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AN INVESTEGATICti OF
'MINER CERTIFICATION (FREPARATTCM) PECGDAMS IN THE PRIVATE SECICR

INERODUCITOM

This paper should be viewed in the context of a broader topic.
Information presented in the paper was collected as part of a larger two year
National Center for Research in Vocational Education (NCRVE) project underway
at the University of Illinois. The purpose of that project is to study the
nature of excellent vocational educators who UM* in business and industry
settings, including the professional knowledge and skills (i.e., pedagogical
expertise) which contribute to their excellence. In addition, the project will
assess the extent to which 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 skills needed by vocational
educators working in the business camunity:

1. A comprehensive mi;jaLsfI;s4= was conducted to determine what is known
regarding the knowledge and skills deemed moles lry for success;

2. A Egageyotzzintijm=rjzolnimusinagers was conducted to develop a
profile (i.e., personality traits and motivation factors) of excellent
trainers; and

3. Case studies were conducted of selected corporations headguartered in
Illinois to detersinehmthey insure the quality of their trainers.

This paper describes what has been learned from a number 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 companies headquartered in Illinois.

TRAINER CERLTFICSTION

The concept of some 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 competent
from 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
Certification laclications for Adult Education and HRD, described the status
of professional certification for business and industry trainers. They
indicated that HRD practitioners as a group have not established a fully
accepted body of knowledge nor identified an agreed upon set of competencies
needed in the field; both of which are prerequisites to establishing a
professional certification program.

Formal certification programs exist for vocational educators working in
the public schools, but that is not the case for vocational educators working
in the business calamity. Many universities, colleges, institutes, and
private firms which offer programs to prepare individuals for training and
development positions in business and industry grant their in certificates.
However, po formal. universally accepted trainer certification palms exist.
Many companies do, however, "certify" the quality of their own trainers.
Calcern for trainer preparation is common within the business calamity, but
how commies insure trainer quality varies sum at.

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

DEERE AND CCIMPANY

Company Profile

Deere and Company, headquartered in )line, Illinois, is the free world's
largest producer of farm equipment, a leader in the manufacture of equipment
used in the constructicn and forestry industries, and a major producer of
grounds care equipment.

Training at Deere is very decentralized. It is delivered primarily
throughout the various units that make up the =paw manufacturing,
marketing, etc.). The focus of this description is on the Management Education
and Training Section - which has the overall responsibility of improving the
efts:timers of present and potential managers. Programs and courses are
conducted by :anagement Education and Training Section staff or by unit
trainers who have been "certified" by the Management Education and Training
Section Irday, Deere and Company has approadmately 85 certified trainers
conducting prograam

Certified Trainer Process

The Certified Trainer Process was developed in 1984 to train selected
people (nominated from within the units) to conduct Management Education and
Training programs at the unit level. The process has three phases.
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In phase 1 participants must successfully complete the Effective Training
Skills Program. This involves taking the Imbing_ and the
Certified Trainer Workshops.

Teaching Techniques is a five day course for individuals who have a
teaching assignment 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 eadh day, three of which
are videotaped and critiqued.

In addition to the Teaching Techniques course, individuals must also
attend Certified Trainer Wbrimlicge. 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, CUstamer Service, Participative Management, etc.
Individuals can be certified in any one or a combination of the workshops.

As part of phew 2 of the certification process, individuals must observe
aulsarticJigatiaaeslaasnt in any course or emarkshop they are being certified
to teach. Prior to teaching on their own, each participant must also team
Bch the cause with a certifted instructor.

TO complete the second phase of the Certified Trainer Process, trainers
11,ktialn111Lyeara of selection, zasasiatbe jajladDlthrmsgams:

1. A four day course in ggaga jOuglamegt that helps participants learn
how to think tluxugh a training program in a systematic manner;

2. A three day course in fkmaLQlistismag and Evaluation designed to
help participants develop and measure the effectiveness of training
programs; and

3. A three day course in leaching 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.)

Phase 3 of the Certified Trainer Process is known as the monitoring phase.
Certifiallmrainemnirecedve evaluation data from Instructor Evaluation Forms and

Ly Menagement EdUcation and
Training staff. In addition, if the instructor has not taught the course at
least four times in the orecedina twelve month gpriod. the trainer oust team
tomb the couremiudth a Management Edhcaticn and Training section staff member.

