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Knowledge  Learning 
Transfer
Making sure that learners 
remember more of what 
they learn

The proportion of training that comprises 
knowledge at it’s base is surprisingly high 
compared to other aspects such as skills 
training. Recalling in-depth knowledge can also 
be very tricky, which is why most people forget 
what they have learned. 

It can be said then that using simple methods 
that balance knowledge understanding and 
recall is essential to the success of most 
training and can yield the best results.
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How learning transfer can impact the 
use of knowledge

Knowledge Learning Transfer

For the most part learning takes the form of 
understanding and using knowledge. However, science 
tells us that creating and using memories is tough.

For that reason, and sometimes because the quantity of knowledge is large, or 
the knowledge topic is unfamiliar, learners need support to recall and apply 
learning from memory. 

Learning’s impact therefore is diminished unless appropriate learning transfer 
techniques are applied sometimes before, but always after a learning event. So, 
in this case, we need to ask ourselves learner-focused questions such as, how 
much reinforcement do I need? How often should that be? How can I find out if 
I’m applying this knowledge correctly?

Start by asking yourself 
learner-focused questions 

about application of 
knowledge under the 

pressure of real work, and 
how that knowledge can be 

maintained and recalled 
quickly
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Knowledge transfer for new product 
information

Here’s an example that focuses on a common 
knowledge transfer problem, namely learning, 
memorizing and recalling new product 
information.

This problem most closely relates to the work of sales people, 
and can range from needing to memorize individual store 
product details to whole sales portfolios. To illustrate this 
problem, we’ll use the example of business-to-business sales. 

Unlike in shop retail sales where several outside factors 
influence purchases, business-to-business sales rely almost 
solely on the sales interaction, especially when it comes to 
the final decision-making phase. 

In industries where product updates are frequent such as in 
electronics, software, and office supplies, the sales person 
needs to be accurate and informative during a typical sales 
call, otherwise that sale could be lost.

Moreover, sales people who are out on the road meeting 
customers or working a lot on the phone have little 
opportunity for time consuming meetings and coaching 
sessions. 

This is why most salespeople in such situations need 
impactful, short, and specific reminders of learned knowledge 
that they can learn to recall under the pressure of meeting 
with customers. 

Knowledge Learning Transfer
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Planning for a transfer strategy to be 
used by the learner

Knowledge Learning Transfer

In the solution below, we can see a sales specification update learning event for a regional sales team 
all meeting in one venue. The sequence plays out over time from left to right. 

The learning transfer solution here focuses on a simple but elegant design. The learner has, before and after the event, four
different tasks in total to perform. First, complete a short survey on how the knowledge will be applied on the job. This is done to 
make sure that those points are reinforced in the event, creating motivation to learn and apply. Second, job aids are given out to 
allow the learner to have quick reminders of the learning points. Third, spaced reminders are sent to reinforce existing memories 
and to allow recall. Fourth, surveys are sent out asking how the learning has been useful. Learners reply with advice, which is 
shared through a report to the whole learning cohort.

Learning 
Event

Application
Survey

Spaced Reminders Spaced Reminders Spaced Reminders

Best practice surveys and peer information sharing

Job
Aids
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Designing knowledge transfer from the 
learner’s perspective

What we can see from the example on the 
previous page is that there is no manager 
support and no coaching. It’s important to know 
why.

Knowledge based learning almost always gives the learner all 
the knowledge needed on the course to do their job 
effectively. So, it isn’t necessary to try to get further 
information from an additional source such as a manager. 

Also, because the knowledge is usually clear and relevant, 
input from a coach won’t help to drive motivation or to create 
clarity of the need to apply the knowledge. Instead, all that’s 
needed is help with reinforcement and recall.

For that reason, this type of learning transfer solution 
optimizes the use of digital updates spread out over a period 
of time, with the opportunity embedded in that timeframe to 
reflect on what you as a learner have done to apply the 
knowledge, and share that with other people. 

The sharing component(1) doesn’t need to be hosted on a 
social media or a peer-to-peer sharing platform. Instead, a 
simple pull request for information using inexpensive online 
tools, and a push out of a focused report is all that’s needed.

Knowledge Learning Transfer

For knowledge transfer, create a simple memory 
reinforcement and recall structure

(1) Cromwell, Kolb (2004). An examination of work-environment support factors affecting transfer of supervisory skills training in the workplace. HRD Quarterly
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