‘How Not To Waste Your Money On Training’ the online course
In Module 1, you will explore how you in
L&D can get more closely aligned to what
the organisation really needs as well as
considering different consultancy models
to follow. A key part to alignment will be
identifying and managing your
stakeholders and you will be given a
simple tool to achieve this.

Objectives:
By the end of this module you will be able to:
1. Describe though your action planning sheet, how you in L&D can get more
closely aligned with the business (infiltration)
2. Consider which consultancy model to use in stakeholder engagement to
determine the brief
3. Identify your stakeholders and classify them according to their impact and
support

In Module 2, you will be led gently to
consider whether an in-depth analysis
is always needed and also whether the
analysis can always be planned. You
may feel daunted by the prospect of
any analysis, let alone deciding the
level required. Rest assured that you
can skip the analysis part completely
at times, if you feel in line with what the
organisation needs and have your
finger on the pulse.
Understanding the level of analysis will be key and there will be some simple ways in
which you can identify the level. By the end, you should be able to put together a
plan for your learning needs analysis, including the methods and resources you will
need.

Objectives
By the end of the module you will be able to:
1. Describe situations where an in-depth analysis is or is not required
2. Differentiate between a planned and unplanned needs analysis
3. Categorise correctly the level of needs analysis to be undertaken
4. List some appropriate methods for analysing needs for groups and
individuals
5. With the use of notes, choose a triangulation approach to needs analysis
by selecting three methods for some given case studies
6. Put together a plan for conducting an analysis, including time and
resources required

Module 3 is where you will look at
what data to collect and how to ensure
you keep an eye on what the
organisation is trying to achieve. We
will keep it simple here and make sure
the link between learning and
performance is at the forefront of our
minds. If you feel nervous about this
part, then what you have learned in
Module 1 will really help. Those
relationships you have fostered with
key stakeholders will stand you in
good stead to decide, in partnership, what needs to be measured and more
importantly who will measure it. It is not always L&D’s role to measure performance
improvements, so those partnerships will be key.
Objectives
By the end of the module you will be able to:
1. Differentiate between the “gut feelings” you have experienced in past
decisions you have made and the more analytical approach
2. Describe why it is important to collect data
3. Relate what you do to what the organisational goals are
4. Define some key measures for your role in line with organisational
requirements
5. Differentiate between data and information
6. Differentiate between qualitative and quantitative data
7. Describe for 3 case studies, the format the data will take.
8. Describe what you need to do before you start collecting your data

The final piece of the puzzle will be in
presenting the data in a format that
makes sense to those interested in
the results of your LNA. Module 4
looks at how different types of graphs
can uncover the story that is behind
what is happening in the
organisation. Again, simplicity will be
key. You will learn (if you don’t
already know) how to set great
objectives and outcomes for any
learning you have planned. Bloom’s
Taxonomy is a great model for
helping you create objectives that are
focussed and specific as well as measurable.
Objectives
By the end of the module you will be able to:
1. Select an appropriate method of presenting a set of data visually
2. Describe how to draw conclusions from the data
3. List some of the limitations of the data/chart that you are using
4. Identify any bias that you may have in relation to the data you are
collecting
5. Differentiate between aims, organisational objectives, performance
objectives and learning outcomes(objectives)
6. Set some clear organisational objectives for a set of outcomes
7. Identify correctly the learning levels required according to Blooms
taxonomy.
8. Set some specific performance objectives for given examples
9. Devise some learning outcomes for a given case study using Robert
Magers’ PCS framework

