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PTT Quarterly 
Review introduction

Welcome to the third edition 
of the PTT Quarterly Review. 

These publications highlight 
our activities and give our 
followers a summary of where 
to find all of our latest 
content. 

There are three parts to the quarterly 
review. The first is a round up of what 
we at PTT have been doing for the 
last three months. You can find that 
in the PTT last quarter activities, 
and for this edition we’ll summarize 
the sessions we spoke at, events we 
attended, and the articles that were 
published on major industry websites 
and print publications.

The second part of the review looks 
at what other people have been 
doing in our world of learning and 
performance. We’ll tell you what we 
think of recent publications, events, 
and courses that we have taken etc. 

So if you want a wider industry view 
then go to Interesting things from 
last quarter.

Finally, we’ll bring you up to speed 
on what we have planned for PTT 
activities in this quarter. We call this 
What’s coming up for PTT. So go 
there if you want to keep on top of 
interesting events and developments, 
or to keep an eye open for future 
articles. 

We also have updates on learning 
transfer research.

In this edition of the quarterly review 
we report on the visit of Dr. Ina 
Weinbauer-Heidel and Masha 
Ibeschitz from the Institute of 
Learning Transfer Effectiveness to 
Tokyo and their presentation on the 
overview of their 12 Levers of 
Learning Transfer. 

We surveyed the audience on the 12 
levers, so check the 12 Levers of 
Learning Transfer Survey Report.  
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PTT last quarter 
activities

Last quarter was pretty busy for us at 
PTT. We had the pleasure of being 
able to welcome Ina Weinbauer-
Heidel and Masha Ibeschitz from 
the Institute of Transfer 
Effectiveness to Tokyo to give a talk 
about 12 Levers of Transfer 
Effectiveness. An impressed 
audience also took part in a general 
survey to find out how much learning 
transfer is being applied in global 
organisations. The results can be 
found at the end of this quarter’s 
review. 

We also attended the Fast Co. 
Innovation Festival in New York. 
We have a summary about our time 
there from two perspectives. The 
first, is a report on the sessions and 
fast tracks we took part in, and the 
second was about how we 
optimized the event for learning 
transfer with a client we brought 
with us to New York. 

https://events.fastcompany.com/inno
vationfestival19

A couple of other really exciting 
things happened for us towards the 
end of last year.

In collaboration with ATD we 
hosted our first webcast for the 
learning community called A step by 
Step guide to Transferring 
Learning into Performance. We also 
wrote a feature article for the ATD 
TD magazine titled Convert Learning 
into Action. 

Reviews of both can be found on 
page 8 with links to the relevant 
content.

Continuing that note, we try to post 
articles, blogs, videos, etc. which we 
hope will help our fellow designers. 
We know it’s hard to keep track of 
multiple channels, so we curate all 
our content in one place. So, if you 
want to keep up with latest 
developments, then why not sign up 
for our blog:

https://practicaltrainingtransfer.com/
what-is-practical-training-
transfer/sign-up-for-our-blog/

Institute for Transfer 
Effectiveness

Fast Co. Innovation 
Festival in New York

PTT official webcasts 
and articles

https://events.fastcompany.com/innovationfestival19
https://practicaltrainingtransfer.com/what-is-practical-training-transfer/sign-up-for-our-blog/
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Keynote speech in Tokyo

Dr. Ina Weinbauer-Heidel and Masha 
Ibeschitz were guest speakers at 
December’s Learning Innovation Forum 
in Tokyo. 

They presented an overview of their 12 
Levers of Learning Transfer. The twelve 
levers are an accessible way to 
understand a lot of dense learning 
transfer research by narrowing it down 
to only the significant determinants and 
predictors of transfer that can be 
influenced and controlled. Their book 
“What Makes Training Really Work” is 
an essential resource for anyone serious 
about transfer.

The book presents a conclusive 
framework based on a solid scientific 
foundation, along with more than 50 
tools and interventions that HR 
developers, training providers and 
trainers can use to maximize the 
effectiveness of any training course or 
program.

The 12 Levers

Here are the twelve levers grouped intro 
three general areas crucial for learning 
transfer.

