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Welcome and Introductions
I Maureen Evelyn, CTDN Chair

| Sue Baillargeon & Deana
Giordano, Co-Chairs TtT

| Other TtT Facilitators
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Presenter
Presentation Notes
Maureen starts promptly at 8:30: 15 mins for these folks to introduce, welcome and comment
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Your Facilitators for today:

Susan Burton
Connect-Ability Staffing Services-DORS
&

Pam Heath-Johnston
UConn-Human Resources OSD
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Presenter
Presentation Notes
Susan     8:45 start


Learning Objectives

= Describe the format of the T-the-T
Certificate Program and identify two
requirements with the facilitators' guidance.

= Define the term competency and list two
basic training competencies as identified in
the Foundational Competency Assessment
with assistance from participants.
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Presenter
Presentation Notes
Susan walk through Module 1’s objectives. 


Learning Objectives

Differentiate between areas of
expertise and roles for learning and
performance professionals and explain
at least two of each with the
facilitators' guidance.

Create an individual development plan with at
least tfwo SMART goals using the results of
either your "Foundational Competencies Self
Assessment™ or your Train-the-Trainer Self-
Assessment.
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Presenter
Presentation Notes
Susan


Overview of Program

Certificate Program
Expectations - Yours and Ours

Attendance

Housekeeping
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Presenter
Presentation Notes
Susan continues
Review program format – 8  modules – “life of a trainer” (or “workplace learning and performance professional” - ASTD) -Handout
Module 1 – Introduction and Program Overview (1 day)                     Today, March 18  full day
Module 2 – Adult Learning (1 & ½ days)                                           March 25 (half day-MBTI), March 26 (full day)
Module 3 – Needs Assessments (2 days)                                           April 8 and 15th
Module 4 – Curriculum Design &                                                      May 6 and 13
                  Methods of Instruction (2 days)                                      
Module 5 – Evaluation Strategies (1 day)                                           June 3		      
Module 6 – Presentation Skills (1 day)                                               June 17-Location change:  Judicial, New Britain
Optional Power point Class				     July 16, Judicial, New Britain
Module 7 – Facilitation Skills (2 days)                                                 September 16 and 17th
Project Presentations				      Sept 30, Oct 1, 7
Module 8 – Wrap Up and Graduation (1/2 day)                                     October 21
Designed to provide training professionals with the knowledge, skills and abilities to successfully design, implement and conduct training
 Will prepare an independent project designed to provide participants with practical application of the learning; review project guidelines; design a 2-hr. training but present half-hour of it in Module 6; have time in classes to work on project; if more than one person from an agency is approved for the program, team projects are allowed; each person must design a 2-hour training and present a half-hour portion of it in Module 6.
Talk about the “modeling” aspect of the program – we will be demonstrating the skills of a good trainer; principles/ activities that participants can use right away in their settings
Expectations /Attendance – attend every module to receive certificate; all with do “report outs” during the program 
Be an active participant; do homework assignments on time; if don’t do them, supervisors will be notified; they are investing in you; Bring Project Guidelines and related homework you’ve done up to each module to every class
What are your expectations – Why are you here?
Housekeeping – overview of day; breaks/45 minute lunch; bathrooms; 9 a.m. to 4 p.m. 




Ground Rules

How do you want the group to operate today
and throughout the CTDN Train-the-Trainer
Program?

Environmental

Behavioral

s ctdn
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Presenter
Presentation Notes
Large group exercise; capture responses on flip chart.  Susan facilitates, Pam writes

Environmental examples – breaks, lunch, dress code, etc.
Participants should be on time and ready to start at 8:30. Every week they will be moved around so there is no permanent seating during the whole course, which will give everyone an opportunity to get to know each other. Participants can bring lunch or go the Silas Deanne Highway or Rocky Hill to the local restaurants. Cell phones

Behavioral examples – respect opinions, no side conversations; 1 person speaks at a time; everyone participates; phone on vibrate; leave the room for phone calls; also there are offices in the building so if you take a call please go outside  – NO TEXTING


Getting to Know You

TIcebreaker

Introductions

= Name

m Agency
= Project Topic
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Presenter
Presentation Notes
Susan (This activity is both the ice breaker and the introductions!)
Susan to do “Name-Game” first: elevator activity, ie: Karen, K = Kind, Zarin, Z = Zesty…  Must move quickly. 



Benetits of Train-the-Trainer

)

Why take this program?

What's in it for your
agency?

