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The “Why Training Doesn't Stick” Cheat Sheet

Translate the research into what to say in the meeting.

A training event starts the skill. Everything after decides if it survives.

Concept

Plain-Speak

‘ Say This in the Meeting

Constructivism

Building, not
downloading

One session starts the build, it doesn't finish it. If nothing gets built on that foundation for a month,
it cracks. Same as any new process rollout.

Testing Effect /
Retrieval

Use it or lose it

If nobody touches this again after Tuesday, it's gone by month-end. A few quick touchpoints keep it
in play. Same reason sales runs pipeline reviews every week instead of once a year.

lllusion of Competence

Nodding isn't doing

The team will get it in the room. Getting it and doing it under pressure are two different things, and
the business only pays off on the second one.

Scaffolding / ZPD

The ramp-up period

Nobody expects a new hire to run at full speed on day two. Same idea here. There's a ramp
between watching something done and doing it solo, and we're planning that ramp.

Fading

Ensuring success

If we don't ensure success in the weeks following the course, one of two things happens. The new
process gets dropped inside a week, or people lean on the help forever. So we put dates on when
the help steps back.

Social Learning

The floor teaches louder

Whatever the team watches their coworkers and manager do every day, that's the real training
program. If it contradicts ours, theirs wins. It's louder and it never stops running.

Manager Support

The back half of the
course

The manager follow-up isn't an add-on, it's the ending of the course itself. Cutting it is like handing
someone steps 1 through 9 of a 15-step process and calling it complete.

Psychological Safety

Room to be new at it

If people get dinged for being clumsy in week one, they'll go back to the old way where they already
look good. Then we never see the problem until it costs us something.




Concept Plain-Speak Say This in the Meeting

. This needs a leader's name attached. If nobody above the team says out loud that it matters, the
Sponsorship A name at the top . . .
team will treat it accordingly.
. ] . Nobody changes how they work off one meeting. It takes repeated nudges over several weeks, so
Habit Formation New habits take reps v . v i = . 2 . 2
the plan runs several weeks. That's not extra, that's how behavior actually moves.

Three moves to bring to the kickoff

1. Redefine where the course ends.

The course doesn't end on the last slide or the last day in the room. It ends at the last check-in, the last drip, the last manager conversation. Write it that way
in the design document so the follow-through isn't positioned as an add-on. It's simply how the course is built, and it's much harder to argue with “that's the
course” than with “we'd like some extra support.”

2. Put the risk in writing.

Give the design document a risk section, and be specific. If managers don't hold follow-up meetings after this program, here's what happens. If the peer
check-ins get skipped, here's the ripple effect. Have the “what happens if this fails” conversation at kickoff, not after the program underperforms. And if
pieces get declined, the document becomes the record of what was recommended and what was cut.

3. Hold a kickoff, part two.

Bring the managers, and even a few end users, into a second kickoff conversation early in the design. Ask them directly: what does the end of this course
look like for you? What do you have bandwidth for? People commit to what they helped shape. Nobody commits to something dropped on them at the

finish line.
How to use this

Keep this open during planning meetings. When someone pushes back with “can't we just add more training time,” find the row that matches the objection
you're hearing and say that line, not the jargon behind it.



