STEP ONE:
ASSESSMENT & NEEDS ANALYSIS
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What?

Two forms of assessment are recommended at the outset:
1. A calibrated assessment of each learner’s behavioral strengths and areas for
development
2. A “personality profile” assessment of each participant’s individual style as a
colleague and leader

How?

Behavioral strengths can be assessed using a sophisticated 360-degree
instrument (such as Leadership Practices Inventory / LPI®) to simple survey.
Individual profiles can be assessed using an industry standard tool such as
Myers Briggs Type Indicator (MBTI®)

When?

Depending on the level of depth and sophistication of the instrument,
assessments should be undertaken a few weeks prior to initiation of training
cycle.

Who?

Learn Interactive can manage the implementation of the assessments and / or
we can work with internal resources.

Why?

The behavioral assessment can reveal to an individual areas for development of
which he or she may have been unaware. It can also identify specific areas of
focus (especially useful for coaching).
A “personality profile” assessment can help a learner see how he or she comes
across to others, and help to identify how he or she can best “mesh” with others
(of similar or different profiles).
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STEP TWO:
GETTING UP THE LEARNING
CURVE
What?

A carefully curated menu of content, based on each participant’s profile
(and assessment results). Videos / short courses / readings etc will all be
part of a rich learning mix.

How?

Learners access content via a digital / mobile platform powered by a
Learning Management System (LMS) and/or a Learner Experience
Platform (LXP). Individual content objects (“microlearning”) can be
distributed via informal channels (e.g. Slack®) or e-mail.

When?

Learners can review content at their own pace, weeks or days prior to an
in-person session.

Who?

On-demand learning will feature both internal and external experts and
coaches; “Virtual mentors” from within the company can share the value
of their experiences through video (asynchronous and/or live).

Why?

The online platform allows learners to master fundamentals of any topic,
ensuring that they’re well prepared to get the absolute maximum value out
of the “high-touch” experiences that are to follow in Step 3.
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STEP THREE:
LEARNING IN GROUPS
(IN PERSON AND/OR ONLINE)
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What?

Small groups (ideally 5-8 participants) work on real business problems; groups
are facilitated by a qualified external coach following the principles of “action
learning”

How?

This can take place on a retreat, in an office context or even virtually via a
collaboration platform (e.g. Zoom®).

When?

These sessions will be carefully scheduled to ensure that everyone can be fully
focused (and without time conflicts or external interruptions). Frequency and
number of sessions will vary, based on specific learning architecture.

Who?

A qualified facilitator from Learn Interactive will work with each group; the
facilitator is empowered to intervene at any point to guide discussion around the
“teachable moments” that emerge during each session.

Why?

These sessions are the centerpiece of the learner experience; immensely
valuable instructor-enhanced and peer-to-peer learning opportunities emerge as
learners reflect on their experiences—and grow as a result.
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STEP FOUR:
IN BETWEEN LIVE SESSIONS:
“MICROLEARNING”
What?

Learners get regular opportunities to refresh their understanding of key
topics accessing content via a “mobile first” digital learning platform.

How?

Learning can be sent via e-mail, text message or via a collaboration
platform. The key is to integrate this learning into regular workflow.

When?

Frequency will depend on learning architecture. A balance needs to be
struck between high frequency (to enable learning to really “stick”) while
avoiding overload (i.e., “learning fatigue”).

Who?

The learning will be distributed to all participants on an elective and / or
mandatory basis (depending on learning design).

Why?

This approach helps to avoid “set-and-forget” syndrome: learners need
regular opportunities to revise key topics. They need to regularly practice
—and thereby internalize—the leadership behaviors they’re trying to
change and improve.
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STEP FIVE:
LEARNING IN GROUPS (REPEAT)
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What?
A repeat of Step 3: Small groups (ideally 5-8 participants) continue to make
progress on the real business problem they’ve been tasked to tackle; groups are
facilitated by a qualified external coach.
How?
As with Step 3, this can take place on a retreat, in an office context or even
virtually via a collaboration platform (e.g. Zoom)
When?
Typically there will be several sessions (or “summits”) of this type over the
course of the program, which may stretch over several weeks or even months,
depending on program architecture.
Who?
As with Step 3, a qualified facilitator from Learn Interactive will work with each
group; the facilitator is empowered to intervene at any point to explore the
“teachable moments” that emerge from each session (“action learning”).
Why?
Participants come to these sessions with a wealth of experiences—and
reflections on those experiences—since the previous session. These, including
successes and failures, can be shared and discussed with the group as new
behaviors become more deeply embedded. Truly powerful learning!
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STEP SIX:
FOLLOW-UP: “WHISPER”
LEARNING
What?

“Whisper learning” is a technique pioneered by Google where
learners are assigned follow-up tasks. These are suggestions for
specific actions (“go out and [do the following]….”).

How?

Learning can be sent via e-mail, text message or via a collaboration
platform. The key is to integrate this learning into regular workflow.

When?

Frequency will depend on architecture. As with all interventions, a
balance needs to be struck between frequency (to enable learning to
really “stick”) while avoiding overload or “learning fatigue.”

Why?

The key to changing and improving behaviors at work is simple:
reflective practice. In this way learners get to try out new behaviors,
and reflect on outcomes. But rather than practice in a void, or
through some kind of fictional simulation, this “whisper” approach
offers practice doing real work generating genuinely useful results.
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STEP SEVEN:
ONE-ON-ONE COACHING
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What?

Where appropriate, program participants can be assigned a coach from
outside or inside the organization to work with them individually.

How?

The coach works with the individual and their direct supervisor to identify
areas for development. Impact can be assessed against the baseline
established in the assessment phase (see Step 1).

When?

Typically, each individual will with the coach at least once a month for a period
of six months. This can be in person, online (video conference) or both.

Who?

The coach can be external or internal. If internal it will be a trained coach who
does not have direct supervisory authority over the individual being coached.
In instances where an organization wishes to build a sustainable internal
coaching capability, Learn Interactive will develop a "train the trainer”
program.

Why?

One-on-one coaching is the “gold standard” for professional development. In
concert with the other elements described in this process, coaching is
massively powerful tool for achieving meaningful behavior change—and
improved outcomes—in a business context.
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ALWAYS AVAILABLE:
ON-GOING PERFORMANCE
SUPPORT
What? A library of content that can be accessed any time,
anywhere.
How? Learners access content via a digital / mobile “Learner
Experience Platform” (LXP) or “Learning Management
System” (LMS).
When? Any time! Learners can review content on demand:
literally 24/7/365!
Who? On-demand learning is for everyone, at all levels.
Why? An ever-expanding library of super-relevant and
beautifully produced content?
We think the “why” speaks for itself!
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