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What’s New in Adult Learning?  
Part Two: Pre-Training Activities for 
Trainers 

Linda Julian, OCWTP Trainer 
 
As the Ohio Child Welfare Training Program (OCWTP) continues to update the Training of Trainers (TOT) 
series of curriculum, we are exploring ways to maximize the use of classroom learning time.  We realize 
that prospective trainers, like most of us, have busy lives and numerous work and family responsibilities 
to balance.  So, in an effort to respect the learners’ time, we are contemplating ways to make better use 
of the classroom time reserving classroom time for activities that need to be conducted in the 
classroom.    
 
One way to make more efficient use of classroom time is by providing 
learners with some pre-training work that can be done on their own 
time.  This pre-training work will make classroom time more effective 
and reduce the amount of time spent in the classroom on activities that 
don’t need classroom time to complete. The idea of pre-training 
activities is supported by the research on transfer of learning.  
 
Transfer of learning refers to the ability of the learner to bring the knowledge and skills they learn in the 
training into the workplace and apply it to their workplace responsibilities. The transfer of learning from 
the classroom to the workplace is one of the most important aspects of any training. What good is 
training if the learner can’t take what they learn and put it into practice? 

There are a number of factors that impact transfer of learning, including individual characteristics of the 
learner and trainer, presentation of the material and how the organization and/or workplace support 
learners new skill acquisition.  This article will focus on some things we can do as trainers prior to the 
training to help improve the transfer of learning and to set the tone for the training.  

Research supports the fact that what occurs before training can be as important if not more 
important than those that occur during and after training.  Activities that occur prior to training 
have an impact on how effective training turns out (Tannenbaum, Cannon-Bowers & Mathieu, 
1993). Studies have found that trainees’ motivation to learn and attend training has an effect on 
their skill acquisition, retention, and willingness to apply the newly acquired skills on the job 
(Martocchio & Webster 1992; Quinones 1995; Tannenbaum & Yukl, 1992).   
 
Engaging participants in the planning of the program, even inquiring as to their prior knowledge 
and experience with the proposed content and adjusting the training accordingly should aid in 
predisposing participants to the learning and transfer (Merriam & Leahy, 2005).  The empirical 
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studies of transfer of learning confirm the wisdom of including participants in the planning 
process. This is also supported by Knowles’ (1980) concept of andragogy.  
 
Pre-training motivation, having input into the program, having expectations and the self-
confidence to apply training, all have been shown to relate to transfer of learning (Merriam & 
Leahy, 2005). Research also suggests that the manner in which the organization frames the 
training influences learning outcomes. Quinones (1995) demonstrated that the manner in which 
training was framed (i.e. as advanced or remedial) influenced training motivation and learning. 
There were similar findings by Martocchio (1992), who labeled the training assignment as an 
“opportunity.” 

 

Based on the research what can you do as a trainer prior to the training to 
improve the transfer of learning?  

 

1. Contact participants prior to the training welcoming them to the training and giving them a preview 
of what is to come. 

2. Email participants a case example or thought provoking question and ask them to bring their 
thoughts or ideas to class. 

3. Ask participants to bring case examples they are currently having problems with that they may like 
to work with during the training.    

4. Ask them for input on what they are hoping to learn and whether or not there are any specific 
topics they would like to see included in the training. 

5. Make the training specific to their county/department’s culture.  In an email, ask questions about 
their experience, years in the field, which county they work for to better tailor the training. 

 
These simple steps can help to prepare learners for the training, feel included in the planning and help 
them feel valued.  In addition, the responses you receive may provide you with some insight on how to 
tailor the class to the learning needs of the group.  While I realize that as trainers we have a curriculum 
that is approved and we need to stay within the parameters of the approved material, we do have some 
leeway in the presentation of the training and can make sure that we emphasize key points requested 
by the learners or spend a little extra time on the requested topics.  In addition, as a trainer you can 
always provide a list of references to the participants if the topic is outside the scope of the workshop or 
offer to discuss the issue with learners after class or during a break.  
 
Engaging learners in pre-work will take some time and effort on your part as many learners are not 
accustomed to doing work before they attend a training.  Getting learners to participate in the pre-work 
will require a change in trainer expectation and learner culture.  However, in the end the benefits of pre-
training assignments and contact with the learner prior to the training will improve the training 
experience and increase the transfer of learning for our participants.  
 

 

 

http://origin.library.constantcontact.com/download/get/file/1104450135874-384/Adult+Learning+Back+to+Basics.pdf
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