-



0311421WM11111 EDISCM CCMPANY - Pi ITC( TRAINMZ CENEE.::

Cagany Profile

4

The Commorsvealth Edison Company provides electrical service to
approodmately 70% of the residents of the state of Illinois. 1 bulk of its
customers reside within the Chicago metropolitan area. Generating capacity is
produced by ten fossil fuel and six nuclear generating plants. Because of the
controversial nature of the use of nuclear energy, it is essential that
training is efficient and effective.

Staff at the Campassalth Edison Production Training Center, located in
Wilmington Illinois, are committed to providing the best pertgagaintigmod
training available in the nuclear power industry. Commonwealth Edison is a
member of the Institute of Nuclear Per Operations (INFO), a voluntary
accrediting organization. Maintaining INPD accreditation is crucial. The
Production Training Center concentrates its efforts of providing training for
power plant operators, various technical personnel, maintenance personnel, and
instructors. Training is provided for approodmately 3,000 trainees each year.

222113=Ti_gartifiati583

Instructor training at Commonwealth Edison is viewed as vitally important.
As such, there is a thorough and well-documented instructor certification
process. There are azproodmately 370 certified instructors working for
Camamsalth 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 fray 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
CommEnsmalth Edison is the Basic Instructor and Advanced Inetructom-courses.

Certification as a "ImyelillegalEtcr requires several steps. First,

the trainee Bust pass sgmcrehensive Derfornanoe tests included in the Basic
21511212=211rae.

The Basic Instructor Mures is 80 hours in length and focuses on the
practical epplication of educational theories and precepts. The course has
been recognized for its excellence in the nuclear paver industry and has
attracted trainees from other companies in the nuclear power generating
business. Each trainee has a well organized and catprehensive course larval.
A comprehensive list of subjects are taught to students in the course which
focus on stand-up instructional skills, teaching methods, 03T strategies, and
the development and use of lesson plans and learning aids. IN guidelines for
instructor training contain an extensive list of skills and competencies. In
order to maintain accreditation through INPD, the Basic Instructor Course
incorporates these guidelines into its objectives.

C
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Second, the new instructor gist audit a course before teaching it. After
auditing the course, the instructor is provided an ortunity
to teach a portion of the course.

Third, new instructors are 1551thiedgkiE12222cticililaill
and training dsparbmait staff at the instr uctors' work sites. Once this
process is completed, initial certification as a "Level I Instructor" is
obtained. Level I Certification allows the individual to conduct instruction
without immediate supervision. Certification is maintlingsLtlymisdlannal
performance evaluations and continuing instructor and technical training.

The kismnsuLlpadmaiaLglapm is designed for individuals whose primary
resqEmsibilities will be the supervision of instructors, maintenance of
aozreditation, evaluation. and administrative duties. The course is 80 hours
in length and conzentrates on meeting and dealing with regulatory procedures
and documentations, and the management and evaluation of programs and
instructors. The Advanced Instructor Course is required for individuals who
3111112=11LIMUNIII=Es

inaminam are also offered for the continuing education of
instructors. Seminars focus on topics such as test construction, computer
literacy, and software-specific instruction.

Instructors are evaluated by trainees on a continuing basis and test
221=11041231110LtS111=Linstg2,1=Alsicossag. Input is also solicited fran
supervisors on the impact of training on on-the-jnb performance.

ARMOR NEMER AND CCIIPANY

C= Profile

With more than 51,000 personnel, 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
formula for success is the desire to excel in the training area. The Arthur
Anderson methodology assures not only that training is delivered efficiently
and effectively, but that davelqmnent is linked to the firm's business goals.
Almost 9% of worldwide revenues is spent annually on professional develcpnent.
In terms of a financial investment, the firm spends an average of $28,000 on
education per professional during the first five years.