Application to public sector

aan

il
w9 Ct&r.
o o T -
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Presenter
Presentation Notes
9:30 Pam gives her testimonials about her experiences. 

This is a large group discussion (no need to capture responses on the flipchart).   Must end by 10 a.m.
Ask the class:  Based on what you’ve heard so far today, let’s have a general discussion about the first two questions on this slide from your own perspective.  The facilitator adds his/her own responses as appropriate.

Former alumni can use this time to talk about their “personal testimonial” when they talk about how this program applied to them, a public sector employee. 

Points to cover if class doesn’t mention these:  
Personal Perspective:
Earn respect for your expertise
Improve service to your customers and colleagues (helps agency, too)
Personal growth – provide ideas for your individual development plan
Model continuous learning for professional development
Agency Perspective:  
You will help drive organizational performance (your customized and other training should support your agency’s mission, strategic, business, and operational plans and show how the investment of training pays off).  
How does the performance of individuals, teams, and the whole agency improve because of what you do? That’s the bottom line!


Competency Introduction Exercise

How do you define "competency?”

What competencies does a
training/learning and performance
(LP) professional need to possess
for success?

ctdn
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Presenter
Presentation Notes
9:45-10:45 Susan
Handout of Foundational Assessment

Purpose:  To set the stage for an understanding of competencies.
Ask (large group exercise):  Find out from class what their answers are to the questions; capture responses on the flip chart; need to find out what your students’ understanding of competencies is so you can introduce them to the concept; refer them to ASTD model and Mapping the Future book if they would like more in-depth knowledge; the model provides a framework for today’s introduction to the Train-the-Trainer Certificate Program.

There are two types of competencies we’ll be introducing to you in the program. 
Basic:  	
	Business – know business of agency; analyze needs and propose solutions; 	strategic thinking; results-oriented; plan and develop assignments
	Interpersonal- trust; communication; diversity; network; partner; influence 	stakeholders
	Personal – adaptable and flexible to change; personal development orientation
Specialty:	Designing Learning, Delivering Training, Measuring and Evaluating, and 	Managing the Learning Function (ASTD calls these areas of expertise)

Other organizations have competency models:
IPMA and SHRM – focus on human resources management competencies
DAS Leadership Associate job specification – focus on managerial competencies based on federal government work
Organization Development Network – focus on OD competencies



Competency Overview

Defines the profession - strategic
contribution to performance improvement
(vs. training)

Guidelines for what we need to be
successful

Broad - cover all learning and performance
(LP) jobs
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Presenter
Presentation Notes
Susan Workplace learning and performance (WLP) professionals (ASTD) should:

Know their organization
Primary products /services
Major competitors
What pressures exist that affect their agency (e.g., technology, social, environmental, and/or political)?
How does your agency set itself apart from others?

Be able to think strategically – begin to think beyond just being a training person; broaden your view of your value/contribution to the agency; how can what you do impact your agency?

Be aware of the thinking of various levels in the organization – you more than likely will be dealing with them all at some point!
Leaders – big picture (vision, mission; are organizational goals met?)
Managers – productivity of others (are departmental goals met?)
Employees – skills, knowledge, and job productivity-oriented (are personal goals met?)



Competency Overview

Specific - requirements for some jobs in
LP profession

Comprehensive resource for individual
development for all levels of professionals

Knowledge and skill areas
= Competencies, Areas of Expertise, and Roles
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Presenter
Presentation Notes
Susan Examples of specific competencies (ASTD model calls them areas of expertise):
Career planning and talent management
Coaching
Managing the learning function
Facilitating change
Measuring/evaluating

Resource - Once you get familiar with competencies needed /desired – you can use them for development purposes

Knowledge and Skill Areas:
Competencies – foundational (basic) – refer to Foundational Competencies Assessment that is a pre-work assignment outside of class
Areas of Expertise – specific competencies (focus) (we’ll cover these in more detail later)
Roles – four roles WLP professionals play (we’ll cover these in more detail later)




Basic Competencies

Knowledge, skills, abilities, behaviors, and
personal characteristics needed for
successful performance

