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AN INVESTIGATTON OF
TRAINER CERTTFICATION (PREPARATION) PROGRAMS IN THE PRIVATE SECIOR

INTRODUCTICR!

This paper should be viewed in the context of a broader topic.
Information preseitted in the paper was collected as part of a larger two year
National Center for Research in Vocational BEducation (NCRVE) project underway
at the University of Illinois. The purpose of that project is to study the
nature of extellent vocational educators who work in business and industry
settings, including the professional knowledge and skills (i.e., pedagogical
expertise) which contrilute to their excellence. In addition, the project will
assess the extent to wvhich current vocational teacher education programs
provide the identified knowledge and skills.

During the first year of the project, three approaches have been used to
collect information regarding the knowledge and skilis needed by vocational
educators working in the business commmity:

1. A camprehensive review of research was conducted to determine what is known
regarding the knowledge and skills deemed neces 1ry for success;

2. A suvey of p ning
profile (i.e., personality traits and mativatim factors) of excellent
trainers; and

3. Mmmtedofselectedoorpomtiomheadquuteredm
I1linois to determine how they insure the quality of their trainers.

This paper describes what has been learned from a mmber of the case studies
about trainer "certification" (preparation) programs in business and industry.
More specifically, the paper provides a description of processes used to
certify trainers and knowledge and skills taught in certification programs
conducted in five campanies headquartered in Illinois.

TRAINER CERTTFICATION

The concept of same type of national certification for training and
development personnel has often been linked to the notion of professionalism.
In fact, certification can be described as the means of sorting the campetent
fram the incompetent (i.e., individuals who are qualified to perform the duties
associated with their respective roles from those who are not) within a field.
In addition certification provides a framework for the advancement of the
profession (Galbraith and Gilley, 1986). :
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Galbraith and Gilley, in a 1986 monograph titled Professional

& iqu plications for Adny poucation and HRD, described the status
of professiaal certification for business and industry trairers. They
indicated that HRD practitioners as a group have not estaplished a fully
accepted body of knowledge nor identified an agreed upon set of campetencies
needed in the field; both of which are prerequisites to establishing a
professional certification program.

Formal certification programs exist for vocational educators working in
ﬂxep:blicsdmls,hﬁﬂntismtﬂncaseforvocatimaledtmtorsworhrg
in the husiness cammmity. Many universities, colleges, institutes, and
private firms which offer programs to prepare individuals for training and
develq:mem: positia's in h.:siness ard i.miustry grant their own oertifimtas
mnycmpanisdo,m, certify"theqnlityoftheirwntrainers
Concern for trainer preparation is common within the business commmity, but
how campanies insure trainer quality varies samewhat.

Based on a desire or need to assure the quality of their trainers, there
appears to be an increasing mmber of company-sponsored "trainer certification"
programs. Following is a brief description of trainer certification programs
in five campanies headquartered in Illinois.

DEERE AND OOMPANY

Carpany Profile

Deere and Campany, headquartered in Moline, Illinois, is the free world’s
largest producer of farm equipment, aleaderinmemfacbn'eofequlpmnt
used in the construction and forestry industries, and a major producer of
grounds care equipment.

Training at Deere is very decemtralized. It is delivered primarily
thrmgtmtthevarimsmitstratmheupﬂaecmpany(eg,mmfacmruq,
mrhatingetc) The focus of this description is on the Management Bducation

Section - which has the overall responsibilicy of improving the
etrectivmofpmamtandpotmtial Programs and courses are
conducted by awmmtimammhumwtimstafforbymt
trai:mmhavebam"cartiﬂed"byﬂaemmgemntm:mtimarﬂminm
Section. Today, Deere and Campany has approximately 85 certified trainers
conducting programs.

Certified Trainer Process

The Certified Trainer Process was developed in 1984 to train selected
pecple (nominated from within the units) to conduct Management Bducation and
Training programs at the unit level. The process has three phases.
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In linse 1 participants must successfully camplete the Effective Training

Skills Program. This involves taking the Teaching Techniques Course and the
Certified Trainer Workshops.

Techniques is a five day course for individuals who have a

assigmment upcoming within three months where emphasis is placed on

skills that help increase student involvement and interaction. Participants
are given the opportunity to conduct short sessions each day, three of which

are videotaped and critiqued.

