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ABSTRACT

}

“The purpose ef the paper is to provide information relevant to the -
preparation of psychology students for entry 1eve1 positions 1n industrial

& Organfzational Training.

The paper. discusses:
(1) Program and planning components in the 1/0 training process;

(2] Skills and information essential for effective tra1q1nq,

(3) A sample curriculum for an "Organizational Tra1n1ng Specialist”
. within the PsychologGy:Major.

(4) Examples of entry Tevel jobs in Organ1zat1ona1 Tra1n1ng,

(5)-A b1b1iograny of resources for traitning trainers.
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f- . Training for Training:

Preparing Students‘forﬁwork in Organizat1ona1 Training

T
\
~

Training.and Development (T &'D) is one major component in the contem-
porary Human Resource Management process The purposes oﬁ,tra1n1ng programS\
" are numerous--productivity 1mprovement waste reduct1on, updating Job. sk111s,

“improving worker efficiency, 1ncreas1ng worker f1ex1b111ty and.versat111ty,

¢

;1mprov1ng communicat1ons, ‘decreasing accident rates, introducing the worker
;/Ito a new position, and so forth (Rambo, 1982). Stockard’ (1977} 1dent1f1es a
:ﬁ number of "Basic categor1es of emp1oyees~or target ‘audiences" toward which
training and-deve]opment”programs are directed. These include'orientation for
\ * néw employees, apprentfceshdp and craft skills training, supervisory training,"
office skills tra1n1ng, technical tra1n1ng, m1dd1e -management training,
. training for career development - programs, and so forth (Stockard, 1977 35-
38). Because of changes in work which occur as a resu1t of techno1oq1ca1 1m—
provements, because workers change, and because many workers move 1nto positions
‘for which they may be untra1ned or on1y m1n1ma11y trained, 7-& D 1sk1ncreas1ng-
» 1y seen as an eSsential organ12at1onaJ function. . Industrial and Organizatlonal-
o . (I/O)'Training occurs in corporations large and small, in the prdvate as well.
as the public cector. .Go1dstein (1980Aa).reports that over 90% of private
corporations use training programs . Estimates of the amount o?“monef spent
each year in the United States onAI/O Training range in the'b1%1ions of doilars.
| The purpose of this paper is to presert 1nformat10n re1evant to the

preparation of undergraduate psycho]ogy students for entry Tevel posttions in

I/0 Training. Only a few co11eges and-universities offer formel preparation

y
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_for studants to assume bos1tions in 0rganizationa1'trainjng., The few péo- '
grams which do ex{st tend to.bé Tocated administratively in'dniversityvde;d_ fs;\'
partmerts 8} adult ?dhbatiqn,:commuqications, or ménagement. “In a recentl
Survey, Zemke (1979) reportea thatlof trainers in Fortune 500 cpmpan{é§,_
20.8% held a ngstér'§ degree, 23;1% held = bachelor's degreé.' ﬁe also

- reported that the most common academic major Was&psychoTogy (28.2% of

!

respondents). It is ﬁy_gontention that much of practice in I/0 Trainigg-\
involves applications of psychb]ogy to- the workplace. 1 shald, the;efore,
proceed 'y pré§éﬁt1ng informationh relevant ;6 psychology currfcu]um prog}annﬂng
for 170 Training. |
The T & D Department.of a large organization ﬁay {nvolve hundreds or
® - thousands of people, perforang a wide variety of tasks, Thé connmﬁ element,
havever, 1s that at some point all are involved in human. development tratning
'prbgrams. ’Any ﬁrogram, regar&1ess of,its purpose or functioning tn the or-
ganizafion was introduced in response ta some type of organizational demand.
v It was requested, devé]oped,'iﬁp]emehted,'and'used. ‘Some program§ héve beeﬁ
in existence forlyéars, others have died quickly." Since,th1s is the common
element andvrationa1e for T & D, we begiﬁ with an overview of the primary
components in the development and»impiementation of a training preram. Téb]e :
1 out11hes eiaht program phases, from the'initia1 identtfication of a'brobTem
which may requ1ré'a T & D'effort, through.the\imp1gmentat{6n and eva]uat}oﬁ:
of the pregram. - | ' ¢ |
A wide_variety\of skills -are demahded in training. Genera]]y, because ~
‘the role of the beginn1ﬁg profesgiona1.i§ somewhat 11m1téd, the range of ski11$

expected 1s'a150g1ess than the expectation for a training professional with.