Some level of expertise is needed for job
SUCCESS

= Interpersonal

= Business Management

= Personal

ctdn
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Presenter
Presentation Notes
Susan This slide defines what competencies are.  They are behaviors and attributes that you can transfer to other organizations.
Let’s see how the American Heritage Dictionary (2nd College Edition) defines it:
Competence – 1.  the state or quality of being competent (properly or well-qualified; capable); 2.  Sufficient means for a comfortable existence; 3.  Law – The quality or condition of being legally qualified or fit; admissible.  
Other definitions (The Art and Science of Competency Models by Anntoinette D. Lucia and Richard Lepsigner, 1999 Jossey-Bass/Pfeiffer):
“an underlying characteristic of a person which results in effective and/or superior performance on the job”
“a cluster of related knowledge, skills, and attitudes that affects a major part of one’s job (role or responsibility), that correlates with performance on the job, that can be measured against well-accepted standards, and that can be improved via training and development.”
So, by the end of this program, you will be competent in the competencies of a learning and performance professional and you will be “sufficiently comfortable” as a trainer!
Categories listed on this slide are foundational competencies; assume everyone in class has some level of expertise in these areas in order to participate in this program; demonstrate these throughout the areas of expertise competencies and roles.
Ask students to refer to the results of their Foundational Competency Assessments (pre-work assessment) as the competencies are discussed in the next few slides.
How you rated yourself will give you direction for setting your Individual Development
Plan goals throughout this program.
Set goals for those competencies/key actions in which you rated yourself lower and/or those that are most important for your position.  Assign a priority to each one; the higher priority key actions would be the ones for which you’d want to set development goals.
As you go through the entire program, you can set goals related to:
 the basic competencies
 the specific competencies you’ll rate yourself on later today
 the topics you learn about in future modules that you feel you need to work on
 the presentation skills feedback that your mentors and classmates give you 
  later on in the program. 




Interpersonal Competencies

Building Trust
Communicating Effectively
Influencing Stakeholders
Leveraging Diversity

Networking and Partnering
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Presenter
Presentation Notes
Susan
Briefly review what each of these means to a training/WLP professional.  Ask class:
What do these mean to you? (different people to explain each one).
May refer to actual definitions in ASTD Mapping the Future book pg. Xxi.

Building Trust – interact with others to inspire confidence in you—Zarin will do game from Sue

Communicating Effectively – express yourself in clear/concise way with individuals and groups; adjust your communication style with others; use active listening skills; use various communication methods to build support and disseminate information

Influencing Stakeholders – market the value of learning or a particular solution to improve the agency’s performance; get commitment for ideas to improve individual, team, and agency’s performance

Leveraging Diversity – honor ideas/capabilities of all people; work with people with different styles, abilities, and cultural backgrounds; adjust teaching style based on different cultural backgrounds of your students – show sensitivity to them and keep diversity issues in your mind as you design classes

Networking and Partnering – develop collaborative relationships with others within your agency and outside the agency to achieve business goals 



Business Management Competencies

Analyzing Needs and Proposing Solutions
Applying Business Thinking

Driving Results

Planning and Implementing Assignments

Thinking Strategically
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Presenter
Presentation Notes
Susan Briefly review what each of these means to a training/WLP professional.  Ask class:
What do these mean to you? (different people to explain each one).

May refer to actual definitions in ASTD Mapping the Future book pg. xxi.

Analyzing needs/Proposing Solutions – Understand customers’ needs; use data from different sources to make conclusions; take action using available information

Applying Business Thinking – Understand agency’s financial goal/business/jargon/overall industry; justify business reasons for spending money/time on learning

Driving Results – Find places where improvements can be made; set goals; measure progress toward meeting goals

Planning/Implementing Assignments – Prepare action plans; find resources; finish projects on time

Thinking Strategically – Learn about internal/external factors that impact learning and performance; keep up with trends; look for areas where you can add value; recognize that you need to have a systems thinking outlook in developing your learning strategies; what’s in it for the agency and does it help the business goals? 






Personal Competencies

Flexibility (adaptability)

Personal Development
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Presenter
Presentation Notes
Susan Briefly review what each of these means to a training/WLP professional.  Ask class:
What do these mean to you? (different people to explain each one).

May refer to actual definitions in ASTD Mapping the Future book pg. xxi.

Flexibility – be effective when going through change (job duties; area you work in; economic, political, and technological changes, new processes/requirements)

Personal Development – proactively seek opportunities for learning and apply your newly-learned skills on the job (transfer of learning).

Take a 15 minute break –   10:45a.m. -11:00a.m.


Areas of Expertise Overview

Specific technical/professional skills and
knowledge

Most LP professionals - expertise in more
than one area of expertise (vs. specialist)

ctdn
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Presenter
Presentation Notes
Pam to do this section. 11:00a.m. – 11;45 noon.