Arthur Andersen is unique among professional service organizations with
its worldwide training facility - the Center for Professional F1ucation-
located in St. Charles, Illinois. In 1988, approdmately 40,000 people
received training thrtugh the company's Professional Education Division.
Professionals from offices worldwide participate in more than a million hours
of training (schools, seminars, and workshops) -soh year. Over the last decade

7
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the Arthur Andersen Professional Education Division has received numerous
awards for excellence in training design.

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

Arthur Andersen does not have full -time instructors. With the exception
of Management Development training, elljnetaKtigniesgulugratiLnaactigiaj
professionals". They are partners and mananers who have current, hands-on
experience related to the subject. Dey in and day out they practice what they
are teething. Far example, an audit class is taught by an auditor. Courses
are designed and developed by Professional Education Division instructional
design experts wholamthat someone may teach it once and may not came back to
teach it again for two or more years. Most teaching assignments are one week
long. The longest teaching assignment anyone ever gets in the firm is three
weeks. Schools are always team taught and there is a lead instructor who is
usually the more senior and almost always has taught other schools. TO insure
instructor quality, an inetnactorcertificationprccess is used.

Inglamigar_Skititicetics

Anyone in the firm who is likely to be teaching is expected to take the
Instniatcx_Millsalarkshgp conducted by the Professional Education Division as
part of their training. In addition. they are given a "refresher" or an
s&entifsLybeDtbeysnaajntLtggt. the overview is geared specifically to
what they will be teething.

The purpose of the Instructor Skills Workshop is to help people become
more effective instructors of adults. lbe workshop builds the confidence of
instructors while teaching than techniques for handling classroom situations.
Some 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 tratructors.
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) inupwienced instructors who
will be teaching a technical sthomlwithinthe next fed days, or 2) experienced
instructors Who need a refresher. The saes topics are covered as in the full
workshop. Zhe session lasts anywhere from two to tambours and is facilitated
by one experienced instructor. Most of the content is delivered via a
videotape. Participants practice tewhingone time, also being videotaped and
critiqued. Average class size is 20.

Arthur Andaman can call upon thousands of practicing professionals to
tenth courses in the Asmounting and Audit, Tax, and Management Information
Consulting areas and prepare them through the Instructor Skills Workshop and

S
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the Instructor Skills Overview process. However, there are not as many people
in the firm who have a management divelcpment background who understand and
were formally trained in areas such as human relations, interpersonal skills,
ccemmnicaticns, etc. 'therefore, external consultants are engaged to teach
these courses (Arthur Andersen practicing professionals often co-teach these
courses) . 7be certification of Management Develooment instructors follows a
different process.

The purpose of this process is to acquaint participants with the Arthur
Andersen culture and to assess their instzucting 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 Comunicatica, Psychology, or Human
Resource Management. 7be session is 40 hours and includes: 1) orientation to
the firm, 2) expectaticns about teaching style, 3) participation in mock
sessions, 4) practice teachbadcs 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 return for an additional three days six
weeks later in order to conduct more complete teachbacks and for final
selection. Average class size is 20.

Arthur Andersen has istunsintalxlthLsartitisixenegemengsnt
instructors in the United States. It is individuals from this management

who I the AL al _go = for f fl! and Audit, Tax,
and Management Information Consulting schools.

11 II f to... I

LIEVAIXRE ZEC

Company Profile

Bell Cane nications Research, Inc. ( Belloore) was organized in 1983 as a
centralized organization in connection with the court ordered divestiture of
American Telephone and Telegraph Company. Bellcore provides research,
engineering, and other services to its owner- clients the local telephone
cm:genies of Ameritech Corporation, Bell Atlantic Corporaticn, BellSouth
Corporation, NIX Corporation, the Pacific Telesis Group, Scuthwesbarn Bell
Corpceaticn, 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 lexbnical Education to meet critical 'dime-ion and training needs
identified by this engineering ommunity. The massion of Bellcore TEC is to be
a cost effectbm_means of nrovidina job relevant. hiah cualitv. up-to-date

1 1_4 I I :lot: 1

Training opportunities focus on allowing employees to develop maximum
knowledge and Skills =mister* with company goals and employees' career paths.

