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The purpose of this research study was to determ ne how
trainers are used at the Wsconsin State governnent |evel.

A survey was used to assess the training job duties and
tasks associated with the position. The survey provided

information on training positions at the State | evel that
hel ped to determ ne what the attitude of the State is
towards trainers, and to obtain an understanding of the
educational, technical, and work experience required to
be hired as a State trainer.

The popul ation of this study included the departnent
heads of all fifty departnents at the State | evel.

A questionnaire was devel oped to collect data fromthe
popul ation in this study. Both open-ended questions and

i
a five-point Likert scale were used to ascertain know edge



of skills, job duties, tasks, hiring process, and to
understand the attitude and operations of training and
devel opnment positions at the State governnent |evel. The
survey questions asked the heads of departnents to define
government attitude toward trainers; where and how trainers
are used; what trainers do; when they performtraining

activities; and who the trainers actually are. Areturn rate
of sixty-six percent (66% was obtai ned. Percentages and

frequenci es of responses were determ ned by the researcher.

The findings of this research suggest that trainers are
used at the State level. It appears that many of the

non-trainer positions available at the State level require
enpl oyees to be able to performsone training activity as
part of their job responsibility. A large portion of the
training is outsourced to contractors and vendors through an

establ i shed and approved |ist devel oped by the Departnent of
Enpl oynment Rel ati ons.
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CHAPTER |
PROBLEM DEFI NI TI ON



Overvi ew

Assessi ng trainer positions becane inportant when | ocal
| evel state enpl oyees were unable to provide enough direct

i nformation on how to go about seeking a position as a
trainer at the State |evel. The naterial avail abl e appears
to be the bi-nmonthly Enploynment Opportunities Bulletin which
is kept in a three-ring binder on a shelf at the Job Center.
This bulletin lists job opportunities available with the

St at e.

An enpl oynent opportunity lists the title of the
position, a job code, a brief description of know edge and
skills, the abilities required, salary, probationary period,
| ocation of position, special requirenments, work experience,
and education preferred, along with directions on how to
request application material. After an infornmational
tel ephone interview with a job counselor (Appendix A), it
was di scovered that the Job Center planned, by January 1999,
to put the Enpl oynent Opportunities Bulletin positions
online. The search for trainer positions at the State | evel

is now centralized and conputerized for anyone wi shing to

| ook at them

St atenent of the Problem

The purpose of this study was to assess the State of
W sconsi n government |evel trainer positions and how
trainers are used at the State governnent |evel. Wile
searching for the State position, a job opportunity was
found for a Training Oficer IIl in the Madison area

(Appendi x B). Application for this position was made. The



pur pose of pursuing the position was to beconme accustoned to
the process required to apply for positions with the State,

to explore the pay scale, and devel op a m ndset of how
trainers function at the State level. A "thank you" letter
was received indicating there was an overwhel m ng response,

and by using job related criteria, and a panel of experts to
review this material, the application submtted was

ineligible to continue in the selection process. Continual
i nvestigation of positions via the State web site,
(http://badger. state.w .us/agenci es/der/cob/128. htm,

di scovered that many other positions required "training
skills" as part of their nmajor job duties and

responsibilities. Just howtrainers fit into the big picture
at the State |l evel becane confusing. It appeared to be that

one woul d need educati onal and experience backgrounds in
sone other field, prior to being considered for a training
position, and that one would have had to obtain sone
training skills, either fromwork experience or education,
in order to be considered for any of these jobs that

required "sone training skills.”

Research (bj ectives

bj ectives of this research are to establish an
appropriate nethod with which to search for training
positions at the State level, and to clarify the State's

met hod of using trainers, discover what the attitude of the



State is towards trainers, and to obtain an understandi ng of
t he educational, technical, and work exprience required to

be hired as a State trainer.

Respondents were asked to rate the use of well-
qualified trainers, the inportance of training, needs
assessnents, performance inprovenent, and educational and
wor k experience for trainers at the State governnent |evel.
More specifically, both the open-ended questions and those
pl aced on a five-point Likert scale, were designed to

ascertain know edge of skills, job duties, tasks, the hiring
process, and to understand the attitude and operations of

trai ning and devel opnent positions at the State governnent
level. It was inportant to define the governnent attitude
towards trainers, where and how trainers are used, what

trai ners do, when they performtrainer activity, and who the
trainers actually are.
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CHAPTER | |
REVI EW OF LI TERATURE

