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Focus on the “WIIFM”

what’s In It For Me

Proving the value of learning is often necessary to some employees. The “what’s in it for me” of learning
and development is crucial to the success of engaging the learner. Learning leaders often experience
pushback to assigning required training with staff prioritizing regular duties over training. These tasks should
be communicated as having equal importance to their success within the organization.

The act of learning is not an inherent, automatic process. People must be motivated to engage, and
rarely is it simply because their HR department required them to do so. Some may require a clear
vision of learning benefitting them personally and professionally.

A perpetual task of learning leaders is explaining the “why” of each learning objective. Beyond
the benefit to the organization, the learner should be able to find the “WIIFM” for every course taken
or assessment offered. Organizational development begins with the individual; therefore, broader,
organizational goals must be interwoven with personal goals.

Leadership on any level can help to communicate the importance of the process by encouraging
and reinforcing the time and resources spent to reach the development goals. From there, it should
be abundantly clear how the organization’s L&D goals serve to satisfy larger business objectives.
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Drilling down on
motivation
for a second...

People are motivated to change, learn,
and grow only when it becomes personal
for them.

Learning engagement is far greater when
the subject is relevant to the learner’s life
and work and the learner can easily see
the benefits of their effort.

All Learning Is Personal b?ag%?ef

For many, learning is often accomplished at the point-of-need, meaning a person at an impasse performs a
quick web search to find ideas for a solution. This is often referred to as the “learning in the flow of work” model
and it is highly personal. The learner is highly engaged in finding a solution and seeks the specific content to support
that problem. That moment of analysis, comprehension, and adaptation is the core of learning and development.

Engagement falls off swiftly when the learner must sift through a library of irrelevant content in their search.
Modern technology users have high expectations for finding results quickly. Learning leaders can contribute by
curating relevant content to learning objectives and reducing time spent in search.

Self-directed learning can lead to higher engagement and can often produce champions of the content that
share the knowledge with their peers. Recommended content often increases the likelihood the recipient will

engage.
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Boosting Learner Engagement
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All Learning Is Personal... continued
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=] Beyond content, the delivery method and schedule of learning factor into the process. With
oo a multiple generations in the workforce with vastly differing opinions on the role of technology,
some learners may prefer a face-to-face learning environment. Others might not enjoy being
locked into a traditional classroom format with a rigid timeframe. That’s why, when and where it is
D % possible, offering the same learning content in multiple delivery methods such as elLearning and
@ S instructor-led training options can broaden the appeal of the course.

Along the line of self-rewarding behaviors, “gamification” is an increasingly common way
@ to foster engagement. It can work to recognize and even reward learners who go above and
beyond the requirements. It can be as simple as

awarding points and badges or establishing a lea-
derboard to build esteem and offer up a sense of
— —~ - competition. Also, when and where possible, add-
\ AW, ing any existing or creating a reward program to
L&D can help emphasize the priority of learning
and reward self-starters.