Area 1: Trainees
1. Transfer Motivation
2. Self-Efficacy
3. Transfer Volition

Area 2: Training Design
4. Clarity of Expectations
5. Content Relevance
6. Active Practice
7. Transfer Planning

Area 3: Organization
8. Opportunities for Application
9. Personal Transfer Capacity
10. Support from Supervisors
11. Support from Peers
12. Transfer expectations in the org.

Institute for Transfer 
Effectiveness

Ina Weinbauer-Heidel Masha Ibeschitz

Company: Institute for Transfer 
Effectiveness
http://www.transfereffectiveness.com/

Name: Dr. Ina Weinbauer-Heidel
Role: Founder & Transfer Visionary

Name: Masha Ibeschitz
Role: Chief Transfer Enabler

Institute for
Transfer Effectiveness

http://www.transfereffectiveness.com/
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12 Levers of 
Transfer 
Effectiveness

CLARITY OF EXPECTATIONS
I know, what I‘m supposed

to learn and do, and I want to do it!

CONTENT RELEVANCE
The contents are practical

and relevant to me!

ACTIVE PRACTICE
I  already experienced, 

practiced, and tried it
during training!

TRANSFER PLANNING
I know what I have to do, 

step by step, after training!

TRANSFER VOLITION
Yes, I‘ll stay on the ball 
and follow through!

SELF-EFFICACY
Yes, I CAN!

TRANSFER MOTIVATION
Yes, I WANT it!

TRANSFER EXPECTATIONS 
IN THE ORGANIZATION
People in the organization notice
when I (don’t) apply what I have learned! 

SUPPORT FROM PEERS
My colleagues are backing me
on implementing what I have learned! 

SUPPORT FROM 
SUPERVISORS
My supervisor requires
and encourages implementation! 

PERSONAL 
TRANSFER CAPACITY
My working day allows me

to take time to apply what I learned!

OPPORTUNITIES 
FOR APPLICATION

It’s possible for me to apply what I’ve learned
to situations in my day-to-day work! 

WHAT MAKES TRAINING REALLY WORK
12 Levers of Transfer Effectiveness®

TRAINEES TRAINING
DESIGN

ORGANI-
ZATION

*Used with permission from Learning Transfer Effectiveness

The 12 Levers of Transfer Effectiveness are the quintessence of transfer research for HR practice. Scientifically 
speaking, they are the significant determinants of transfer success. In practical terms, with those levers you can 
control the effectiveness of your training. The 12 levers show you what is important and therefore build a basis for 
systematic and compatible transfer management – a solid scientific basis and proved in practice.
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The Fast Co.
Innovation Festival

A Connected World

Last year we went back to New York 
to have another look at the Fast Co. 
Innovation Festival. Their theme this 
year was, A connected World.

As usual, it didn’t disappoint. There 
were a number of high-profile guest 
speakers to listen to, and interesting 
workshops to attend, not to mention 
the ample networking opportunities.

The highlight of the festival though, 
is having the opportunity to visit 
companies based in New York to 
hear how they grew their businesses 
and specifically how they did that in 
innovative ways.

We made summary videos from the 
sessions we attended each day, and 
you can look at the the daily video 
summaries in our November blog 
posts by following this link.

The official festival site is here: 
https://events.fastcompany.com/inno
vationfestival19

Learning Transfer Plan

Apart from attending the event, we 
also brought a client with us. The 
people from the client side were all 
taking part in a program to develop 
innovation skills.

Of course, because we are PTT, we 
had to make their program fully 
optimized for learning transfer. 

This means that there are very 
specific stages to their journey, of 
which attending the festival is just 
one piece. 

In short, we designed something that 
creates a higher chance than usual of 
learning getting used in the 
workplace.

There are too many details to report 
here, but you can watch a summary 
explanation about why we set up this 
program, how we did it and what we 
expected the outcomes to be in this 
video post.

https://practicaltrainingtransfer.com/2019/11/
https://events.fastcompany.com/innovationfestival19
https://practicaltrainingtransfer.com/2019/11/11/fast-company-innovation-festival-2019-final-wrap-up-video/


8

PTT official 
webcasts and 
articles

This quarter we had three articles 
posted over the ATD and Training 
Industry websites. Here are the 
highlights and links. 