Show ASTD model on internet /Plan B ASTD Handout

areas of expertise (AOE - specialty areas) is what you’ll do your self-assessment on in class; you’re not expected to demonstrate effective performance in all areas.

ASTD model has nine AOEs but this course only covers four of them.  In this model, ASTD uses a triangle visual; the bottom of the triangle shows the foundation (basic) competencies; in the middle of the triangle are the areas of expertise; the top is the four roles we’ll discuss later) (draw triangle on flip chart with all three levels to show picture of model) (see ASTD Mapping the Future book for the visual) (technology supports them all).   

Flip Chart Visual to Use:  Here’s another visual to help you understand the model.  Facilitator draws a picture of a house on another page of the easel pad with a foundation, living area, and roof (draw a driveway and a garage off to the side).

Foundation of our house represents the basic competencies (draw each one as a cement block in the foundation and ask three students to come up and label one block each  interpersonal, business management, and personal); basic competencies are woven throughout all the AOES; in our analogy, without the foundation, the rest of the house would not be able to be supported.






Areas of Expertise Overview

Supplement the basic competencies

All rely on specialized technology

= Web-based training or on-line coaching to support
skill/knowledge

ctdn
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Presenter
Presentation Notes
Pam Specialty area competencies supplement and build upon the basic competencies.  ON LINE Continued
Let’s continue filling in our house:

The middle level, the living area of the house, has nine rooms that represent the specialty areas of expertise (split the living area into nine sections; facilitator fills in the nine AOES).
Continuing analogy – basic competencies are woven through all AOES:  Suppose all rooms are painted different shades of yellow to represent the basic competencies but since AOEs are specialty areas, each room is decorated differently to accent the wall colors 
 
Supportive technology is represented by the heating, electrical, and plumbing systems that support all the “rooms”  in the house (technology supports all the AOES).

Now facilitator draws the roof on the house:
Roof represents the four roles (split the roof into four sections) (label them; we’ll talk about them in a few minutes).

Now facilitator points out the garage near the house – Often the garage is a place of storage for various types of tools and other household items; in our analogy, this garage represents a “Trainers’ Toolkit” – these are all the tools, tips, techniques, resources etc. a WLP has at his/her disposal in “storage” to use as needed to make learning fun and relevant for your students; you should start collecting these types of things for your “Toolkit” if you don’t already have one.  





Areas of Expertise

Designing

CTDN Train-the- Learning
Trainer Focus Areas

Designing Learning
Delivering Training e 2l
Measuring and Evaluating

Managing the Learning
Function

Measuring &
Evaluating

ctdn
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Presenter
Presentation Notes
Pam These are the four areas of expertise this course addresses.  

Need to stay current and develop knowledge and skills in using learning technologies

New modes of delivery (e-learning, social networking sites, podcasting, etc.)
New ways to use learning for performance improvement


TAKE ASSESSMENT


How Did You Do?
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Presenter
Presentation Notes
Pam/Susan

Ask students if they would like to share any of their results with the class.  This discussion will help you get a snapshot of where the class is now.
Were there any surprises?
What areas do you have strengths in? demonstrate effective performance? need development? 

It’s okay if you have areas for development! No one is expected to have a “strength” or to “demonstrate effective performance” in all or the majority of competencies – that’s why you’re in this program.

Any questions on the instrument?


.


Your Trainer 1QQ

Candid
Conversations
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Presenter
Presentation Notes
Pam finish before lunch. – Finish up the administration and debriefing

Administer assessment in class.  Remind class they will also do this assessment in the last module so they can compare their initial one with the second one to see how their ratings changed after going through the program.  

This assessment was designed using the ASTD competency model concepts.

You can use these results as a development tool to set goals in your individual development plan (in addition to setting goals on the basic, foundational competencies you rated yourself on earlier (pre-work assignment) and on any feedback you receive on your presentation).

Sample development plans are in your participant binders; use them to address areas in which you need further study/education.





Roles in Training

Broad areas of
responsibility

Incorporates basic
competencies and expertise
areas

Demonstrated in most
training, education and
organizational development

ac
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Presenter
Presentation Notes
After Lunch Susanwill do this section. 

This is the top of the triangle in the ASTD model (or the roof in our house analogy).

Ask students to response to this question:  What are your official state titles? (you’ll see that there are titles that seem to relate to training functions better than others; e.g., Trainers, Curriculum Managers, Training Specialists, Human Resources titles) 

Even though you may have similar titles or job functions related to training, you may spend more time in certain roles than others depending upon your job duties; you may all do similar tasks but then you may also do entirely different projects/tasks (may not even be training related in the pure sense) in your position.

