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Course Number: OLI 7104 

 

Course Title: Talent Development and Workplace Learning 

 

 Faculty Contact:     

 Email:  

 Phone:  

 Office Hours:  

 

Course Description:  An organization’s employees are its most valuable resources.  This course concentrates on strategies and techniques for 

finding and hiring the “right” talent, then creating opportunities that motive and engage employees in the continual learning and professional 

growth that serves both their own and organizational development needs.   

 

Minimum Time Requirements (in clock hours):  

Teacher Led Instruction SEA Fieldwork/Clinical Lab External Learning 

35 25   50 

 

 

College Education Program Attributes 

The manner in which we prepare educational personnel is informed by eight essential attributes: 

 

1. ensuring that programs are knowledge-based; 

2. viewing educational personnel as learners, including a focus on deconstructing past experiences as learners in coursework and field 

experiences and developing appropriate knowledge of the content and discourse of the disciplines to be taught; 

3. contextual and cultural sensitivity; 

4. facilitating inquiry and reflection, i.e., providing structured opportunities for critical reflection on and taking action in one’s daily work; 

5. enabling authentic participation, collegiality and collaboration; 

6. building an ongoing developmental program that allows for continuous improvement, experimentation, and professional growth; 

7. ensuring that programs are standards-driven; and 

8. ensuring that programs promote the effective use of technology. 



 

 

 

 

Program Theory and Foundation 

Link to Taskstream to the Program Theory will be housed at the top of your program on Taskstream.    

 

Program Competencies:  The Doctorate of Education Organizational Leadership-Learning and Innovation standards are posted in the Canvas 

Courses for OLI 7104, as are the Wilmington University Graduation Competencies for Graduate Students. 

  

Wilmington University Graduate Graduation Competencies:  Graduate Graduation Competencies  

Assignments and Grading 

 

Text(s):  Precise information regarding the textbook(s) for this class, please visit the bookstore website at 

http://www.wilmu.edu/bookstore   

 

REQUIRED TEXT(s):  

 

OPTIONAL TEXT(s):  

 

American Psychological Association. (2010). Publication manual of the American Psychological Association (6th ed.). Washington, 

DC, US: American Psychological Association. 

 

On-line reference for APA Manual @ Purdue OWL: https://owl.english.purdue.edu/owl/resource/560/1/ 

 

NOTE: There maybe additional be readings/viewings from journals, research reports, and other web-based sources each week.  All posted and 

distributed materials form part of the knowledge base for the course and should be referenced in class participation activities and in graded 

assignments for the course. See Course Schedule later in the syllabus and Canvas for a Description of Specific Learning Activities and 

Weekly Reading and Viewing Assignments 

 

Additional Course Information and Schedule of Class Activities will be posted on the course Canvas site 

 

 

http://www.wilmu.edu/academics/competencies.aspx#graduate
http://www.wilmu.edu/bookstore
https://owl.english.purdue.edu/owl/resource/560/1/


 

 

 

Further information about these assignments is posted on Canvas.  All assignments will be graded on the rubric scale but do keep in mind that the 

assignments are weighted as indicated in the above table.  Grading will be done according to Wilmington University grading policy for graduate 

studies: 95-100=A; 92-94=A-; 89-91=B+; 86-88=B; 83-85=B-; 80-82=C+; 77-79=C; 74-76=C-; <74=F.  B indicates competent performance in the 

class.  An A in the class means your performance was exemplary, and an A- indicates excellence. A B- means your performance was marginal, 

and grades in the C category will result in probationary status. 

 

An incomplete grade may be given if a student is unable to complete course requirements for reasons that are beyond the student’s control.  

Incomplete grades are not given for unsatisfactory performance, busy family/work circumstances, or moderate illnesses. An Incomplete grade 

requires the approval of the instructor.  Specific terms of an extension, if granted, are at the discretion of the instructor, but generally are limited to 

a few days.   

 

Major Assignment Descriptions: 

 Note: The rubric for each activity is available in the assignment information section of online class site.  All written assignments should be at 

least 5 to 7 pages.  

 

Weekly Learning Activities (15%) – Due Weekly: 

Each week you will be asked to participate in at least one learning activity online. Digital technologies are enabling new ways of learning, 

managing knowledge and supporting organizational growth and development. Activities may include, but are not limited to discussion boards, 

interviews, article summaries, video reviews and other applicable contributions to this activity is expected. Broad topics should be expected.  

The rubric for this activity is available in the assignment information section of online class site.     