-
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years of4experience. A number of efforts haVe been made to 1dent1fv and
catedorize types of skills reau1red inT &D. Tab]e 2 Dresents a Tist of
12 c1usters of skills wh1ch various authors have reported as 1nv01ved 1n the -
tra1n1nq function. Accompanyina the skill name is an indication of whether
it is exnected that the sk111s be possessed.by entry Tevel tra1ners or more
» -°  -experienced professidna1s. Additiona]]y, the table provides references‘to
sources nhich‘describe the skills in greater detail. Of part1cu1ar 1mp0rtance
for the entry 1eve1 profess1ona1, are the f1rst f1ve areas of skill Tisted.
Table 3 1dent}f1es-the tvaes-of_act1v1t1es in T'& D-in which a new
professional quht be invoTved, and then notes the skills c1usters relevant
" to the "activity. f he]teve that it ie particu1ar1y i@nortant to uncderstand
_ that the five esSentia] skills clusters tdent%fied here are used in a wide
vqrfety ot trdin1ng_activitfes. I also believe that_it is fmportant to
conmunicete to students the ways in whieh'the ékil]s which they are deye1op-
- ~ing will later be employed. ‘ 4 -
Equa]]v‘imnortant to skiTls is-know]edqe and information There are a
var1ptv of b0d1es of informatton which impinge on the T'& D process. A
number of ;reas of knowledge.drawn from the broad f1e1d of psvch01ogv are
Tisted in Table 4. Accompanying this listing is an indication of the phese in
_training nroqrem*deve1enment.1n which such know1edge or information.migﬁt be
essent1a1;—either.1n the‘proqram eontent itself, or tn“the orocess of develop-
ment and implementation’ of the proqram
Hav1ng outlined essent1a1 sk111s and knowledge -+t is next important to

consider the trainTng of these_matters to students. An 1mp0rtant ear1y step

in the development of a orogram to train trainers is to contact your Tocal
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chapter of the’ Amer1can Soc1ety for Tra1n1ng and Development (ASTD). Tnis
is the nrimary.national organizat1on Contacts with peop1e in the 10ca1 or-
qan1zat1on may help Droaram deve1opment, as well as 1ead1nq to internshin/
’pract1cum p1acements and job nlacements for program part1c1nants

Tab1e 5 presents an 9verv1ew of the types of courses which shou1d
probably be included in a we11 rounded proqram As always a ba1ance must
be struck between the essent1a1 focus of an undergraduate educatTon as
training 1n the.11bera1 arts, and the increasing demand for "30b related’
ski11s". My own belief As that we do stodents ahdissenvice when we allow them
to become too specialized, Note that much of'that“wh1ch 1s required involves
basic functiona1'ski113, .such as writing, public speaking, computer use,
stat1st1cs, research methods, artistic sk111s, and so forth These are all

l

sk111s which 'have a wide range of aop11cat1ons, and can be readily transferred
to another tvpe of careey, if the student d1scovers after five years that he_'
or she is not satisfied with a career in T & D. I have‘assumed a well rounded-
major in psychology, inc1udtng such courses as social psycho1ooy, persona1fty,
and‘so_forth. I have specified methodology courses (research de;ign,
-statistics, testing) because,the traininq professiona1 will be called upon to
use these skilis 1n activities,such as those out11ned in Table 3, The anmary
focus of this curr1cu1um T&D, is 11m1ted to 0n1y a few specialized courses.
A survey course 1n_Bus1ness/Management is essent1a1 for the student to under-
stand the organizational context of T & D from a business persDectfve. A
survey course 1n 1/0 Psychology is also essentda1qfor an understand1ng of the

role of T & D in the larger Human Resource Management process. The speciali-

zation which %s provided comes in the Oraanizational Training course itself,
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and the 1nternsh1p which shou]a f011ow,

Table 6 presents a samp1e course .outline for. “Oraanizat1ona1 Tra1n1ng
I & IT." Th1s'1s p1anned as 'a two semester (full year) course. It must be
structured to involve a laboratory component I v1ew'this as ah 8'semestér
hour course--4 credits 1ecture, 4 cred1ts 1ab0rat0ry/sem1nar The proaram
begins w1thlan introduction and overv1ew. It moves to 1nf0rmat10n essent1a1
'for'trainihg. Then very quickly skills are tack]ed--presentat1on'sk111s,
curriculum and program desian skills, and research sk1]1s. Th1s curricu]dm
incorporates the five sk111s clusters identffjed in Tables 2 and 3, and
intprporates active training methods Fina]iv the cdurse concludes with.