Let’s take a closer look at the four roles you may play in the next slide. 


’ Four Roles R
Learning ‘.
SN

|

Not the same as job
title-more flexible

Strategizer

Business Partner Wearing different hats

Project Manager ’

Professional
Specialty Expert

What roles do you play?
"
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Presenter
Presentation Notes
After Lunch  Susan -  Model roles played by wearing different hats and explain our roles.
Use this slide to summarize discussion about roles – must finish by 11:45 – or you’re in lunch time.

You may wear “different hats” based upon the type of projects you may become involved in (remember the basic competency of flexibility/adaptability – you need this!). 

You need to be able to move from one role to another – the more you can do that, the more value you add to the agency.  Notice how the basic competencies are interconnected with both the areas of expertise and the roles. 

Food for thought:  As you go through this program, think about the roles you currently play or could foresee yourself playing in your career in the future.

Lunch at 11:45.

https://www.google.com/url?q=http://www.thinkdigital.net/blog/digital-thinkers/td-thinkers/what-to-wear-at-work-or-the-one-with-all-the-hats&sa=U&ei=LFsjU-WDC8nq0gHk_oDIBg&ved=0CDEQ9QEwAg&usg=AFQjCNG68f7Wtg8WHdiBQL225tum5znQ4w
https://www.google.com/url?q=http://newyorkdrunks.com/which-hat-for-which-occasion-men-edition/&sa=U&ei=LFsjU-WDC8nq0gHk_oDIBg&ved=0CDsQ9QEwBw&usg=AFQjCNEEKRjPc-dxujc6H5QUVgc-jcOdnQ
https://www.google.com/url?q=https://littleapplefoodie.wordpress.com/2011/11/29/hats-off/&sa=U&ei=LFsjU-WDC8nq0gHk_oDIBg&ved=0CEMQ9QEwCw&usg=AFQjCNHoCjsuq6Ga2wvd1Q3cPHFhQ00KKw
https://www.google.com/url?q=http://akubra-usa.com/&sa=U&ei=LFsjU-WDC8nq0gHk_oDIBg&ved=0CEcQ9QEwDQ&usg=AFQjCNFqviyOl0V9qN4_vVQ1no9XscGpnQ
https://www.google.com/url?q=http://www.hungryhappenings.com/2011/11/sweet-ending-to-thanksgiving-dinner.html&sa=U&ei=LFsjU-WDC8nq0gHk_oDIBg&ved=0CMcBEPUBME0&usg=AFQjCNEN3M-lx9GX7jO3HBiNBbU_e5SoIA
https://www.google.com/url?q=http://blog.craniumfitteds.com/2013/06/baseball-caps-cap-baseball-cap-b-d503-china-cotton-baseball-capsports-cap/&sa=U&ei=3FsjU7eTEo3H0AGu34CQBQ&ved=0CEkQ9QEwDg&usg=AFQjCNEdzSwo8tWu0cq1aILB8xDzhVkOCw

Trends Attecting Training

We're On-line and We're Mixing It Upl!

WBT and LMS - Only an Alphabet Away

Our Changing Face

ctdn
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Presenter
Presentation Notes
Pam 
Large Group “Shout Out” -Class identifies trends affecting training.  Keep track of ideas on easel pad. 
When participant shouts out something, expand on it ex: LMS.

Another Resource for Trends Information:  Training and Development Magazine, “What Do You Know? 2009 Trends in Review, 12/2009, www.tdmagazine.astd.org.



1. On-line and Mixing It Up

On-line learning

Blended learning
= Face to face and online

U-tube, Facebook, Blogging
Tweeting
Gaming

Wikipedia-Google-

Credibility

Multi-media usage
ctdn
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Presenter
Presentation Notes
Pam – To make sure class covered concepts in the next 2 slides during the Shout Out exercise

Cost quality, and reliability are issues of great concern.  Try to use “vetted” companies – those that are tried and true. 

Look to educational institutions for references.  Companies that have free trials and “demos” are the ones to examine.  If you have a topic you are not an expert on, find a Subject Matter Expert to help you with the vetting process .

You can mix motion, music, and voice into your presentations.  The different software programs that are now available are virtually limitless in their capabilities with the educated user.
  
Drawbacks are the learning curve, complications and memory (computer memory, that is!).  Care must be taken to allow for enough memory capacity so that you don’t end up with frozen images, stalled video, or out-of-synch narratives.  