In addition to the Teaching Techniques course, individuals must also
attend Certified Trainer Workshops. These workshops are designed to provide
additional skills necessary to effectively conduct particular programs desired
within the individual’s unit. Examples of workshops offered include: Writing
Skills, Facilitator Skills, CQustomer Service, Participative Management, etc.
Irﬂividnlscanbecertiﬂedinanyaeoraembﬁatimofﬂnmﬁcsmps.

Aspartofnmezofthecertificatlmpmcess, individuals must cbserve
g inanycauseorwrksmptheyarebeirgcertiﬁed
toteach. Priortotaadxirgmtheirown, participant must also team
teach the course with a certif‘ed instructor.

To camplete the second phase of the Certified Trainer Process, trainers
must within two years of selection, campleie the following three cowrses:

1. A four day course in Content Development that helps participants learn
how to think through a training program in a systematic mamner;

2. A three day course in Needs, Object and Eva on designed to
help participants develop and maasure the effectiveness of training

programs; and

3. A three day course in Teaching Techniques II focusing on skills and
knowledge beyond that taught in the first teaching techniques course
(e.g., advanced listening and questioning techniques, adult learning
principles, group involvement techniques, etc.)

Fhase 3 of the Certified Trainer Process is known as the monitoring phase.
certiﬁedmimmm_@gmnmtormuuaﬁm Forms and

;mmecwraewith ammgemem: Edtmtimarn'rrainim section staffnadaer
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COMMONREALTH EDISON COMPANY - PRODUCTION TRAINING CENTL

Conmpany Profile

The Commorwealth Edison Ompany provides electrical service to
approximately 70% of the residents of the state of Illinois. The bulk of its
customers reside within the Chicago metropolitan area. Generating capacity is
produced by ten fossil fuel and six miclear generating plants. Because of the
controversial nature of the use of muclear energy, it is essential that
training is efficient and effective.

Staff at the Commorwealth BEdison Production Training Center, located in
Wilmington Illinois, are committed to providing the best performance-based
training available in the muclear power industry. OCommorwealth Edison is a
menmber of the Institute of Muclear Power Operations (INFO), a voluntary
accrediting organization. Maintaining INFO accreditation is crucial. The
Production Training Center concentrates its efforts on providing training for
power plant operators, various technical persomnel, maintenance persomnel, and
instructors. Training is provided for approximately 3,000 trainees each year.

Instructor Certification

Instructor training at Commorwealth Edison is viewed as vitally important.
As such, there is a thorough and well-documented instructor certification
process. There are approxima ' : nstructors working for

R CRxt. ze . o
Cammormeealth Edison. About 100 of these instructors work at the Production
Training Center, and the others work at the 16 generating stations.

Instructor trainees came to the Production Training Center from a variety
of positions throughout the company with diverse educational and job
backgrounds. They are highly qualified subject matter experts who show
potential as instructors. The core of the instructor certification process at
Camnorwealth Edison is the Basic Instructor and Advanced Instructor courses.

Certification as a "Level I Instructor” requires several steps. First,
ﬂe tnm AsSE BNENS = D& XA B PETS ] = 1] B Ba

The Basic Instructor Course is 80 hours in length and focuses on the
practical application of educational theories and precepts. The course has
been recognized for its excellence in the muclear power industry and has
attracted trainees from other companies in the muclear power generating
business. Each trainee has a well organized and camprehensive course manual.
A camprehensive list of subjects are taught to students in the course which
focus on stand-up instructional skills, teaching methods, QIT strategies, and
the development and use of lesson plans and learning aids. INFO guidelines for
instructor training contain an extensive list of skills and campetencies. In
order to maintain accreditation through INFO, the Basic Instructor Course
incorporates these guidelines into its abjectives.
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accred A ation, 2 ministra eS. 'mecm:seisaohmrs
mlegthammtesmmatimarﬂdealimwimmgulatoryproce&m
and docaumentations, and the management and evaluation of programs and
instructors. mmmmmmm_mm
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are also offered for the contimiing education of

one and two dav_seminars
instructors. Seminars focus on topics such as test construction, camputer
literacy, and software-specific instruction.

sy rend instructa Aknesses. Input is also solicited from
s:pexvisorsmtheinpactoftninirgmm—tle—j'bperformme

Conpany Profile

With more than 51,000 persomnel, Arthur Andersen and Company provides
professional services globally in 243 locations through two business units:
Arthur Andersen Accounting, Audit, and Tax Services and Andersen Consulting
(Information Consulting Services). An integral part of the firm’s broad-based
formila for mcess is the desire to excel in the training area. The Arthur
Andersan methodology assures not only that training is delivered efficiently
and effectively, but that development is linked to the firm’s business goals.
Almost 9% of worldwide revermes is spent anmually on professional development.
In terms of a financial investment, the firm spends an average of $28,000 on
echmtimperprofeesimaldtmlmtheﬂrstﬁveyaam