-

cons1derat1on of administrative matters in training and an overyiew/summary
which may include a final prOJect The prodaram, however epnstructed must
provide the student‘with the ski11s and information needed to perform com-,
petently in an ﬁnternshjp placement in a tratnfng organization.s ‘

The final note is always--where are the jobs. Admitted1y;"there are
many positions for which a bache]dr's‘ieve1 psycho]ogy major isvnqt”me11. K
trained. Most will begin in an entry level position. The exact nature of
the p0s1t1on ava11ab1e w111 depend on the types of requ1rements and struc-
- tures of each organization. Some T & D pos1t10ns are adm1n1strat1ve1v
housed inﬂT'g D Denartments. Others are attached to funct1ona1 organizationa]
units. The tvpes of Jobs for which your stddents are eTWgTb]e w{11 depend
upon their mix of know1edge, sk111s and 1nter sts. Table 7 presents samp]e
Job descriptions for three dﬁfferent tvnes of entry level positions in I/0
Training, These are only examples. Small organfzations may combine some of"
these'funct1ons. Large organizations may split each of these tnto more spectal-
1zed rp1es. As ydu become more famillar with T & D.1n your community, the

range of opportunities will become defined more clearly,

A
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.- . ’ Table 1 . | S .

.t . q 3
. . . '/ o

Summary of Major Steps in Training Pquram Development *

Program Phase - L Program Activities
1. Prob]em Def1n1t10n ) ) ,Determlne ‘scope and nature of pr0b1em
: " Identify peop]eﬂ1nvo1ved :
- : Ascertain whether a training problem (vs.
. . selectjon, motivation, job design, &te.).
2. Establish Training Determine program objectives.
Objectives : ~ Define acceptable levels of performance.
Eo - © Explore existing alternatives and evaluate their .
< / ' feasibility for'adoption/purchase/use.
3. Program Planning ) Descr1be desired behayioral, cogn1t1ve, and.
' ' T _ . affective. target behaviors. :

! - " Set specific training goals.
: : Determine training conditions required for success.
Sequence behavioral/training goals.
Select appropriate training methods.
Outline program curriculum. ”
4. Development Construct training materials, including
: : exercises, media (films, VIR, tapes, etc.),
) _ : ) scripts of lectures, reading mater1a1s for
- . trainees, and so forth.
5. Pre-testing Pilot test complete program with small sample.
. Evaluate effectiveness of training.
Gather "reactions" feedback from part1c1pants
Revise training materials.

Yo 6. Production - -“ . Train Trainers.
k o Reproduce training materials in quant1ty

7. Presentation . Train program participants.

8. Evaluate ; Assess effectiveness of training program.

\

* Adapted from the "Instructional Development Process' Model, used at the Eastman
Kodak Marketing Education Center. Based on: Knight, D., & Jones, M. (1982,
2ct.). Performance analysis and instructional design at Kodak's Marketing .
-Zducation -Center. A paper presented at a meeting of the GCenesee Valley
Chapter, American Society for Training and Development Fall Conference,

The Tralning Explosion: ~Tomorrow's Néeds Today, Rochester, New York.

»

-
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Tab[e 2

Clusters of Skills Essential for the Success of
' New and Experijenced Training Professionals v
- | ‘Essential fob :

- : ‘ _ ’ Trainers who are Relevant Sources of Information
Skills Cluster New Experi. ’ on the Skills Cluster -
Platform/Presentation/ Yes, Yes DiGeonio (1982)," Kenny (1982), !
Teaching Skills Co Pinto & Wa1ker,(1978) Rossett

’ & Sharpg (1981), Wh1te.(1979).
Design/Construction of Yes .~ . Yes  ° _ DiGeorgio (1982), DiPaolo &
program Materials/Media/ . . . Patterson (1983), Hamilton (1982),
Resources ~ : Kenny (1982), Pinto & Walker :

- | ' - (1978)., Rossett & Sharpe (1981). .
P]anning/Deve]opiqé/ p Yes Yes 'DiGeorgio (]982), DiPaolo &
Structuring of training ‘ . _Patterson (1983), Hamilton (1982),
Courses/Programs/Workshops = “Kenny (1982), P1nto & Walker

(1978) , Rossett & Sharpe (1981),
White (1979)

Needs/Task analysis Yes Yes DiGeorgio (1982), Hami]toh (1982),
. , " Kenny (1982),:Pinto & Walker -
(1978), White (1979).