The other risk area is in overcomplicating your message.  Like any new toy, the natural inclination is to try it out and try it to the max! If one effect is good, more must be better, right? Warning:  Too much can cause stress, distraction, or even worse – it can be really annoying!


2. WBT and LLMS

Web Based Training

= Many Benefits and Pitfalls
= Knowing its place and monitoring
will be key

Learning Management Systems

= Can be key to make WBT work as
well as other training mediums

ctdn
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Presenter
Presentation Notes
Pam:   WBT promises uniformity, consistency, and convenience.  However, it is also likely that your students will be more on their own as opposed to a live classroom environment.  What does that mean? Well, studies have shown that completion of WBT programs is around 10% - definitely a problem!  The number one reason cited – lack of oversight.
A revolutionized version of WBT is Pod-casting; this is an interactive and personal version of WBT that includes a facilitator at one site and participants at alternate sites.  
Wikipedia:  “Is a non-streamed webcast) is a series of digital media files (either audio or video) that are released episodically and often downloaded through web syndication. The word usurped webcast in common vernacular, due to rising popularity of the iPod and the innovation of web feeds.
The mode of delivery differentiates podcasting from other means of accessing media files over the Internet, such as direct download, or streamed webcasting. A list of all the audio or video files currently associated with a given series is maintained centrally on the distributor's server as a web feed, and the listener or viewer employs special client application software known as a podcatcher that can access this web feed, check it for updates, and download any new files in the series. This process can be automated so that new files are downloaded automatically. Files are stored locally on the user's computer or other device ready for offline use, giving simple and convenient access to episodic content.[1][2] Commonly used audio file formats are Ogg Vorbis and MP3.
Academics at the Community, Journalism & Communication Research group at the University of Texas at Austin in the USA are proposing a four-part definition of a podcast: A podcast is a digital audio or video file that is episodic; downloadable; programme-driven, mainly with a host and/or theme; and convenient, usually via an automated feed with computer software.[3]”
Learning management systems (LMS) will allow for the integration of many training mediums – On-line, WBT, streaming video, web conferencing and live training programs.  It will handle (ideally) announcements, registration, scheduling, attendance rosters, testing and exams – and – more importantly – it adds the dimension of tracking (aka as System Administrator)!  The CT DoIT hosts the SABA software Learning Management System for state agencies who want to have this.
 Web-based – good for consistent message (example – legal or other compliance training)
http://www.google.com/search?q=Pod-casting&sourceid=ie7&rls=com.microsoft:en-US&ie=utf8&oe=utf8




3. Our Changing Work World

Telecommuting or part-time
workers (Monitoring issues,
Productivity issues, Burn-out -
quality of life)

We're Shrinking (Global
communication technology,
Offshore outsourcing &
Information Sharing)

- ctdn
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Pam The opportunity to work at home, out of your boat, train, and airplane is growing exponentially! Issues are arising around accountability, ability to measure work output or productivity is still being defined.The other, bigger issue may be that lack of separation between that which is known as work and that which is known as – your life!
To be effective, we need breaks.  Studies have shown that we do well when we have surges in work and our hours temporarily increase but…when this goes on for an extended period of time, our productivity goes down – along with our quality and effectiveness – ouch!  
We are in the midst of the information age – while that can be a good thing, it can be bad, too.  We have benchmarks that go across the world now which can mean bigger and better.  But, like anything else, when the information path gets too big, who does the filtering?  Care should be taken to define our knowledge search, don’t jump onto anything – know where you are headed.
Some of the newest training could very well be created out of the country.  As a user, make sure you review materials for quality and the language for clarity.  If you are to compete, you must have a product that is cutting-edge.  Your materials must be impeccable – okay won’t cut it any more.  If you use outside resources combined with your own, you will have the best of both worlds and be responsive to your management.
With all the blended knowledge, we are bound to become more culturally-friendly.  Study other countries’ programs to see what they are doing.  Translation programs now allow for a lot more communication back and forth. 