A step by Step guide to 
Transferring Learning into 
Performance

We partnered with ATD to host our 
first webcast on the subject of the
PTT methodology. 

It was attended by representatives 
from various countries around the 
world who wanted to learn more 
about how to get started in the field 
of learning transfer.

We went through the basics of why 
learning transfer is important and 
how to identify where gaps in 
training application are and how to 
overcome those gaps. 

We look forward to hosting a more 
advanced version later this year.

https://webcasts.td.org/webinar/3340

Convert Learning into Action

Our first official printed published 
article, ‘Convert Learning into Action’, 
was published on the ATD website. 
We’re very proud to be accepted for 
that, and for the chance to share the 
themes of why learning doesn’t get 
used, what the barriers to learning 
application are, and how to design 
solutions that overcome typical 
barriers.

Our article is available to read on 
the Association for Talent 
Development website and was 
published in the December 2019 
edition of the TD magazine.

If you are an ATD member you can 
also download the digital magazine 
to your smart device through the 
ATD app.

https://www.td.org/magazines/td-
magazine/convert-learning-into-
action

https://webcasts.td.org/webinar/3340
https://www.td.org/magazines/td-magazine/convert-learning-into-action
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Interesting things 
from last quarter

How to Speak Machine Book 
Review

The world of AI and computation is 
largely hidden to most people, 
except those of you who work in 
silicon valley. The reason is that 
ordinary people can’t speak 
‘machine’. 

Speaking machine, as John Maeda 
calls it, is a bit like speaking a foreign 
language. In silicon valley 
programmers and designers speak 
machine at a very high level. A 
comparison would be like a native 
English speaker being able thrive in 
somewhere like Mexico conversing in 
only Spanish. Whereas most of us 
speak machine at the level of being 
able to say ‘hello’ or ‘thank you‘ in 
Spanish. 

For that reason we are skeptical 
about a machine world that we 
cannot communicate with, sense or 
understand. 

What John Maeda does in his book is 
to introduce us to the language of

machines, and give us the tools to 
comprehend how AI works. This is 
valuable to anyone who works in 
design because it give us insights into 
how our online and virtual lives are 
constructed and managed and 
equips us with the tools to speak 
machine beyond just basic words.

We’d recommend this book to 
anyone looking to understand how AI 
can influence learning and how 
humans and machines can coexist.

You can grab a copy of John Maeda’s 
book here: 
https://www.amazon.com/How-
Speak-Machine-Design-Digital-
ebook/dp/B07NWV1166

How to Speak Machine 
book review

BridgeCon Europe

https://www.amazon.com/How-Speak-Machine-Design-Digital-ebook/dp/B07NWV1166
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BridgeCon Europe BridgeCon is a Europe-based 
conference that specifically focuses 
on employee development, 
employee engagement, skill gaps, 
career drivers, and career paths, etc.

Ian attended the conference in 
London this year to find out more 
about the state of play in Europe 
regarding career development and 
training.

There were a number of interesting 
discussions over the day. The first 
was about the future of work, and 
the need for it to be social, adaptive, 
or personal. There is no doubt that 
training will focus more on social and 
soft skills as boring and repetitive 
jobs are done through AI. Think soft 
is the new hard!

Another interesting topic discussed 
was how to create effective 
employee development 
environments. Here the watchwords 
were: values and culture, mindset 
change, and clarity about 
engagement.

We also heard from the Fosway 
Group about their Next Gen HR 
research. 

The quick insights to think about are 
development in terms of what people 
need today, and direction about who 
owns that development. 

We also heard about the preferred 
methods through which people like 
to learn and what the organisational 
priorities are for developing learning 
plans. 

One thing that stood out though 
about development was that 
between employers and employees 
there isn’t a clear perception about 
who should ‘own’ development, 
although predictably it’s usually left 
to HR and L&D.