Arthar Andersen is unique anung professional service organizations with
its worldwide training facility - the Center for Professional BEducation-
located in St. Charles, 1Illinois. In 1988, approximately 40,000 pecple
received training through the campany’s Professional mtim Division.
Professionals from offices worldwide participate in more than a million hours
of training (schools, seminars, and workshops) -ach year. Over the last decade



the Arthur Andersen Professional Bducation Division has received mumerous
awards for excellence in training design.

The vast majority of trainin; is conducted in the three Arthur Andersen
practice areas - Accounting and Audit, Tax, and Management Information
Consulting. In addition, training is comducted in two other areas. Industry
Bducation is provided to develop an in-depth understanding of each client’s
business field (e.g., banking, construction, healthcare, manufacturing, etc.).
Mamgmtnavelmminimisalsocanctad

Arﬂnmkdersmdoesmthavaﬁnl-ﬁmi:stmctors Withtheexneptlm

Anyone in the firm who is likely to be teaching is expected to take the
caﬂucted by the measianl mucatlm Dlvismn as
a e ) -Vq - = ]

The purpose of the Instructor Skills Workshop is to help people become
more effective instructors of adults. The workshop builds the confidence of
instructors while teaching them techniques for handling classroom situations.
Same topics include: adult learner characteristics; how to prepare, conduct
and close instruction using lecture, discussion and small group activities.
The workshop is 16 hours and is taught by two specially trained instructors.
The attendees have an opportunity to practice teaching three times and are
videotaped and given specific feedback. Average class size is 20.

The Instructor Skills Overview has the same goals as the full workshop.
There are two types of intended audiences: 1) inexperienced instructors who
will be teaching a technical school within the next few days, or 2) experienced
instructors who need a refresher. The same topics are covered as in the full
mrksmp The session lasts anywhere from two to four hours and is facilitated

by one experienced instructor. Most of the ocontent is delivered via a
videotape. rarticipants practice teaching one time, also being videotaped and
critiqued. Average class size is 20.

Arthir Andersen can call upon thousands of practicing professionals to
teach courses in the Accounting and Audit, Tax, and Management Information
Consulting areas and prepare them through the Instructor Skills Workshop and
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the Instructor Skills Overview process. However, there are not as many pecple
in the firm who have a management development background who understand and
were formally trained in areas such as luman relations, interpersonal skills,
comumications, etc. ‘Therefore, external consultants are engaged to teach
these courses (Artlnmhﬂersmprracticim professiauls oft:en co-teachthese

The purpose of this process is to acquaint participants with the Arthur
Ardersen culture and to assess their instructing skills and content knowledge.

Individuals are invited to attend the certification sessions based on a resume
review and a telephone interview. In general the audience includes experienced
consultants with advanced degrees in Cammmication, Psychology, or Human
Resource Management. The session is 40 hours and includes: 1) orientation to
the fimm, 2) expectations about teaching style, 3) participation in mock
sessions, 4) practice teachbacks of those sessions, and 5) videotaping and
critiquing. Participants go through this process three times in one week and a
selection is made. Those selected retirn for an additional three days six
weeks later in order to conduct more camplete teachbacks and for final
selection. Average class size is 20.

BEIYOORE TEC

Campany Profile

Bell Coommnications Research, Inc. (Bellcore) was organized in 1983 as a
catxalizedaganizatiminmnctimwiﬂxﬂiemtctﬁemddivestimmof
American Telephone and Telegraph Company. Bellcora provides research,
engineering, and other services to its owner—clients — the local telephore
conpanies of Ameritech Corporation, Bell Atlantic Corporation, BellSouth
Corporation, NYNEX Corporation, the Pacific Telesis Group, Southwestern Bell

on, and U S West, Inc. Bellcore Training and Education Center
(Bellcore TEC) is the training arm of Bellcore.