3. Our Changing Face - Continued

New workforce (Workplace
diversity, new values,
lifestyles, motivation, highly-
skilled workers, temporary
workers, aging workforce,
performance consulting,
personal development plans)

Safety and Cost

Compliance

ctdn
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With the new workforce comes fast-paced, short attention spans and blended families and cultures.  We have to look for ways to inspire our new workforce make-up; look for what it is that motivates. With the diversification of our population, there are also sectors that are standing out as being dominant in growth – Hispanic and Asian are two such groups.  Therefore, it makes sense to invest in some education on these groups.  Find out what makes them productive and contributory people. We somehow need to instill loyalty and dedication even from our temps.  We have education shortages in many fields yet our workplace is in need.  We have the young and the culturally-diverse but we also have the retiree.  Many times our own people retire and they come back to work part-time. 
Right now it’s all about customization.  Managers want to pick their training needs off a shelf and assemble a program to fit their needs.  As learning and performance professionals, we need to be able to support that need.  That may mean having five different variations of a program. Training will need to be developed around objectives and measurable goals.  You may find it linked right to a unit or agency mission statement.  



Looking at the “Big Picture”

Benefits of Competency Models in Training
and Development Systems

= Highlights KSAs and behaviors with most impact
on effective performance

= Assures training opportunities are relevant to
business goals and long-term view of agency's
needs

= Ensures cost-effective use of training funds

= Provides template for feedback and coaching in
development discussions
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Pam start at 2:15 p.m. and finish this and by 2:45 p.m.
 Now we’re going to look at the “big picture” business impact as to how learning and
  performance competencies relate to traditional human resources and other disciplines. 
  By looking at all the disciplines, we can use an integrated approach to professional 
  development.  We want to be aware of how our profession fits in with other disciplines.  
  We want to look at our profession as more than training per se and move toward the
  new terminology – learning and performance profession.
 Why is a competency approach to our profession useful? Let’s look at the benefits
  of  using competency models in training and development systems (discuss bullets)
  (these benefits relate to your own development as well as the development of the
   employees you design curriculum for) (e.g., why would you take training yourself or
  develop training for staff that wasn’t pertinent to your agency’s business goals – that
  would be a waste of resources) 
 Ideally competency models can be used to connect the training and development
  system with selection, performance appraisal, and succession planning systems. 
  As a training/LP professional, you have an effect on those systems.   We add value!

See The Art and Science of Competency Models:  Pinpointing Critical Success Factors in Organizations by Anntoinette D. Lucia and Richard Lepsinger, Jossey-Bass, 1999).
See pp.xxiv and xxv in Mapping the Future book for graphic.

http://www.astd.org/Certification/Competency-Model

Learning and Performance
Improvement Functions

Delivering Training
Designing Learning
Coaching

Career Planning and Talent Management

Focus primarily on learning/development solutions as means to improving performance

ctdn
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Susan
These areas of expertise focus primarily on learning/development solutions as means to improving performance. 

This program covers two of these:  designing learning and delivering training.

Career planning and talent management are becoming increasingly important (areas of expertise).

Business skills (foundational competencies) are also becoming more important. 


Learning and Performance
Strategic Functions

Facilitating Organizational Change
Improving Human Performance
Managing Organizational Knowledge
Managing the Learning Function

Measuring and Evaluating

ctdn
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Pam -These areas of expertise are more strategic in nature.

This program covers two of these:  Measuring and Evaluating and Managing the Learning Function.


Traditional Functions

HR Labor and Employee
Relations

Diversity and Equity
Marketing/Public

Finance Relations

Sales Legal

IT Customer
Service/Service
Centers
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Pam Traditional HR and other organizational disciplines and the nine areas of expertise (specialty areas) we discussed today should be aligned with the business strategy for companies/agencies to be successful.  It’s important for us to understand the interrelationship of all of these.

Training/WLP professionals often incorporate solutions from other disciplines to maximize their value to the agency.  Training profession is becoming multi-disciplinary in nature. 

Example:  a learning and performance professional is working on an organizational change initiative but there is a need to restructure and change certain jobs so he/she needs to partner with Human Resources.  There may be a training component needed as a result of this.

Flip Chart Visual for Facilitator to Draw:  using the ASTD Mapping the Future book, pp. xxiv and xxv, see circle graphic; adapt the graphic using a mind mapping format:  draw a circle in the middle of the chart (label it “Agency Mission/Business Goals/Plans” (surround that circle with another one labeled “Technology Support” to reflect its support of all disciplines ) and draw three other connecting circles from the middle circle and label them:
Traditional Human Resources Disciplines (ask class for examples and list them next to the circle; e.g., Recruitment/Selection, Compensation/Benefits, Labor/Employee Relations, Rewards/Recognition
Other Organizational Disciplines (do same for these; e.g., finance, legal, customer service, operations, sales, marketing/public relations) (ask class what their agencies have)
Areas of Expertise (LP disciplines) (do same for ones pertaining to this program; mention some of the others in the ASTD model that we won’t be focusing on) (this program covers: Designing Learning, Delivering Training, Measuring/Evaluating, and Managing the Learning Function; others are Coaching, Career Planning and Talent Management, Facilitating 	Organizational Change, Improving Human Performance, and Managing Organizational Knowledge)




