EMERGING TRAINING LEADER SCORING GUIDELINES

45 points total

Q1: Number of nominee’s new responsibilities and their importance to business (0 to 3 points)
· 3 or more new responsibilities with significant business importance (i.e., tied to 3 or more specific corporate or business goals): 3 points
· 3 or more new responsibilities with medium business importance (i.e., tied to 2 specific corporate or business goals): 2.5 points
· 3 or more new responsibilities with fairly insignificant business importance (i.e., not tied to a specific corporate or business goal): 2.25 points
· 1-2 new responsibilities with significant business importance (i.e., tied to 2 or more specific corporate or business goals): 2 points
· 1-2 new responsibilities with medium business importance (i.e., tied to 1 specific corporate or business goal): 1.5 points
· 1-2 new responsibilities with fairly insignificant business importance (i.e., not tied to a specific corporate or business goal): 1.25 points

Q2: Scope of the role (i.e., what does nominee do and how many people do they support across how many functions and geographies) (0 to 3 points)
· Global: 3 points
· Companywide: 2 points
· Across lines of business: 1 point
· Single department: .5 point

Q3: Training initiative (20 POINTS TOTAL—can be awarded in half-point increments) as follows:

Level of potential business impact (i.e., revenue generation, new product launch, change initiative, new technology launch): 0-3 points
· Game-changing impact: 3 points
· Significant impact: 2 points
· Minor impact: 1 point

Challenges faced: 0-2 points
· Multiple challenges: 1-2 points based on difficulty
· Single challenge: .5-1 point based on difficulty

Project scope: (0-3 points)
· Trained employees in more than half the organization’s business units or workforce: 3 points
· Trained employees across several business units/departments: 2 points
· Trained employees in a single business unit/department: 1 point

Business unit goal the program aimed to help achieve: 0-2 points 
· Business unit goal is listed (NOT an L&D goal): 1 point
· Goal is specific, numerical, and measurable: 1 point

Instructional design: 0-3 points
· Learning objectives are linked to business outcomes: 1 point
· Senior leaders (either C-suite or business unit executives) are involved in the design, development, or marketing of the program: .5 point
· Senior leaders (either C-suite or business unit executives) are involved in the facilitation of the program: .5 point
· Description of short-term reinforcement (less than 3 months) methods provided: .5 point
· Description of longer-term reinforcement (planned for more than 3 months after the training): .5 point

Innovation of training: 0-3 points (This can be innovation from an overall training perspective such as delivery method, learner preferences, technology, etc., OR innovation in terms of some innovative aspect of training that the nominee’s company has implemented for the first time or something the nominee’s company is doing with training that no one else is doing in their industry.)
· Very innovative (judge has never seen it before and would consider implementing at their organization): 2.5-3 points
· Somewhat innovative (judge has seen it before; thinks it was executed well): 1.5-2 points
· Mildly innovative (judge has seen it before; thinks it was adequately executed): .5-1 point

Business outcomes achieved/expectations met: 0-4 points 
· Numerical Level 3 (behavior change as validated by a third party, i.e., manager, customers/patients, direct reports, colleagues, etc.): 2 points
· Numerical Level 4 (business impact such as sales, market share, customer satisfaction, employee productivity, employee retention or turnover, employee promotions): 2 points 
(Note: In both cases, results must tie back to the original measurable business unit goal.)

Q4a-d: Leadership skills utilized (0-4 points)
· .5-1 point for quality of each example

Q5: Level 3 and 4 results for 5a-d (0-3 points) (NOTE: These results must be different from those detailed in Q7 and in the Outstanding Training Initiative)
· Level 3 (behavior change as validated by a third party such as a manager, direct reports, customers/patients, colleagues, etc.): 1 point
· Level 4 (business impact such as sales, market share, customer satisfaction, employee productivity, employee retention or turnover, employee promotions): 2 points

Q6a-d: Skill utilized (0-4 points)
· .5-1 point for quality of each example

Q7: Level 3 and 4 results for 6a-d (0-3 points) (NOTE: These results must be different from those detailed in Q5 and in the Outstanding Training Initiative)
· Level 3 (behavior change as validated by a third party such as a manager, direct reports, customers/patients, colleagues, etc.): 1 point
· Level 4 (business impact such as sales, market share, customer satisfaction, employee productivity, employee retention or turnover, employee promotions): 2 points

Q8 and 9: Readiness to lead the T&D function

Timing (2 points)
· 1 to 3 years: 2 points
· 4 to 6 years: 1.5 points
· 7 to 10 years: 1 point
· More than 10 years: .5 point
· Never: 0 points
(Note: If the judge does not agree with the nominator’s assessment, they can award fewer points.)

Reason(s) why (3 points)
· You definitely would hire this person to lead the Training or Learning & Development function in the future based on the information presented in the nomination form: 
3 points
· You probably would hire this person to lead the Training or Learning & Development function in the future based on the information presented in the nomination form: 
2 points
· You might hire this person to lead the Training or Learning & Development function in the future based on the information presented in the nomination form: 1 point
· You would NOT hire this person: 0 points