Bellcore TEC, located in Lisle, Illinois is a full service, self-contained
training facility. It was originally established in 1968 as the Bell System
Center for Technical Bducation to meet critical education and training needs
idmtifiedbyﬂnwirwh'qmmity mm:m_q:_mm_m_iug_m

Training opportunities focus on allowing employees to develop maximum
knowledge and skills consistent with campeny goals and employees’ career paths.
Bellcore TEC offers more than 400 courses that cover thirty technical and

S



8

specialized management areas geared primarily toward telecommmications
managers in entry through executive level positions. Approximately 32,000

Individuals from Bellcore TEC's client-owner campanies who are highly
skilled in specialized areas (subject matter experts) come to the Center on a 3
to 4 year rotational basis to learn, teach, and develop courses on a wide
variety of telecanmmications topics. As incentives to a training assigrment,
Bellcare TEC offers telecommnications employees opportunities to broaden their
perspectives on camunications issues to a national frame of reference; expand
their area of expertise through training at Bellcore TEC’s state-of-the-art
laboratories; develop managerial and instructional skills; and build networks
within Bellcore and the Bell operating companies. Trainers then return to
their parent campenies richer in technological expertise, instructional skills,
and leadership akilities.

Trainer Preparatiocn

After accepting a training assigmment at Bellcore TEC, individuals are
assigned to a team camprised of "learning technologists" (instructional design
experts) and other subject matter experts. These teams are responsible for
developing training programs using a process called the Training Development:
Standards. There are seven "phases" to the training development process. The
process begins with an analysis of the need for a specific training development
project and ends with an evaluation of the training effectiveness. The
Training Development Standards are based on the principles of systems
development technology (analyze, develop, implement, evaluate) as applied to

Subject matter experts are instrumental throughout the training
development process. However, their role is highlighted during the
implementation stage when they are called upon to deliver instruction. Prior

ctor Skills .. is for newoomers to the trainirg
profession who have responsibility for delivering adult instruction in a
corporate setting. OQurent instructors, managers of instructors and course
developers also benefit from attending the course. The overall cbjective of
the course is to help participants master the basic skills and knowledge
required to become an effective instructor. Throuch lectures, videotaping of
extensive platform practice and group feedback, the novice becames camfortable
in administering a variety of instructional techniques and delivering
presentations in a classroom setting.

Topics covered in the course focus on adult learning theory applied to the

classroam enviromment and the four-step instructional process which focuses
upon lecturing and leading discussions. Platform practice and group feedback

10
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prepare potential instructors to: deliver a lecture-based presentation; lead a
discussion; develop listening skills and questioning techaiques; and understand
and manage group member roles and graup development in the classroom.

opers
to occur one week after the Instructor Skills Workshop. The overall purpose of
the course is to refine the delivery skills and knowledge acquired in the
Instructor Skills Workshop (Teach 1) through additional platform practice
sessions and group feedback. Three full days are devoted to lesson delivery
with class members, the instructor, and videotaped sessions providing in-depth
feedback on techniques. Participants are presented with and practice
techniques that furthar enhance learning and development in the classroom.
Same of those techniques include: group development; experiential learning
(structured experience, role play, and case study):; and debriefing/processing
experiential learning.

ALISTATE INSURANCE COMPANY

Capany Profile

As part of the Sears organization, Allstate Insurance Company and its
subsidiary companies offer scores of products and services accessible to
custamers through a diversified distribution system. Bducation is being
increasingly recognized as an integral ingredient in attaining long-range
strategic business objectives. Allstate’s 58,000 employees are knowledge
workers who need the opportunity to acquire the knowledge and skills which
ready them to deal with growing camplexities and increasing competition and to
build the flexibility needed for success.

Allstate is committed to accelerating the development of its knowledge
workers throush a company-sponsored training and education process. At the
forefront of the comitment to education and training is the Division of
Corporate Development and Training and the Ailstate Education Center located at
capany headquarters in Northbrook, Illinois. The mission of Corporate
Development and Training is to serve as a leading edge resource in supporting
others charged with education and training responsibilities at every level
within Allstate. More specifically, Corporate Development and Training focuses
its energies in several strategic human resource development areas: frontline
management development; the use of tedmology to deliver training products or
mmmummmugofmmmm
activ. .

There are approximately 40 professional staff members in Corporate
Development and Training including administrative support and training
consultants. Backgrounds and experjence vary. Most new staff have advanced
degrees in Organizational Cevelopment, Instructional Design, or Bducation.
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Trainers at Allstate are not formally "certified". However, with the
growth in the need for and the importance of training and education, the
campany believes it is essential that the skills and ability to train be

to more than just a core of professional trainers. Hence, the

Corporate Development and Training Division jinaugurated a Training Skills
Workshop ten vears aco.