You can read the full report and 
get eternal links here.

https://www.instructure.com/bridge/
bridgeconeurope

https://practicaltrainingtransfer.com/2019/11/21/bridgecon-europe-2019-london-conference-summary/
https://www.instructure.com/bridge/bridgeconeurope
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What’s coming up 
for PTT

Watch out for notifications about 
things you can get involved in this 
quarter: 

PTT New Online Certification Trial

We’ll be releasing our new online 
certification program in the early part 
of 2020. Before that happens, we’ll be 
inviting a sample of people from our 
network to take part in a pilot trial.

So, if you’re in the learning 
community, have responsibility for 
designing learning programs, and 
want to optimize a piece of your 
work for learning transfer then you 
might have a chance to participate in 
our free pilot.

We’ll publish details through the 
blog when we’re ready to ask people 
to sign up - more details later. 

Learning Transfer Analysis survey

We’ve previously published surveys 
and quizzes designed to help our 
community navigate the world of 
learning transfer design. 

During Q1 of 2020 we’ll be releasing 
the next round of those surveys 
which will help people in the learning 
space identify potential learning 
transfer problems and get 
suggestions about how to overcome 
the problems identified.

Look out for that in the blog and on 
LinkedIn later this quarter.

Comparison testing learning 
transfer activities

We’ll be conducting a a series of tests 
to compare the effects of training 
when done either as an isolated 
event, with some learning transfer 
pieces added, or as a whole learning 
transfer-focused program.

We hope to objectively demonstrate 
the value of learning transfer as a 
mechanism for getting training used 
in the workplace.

This will be done with participating 
clients in Tokyo, and we’ll publish the 
data in the next Spring Quarterly 
Review.

PTT NEW Online 
certification  trial

Learning Transfer 
Analysis Survey

Comparison testing 
learning transfer 
activities
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12 Levers Survey 
Report

Survey design

Dr. Ina Weinbauer-Heidel and Masha 
Ibeschitz asked participants at the 
forum event in Tokyo to rank from 1 
to 5 their perception of how well or 
how poorly they were doing in their 
organizations to implement the 
methodologies of learning transfer. 

The scale represented the following 
responses:
1. Terrible
2. Bad
3. Average
4. Good
5. Outstanding

There were 122 respondents in the 
sample size. 

Each respondent was asked to 
comment on the following areas:

Area 1: Trainees
1. Transfer Motivation
2. Self-Efficacy
3. Transfer Volition

This area indicates how willing, able 
and motivated people are to 
implement learning in the workplace.

Area 2: Training Design
4. Clarity of Expectations
5. Content Relevance
6. Active Practice
7. Transfer Planning

This area looks at how well learning is 
designed to accommodate learning 
transfer principles.

Area 3: Organization
8. Opportunities for Application
9. Personal Transfer Capacity
10. Support from Supervisors
11. Support from Peers
12. Transfer expectations in the 
organisation

This area talks to the issue of whether 
or not organizations are prepared for 
the implementation of learning 
transfer. In other words is there 
management buy-in and are people 
able to do it?
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Current Levels of 
Learning Transfer use

This is an area that we traditionally 
expect to see positive results. In our 
survey we noted that some 
organizations are making progress 
towards positive learning transfer 
design.

We see some some efforts to make 
content relevant, to clarify the 
expectations of learning, and to 
involve trainees in active practice. 

However, there is some work to be 
done to bring more organizations 
along this path. 

Not surprisingly, the weakest area is 
in transfer planning. Here most 
companies regard the efforts they 
make as in  need of improvement. 

We expect that following the results 
from the previous areas we would get 
weak results from the Organization 
area.

Therefore, negative responses for 
opportunities to apply, personal 
transfer capacity and support form 
supervisors and peers is normal in 
organizations where transfer in not 
fully adopted. 

The other weak responses regarding 
organizational expectations is 
where we expose a route issue. 
Where transfer planning is more 
short-term – case by case for learning 
programs, organizational expectation 
needs to be considered a long-term 
planning issue and base to the 
success of all the other components.

The data tells us three interesting 
details that we wouldn’t be surprised 
to find in organizations that lack 
sufficient learning transfer.

The first is that trainees don’t have 
a certain get-up-and-go when it 
comes to implementing learning in 
the workplace. 

Although the reasons aren’t explicit, 
it can be implied that it derives from 
the second detail: low to average 
motivation to transfer learning.

