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Zones of impact in training 
When developing training it is important to think about 

the depth of any intended or potential impact of learning 

that takes place. One way to analyse this is to think 

about the different zones in which a change might take 

place within the learner. 

 

Knowledge zone 
Think about how their knowledge will change — facts 

and figures, evidence, stories, examples, theories, 

research, etc. For example: acquiring a knowledge of a 
range of active-listening and rapport-building 
techniques. 
− What new things will they know about? 

− What information do they need to gain and how are 

they going to use it? 

− How much information do they really need? 

− How much background knowledge do they have 

already and how will you ascertain this? 

− What false or misleading knowledge may need 

correcting or replacing? 

 

Process zone 
Think about how their know-how and behaviours will 

change — skills, methods, techniques, approaches, 

strategies, tactics, etc. For example: gaining proficiency 
in the use of active-listening and rapport-building 
techniques. 
− How would you like them to behave differently after 

the training? 

− What new things should they be able to do? 

− What skills will they become aware of or develop, and 

to what extent will they develop them? 

− What techniques or tools will they need to help them 

to be more effective? 

− What new approaches or tactics would be useful for 

them to develop? 

− What short-, medium- or long-term strategies would 

benefit them? 

 

Meaning zone 
Think about how their understanding or interpretation of 

an issue will change — cognition, analysis, values, 

opinions, beliefs, perspectives, world-views, etc. For 
example: valuing active listening and rapport building as 
essential to effective communication. 
− What do they need to understand that they don’t 

understand fully at the moment? 

− What changes in the way they think about the topic 

might be necessary? 

− What things might they need to analyse or evaluate? 

− What assumptions, opinions or beliefs might have 

changed at the end of the training? 

− What values might need to be questioned? 

− What different perspectives do you want to give them? 

− What opinions do you want to reinforce or challenge? 

 

Identity zone 
Think about how their view of themselves will change — 

self-image, emotions, motivation, confidence, role 

definitions, personas, etc. For example: identifying 
yourself as being someone who belongs to a ‘listening 
profession’ or who is a ‘good listener’. 
− How do you want them to feel about themselves or 

view themselves after the training? 

− What will they change about themselves? 

− How will their motivation or inspiration be different? 

− What do you want them to feel more confident about? 

− What new or unfamiliar aspects of themselves do you 

want them to explore? 

 

 

Zones and learning outcomes 
Look at your learning outcomes for training. What Zones 

do they impact on? Should you be looking for a deeper 

impact? 

 

Zones and activities 
What changes are your activities designed to bring about 

in the learner? Could they be adapted to have an impact 

on a deeper zone? 

 

 
This model was developed by David Winter and is very loosely 

based on ideas contained in the following: 

Career counseling and services: A cognitive information 
processing approach, James P. Sampson Jr, Robert C. 

Reardon, Gary W. Peterson & Janet G. Lenz, Wadsworth (2004). 

Masterful coaching, Robert Hargrove, Jossey Bass (2008). 


