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“You have to experience first hand this approach to training.”

“Qur Mission is about
the affective
empowerment of
individuals within
effective work teams.”

The “Directed Active Training
Approach” is designed as a model
for training with groups or teams.
The focus is on the “empowerment
of people in dealing with the
change process.” Trainers,
facilitators, teachers, people
involved in organizational
development, business planners,

team builders, and human resource
personnel will find this model and
its steps as fundamental to both
education and training.

D.A.T.A., as a training
approach, uses current teaching
pedagogy from education and
adds to it training principles in
human resource practices from
business. It takes the best from both
worlds and combines the
techniques into one model. This
training approach is trainer
‘directed’ and participant ‘active.’

The Directed Active Training
Approach reaches for positive and

measurable outcomes through
training. At the same time, the
Directed Active Training Approach
empowers the participants in the
process of training and learning.
D.A.T.A. incorporates the research
on different learning styles,
learning processes and group
dynamics.

To follow-up on these and
other learning theories there is an
extensive bibliography given as
extensions to this body of work.
This approach has proven useful for
education, training and human
resource development.
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The Directed Active Training Approach is designed as a model for training with
groups or teams. The focus is on the "empowerment of people in dealing with the
change process." Trainers, teachers, people involved in organizational
development, business planners, team builders and human resource personnel will
find this model and its steps as fundamental to both education and training.

D.A.T.A., as a training approach, uses current teaching pedagogy from education
and adds to it training principles in human resource practices from business. It
takes the best from both worlds and combines the techniques into one model. This
training approach is trainer 'directed' and is participant 'active'.

The Directed Active Training Approach reaches for positive and measurable
outcomes through training. At the same time, the Directed-Active Training
Approach empowers the participants in the process of training and learning.
D.A.T.A. incorporates the research on different learning styles, learning processes
and group dynamics. To follow-up on these and other learning theories there is an
extensive bibliography given as extensions to this body of work. This approach has
proven useful for education, training and human resource development.

Step One - Introduction

The introduction should provide a beginning. It should be catchy, to the point and
short. For example, introduce yourself, the title of the training session, how long
the session will be and mention any housekeeping items. Skilled leaders will use
an anecdote, humor, short personal story or a metaphor that creates a picture of
what is to come.

Step Two - Overview

It is essential at the beginning of any training session to explain just exactly "what
is going to happen" and "how this session will end." This overview should give
direction and a sense of purpose. Preferably, the overview should be visible to all
participants in a hand-out, advance planner, on overhead or easel paper at the front.
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For example, at the outset of this Directed-Active Training Approach, show the
seven steps for this session.

Show how this training session fits into the larger plan. Global learners need to see
the end in order to make sense out of the present process. Analytic learners need to
see the steps in order. In Stephen Covey’s words, “put first things first.” Refer to
this group's mandate or tasks and to the company's vision or mission statement.
Once direction is established, then all participants can help the group maintain
focus and stay on task.

Step Three - Warm-Up

The purpose of a warm-up is to help everyone focus on the topic. It establishes a
theme, picture or more particularly a feeling about the topic. The overall concept of
the session should be understood from this warm-up. There are so many good
warm-ups that I prefer to select one that both "loosens" and "gives a focus" for the
session. Depending on time frames, these can be from fifteen seconds to five
minutes. If it is a full day of training, the warm-up may take 30-60 minutes. You
may have to take time to process before leaving the warm-up to make certain that a
focus and theme have been established. For example, "How do you feel about this
warm-up? Are we clear about the theme of today's session?" Sometimes a warm-up
should be just a warm-up with its only purpose to loosen participants up or
energize them. It depends on the mood and purpose of the group.

The objectives are to:

» provide a shared experience for the whole group, which helps to build
cohesiveness and trust;

« focus people's attention on the course and away from their other
preoccupations;

* continue the rapport-creating process and to set a tone for group work;

* guarantee interaction, physical movement, varying learning styles, et cetera;

«  extract a particular learning point from a topic or function to perform;

* raise energy level and prepare for learning; and

* have fun! (but, not at the group's or an individual's expense.)
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In training exercises, activities should be selected that are relevant and appropriate
to your group and to your objectives. Be careful not to choose something too
challenging for a group of people new to each other, and do not expect them to
reveal too much about themselves until you have created the right atmosphere for
this to happen. Use “Challenge by Choice” strategies whereby any individual may
choose to pass or observe. If someone chooses to withdraw, it is best to keep them
busy making notes on observations of the group and have them report afterwards.
Always be sensitive to the "baggage" people bring with them. If anyone does
express particularly heightened emotions, then deal with it sensitively and try not
to be embarrassed or defensive. It is better to deal with these issues early than have
them get in the way of your objectives later.