Training Evaluation/ ’ Yes Yes ) DiGeorgio,(1982), DiPiolo &

Research ‘ o Patterson (1983), Hamilton
(1982), Kenny (1982)..
Administration of Training No Yes DiPaolo-& Patterson (1983), Jorz
Including: staffing, _ - _& Richards (1977), Johnson (1976),
policy development & . ’ Kenny (1982), Pinto. & Walker
implementation, program . A (1978) , White (1979).
direction, etc... i ’ ' R
Budget1ng/F1nanc1a1 . No ‘ Yes | Johnson (1976), Piﬁto ‘& Walker
management : - (1978). '
Consulting/Advising SN Yes - Johnson (1976), Jorz & Richards
. T , (1977), White (1979).
Manpower Planning \ No Yes Johnson (1976), Kenny (1982).
Professional Self- , Yes’ Yes . Johnson (1976), Pinto & Walker
Development - o (1978), White (1979). '
Research tq improve ‘No - -Yes . Pinto & Walker (1978), White (1979)
training field . » '
Career/Developmental . . -No Yes Hami]ton-(1982), Johnson (1976),

Counseling t . Jorz & Richards. (1977), Pinto &
v . - Walker (1978)..
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ldentification of Specific Training Tasks which Involve
Skill Ciusters Considered Essential for Success of New Professionals

Tasks involved in Training

.

Skills Clusters Needed by New Professionals

AV (Film, VIR, etc.) material
production

behavior modeling traﬁning
behavioral observation
case & discussion t}aining
communication training
data collection & analysis

' equipment use (film; /TR, tape, etc)
exercise/case writing
interviewing
public speaking (lecturing)
nemoranda, letter & other writing
motivating others
planning & decision making

ERIC ng taterdal wr
=== programed learning faterial wri

ting'

Q I !
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intervieWing' |

public sbeaking~(lecturing)
memdnanda, letter & other writing
motivating others

plénning § decision making
programne d leérning n@ter[al writing
project proposal wriging |
project reporting

conmunicating feedback.on progress
P.R. matéria1writing co |
questionnaire & survey con§truction
report presentation

research design

role playing training

“scheduling & arranging

script writing (film, lecture, tape, etc

simulation training
table/chart preparation (graphics)
| test administration & scoring

test construction

XX

XX

XX

Xk

XX

XX

XX

XX

XX

XX
" XX

XX

XX
XX
XX
XX

XX
XX

XX

XX~

XX
XX

W

XX

0

XX

M
RS

XX

X

I
X

IX )
1
KX
KX

XX

XX -

XX

XX
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Table 4

Selected areas of Knowledge and Information from Péycho]ogy
Relevant to Effective Practice in Eight Training Program Phases

Major Phases in T'raim'ng- Program Development

S

| Psybho]ogy—re]ated
Knowledge & Information
Relevant to Training

!

behavior modification

career & life planning o L

compufe'r use ! - i X | X X |

data analysis (statistics) XX X ’X‘

ol setting (480.) s .| x

group dynamics XX X | X X

human factorls b job design S I I "

interpersonal communication X ;Lﬁl SIS S I X

interviewing techniqués R S T S I  X Ly

Qjob & task analysis X | X X
_gci_ershjp__proce_s_sg_s_ - Cloafn | x X




JOD & TaSK andiysis S | A | A

leadership processes X 1 X "X_
motivation processes SR
opcuﬁationa1 health & safety lx L1 X
-organizational developnent | x' .
persomel selection & evaluation | % | K | X

- program evaluation - | .X | X 1 X
.psychologiﬁal‘testinq | | | X
~-research desigh b conduct ‘, 10 X1

training methods

behavior modeling | R
case Study | -
- ¢coaching e | X X
programed instruction (A1) X
role playing . | | I
simulation o X
tean bui]dihg | o

16
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Table 5

\

- Sample Currlcu1um for an
Organizational Training Specialist in the Psycho]ogy Major

o

Completion of the Psychology Major.
Course Prerequisites to "Organizational.Training":

Research Design & Methods (including:  experimental,
survey, and figld research methods).

Statistics (data analysis) (min. 1 semester).

" Introduction to Computérs%(especia11y BASIC, though
familiarity with SPSS, SAS helpful).

