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12/7/2011
Request:

Greetings Peer Training Network Members!

The following is an information request from our colleagues in Kansas:

We are requesting TA to help us develop a competency model that is developmental (e.g. Emerging, Proficient, Exemplary). This would be linked to Performance and to Professional Development and Transfer of Learning activities. The competency model would cover all program areas (Intake, Investigation and Assessment, Family Services, Family Preservation, Foster Care and Adoption) and would include behavioral anchors to clarify expectations for each level. 
We are interested in hearing from other states what competency models they currently use, how they connect these to performance and to training, and what they see as the strengths or needs of these models.
Thanks!
Responses:

1. MB Lippold, Indiana (see linked documents): 
I’m not sure we have exactly what you are looking for but our entire new cohort training (60 days) is a competency based model which includes TOL activities.  We have worked with HR to develop an interview guide which also addresses the competencies and we have developed a Realistic Job Preview.  We have developed Skill Assessment Scales (based on work done by Dr. Anita Barbee on Behavioral anchors) and Field mentors complete the skills at the time of graduation and supervisors complete them three months later.  I will attach some information.  I have no idea if this is emerging, proficient or exemplary.  We do comprehensive evaluations and I will also include an example of that.  Please advise if anything else is needed. I don’t mind sharing information, but would request that if any State uses any of this information that they acknowledge Indiana.  

We use the Kirkpatrick evaluation model and as you can see go through all 4 levels. 
2. Katherine Cahn, Portland State University, Oregon: 
I would suggest you contact Kentucky's child welfare partnership. If I recall correctly, they had an HR specialist who worked with them to develop this for various child welfare specializations ... (or perhaps other DHS job classes?) it was very time consuming, and participatory work and brought a measure of clarity to training, performance evaluation, and promotion. Their consultant came out to present to us, but our administration couldn't invest in the process at the time due to it being deemed too expensive, too time-consuming, and not a high priority for that administration. 

Freda Bernotavicz at the Muskie School might be a resource. She's considered a Guru in competency based training. 

And the Butler Institute (particularly Cindy Perry, now a consultant but formerly associated with that Center) has done training evaluation all the way up to behavioral demonstration of competency before and after a training. Expensive, but state of the art. 

Here are some things to think about involved in competency based testing:
- How to demonstrate proficiency (self-assessment? supervisory observation? paper and pencil test? Behavioral testing and coding? If the latter, should there be two coders for inter-rater reliability? and who can afford all of that?)
- What link does the competency assessment/rating have to pay, promotion, or passing the probationary period / keeping a job? What's at stake for the learner?
- Is there a chance to do training again if competency is not demonstrated after the first training?
- What's being tested, the training or the learner? 
- Are you measuring skills as demonstrated in the classroom or skills as they transfer to the real world of high caseloads, uncovered caseloads, courtroom pressure, lack of resources, media pressure, and extreme poverty?
- What's being tested, the effectiveness of our practice technology in the face of all this, or the employee?
- Are you testing knowledge acquired (paper and pencil test), behavior (demonstrated in classroom or in field), or child/family outcomes produced by the employee (the further out you get, the more intervening variables to contend with/control for). 
- What does the Union think about all of this? Are they on board?
3. Anita Barbee, Kentucky (anita.barbee@louisville.edu): 
This is what we use in Kentucky today that we began developing 15 years ago- these anchors have evolved over time. Since then we have developed these for Indiana and Georgia in all the areas (intake, etc.) described below as well. Most recently we developed these for Massachussets as a part of an NCIC project. Because of the feedback from MA we have revised how we describe the anchors using developmental language noted here. Thus, we have templates from 4 states to serve as a jumping off point for development in KS. 

 

I will be glad to talk with the folks in KS if they would like to learn more. Thanks, Anita