This chapter contains the review of literature that
i ncludes the following topics: a review of related research
on State level trainer positions, interviews, different

sel ections of job descriptions that involve training and



devel opnment aspects, different types of training prograns
for enpl oyees, other categories of training supplied by the
State for |earning disabled, |owincome, high school
dropouts, enploynent retraining prograns perforned at the

State level, and a summary of the literature revi ews.

| nt roducti on

It starts at the top, the Wite House, with Executive

Orders such as Executive Order 13111, issued January 12,

1999. The Executive Order discusses technol ogy advances and
i ncreased skills needs which are changi ng the workpl ace at
an ever-increasing rate. These advances can nmake enpl oyees

at any level nore productive and provide inproved service to
custoners. The executive orders are a direct result of a

coordinated effort to provide flexible training
opportunities to enpl oyees and to explore how training
prograns, initiatives, and policies can better support
lifelong | earning through the use of |earning technol ogy.

These training efforts filter down to the State | evel.

Revi ew of Research

State-level learning is considered to be a strategic
investnment in the State's human technol ogy. The State
departnments have a demand for a skilled and productive work
force. The Ofice of Enploye Devel opnent and Training (CEDT)
is responsible for devel oping and pronoting training for al
enpl oyees with the Wsconsin State governnent. Performance

i nprovenent and quality inprovenent are goals of the State.



A State enpl oyee suggestion programis in place to have
enpl oyees contribute to neeting these goals. This year
1999, CEDT will be collaborating with State departnments to
determ ne exact State-level enployee training needs. The
m ssion is to upgrade and inprove training by offering

pr of essi onal devel opnent courses DER- Enpl oye Devel opnent &

Trai ni ng Home Page. Professional devel opnent courses are

|isted by topic, date, and title. Registration information
i ncl udes registration guidelines and cancel |l ation policy,
registration form and a downtown Madi son map with
i nformation on parking, building | ocations, and hotels.
Training fromother State agencies is available. The
external links for training vendor information are the
Department of Adm nistration's VendorNet and W SMart
Trai ning Courses. A list of commercial fornms and their
trai ner backgrounds is available fromthe Departnent of
Enpl oyment Rel ations. The State Training Council provides
5

list of training directors, their agency name and address,
I

a
t el ephone, and fax nunber.

e
Training is inportant to the governnment at the

national, state, and | ocal |evel New Foundati ons, 1989.

Denographic reality is that our evolving workplace requires

a wi der range of enployee skills. The quality of entry-Ievel
workers will decline as workers are taken from popul ati ons

not having quality education, cultural, or training

experiences before entering the work force. State



governnments provide training through State resources
because of a vested interest in attracting business. Jobs
and increased income fromrelocating enpl oyers boosts the
econoni ¢ basis. Training providers conpete for funds and
devel op high quality educational and training prograns to
fit enpl oyer needs.

Providers are often state educational institutions, and
as a result of conpeting funds, the academ c prograns at

these institutions are strengthened. State-funded, industry-
specific training prograns are offered and designed to

respond quickly to industry needs with a mninmum of "red
tape."” The Wsconsi n Devel opnent Fund has three parts:
Custom zed Labor Fund, Major Grants and Loans Fund, and the
Technol ogy Devel opnment Fund. Training is provided to al

| evel s of enployees, and the trainers, who usually
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coordi nate and deliver the training, are vocational schools

New Foundati ons, 1989.

In 1991, states scranbled to create training prograns.
W sconsi n nodel ed their Wsconsin's Youth Apprenticeship
Program on Germany's job training for teenagers program

Wth this program the trainers were firnms and factories who
apprenticed students for about thirty hours a week as a

substitute for a part of their last two years of high
school . Enpl oyers are concerned that apprentices will do

sonething different afterward. A 1996 University of



W sconsi n study found that although ninety percent (90% of
apprentices intended to receive further education, seventy-

five percent (75% actually pursued it The Econom st, 1997.

Governnent, | abor, and managenent col | aborate on
wor kpl ace training for incunbent and di sadvant aged workers.
Progranms such as Conprehensive Enpl oynent and Training Act
(CETA) and the Wsconsin Regional Training Partnership
(WRTP) were devel oped to provide training that woul d assure
at | east a m ni mum wage. Government and busi ness need to
col |l aborate to set standards for econoni c devel opnent
concerni ng wages, investnents, and job creation, with
opportunities for pronotion and training. Current practices
suggest obstacles such as: |less than three percent (3% of

enpl oyers provide formal training for workers; preferring

7
contingent workers and pay; downsi zing; reorganizing work

wi th broad banded job classifications; and ol d busi ness

strategies without collective action Social Policy, 1997.