Your Project

Project Guidelines-Handout

Mentoring =Your Supervisor, TTT
Facilitator
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Pam – 
Review Project Guidelines—NEW project-not adapting what you are learning to a current curriculum/training program
Briefly review the mentoring 
Let students know they choose a mentor for any module and discuss such things as:
 Results of the basic, foundational competency assessment 
  specialty areas of expertise done in class
 Participant’s project that they identified in their application 
 Looking ahead to Module 8:  students will provide feedback on the            on their Individual  Development Plans.  Prior to Module 8, you will prepare a one paragraph synopsis of your project and its status and briefly speak about it at Module 8.  We will also celebrate your graduation!
Break for 15 minutes






What Can You Do?

Individual
Development
Plan



Presenter
Presentation Notes
Susan – 
Explain how to complete the form; an IDP is a “living” document – meant to be updated and added to as you meet goals and set additional ones). Include “SMART”* goals related to these:
*Specific, Measurable, Action-Oriented, Realistic, and Timely (set deadlines for completion)
Take time in class to complete it. We will get back to this document in Module 8 – again goals can change, so please keep updating this document till then. 


 




Accessing the CTDN website

Cloov State of Connecticut 1or Dannel P. M

CONNECTICUT TRAINING & DEVELOPMENT NETWOR

Programs & Services Publications Forms

Join the Network

Conferences and
Meetings

Training Tools
Featured Links

Other Resources

Receive Updates by e-mail
@-ALERTS“ The Connecticut Training & Development Network is dedicated to being a resource for government
professionals who work in and manage the staff and organizational development for Connecticut state
agencies. We invite you use this site as a resource to enhance your professional development.

Regulations of

LSlateAgencies A Brand New Year
CTDN is proud to announce our new chairperson, Maureen Evelyn,from the Department of

access health ¥ Developmental Services. Maureen will will lead the network for the next two years starting July,

2013. At the annual planning meeting, held on June 21, at Fort Trumbull, Maureen shared her vision

“ETEMS for CTDN which irlcludes, enhancing netwprk m_em_bership anc_l meeting attendance and ensuring a

o meaningful experience for all members while enjoying professional comradery.
T Meeting Schedule
Connecticut
vers The network has an exciting lineup for the upcoming 2013-2014 year! Learn More
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Alexis
Explains how cohort accesses website and gets materials

 



http://www.ct.gov/ctdn/site/default.asp

What We’ve Learned

Recap of Our Day

= Basic Competencies & Specialty
Areas

= Roles
= Trends
= Technology

= Business Impact

S ctdn
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SHOUT OUT TECHNIQUE OR USE OF PROPS FROM TRAINERS’ WAREHOUSE (follow directions with props – Debrief and De-Stress Essentials Set)

Susan recap- 3 p.m. – 3:45 p.m.. – Look at how much we’ve covered so far today!

We’ve introduced you to concepts from one model (ASTD) consisting of:

 Basic (Foundational Competencies) – Ask class:  Who remembers what they are?
  (interpersonal, business management, personal) (slides 13 - 16)

 Specialty Areas (Areas of Expertise) – Ask class:  Which ones does this program cover? 
  (designing learning, delivering training, measuring and evaluating, and managing the
   learning function).  Ask if they remember the other ones (see bottom of slide 36 facilitator notes).
 
 Roles – Ask class:  What are the four roles we talked about? 
  (Learning Strategizer, Business Partner, Project Manager, and Professional Specialty Expert)?  
 We’ve also looked at several trends that affect our profession and learned how
   technology impacts it
 We’ve looked at the “big picture” impact of the value of competency-based models in an
   organization

Do a shout out for last 15 minutes about they liked about today and what they did not – evaluation.


Thank You

Thank you for attending this
training and sharing your
thoughts, ideas and insights with
us today.

We were all teachers and learners.
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EVERYONE OUT BY 3:30
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Source for Silent Interviews Icebreaker:
http://www.ultimatecampresource.com/.  This website can also be a great resource for the members as it has a ton of games, icebreakers, team building activities etc. 


http://www.ultimatecampresource.com/
http://www.trainerswarehouse.com/
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