Bellcore TEC offers more than 400 courses that cover thirty technical and
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specialized management areas geared primarily toward telecommunications
managers in entry through executive level positions. Approximately 32,000
students attend Bellcore TEC courses each year. Course length ranges from a
few days to several weeks.

Iralaralcauttment

Individuals from Bellcore TEC's client-owner companies who are highly
skilled in specialized areas (subject matter experts) came to the Center on a 3
to 4 year rotational basis to learn, teach, and develop courses on a wide
variety of tel topics. As incentives to a training assignment,
Bellcore TEC offers tel employees opportunities to broaden their
perspectives on comninications issues to a national frame of reference; expand
their area of expertise through training at Bellcore IC'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 companies richer in technological expertise, instructional skills,
and leadership abilities.

Trainer Preparation

After accepting a training assignment at Bellcore TEC, individuals are
assigned to a teem comprised 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 trainingdevelopnentretcess. 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, inplement, evaluate) as applied to
instruction.

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
to conducting training, these individuals are required to participate in two
worksbups, each one skunk in length, designed to help insure instructor
effectiveness.

Instructor Skills Workshop Mall 1) is for nswomaars to the training
profession who have responsibility for delivering adult instruction in a
corporate setting. Current instructors, managers of instructors and course
developers also benefit from attending the course. The overall objective of
the course is to help participants master the basic skills and knowledge
required to become an effective instructor. Through lectures, videotaping of
extensive platform practice and group feedback, the novice becomes comfortable
in administering a variety of instructional techniques and delivering
presentations in a classroom setting.

Toplos covered in the course focus on adult learning theory applied to the
classroom environment 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 techniques; and understand
and manage group mother roles and gracclemelopment in the classroom.

Advanced Instructor Skills Workshop ('lleedi 2) is for new instructors,
their supervisors and managers of course developers. The course is scheduled
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 peach 1) through additional platform practice
sessions and group feedback. Three full days are devoted to lesson delivery
with class members, the instructor, and videotaped seesices providing in-depth
feedback on techniques. Participants are presented with and practice
techniques that further enhance learning and develcipmmrt in the classroom.
Some of those techniques include: group development; experiential learning
(structured experience, role play, and case study) ; and debriefing/processing
experiential learning.

ALISIME nammicz (=RIMY

Cataany Profile

As part of the Sears organization, Allstate Insurance Company and its
subsidiary companies offer scores of products and services accessible to
customers through a diversified distribution system. Education 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 complexities and increasing competition and to
build the flexibility needed for success.

Allstate is committed to accelerating the development of its knowledge
workers through a company-spalsared training and education process. At the
forefront of the commitment to education and training is the Division of
Corporate Development and Training and the Allstate Education Center located at
company 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. ) tre specifically, Corporate Development and Training focuses
its energies in several strategic human resource development areas: frontline
management development; the use of technology to deliver training products or
services; and administration and tracking of human resource development
activities.

There are approdmately 40 professional staff members in Corporate
Development and Training including administrative support and training
consultants. Backgrounds and experience vary. Nast new staff have advanced
degrees in Organizational Development, Instructional Design, or Education.

11
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Trainers at Allstate are not formally "certified". Homier, with the
growth in the need for and the importance of training and education, the
omxerly believes it is essential that the skills and ability to train be
imputed to more than just a core of professional trainers. Hence, the
Corporate Development and Training Division inaugurated a Training Skills
kixissbaLtensmonue2.

2231DOEMMOSSAtign

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 Hams Office envircrinent. Trainers
from around the country receive basic training skills and techniques through
their participation in the Training Skills Workshop. De workshop is a means

s. flw .11.t- I V! =1).

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

SCIONat

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 ccapetencies required of its
practitioners. Professionals in the field are increasingly able to point to a
documented body of knowledge and skills on which their practice is based.

Two capprehensive studies sponsored by the American Society for Training
and Devalcpsent (ASTD) - Walla jar Mails= (14cIagan, 1983) and Models for
HEDLIZIotlos (4cIAmpul 1989) - have provided a fairly widely accepted list of
competencies for the I practitioner and have specified those needed by
instructors. Another comprehensive study - Irstructor Competencies: The
=Waft - conducted by the International Board of Standards for Training,
Performance, and Instruction (D EM, 1988) has also developed a similar widely
accepted list of competencies for instructors. The extent to which
competmcies identified through these studies are taught in the company-
sponsored trainer certification programs described in this paper follows. A
summary of the processes used in these programs is also presented.

