
turnover, attrition, failures, wastage, non-compliance, quality 
ratings, achievement of standards and accreditations, growth, 
retention, etc



E.g. of a measurement index



The Benefits

• Performance improvement

• Learning culture in organisation

• An enabling work environment

• Employee/ worker innovation

• Staff retention due to value add from skills development

• Improved efficiency

• Continuous improvement of work processes and service quality

• Customer satisfaction

• Employee satisfaction

• Career pathing that also favours the long term sustainability of the 
business



Summary

For High Impact Learning to be successfully implemented, every 
learning event should include four main components: 

• 1. Present content accessibly

• 2. Provide Practice virtually and physically

• 3. Engineer Feedback in a continuous loop of improvement

• 4. Promote Reflection, change and development

It’s an exciting world, and the High Impact Learning trend is 
starting to take shape within South Africa’s forward-thinking 
organisations. Are you one of them?



Feedback 

Questions?



Feedback session

• What did I hear?

• What did I see?

• What did I feel?

• Imagine you are meeting with the decision makers at your 
organisation to sell them your ideas on incorporating high 
impact learning in your skills development and training 
programme. What are you going to sell? What’s in your 
goodie bag? 

• What must i-Fundi do to back you up?