The third detail is that there is a 
negative skew towards perceptions 
of trainees’ own ability to even 
attempt application of learning in 
the workplace. 

Trainees OrganizationTraining Design
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Trainee 
assessments

Trainee assessment is divided into three categories: 
Transfer volition – do trainees have the impetus 
to do something?; Self-efficacy – do trainees think 
they can transfer learning into actions?; Transfer 
motivation – do trainees want to transfer learning 
into actions?

What we see is a fairly even distribution with 
Volition and Motivation. This means that the 
majority of people think they have average to low 
impetus or willingness to transfer learning into 
actions. This could be influenced by self-efficacy 
graph which is skewed towards the negative. 

Source: Idea Development training company, Tokyo, Japan. https://ide-development.com (n=122)
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Training Design 
assessments

With training design we surprisingly find that areas 
where design is traditionally strongest; clarity of 
expectations, content relevance and active 
practice are ranked as broadly even between bad, 
average and good. 

There is no real explanation for this, but it 
encouraging to see that some effort is being made 
by some to clarify expectation and to make 
content relevant.

Overall, we not surprisingly, see that transfer 
planning is weak and needs addressing. 

Source: Idea Development training company, Tokyo, Japan. https://ide-development.com (n=122)
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Organizational 
assessments

These results are as we broadly expect in 
organizations not proficient in incorporating 
learning transfer methodologies. Expectations for 
transfer in the organizations surveyed are weak, 
which inevitably leads to poor results in the other 
four fields.

. 

Source: Idea Development training company, Tokyo, Japan. https://ide-development.com (n=122)
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12 Levers priorities 
assessment
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Source: Idea Development training company, Tokyo, Japan. https://ide-development.com (n=122)

When surveyed on the ranking of learning transfer 
priorities the top three items that needed attention 
were:

1. Support from Supervisors

2. Transfer Planning

3. Opportunities for application

When we compare this to the previous data, we 
are somewhat surprised that Transfer planning isn’t 
ranked 1st. However, to see it ranked highly 
indicates that it is recognized as an urgent need.

We expected to see Transfer expectations in the 
Organization ranked very highly too, however, it is 
only ranked joint 4th. This indicates that although 
this long-term strategy to get learning transfer 
adopted is viewed as important, it isn’t viewed as 
urgent by most respondents.  

https://ide-development.com/
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12 Levers Survey 
Summary

The survey has indicated a number of 
interesting points. The primary issue 
raised is that there seems to be a 
route cause for a lack of learning 
transfer implementation in even well-
intentioned organizations.

That route cause is connected to 
learning transfer planning and the 
level of expectation for learning 
transfer within an organization. 

We can assume that other tactical 
issues such as a lack of supervisor 
support or low self-efficacy of 
motivation to apply learning in the 
workplace, to take only two of the 12 
levers, is derived from a lack of 
organizational awareness or 
willingness to implement learning 
transfer methodologies. 

With this assumption in mind there 
appears to be a need to state the 
case for learning transfer at the 
senior management level and to have 
adequate long-term planning for the 
implementation of learning transfer 
within the learning function. 

Once these strategic issues are 
addressed it’s possible to move onto 
tactics that include individual 
members or groups within an 
organization where more targeted 
ideas can be introduced, and where 
perceptions that influence things like 
volition etc. can be developed within 
the workforce. 

Our primary recommendations for 
any company intending to 
implement learning transfer 
methods is to start with making 
the case for learning transfer at the 
organizational level, and to 
develop strategies for learning 
transfer planning. 
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About PTT

Ian Townley and Jason Durkee are the co-founders of Practical Training 
Transfer. Their mission is to inspire interventions that drive meaningful 
business results through learning transfer. PTT offers thought leadership, and 
helps your business grow through training and consulting in the learning 
strategy, design, and transfer field.

Where to find more about PTT and learning transfer:

Practical Training Transfer: http://practicaltrainingtransfer.com/

How to contact us:

Ian Townley: ian.townley@practicaltrainingtransfer.com
+44 7784 835966
Jason Durkee: jason.durkee@practicaltrainingtransfer.com
+81 90 5218 9781

http://practicaltrainingtransfer.com/