Eval uati ng governnment training prograns for the
econonm cal | y di sadvant aged has been a real problem Since
1960 t hese prograns have been used to conbat poverty.

Interest in these prograns has escal ated recently because of
concerns of rising incone inequality and falling real

earni ngs anong workers with limted skills Journal of

Economi c Literature, 1997. Positive effects for adults are




not | arge enough to produce maj or aggregate effects on
enpl oynment and earni ngs anong | owi ncone target groups. The
prograns have not nade substantial inroads in reducing

poverty, income inequality, or welfare use Journal of

Econom c Literature, 1997. Consi derabl e uncertainty remains

about the kind of training that works best, the

ef fectiveness of training for certain denographic groups,
and the appropriate policies for increasing program effects.
The major rationale for funding government training prograns
revol ves around assertions of market or institutional
failures. There appears to be no neani ngful distinction

bet ween vol untary and mandatory training prograns. Little

wor k has been done toward devel oping a conplete theory of

trai ni ng program eval uati ons. Mst eval uations are "bl ack

8
i ndi cating only whether a program "worKks,

box, on aver age,
for a particular sanple under a particul ar set of
ci rcunst ances. There should be sonme systematically gathered

enpirical information accunul ated of know edge with which to
create a broad theoretical framework. The State shoul d

i nsist on effective program eval uation, especially since

training funds are always a major budget issue Journal of

Econom c Literature, 1997.

The Wsconsin Governor's Commi ssion for a Quality
Wor kf orce survey indicate that nine out of ten enployers in
the State said they were concerned about workforce skil

| evel s. Conpani es feared workers | acked skills and



conpetencies to | earn techni ques needed for new production
processes. To renedy the skill defects and prepare for
future growth, enployers joined with | abor representatives
in 1992 to formthe Wsconsin Regional Training Partnership
(WRTP), a consortium pronoting enpl oyee education through
col |l aboration and intelligent use of pooled resources. The
partnership forged ties with technical colleges and received
mat ching grants from State and Federal governnent to | aunch
training prograns on the cutting edge of | abor-nmanagenent
cooperation. Mst consortium nmenbers increased their
investnents in training in recognition of its inportance in

creating a high performance workforce. The trainers in these

9
cases were nost often the technical colleges who hel ped

wite the training progranms HR Focus, 1995.

TQM At City Hall relates how | ocal governnent in

W sconsin and several other states attenpt to enbrace Tot al

Qual ity Managenent (TQW to inprove bottomline perfornmance.
The political arena wants proof that TQM wor ks before

approving noney for consultants and trainers. TQMefforts
may not be enough in governnent. Departments spend years

| earning and assimlating the total quality processes, only
to find thenmsel ves shut down and their services outsourced
to private conpani es. Governnent consultants with TQM
experience are hard to find, with noney being the big

factor, so they may use trainers from big business (Training



Magazi ne, 1995.

In cooperation with the Robert M LaFollette Institute
of Public Affairs at the University of Wsconsin, the
Council of State Governnents created the Bowhay Institute
for Legislative Leadership Devel opment in Madi son, W. This
four-day programfeatures policy analysis sem nars and
| eader shi p devel opnent wor kshops. Focus is on newer
| egi sl ators devel opi ng | eadership skills on subject matters
such as devolution of welfare and education prograns from
the federal governnment to states, econom c devel opnent and

corrections, advice on | eadership and | egislative
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strategies, and experts providing training in consensus

buil ding and nmedi a relations State Governnment News, 1997.

The Cui delines for Autonmated Data Processing Education

and Training In State Governnment bookl et addresses how t he

St at e approached statew de education at one point. The role
of managenent, adm nistrators, and technicians was detail ed
as well as the type of institution available to give the
trai ning. A needs assessnment was conpl eted outlining
categories of enployees to be trained and the type of
training required. The article showed the need for the

trai ning, who would do the training, and how the training

woul d be acconplished. Performance is addressed by detailing
the inmportance of providing incentive for participation of

personnel in the progranms to their certification procedures



for appoi ntnments, pronotion, and ot her career devel opnent

GQui del i nes for Automated Data Processi ng Educati on and

Training In State Governnent, 1985.

Training is nost often acconplished in a systematic
fashion, with procedures to follow for functional, cross-
functional, interregional training, career devel opnent

centers, and out-service training. Manuals |ist the types of
trai ning prograns avail able and the nodul es to choose from

wi thin the prograns, and outline the procedures to use to

determ ne training needs within the departnments and the
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organi zati onal functions one follows to inplenent the

training National Ofice Training & Devel opnent Cui de, 1986.