New Hire Activity – Due Week 4: 

Onboarding is the employers first opportunity to demonstrate the commitment to the new hire and their investment in helping and 

supporting the employee. It’s important to understand what happens during the first 90 days since this is when employees make 

their decision to stay or leave. Now It’s Time to Listen – What is the employee’s perspective regarding onboarding?  

 

Assignment Type Assignment Points Assignment Weight 

1. Weekly Learning Activities 100 15% 

2. Weekly Synchronous Sessions Participation (F2F or Virtual) 100 15% 

3. Group Project 100 20% 

4. Written Assignments 500 (5 papers @ 100 each) 50% (10% each) 

     

TOTAL       800      100% 



In this activity, you will interview a few new hires in your organization. You should meet with at least three new hires (entry 

level, middle level, and, if possible, a senior level position) and get their take on the organization’s onboarding process and their 

experience through their first 90 days.  

 How would you improve the process?  

 Was anything inaccurate?  

 Do you feel prepared?  

 Are you clear about your role’s expectations? 

 All things considered, what is missing from the process?  

If your organization doesn’t have new hires then meet with existing employees (entry level, middle level, and, if possible, a senior 

level position) that have been with the organization for 3, 5 or 10 years to get their perspective on workplace learning and the 

organization’s culture.  

 Do you feel you have become more productive as time goes on? 

 How does the organization’s culture support development and learning?  

 What elements of support do they feel are lacking for your specific role?  

 What learning opportunities have been the most helpful in your career goals? 

 Would you recommend to organization to friends and family? 

 

Weekly Synchronous Session Participation (15%) – Due Weekly:  

Our class will be highly interactive and experiential.  Every week you will find yourself engaged in either f2f or online class activities 

designed to foster a better understanding of various Talent Development and Workplace Learning topics.  Practical contributions to class 

discussion based assigned readings and video examples is expected. The rubric for this activity is available in the assignment information 

section of online class site.   

 

Onboarding Assessment Paper (10%) – Due Week 1: 

Data shows that onboarding enables new employees to feel a part of the organization from the moment they are hired and increases overall 

retention rate. The information has caused talent professionals to spend more time in getting new employees up to speed. They understand that 

finding the right employees is half the battle and if employees aren’t properly onboarded, they are likely to leave. The employee is hired - now 

what? It’s time to think about the next step of the process. In order to do so, you will need to assess your organization’s onboarding process.  

 

Below are the following elements which it should cover: 

 What’s included in the process (is there a new hire outline plan, IT checklist, required compliance training, buddy system or job 

shadowing, or a post boarding survey)?  

 Is onboarding a formal or informal process?  

 What happens on the first day? 

 What techniques do leaders use to ensure the new hire effectively transitions into the organization?  

 How do they assist employees in adapting to the organization and understanding the cultural norms?  



 What are the benefits and challenges of the current process? 

 How are these practices turning your new hires into long term employees? 

 What changes would you recommend? 

Lastly, in your summary answer the question: Is Onboarding one of the most influential programs your company has, why or why not? 

 

The New Era of Engagement Paper (10%) – Due Week 3: 

For the first time ever five generations are working together, and each generation requires something different. Employees want more than a 

paycheck they want to be engaged. They want authentic leadership and support, appropriate career training, real-time feedback, personalized 

growth, and the ability to make an impact in the organization. Employees who are engaged are more likely to have an impact on the 

organization’s bottom line. Employee who aren’t engaged will most likely leave the organization. Leaders must ensure engagement, 

strengthen their teams’ capabilities as well as improve organizational growth.  

 

In this assignment, you will discuss how leaders can find stimulating ways to engage their employees in this new era of engagement.  

 What are the most effective ways your organization keeps employees engaged?  

 What initiatives and tools for success have been developed that inspire and engage each of these unique work groups?  

 What methods does your organization employ to help leaders realize the cost of employee turnover, retain their best talent, and act before 

employees exit the organization? 

 

AT&T Transformation Paper (10%) – Due Week 4: 

Discuss the key points to AT &T multifaceted, multiyear approach to change. After reading the article, what are the pros and cons of 

revamping not only learning (through refreshing employees skill sets) and talent development (a workforce for the future) but almost the entire 

organization? Identify and describe at least two learning methods used by AT&T. What are your thoughts on skill pivoting? What is a 

transformative skill shift? Many organizations are having difficulties in putting changes into practice; did this overhaul help AT& T 

successfully meet the challenges facing Talent Management and help with organizational alignment?  

 

Organizational Culture Paper (10%) – Due Week 5: 

Talent Management Assessment. Let’s look at Culture. In this paper, write a brief background of your organization’s culture based on topics 

we’ve discussed. For example, onboarding, is there such thing as cultural fit and is that a predictor of a candidate’s success once they join the 

organization?  

