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    A service of the Children’s Bureau, member of the T/TA Network
Peer Training Network

National Child Welfare Resource Center for Organizational Improvement

Responses to Butler Institute’s Request for Information on Trainee Evaluations

10/20/2010

Request:

Linda Metsger, Program and Training Administrator at the Butler Institute, is looking for examples of evaluations that trainers use to evaluate the trainees in their new worker training. They're looking for something that is not too labor intensive, but still provides good information.
 

Responses:

1. Debbie Dever, Kentucky:  In Kentucky we give feedback to the participant and to the supervisor. The forms attached are self-explanatory.  Attached you will find the following:

a. Self Assessment – participants complete this at the end of the training event. It is to be used to discuss their progress with the supervisor back in the office. The assessments are build based on the course objectives. 

b. Trainer Assessment – Trainer completes this roster sheet listing each participant and rating each category. Comments are required only for the lowest rating. The Trainer submits this sheet to a designated support staff person. This support person then completes the individual Feedback Sheets for each participant and emails the Supervisor and participant the feedback sheet at the same time.

c. The goal is for then the supervisor and participant to discuss the feedback from the trainer and the participant’s self assessment. This should enable them to build, coach and reinforce the training skills and content together. 

2. Robert Highsmith, New York: Attached you will find the instrument used by the Satterwhite Academy for Child Welfare Training in NYC to evaluate trainees in new worker training.  It begins with a "smile sheet" in which trainees rate attributes of the training.  Next it lists key competencies targeted by the training and invites trainees to rate how competent they feel at the end of the training to do each.  An instant after trainees rate each competency, they are asked to rate how competent they felt at the beginning of the training to do each, in typical retrospective pre/post-test fashion.  We use the spreads between the retrospective pre- and post-test ratings to give us a reading on the contributions of the training to trainees' competence. 
I forgot to attach the other major tool used by the Satterwhite Academy to evaluate new workers, our Skill Progress Assessment (SPrA).  At the end of the training, each trainee prepares a self assessment on which they rate (1) their ability on broad competencies targeted by the training, the strengths they think they demonstrated during the training on each and what they think they need to do to move to the next level of competence and (2) attitudes bearing on their success in practice, which they turn in to the trainers.  The trainers have a week at the end of training to prepare their own ratings on the identical competencies and attitudes.  The trainer’s SPrA’s serve as the focus for the hour-long post-core conference scheduled a few weeks after the training, which is attended by the trainee, the trainer who prepared the SPrA and the training unit supervisor in the borough office to which the trainee is assigned.  The purposes of the conference are to facilitate the trainee’s (1) transfer of learning from the in-class training provided by the Academy to the practice-based training provided by the borough offices and (2) further professional development of competencies and attitudes flagged by the SPrA as needing further development.  

Two-thirds of the way through the 90-day borough-based training, the training unit supervisors complete a virtually identical SPrA on each worker, which they submit to the Academy to facilitate its tracking of the progress of each trainee in deepening their abilities to serve families.

I have attached copies of the SPrA’s completed by Academy trainers and borough-office training unit supervisors.
3. Joan Cannon, New Jersey: In New Jersey, we use a tool to assess our trainees prior to assuming a full caseload. During their Pre-Service training period, they may gradually take-on cases, but before taking on a full caseload, they must be assessed by their supervisor against the attached tool. The tool is shared with new-hires early on in their training period, so they know what will be expected of them at the time of the assessment. If a trainee does not pass the assessment, the supervisor works to build their skills in specific areas through a variety of developmental activities, until they are able to pass. I have also attached our procedural guidelines for use of the tool.
4. MB Lippold and Jacqueline Votapek, Indiana: The Indiana Department of Child Services Staff Development Department does not have a structured evaluation process through which regular written feedback is provided on every new family case manager that participates in pre-service training.  In lieu of that, every new worker cohort (a new hire group every 3 weeks is a cohort) is assigned a Cohort Sponsor that is responsible for tracking the new worker cohort throughout the 12 week pre-service program.  This responsibility includes managing missed time to ensure that it is made up, managing unique cohort dynamics, tracking incident reports, and communicating issues related to pre-service training.  The Department has developed expectations for the Cohort Sponsor as well as protocols for reporting lost time and participant behavior while they are completing the pre-service program.  We have included these documents as resources for you to review in response to your request.  If you have any questions about any or all of these documents, please contact us for further information.
5. Maryann Marchi, Pennsylvania: I am responding to a request you put out through the Peer Network on behalf of Linda Metsger, Program and Training Administrator at the Butler Institute for activities to measure success in the training room for new workers.  Currently, through the Pennsylvania Child Welfare Training Program, new workers complete online transfer of learning work which includes pre and post work activities.  It’s our hope that in the future, these activities will provide some measureable data.  However currently, this effort is only in its preliminary stages of implementation.  
In addition, we provide transfer of learning packages, some of which we are associated with ongoing research, for experienced workers and their supervisors.  The research seeks to help answer the following questions:
(1) Do trainees use new knowledge and skills on the job, 60 days, 6 months, and 1 year after training?

(2) What agency, individual, and training-related factors are related to TOL?

(3) Does organizational support for training change in relation to receiving a TOL-enhanced training curriculum?


