

		MTM Tool Instruction: Delete Section Once You Have Updated Document
Tool Purpose:
Use this document as a guide for your course owner (program manager, curriculum owner, instructional designer, etc…) audience who will be consuming the data from MTM and managing against these areas.  
User Guidelines: The following steps should be completed before this or any of the KPI Guides are shared with respective stakeholders.
· Step 1:  Review the KPI and Question columns updating as necessary to align to your current MTM evaluations.
· Step 2:  Review and update the “What Does this Mean” column as appropriate for your organization.
· Step 3: Incorporate any relevant goals in the “Our Organization’s Goal” column.  Examples include:
· At or better than All Corporate University Benchmark
· Above 6.0
· 80% Top-2 Box

· Step 4: Review and revise the “How to Maximize Your Scores” section based on your specific organization’s role expectations.
· Step 5: Ensure this KPI guide is provided during Course Owner onboarding, available in any centralized resource locations for Course Owners, and embedded in your automated report recipient emails.
		Guide to Your Learning Analytics Key Performance Indicators for Course Owners
This document has been created by our organization to provide you with detail needed to successfully monitor and manage against our key learning KPIs.
	KPI Metric
	MTM Post Event Questions
	What Does this Mean?
	Our Organization’s Goal

	Instructor Performance
	The instructor helped me understand how to apply the material.
The instructor kept me engaged.
	Instructor effectiveness is a critical prerequisite for knowledge transfer and application.  Instructors should be actively connecting the training content to the learners' jobs.
	

	Optional: Classroom Environment
	The classroom environment was appropriate for learning.
	Classroom environments that distract from students' ability to effectively learn the material degrade knowledge transfer, which can ultimately impact the degree of application and impact back on the job.
	

	Technology Effectiveness
	The visuals and graphic design of the course were high quality.
The content was user-friendly.
This delivery method was effective for learning.
The technology worked appropriately.
	Technology can be a useful tool in accomplishing training objectives, but only when it works properly and has effective design.
	

	Content Quality
	The examples/activities within the content helped me to learn.
The course met its stated objectives. (Optional)
The content was engaging.
	Issues with content quality directly impact learners' ability to understand the content and connect it to their jobs. 

	

	Knowledge Gain
	I gained new knowledge/skills.
	If learners are not learning anything new from the training, why are they expected to go?  The less that people learn from training, the less they will apply and the less performance/business outcomes will be impacted.
	

	Job Application
	I will apply what I learned to my job.
	In order for training to positively impact business results, it must be applied on the job. 
	

	Scrap Learning
	Based on: I will use _% of this content on the job.
	This is the opposite of application; it's the % of the training learners don't apply, and is considered to be wasted training time and dollars.
	

	Criticality
	The content is critical to my job.
	If learners do not see the content of the training as being critical to their job success, it can be a predictor of low application.
	

	Relevance
	The content was relevant to my job.
	If learners do not see the content of the training as being relevant to their job, it can be a predictor of low application.  This is generally a prerequisite for criticality, and another indicator of application.
	

	Performance Improvement
	My job performance will improve as a result of this experience.
The content is applicable to _% of my job.  
Over time, my job performance in areas related to this content will improve _%.
I would attribute  _% of my expected improvement to this learning experience.
	Indicates whether the training will improve the learner's job performance, and to what degree.
This also helps you to understand, using the Human Capital methodology, the percent of performance improvement due to the training.  This can help you to calculate Benefit to Cost Ratio (BCR), as well as help you to articulate the relative impact that training had on a business outcome.
	

	Manager Support
	My manager and I discussed my goals for attending this learning experience.
	Indicates whether the learner has partnered with their manager to stay accountable to applying the training.  There are many options for helping to better engage managers in the development process, which can be used in partnership with the business.
	

	Optional: Support Tools
	The participant materials (manual, presentation handouts, job aids, etc.) will be useful on the job.
	Indicates whether the support tools provided in the training will be useful when trying to apply the training on the job.  
	