Psychological Tests and Measurements.

__Industrial/Qrganizational-Psychology—(survey): -~ -
Introduction to Business/Management (including

coverage of functional areas: accounting,
finance, marketing, production, etc.).

Organizational Behavior (optional). ‘ \,/f/
Public Speak{ng.
Technical Writing.
Expository (Instructional) Writing.
vArt (Graphics, design, photography, etc.)
Organizational Training I & IT (with required Laboratory).

Internghip/Practicum in I/0 Training.

{

17
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Table 6

Sample Course Outline for "Organizationaé Training I & II"

IT.

III,.

Iv.

VI.

VII.

- VIII.

Tra1n1ng Overview.
The role and funct1on of training in organ.zat1ons
Organizational realities facing the train.ng department.

Organization of Training Programs Introduction.

Steps. in Training Program Development.

Training Resource Requipements.

Relationships with the Organization.external to Tra1n1ng Department

Theoretital Background Information. e

Learning & Training Principles.

Aspects. of Motivation relevant to Training.

Performance Assessment.

Feedback & Reinforcement (related issues in behavior management)
Attitudes and att1tude change :

Overview and Introduction to Training'Methods (inc]udeALaboratory).

include: Tlecture, case study, group discussion, role play, simulation,
behavioral modeling, programmed instruction (& C.A.l.), etc..

Use of Training Materials (include Laboratory).

Principles of yse and experience using media and equipment for:
film, videotape, audio tape, film strips, slides, overhead
transparencies, charts,'cha]kboard, handouts, etc.

~ |

Platform Skills Development (1nc]ude Laboratory).

Provides experience presenting training in the following formats:
lecture, case discussion, demonstration, role playing, -

' simulation, behavioral observat1on and feedback,
communication skills training, etc.

Design of Training Materials (include Ldboratory).
Developing objectives. o

Selecting the appropriate medium (guidelines).
Organization of information.

Design of materials.

"Writing copy.

Construction of materials.

Reséarch Processes (include Laboratory).
A. Needs Assessment.
Goals of needs assessment.
Methods of needs assessment.
Qutcomes of needs assessment.
Use of assessment information. .
B. Evaluation of Tra1n1ng
Models for evaluation.
Evaluation research™design. ,
Design of evaluation materials (surveys, tests, etc.).
Report1ng evaluation results.
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IX.

X.

XL.

X11.

Table 6 (cont.)

Program Planning. <"

Setting Objectives. _
Describing Program Limits.
Defining Acceptabie Performance.
Selécting Training Methods.
Organizing the Program.

_Follow-up.. )
s
Program Management. .
Staffing.
Budgeting.

Policy Development and Implementation.
Setting Priorities and Scheduling.

Conduct of Training.

Continuing Development: The Future.

Training

o



Training

Tab]e 7

. . Examples of vob Descriptions for o
Entry Level Positions in Industria]/Organizationa] Training

T

TRAINING INSTRUCTOR. ' ~.
Conducts specific courses, prggrams, and wcrkshops, or
_portions thereof, designed and intended to develop skills,
abilities, and/or attitudes of organization member participants.
Attempts to stimulate learner interest and interaction within
the training process. Uses materials, media, and other
resources as required to facilitate the learning/training
process in order to achieve specified training goals. May
be involved in management training, clerical training, safety
training, general orientation, technical training, on the job
training, and so forth. s

CURRICULUM DEVELOPMENT WRITER. P
Writes text for oral presentation of information in films,

videotapes, audio tapes, Tectures, and so forth. Write copy

for training manuals, trdiping workbooks, training exercises,

case studies, and so forth. Applies principles of learning

and training in development of materials. Must be able to

quickly learn processes, procedures, and requirements of

‘numerous and varies positions, roles and tasks. Must be able

to work closely with content area specialists in development

of curriculum materials. Develops written materials consistent

with the goals and objectives of the training program, and the

limits of the medium used.

AUDIOVISUAL/MEDIA DEVELOPMENT SPECIALIST.

Develops media including films, videotapes, audio tapes,
charts, graphs, pictures, and ., o forth, as specified by ,
curriculum writers and program designers. Involved in drawing,
preparation, editings rendering, photography, and redlated
activities. Responsible for appearance, effectiveness, and
relevance of media to goals and requirements of training
program. Works with curriculum writers, program designers,
and others, to insyré maximum effectiveness and proper
selection of training media. )