 

Discuss the culture’s strengths and weaknesses. Does the culture encourage Talent Management practices across the entire organization? Is the 

culture consistent throughout the entire organization or are there pockets that adhere to a specific culture? Is there a clear focus on 

development as an important component of the organizational culture? If changes are being made, is your Organization transparent and do 

they ensure what they are trying to achieve is in alignment with the culture?     

 

Talent Management Reimagined: Group Project (20%) – Due Week 5 



Talent Management is critical part of any organizations which can influence many facets including talent development and workplace 

learning. The group will pick an organization that has recently changed or revamped one or all parts of their Talent Management, Talent 

Development or Workplace Learning processes. Include any insight about how the organization encourages individual as well as leaders to 

engage in learning that supports organizational growth. The team will describe the embedded techniques of the organization that supports 

Talent Development and effective Workplace Learning (TD & WL. The presentation could cover talent acquisition, onboarding, the role of 

leadership or the organizational culture.  

 This is an oral report and presentation where your team will discuss all or some of the organizational changes in detail.   

 The group is encouraged to find ways of engaging the class during the presentation. Think of it as an interactive presentation from 

which we can all learn more about how to foster Talent Development and Workplace Learning.  

 This presentation will be a total of 30 minutes which should include 5 to 10 minutes of Q&A. 

 The rubric for this activity is available in the assignment information section of online class site.     

Some items and questions to consider: 

 Discuss the role of leadership in creating and embedding a learning culture that supports onboarding, organization learning, 

development, changing work demands in the environment, as well as offboarding within the organization.  

 Include any insights about how the organization encourages individual members to engage in learning that supports their own 

professional growth/development.  

 Discuss any challenges the organization may have faced during this transformation. 

 What kind of strategies and technologies supports TD & WL?  

 What techniques are used to welcome new employees?  

 How do their leaders ensure workplace learning is happening from day one?  

 What are some techniques leaders do to provide ongoing support to their direct reports’ development? 

 How did the leadership create opportunities or support movement of their direct reports across the organization?  

 What wins were identified?  

 

Organizational Learning Plan Paper (10%) – Due Week 6: 

For this paper, you will be in the role of an internal consultant charged with creating an improvement plan for your organization. This 

organization may be your current workplace or an organization in which you volunteer and are actively involved in some leadership capacity. 

Using either the entire organization or a specific unit. Be sure you plan includes the following elements: It should be supported by evidence 

from assigned and additional readings with at least 2 to 3 peer-reviewed sources being incorporated into it.  Talent can’t be developed 

overnight it takes mentoring, coaching, training, and opportunity. If leaders don’t carve out time and dedicate it to talent development, chances 

are employees will be constantly caught up in the cycle of daily responsibilities. Leaders need to set aside time for structured talent 

development. Recruiting external talent is important but with the rising recruitment cost – what’s more important is leaders being able to equip 

their existing employees to excel. It may sound obvious, but some leaders lack the skills and resources to identify talent. Leaders need to 

reframe – so let’s focus on creating a talent development plan. In this assignment help your leaders come up with a plan, commit to it, and not 

allow work tasks to take priority over the most important asset – the employees 

 



Discuss what elements should be included in this plan. How can leaders thrive and create in-house talent and skill set that the organization 

needs? Do the leaders have a good gauge of what skills are in the organization (skills data)? What is needed to reskill the work force? Which 

methods and criteria are typically used to identify talent? What are required conditions for employees to leverage their talent as a part of their 

long-term career plan? This plan should assist your leader in skill planning and encouraging high organization IQ. 

 

III. Learning Outcomes for OLI 7104  

 

All learning outcomes in OLI 7104 are related to OLI Leadership Standard 4 and to the WU Graduate Competencies dealing with written 

communication, disciplined inquiry, and information literacy. 

 

Standard 4: Talent Engagement, Development and Management--Fosters learning and growth among organizational members and engages 

them in high performance behaviors that create value for themselves and the organization. (See OLI Leadership Standards for a more detailed 

description.) 

 

IV. Additional Course Policies  

 

College of Education Attendance Policy: In the College of Education, faculty must approve all requests for absences that are exceptions to the 

University policy. Vacations are not considered legitimate reasons for missing classes. Faculty must be contacted prior to class in all cases 

except valid emergencies. Failure to obtain approval for exceptions may result in lowering the final passing grade or assigning a FA (failure 

due to absence). 

 

Students who have registered for a course and never attended the class at all will receive a grade of NA (never attended). Early departures and 

late arrivals will be cumulative toward class absences. It is the student’s responsibility to obtain and complete assignments on the due dates. 