Step Four - Concepts

The leader or trainer brings data and information forward for education and
learning purposes. This part is trainer led. Participants bring a body of knowledge
with them; so it is often wise to begin by declaring the starting point. This is often
determined in the pre-work from a needs assessment. Sometimes, the trainer can
begin with "What is already known on this topic?" Using this technique, the trainer
can establish who the experts are in the group and call upon them to reinforce
certain concepts and generalizations to the final application. The trainer may have
to adjust the entire session at this point. Dare to risk. It is surprising what the
trainer can learn from the participants. If the trainer demonstrates an open
approach, the participants are more likely to give feedback and add to the process
when they know they are being heard. By showing this respect to the participants,
the participants become more engaged and committed to the topic at hand.

The trainer can introduce new information, concepts, vocabulary, etc. Consider
various learning styles so as not to use only lecture format. Various structures (see
bibliography) can be used like: curriculum jig sawing, collaborative group work,
workshop techniques, conferencing, activity centers, thematic and integrated topic
approaches. Also, attempt to spend no more time on the ‘concepts’ than you do on
the ‘application.” Rather than focus on what you know, demonstrate your
intelligence and insight by focusing on the clients and their needs.
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Some trainers might reverse steps 4 (Concepts) and 5 (Application). Quantum
Learning is a theoretical approach where the participants “experience before they
label.” (See Quantum Learning in the bibliography)

Step Five - Application

In this part of the session, the participants work with the information and concepts.
The intent is to come to understand the topic by doing something with it. If you
just pass out information, your participants will likely pass out. If you create an
environment for the participants to work with the material, then learning can
happen. More time should be spent in activity than any other part of the Seven Step
Training (DATA.) Sometimes, there may be 2-3 different activities designed to
help participants work with all the content or different parts of the learning
outcomes. Practise and develop skill building and applications of the learning in a
real trial setting.

Process the activity with the individuals or groups to establish generalizations
(refer to step six on closure.) At the heart of any application is the trainee's ability
to apply skills, knowledge, and attitudes toward better performance. The more
empowered the trainee feels in the process, the more likely there will be effective
change. Evaluate for effectiveness, re-state goals, re-train the principles, enact the
outcomes and then set a re-evaluation schedule.

Step Six - Closure

Closure is critical to the training process and should "never" be left out. It is the
basis for empowerment. Allow 5-20 minutes for closure depending on the
individual and group needs. Some training topics are more difficult than others and
therefore require more time processing. Refer to the following written statements
(domains):

It made me feel... Affective Feelings
Today, I have learned that... Cognitive Thoughts
As a result, I would like to... Behavioral Actions
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The leader might request that participants write down their responses to these
questions and/or share them verbally to the group.

This is opportunity for two-way feedback. The leader can hear from the
participants what they have learned. It also helps the learner to publicly consolidate
information and intent. Be patient and use silence to an advantage. Sometimes
silence is needed for thinking--especially when the session is a good one.
Encourage everyone to be involved in the process. By bringing forward verbal
commitments to a plan of action, behavioral change in the work application is
more likely to take place. If everyone in the group makes a written or verbal
statement toward the group goals, it is less likely that there will be any passive
resistance.

Closure can act as an automatic evaluation for the leader as to the success of the
session. If the feedback is limited, the leader might want to prod a little further by
asking general questions from the objectives. Do not force feeling statements.
Allow participants to speak freely and voluntarily. Receive criticism openly and
thank the participants for their comments. Any efforts to defend are wasted
energies. Take all information into consideration. For example, “Thank you for
your comments.” Then use an "I" statement so as not to generalize for others, what
have you learned.

Alternative closure statements could be:

e [ relearned...

e [ hope...

« [ was pleased when...

« [ was surprised when...

« [ noticed...

« [ discovered...

« It was interesting when...
[ wish...

« [ was frustrated when...
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Questions to enhance discussions:

« How can you act and perform better from what you have experienced?

« What contributes to the success of a group?

« What is difficult about an exercise or job?

« When you do this activity again, what might you plan to make it effective?
« What new insights do you have about yourself that will help you in groups?
« What new insights do you have about the groups within which you work?

« What new insights do you have about your job?

« How can you generalize from this activity to the work setting?

Step Seven - Conclusion

This part is leader-directed in order to summarize the key issues from the concepts
in step four. It is not always necessary for the leader or trainer to conclude as the
closure, step 6, may suffice. The participants may be able to summarize the key
points. It is better if it comes from them to reinforce their commitment to task.
Refer back to the introduction and overview, steps one and two.

Assess out loud as a model for the participants to reconsider just exactly what did
happen. This is a time to reflect on the objectives and to determine where to pick
up the next training session or to take the next action. The leader may need to help
the group establish an action plan, personal responsibilities, time lines for action
and review if not completed during the activity.

For more information, contact us at:

Peer Mentor.net

24 Muskoka Court, Kitchener, ON. CA. N2B 3M2

Web Site: www.peermentor.net

E-mail: waynetownsend@peermentor.net

Phone: (519) 745-8543
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