Irainer Preparation

The purpose of the Training Skills Workshop is to spread the capability to
train employees beyond the boundaries of the Corporate Development and Training
Division and beyond the boundaries of the Hame Office envirorment. Trainers
fram around the country receive basic training skills and techniques through
their participation in the Training Skills Workshop. The workshop is a means
-. :4'..‘ = ’.; v :14. f = :X‘L. .‘l " -

ee 0.y

Training Skills Workshops are typically 4-1/2 days in length and are
conducted on average four times per year. Twenty to twenty-five employees
participate in each workshop. In addition, requests from field offices for
Corporate Development and Training to conduct Training Skills Workshops for a
particular office are not uncammon. The only prerequisite is that the employee
have a significant training responsibility within his or her respective
organization. Role playing, participant presentations, and videotaping are
important elements of the workshop. More specifically, facilitation skills,
group involvement in the learning process, and presentation skills are
stressed.

There is, to date, no professional certification program for trainers in
business and industry. However, there is same agreement on the body of
knowledge that constitutes the field and the competencies required of its
practitioners. Professionals in the field are increasingly able to point to a
docaumented body of knowledge and skills on which their practice is based.

Two camprehensive studies sponscred by the American Society for Training
and Development (ASTD) - Models for Excellence (Mclagan, 1983) and Models for
HED_ Practice (Mclagan 1989) - have provided a fairly widely accepted list of
capetercies for the HRD practitioner and have specified those needed by
instructors. Another comprehensive study - Instructor Competencies: The
Standards - conducted by the Internmational Board of Standards for Training,
Performance, and Instruction (IBSTPI, 1988) has also developed a similar widely
accepted 1list of ocompetencies for instructors. The extent to which
campetoncies identified through these studies are taught in the coampany-
sponscred trainer certification programs described in this paper follows. A
sumary of the processes used in these programs is also presented.

12



Critical oompetencies

The following chart displays which competencies identified through the
ocamprehensive research studies cited above are taught in each of the company-
trainer cartification programs descvibed in this paper. The summary
represents Judgments based on information gleaned through interviews,
observation, and documment analysis. However, differences regariing
availability or proprietary nature of information may cause this summary to be

only partially complete in some cases.

- Campetency Campeny

é Models for Excellence (ASTD, 1983) 2ecre ComEd ArAnd Bel All
é Adult learning understanding X X X X X
o X

3 Feedback skill X x X x

2 Group process skill x x x X x
- Intellectual versatility

. Presentation skillis x x x X X
3 Relationship versatility X X

3 T and D techniques X X X X Xx

X X X X X
X
X X X
X
X X X
X X X X
X X X X X
X X X
X
X
X
X




Deere ComBd ArAnd Bel 211

XXX
XXX
XXX
XXX
XXX

Data reduction skills
Information search skill X X
Intellectual versatility

Model-building skill

skill
Self-knowledge x x x x
Visioning skill

The Standards (TBSTPI, 1988)

Analyze course materials and learmer information
Assure preparation of instructional site
Fstablish and mairtain instructor credibility
Manage the learning envirorment

Demonstrate effective comamication skills
Demonstrate effective presentation skills

x
x

LI R ]
XXX XXX XX
XXM XX

Evaluate delivery of instruction
Report evaluation information

g

é

?
LR EEEERE R
L R AR R

Exccess Summary

Speciticpmcadurasvazyammgttwfivecmpany—spmsoredtraimr
certification/preparation programs described in this paper. However, as is
evidenced from the following chart, there is a great deal of similarity among

the basic procedures used.

14
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Procedure Deecre ComBd ArAnd Bel All

Use subject matter experts as instructors
Basic classroom instruction
Advanced classroom instruction
Practice teaching (apprenticeship)
Co-instruct (initially)
Audit course prior to teaching
seminars for professional development
Performance evaluations

Vocational teacher educators who are preparing students for training and
development positions in business and industry can learn a great deal about the
appropriateness of their programs by examining campany-sponsored trainer
certification programs. This descripticn sheds some light on the question of
whether or not one academic program can prepare trainers for positions in
various types of campanies. Based on the descriptions provided in this paper,
there appears to be a comai body of knowledge and set of skills campanies
epect their trainers to possess regardless of business or industrial
classification. If students cars to university trainer preparation programs
with apnropriate subject matter expertise and knowledge of a business
envirorment, there is every reason to believe they can be caught the knowledge
and skills deemed important to the profession.

XXX XXX
X XXX

x
X XX
x

X X X
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