Students who register and enter the course on the drop/add date have four days to complete the first week’s assignments. 

 

Synchronous Sessions: There will be a total of seven synchronous sessions for this course which you will be expected to attend. Please note 

that these Synchronous Session may include the entire class, small groups or one-one-one sessions.   

 

Due Dates: Unless otherwise noted, the due dates for all assignments are Sunday @ 11:59 PM ET. One exception is Discussion Boards which 

are a three-fold process of 1: initial post due on Wednesday by 11:59 PM, 2: multiple, meaningful responses by Saturday @ 11:59 PM ET and 

3: final interactions by Sunday @ 11:59 PM ET.  

 

Late Work: It is your responsibility to notify your instructor when work will be late before the due date. A 10% penalty will automatically be 

applied for all late work unless otherwise noted by your Instructor. Due to the fast-moving nature of the course, no late work will be accepted 

after the start of the next week except for Week 7, which must be submitted by the end of the course.  

 



Communication: The email and phone numbers listed at the top of this syllabus are your primary forms of communication. Weekly 

Synchronous Sessions Announcements will be a secondary form, so be sure to attend and check Canvas multiple times each week. Please 

refrain from texting except for emergencies.  

 

Assignment Submission: All assignments must be submitted via Canvas in as either a Word or PDF Document or PPT unless otherwise noted. 

You are responsible for converting all other formats (e.g.: Pages, Google Docs, etc.).  All assignments should adhere to APA Formatting and 

Citation guidelines. Cover Sheets, Title Pages, and Reference pages do not count toward the page total.  

 

Course Materials and Reading List:  Are listed in the Schedule of Activities by Week and in the Reference List at the end of the syllabus.  

Articles or links to articles are provided in Weekly Folders on Course Canvas site, along with optional reading and viewing materials. 

 

Understanding Learning – Links:  Optional and supplementary readings and links are provided each week on the Course Canvas site. 

 

V. Course Schedule and Outline: 

Important dates, topics, readings, media, and learning activities and assignments are outlined next.  

 

 

CONTENT OUTLINE AND ASSIGNMENT SCHEDULE: 

 



  

 

 

 

TOPICS 

 

READINGS 

 

ACTIVITIES/ASSIGNMENTS 

PRE-

WORK 

Continuing to get to know each other 

Introducing the course 

Instructors will add 

their own weekly readings or  

select readings and  

media resources from the 

 resource list at the end of the 

syllabus. 

Kaltura Introduction Discussion Board 

Assignment 

1 

 

Let’s Get Started! 

Class overview and logistics 

 

What is Talent Development and Workplace Learning? 

 

Discuss Talent Management definitions 

 

Review the war on talent 

 

 

 

Review Talent Management Definitions 

 

Complete Discussion Board 

 

 Start Onboarding Activity: Due week 4 

 

Complete Written Assignment:  

Onboarding 

 

Attend Synchronous Session 

2 Learning Drive Development and Growth. 

Closing the gap on personal development 

Create a plan for learning 

Continue to explore the differences between coaching 

and mentoring  

 Complete Discussion Board 

 

Complete Learning Activity 

 

Complete Written Assignment: Talent 

Development Plan  

 

Decide on Teams for Group Projects 

 

Attend Synchronous Session 

3 Engagement is King. 

Gain an understanding of new era of engagement 

Discuss how to stay ahead of the competition 

Describe the relationship among engagement and 

business priorities 

 

 Complete Discussion Board 

 

Complete Written Assignment:  

New Era of Engagement 

 

Attend Synchronous Session 

 

 



    

 

Special Note: The right to change this schedule of activities is reserved by the instructor and may occur at any time during the course. 

 

College of Education Attendance Policy: 

 

In the College of Education, faculty must approve all requests for absences that are exceptions to the University policy. Vacations are not 

considered legitimate reasons for missing classes. Faculty must be contacted prior to class in all cases except valid emergencies. Failure to obtain 

approval for exceptions may result in lowering the final passing grade or assigning a FA (failure due to absence). 

 

 

4 

 

Overcoming Talent Development Challenges. 