12
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CritioaSometando

The following chart displays which coopetencies identified through the
ccaprehensive reeearth studies cited above are taught in each of the ccapany-
sponeored trainer certification programs described in this paper. The summary
represents judgments based on information gleaned thrcugh interviews,
observation, and document analysis. However, differences regarding
availability or proprietary nature of information may cause this summary to be
only partially complete in scale cases.

Competency

yodels for ENmellence (ASTD. 1983) ArcE2

0W:1=Y

Lgmad MAW IPA All

Malt learning understanding x x x x x
Oacuter competence
Feedback skill x x x x
Grow process skill x x x x x
Intellectual versatility
Presentation skills
Relationship versatility

x
x

x
x

x x x

T and D techniques understaniing x x x x x

yodels fad. HRD Practice (ASID. 1989)

act cradcmatlinctle Dews Slanal Aral Bel All

Adult learning understanding x x x x x
Career development understanding x
Ccagatency identification skills x x x
Cacuter competence x
Eltictrcnic systems skills
Facilities skills
objectives prevention x x x
Performance observation skills x x x x
Subject matter understanding x x x x x
T and D theories/technigues understanding x x x
Research skills x

AlabliSILSGIPMWOGiss

Swims tzzlerstanding
Cost-benefit analysis skill
Delegation skill
Industry unierstanding
Organization behavior unierstarding

13

x
x

x
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Organization development techniques
Organization urderstanling
Project management skill
Records management skill

11140212221,1_421MADGiN

2rom =Ed Ar And Dal All

Coaching skills x x x
Peelbadc skill x x x x
Group process skill x x x x x
Negotiation skill
Presentation skill x x x x x
Questioning skill x x x x x
Ralationship hilding skills x x x x x
Writing skills

IDUlls2tiaLSIsontanzies

Data reduction skills
Information search skill
Intellectual versatility
Model-building skill
Cbserving skill
Self-knowledge x x x x
Visioning skill

' t h e - - (IPS'IPI. 1988)

Analyze course materials and learner information x x
Assure preparation of instructional site
Establish and maintain instructor credibility x x x x
Manage the learning environment x x x x x
Demonstrate effective cammnication skills x x x x x
Demonstrate effective presentation skills x x x x x
Demonstrate effective questioning techniques x x x x x
Respond to needs for fastback x x x x x
Provide positive reinforcement and activation x x x x x
Use instructional methods appropriately x x x x x
Use media effectively
Evaluate learner performance
Evaluate delivery of instruction
Report evaluation information

x
x
x
x

x
x
x
x

x

Process lumm
Specific procedures vary among the five =many-sponsored trainer

cattificaticeVpreparation programs described in this paper. However, as is
evidenced from the following chart, there is a great deal of similarity amorxj
the basic procedures used.

14
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=elm Ilmrs SganS1 &MI Id )111

Use subject matter experts as instructors x x x x x
Basic classroom instruction x x x x x
Advanced classroom instruction
Practice tearbing (apprenticeship)

x
x

x
x

x

Co-instruct (initially)
Audit worsts prior to teaching
Continuing seminars for professional development

x
x x

x

x x

x
Perform ace evaluations x x x x x

Vocational teacher educators who are preparing students for training and
developnent position in business and industry can learn a great deal about the
appropriateness of their program by examining ocepany-sposored trainer
certification program. This descriptiat sheds sane light on the question of
whether or not one academic program can prepare trainers for positions in
various types of =ponies. Based on the description provided in this paper,
there appears to be a canal body of knowledge and set of skills companies
expect their trainers to possess regardless of business or industrial
classification. If students coos to university trainer preparation programs
with appropriate subject matter expertise and knowledge of a business
environment, there is every reason to believe they can be caught the knowledge
and skills deemed important to the profession.

15
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