	Organizational Support
	Potential challenges that I expect will prevent me from applying this content include:
	Indicates whether the learner perceives that there will be barriers to applying the training, so that L&D and the business can effectively partner to mitigate those barriers and maximize the training's impact back on the job.
	

	Business Outcomes Impacted
	I expect this learning experience will positively impact: (check all that apply)
	Indicates the business outcomes that are most likely to be impacted as a result of applying the training.  Serves as a leading indicator of impact, and as confirmation that learning had or will have an impact on one or more high-level business measures.  
	

	Perceived Value
	[bookmark: _GoBack]This learning experience was a worthwhile investment of my time.
	This is an indicator of application and impact; if this KPI is low, it indicates that learners feel that the training is a waste of time.
	

	Net Promoter
	How likely are you to recommend this learning experience?
	Net Promoter is a useful summary indicator of value; if a learner is willing to personally recommend the training to a colleague it is highly likely that they found it to be valuable.
	



	Tips for How To Maximize Your Scores



Content Quality: Review the content of your low-rated courses against the objectives to ensure it covers each with adequate depth.
Have you embedded challenging in-class simulations or exercises that enable learners to role-play or practice the new knowledge / skills they have learned in the training?  Do the course exercises provide ample opportunities for practice and feedback?
In order for examples to resonate with learners, it’s important for them to be real-life examples.  Review existing exercises and consider getting learner or subjective matter expert input to ensure they are realistic.  Embed opportunities for learners to provide their own real life scenarios to discuss.
Knowledge Gain: Review the course listings in your LMS, learning portal or catalog to ensure learning objectives and target audience are clear for every course.
Ensure that participant and instructor materials state how the course objectives align to on the job application and business goals.
Review this data by key demographic.  Is there variance in the results?  Consider developing and administering pre-tests to enable potential learners to pass out of courses for which they already know much of the content.
High Scrap Learning / Low Job Application Percentage?  Consider if you have opportunities to trim basic, redundant, or tangential content to keep the learner engaged by providing a challenging pace.  More often than not with training, the pace is too slow for learners. 
When you review data by key demographics is there variance in the results?  If possible, allow learners to set their own pace by providing dynamic self-paced content. For exercises, consider providing beginner and expert options that enable learners to select the most appropriate challenge level.
Develop a single-page resource for critical takeaways.
Keep in mind the majority of learning takes place outside of the classroom or elearning environment. Ensure that your learning programs provide useful post-training support tools, such as job aids, performance support tools, communities of practice, and knowledge bases. Emphasize the design and development of these resources at least as much in your program development process as the program itself.
Manager Support: Hold an education session for managers to articulate the expectations and best practices for them to support the application of learning programs. Often, managers are unaware of the impact that they specifically can have on the application of learning and the employee performance increases that come with it. Instruct managers to have pre-training conversations with learners to set expectations and post-training discussions focused on how to apply what they've learned.
Within the course, have learners complete an action plan and direct them to share and discuss with their managers.
Support Tools: Incorporate in your design and development learner needs that go beyond simply learning to do something for the first time. Provide resources that address additional needs such as forgotting common details, as well as when they need more depth to address a more complex or challenging scenario.  
Ensure that participant materials reflect real-life terms and provide guidance for how to implement action steps on the job. 
Make sure that all participant materials are easily accessible via your organization’s knowledge sharing site.  
Keep in mind that a one-size-fits-all approach will not always be effective when it comes to participant materials.  Consider creating role-specific job aids and other sustainments resources that concisely summaryize the information needed for each specific role.
The Qualitative Data: Your MTM evaluations also contain a number of qualitative questions such as:
· What about this learning experience was most valuable to you?
· How can we make this learning experience more valuable to you?
· Provide an example of how you plan to apply this content on the job.
Don’t forget to review this data as well!  Consider:
· If individuals call out specific opportunities to trim basic, redundant, or tangential content.
· The specific example of application that learners apply and how those might be embedded directly in the content, exercises / role-plays, and / or follow up marterials.
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