Discuss AT&T’s revamp to their talent and development 

processes 

Discuss How Talent is Cultivated 

  

Complete Discussion Board 

 

Complete Written Assignment: AT&T’s 

Approach to Change 

 

Attend Synchronous Session 

5 Learning at All Levels Matter. 

Talent Management Assessment 

 

Development for leaders 

Group will present to their findings 

 Complete Discussion Board 

 

Complete Written Assignment: Discuss 

Your Organization’s Culture 

 

Attend Synchronous Session 

 

Group Presentations Due 

6 Creating Opportunities. 

Discuss and discover new roads – small gestures that 

make an impact 

Employee Ownership  

Identify the best ways to gain insight 

 Complete Discussion Board 

 

Complete Written Assignment: John’s 

Story 

 

Attend Synchronous Session 

 

 

7 Putting it all together. 

Identify best demonstrated practices for offboarding 

 

Identify your own development opportunities 

 

What will you add to your toolkit? 

 Complete Discussion Board 

 

Attend Synchronous Session 

 



Students who have registered for a course and never attended the class at all will receive a grade of NA (never attended). Early departures and late 

arrivals will be cumulative toward class absences. It is the student’s responsibility to obtain and complete assignments on the due dates. Students 

who register and enter the course on the drop/add date have four days to complete the first week’s assignments. 
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BITE SIZED & MICRO LEARNINGS:  

 

5 Killer Examples: How To Use Microlearning-Based Training Effectively 

https://elearningindustry.com/5-killer-examples-use-microlearning-based-training-effectively 

How to Make Microlearning Matter 

https://www.shrm.org/hr-today/news/hr-magazine/0516/pages/0516-microlearning.aspx 
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A Personalized Approach to Corporate Learning 

https://www.shrm.org/hr-today/news/hr-magazine/0517/pages/a-personalized-approach-to-corporate-learning.aspx 

4 Digital Training Options for Workplace Learning 

https://www.shrm.org/resourcesandtools/hr-topics/organizational-and-employee-development/pages/4-digital-training-options-for-workplace-

learning.aspx 

 

  

SKILLS GAPS:  

 

How to conduct a skills gap analysis 

https://resources.workable.com/tutorial/skills-gap-analysis 

Skills Gap Analysis 

https://www.cleverism.com/lexicon/skills-gap-analysis/ 

Performing a skills gap analysis 

https://cdn2.hubspot.net/hubfs/3803452/2018%20PDFs%20Pre-Team%20Drive/Skills%20Gap%20Analysis.pdf 

How to conduct a skills audit and identify skill gaps 

https://www.cognology.com.au/learning_center/how_to_identify_skillgaps/ 

SHRM The New Talent Landscape. Recruiting Difficulty and Skills Shortages - Jun 2016 

https://www.shrm.org/hr-today/trends-and-forecasting/research-and-

surveys/Documents/SHRM%20New%20Talent%20Landscape%20Recruiting%20Difficulty%20Skills.pdf 

How to Conduct a Training Needs Assessment 

https://www.shrm.org/resourcesandtools/tools-and-samples/how-to-guides/pages/conduct-training-needs-assessment.aspx 

 

SUPPLEMENTAL MATERIALS:  

 Publication of the American Psychological Association [APA Manual], 2010, 6th edition, 7th printing. 

 Purdue OWL: APA Formatting and Style Guide 

TALENT MANAGEMENT & ACQUISTION:  

 

Talent Acquisition/Recruiting Benchmarks 

https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/Documents/2017-Talent-Acquisition-Benchmarking.pdf 

A Guide to Understanding and Managing the Recruitment Process 

https://www.shrm.org/hr-today/trends-and-forecasting/special-reports-and-expert-views/documents/talent-acquisition-recruitment.pdf 
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https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/3-trends-recruiting-2019.aspx 

Accessing talent: It’s more than acquisition 

https://www2.deloitte.com/insights/us/en/focus/human-capital-trends/2019/talent-acquisition-trends-

strategies.html?id=us:2ps:3gl:confidence:eng:cons:41819:nonem:na:aWXhY7RC:1149430497:344233496628:b:Future_of_Work:HCT_Talent_A

cquisition_BMM:nb 

Talent Management Strategy to Create a Higher-Performing Workforce 

https://www.successfactors.com/en_us/lp/articles/strategic-talent-management-training.html 

Talent Strategy that Drives Business Strategy 

http://static.kornferry.com/media/sidebar_downloads/KFTalentStrategyWhitepaper.pdf 

Nine Best Practices for Effective Talent Management 

http://www.ddiworld.com/DDI/media/white-papers/ninebestpracticetalentmanagement_wp_ddi.pdf 

Talent Acquisition--- resource page for talent acquisition 

https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/default.aspx 

YOUTUBE: 

Go with your talent 

thttps://youtu.be/QHMuss1vq7Q  

Onboarding 

https://www.youtube.com/watch?v=QPSjfKqhtJg 

https://www.youtube.com/watch?v=8CTisexbau8 
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