The O fice of Enploye Devel opnent & Training (OEDT)
produces a training course catalog. This catalog is

avai l abl e over the internet at the Job Centers. This catal og
offers eighty (80) courses to upgrade governnent enpl oyee

personal skills and attitudes. Nine courses are relatively
basic skills. Many stress managenent, | eadership, teamwrk,
| i steni ng, nmanagenent, comruni cation, and supervisory
courses are available. Approximately thirty percent (30%
of the training courses are specific to state governnent
positions. There is a well-rounded nunber of courses on
diversity, affirmative action, and discrimnation issues.
State trainers generally performthe training and

devel opnent duties for these courses.



Anot her nethod for using trainers at the State level is
for training that occurs through grant projects, such as the
I nt ergover nnent al Personnel Act (IPA). This program provi des
financi al assistance on a matching basis to State, |ocal,
and Indian tribal governnents for personnel managenent and
training prograns. Brief narrative sumrari es of each
trai ning and devel opnent project are available, listing
contact persons to encourage the exchange of information.

For exanple, if one was interested in setting up perfornmance

12
eval uati on systens, one could use this information to |ocate
ot her jurisdictions who have devel oped such systens with | PA
hel p. The personnel director can then contact project
directors for nore information and training to acconplish
setting up the system The |IPA projects tie together
national and State governnent training interaction

O fice of Intergovernnmental Personnel Prograns Bookl et.

According to the Conmerce Departnent, Census Bureau,
the United States Governnent spent $5,200 per person in
fiscal year 1996 SIRS Governnent Reporter,1998. This was

of interest in that it placed a dollar figure on several
prograns that involve training and devel opnent activity by
St ate enpl oyees. The cost of conpensatory education for the
di sadvantaged is $24. 69 per person. The USDA Child Nutrition
Program cost $28.29 per person. The Job Training Partnership
Act per capita cost is $12.00. Veteran benefits provide

$74. 17 per person, although the high dollar expenditure was

not expl ained other than to indicate that mlitary,

civilian, and postal salaries and wages were not included in



this cost per capita. Training and devel opnent appears to
play a small part in the per capita dollars spent per

person. Are trainers being paid fromthese sources of funds?
I nformati on descri bing actual sanpling of training, surveys,

and eval uations that took place at the State governnent
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| evel are elusive. Most literature reviews descri be soft

skills training, such as supervisory, nanagenment, conflict
resol ution, and probl em solving. The other major category of
trai ni ng enpl oyees seens to be conputer training.

W sconsin Instructional Design System (WDS) trainers
bring their WDS experti se and extensive experience to the
design of quality instructions and training. WDS
professionals will work with organi zations for on-site
wor kshops, as well as custom zed sessions and "open"
wor kshops. Wbr kshops i nclude: Introduction to Perfornance-
Based Instruction, Introduction to WDS, 4-Day Basic WDS
Wor kshop, 2-Day Advanced W DS Wr kshop, 2-Day WDS Trai ner
Wor kshop, Performance Assessnent Wrkshop, Learning
Activities that Wrk, Integration of Core Abilities, and
I ntegration of Standards. The Train-The-Trai ner workshop is
avai l abl e for instructors, curriculum specialists,
desi gners, and devel opers who have successfully conpl eted

the four day Basic WDS Wrkshop. Conpleting these workshops
shows evi dence of conpetence in perfornmance-based



instruction State of Wsconsin Departnent of Enpl oynent

Rel ations, July 1999.

Sunmary
There are a nmultitude of training prograns avail abl e
to train State and | ocal governnent enployees, nostly in the
14
area of soft skills. The State attenpts to integrate
national training to the state and | ocal |evels to inprove

performance of enployees. The State also attenpts to provide
retraining for dislocated workers, and to train high school

dropouts, W2 recipients, and those who are |earning

di sabled. Wth the many Federal and State grant funded
prograns and projects, it would appear to indicate a fairly
hi gh need for trainers at the State |level. Yet, Wsconsin

seens to be a | eader anong states who wi t hdraw public funds.
Survey renmarks indicate that training activity is the first

to suffer when subject to budget considerations.
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CHAPTER | I |
RESEARCH METHODS AND PROCEDURES

This research study was conducted to assess four major
processes: to discover the State methods of using trainers;
to devel op and design a job description of a State trainer;
to determine the State attitude toward trainers; and to
obtain a clear understanding of the type of education,
techni cal, and work experience background that is necessary
to hire trainers at the State |evel.

The net hods and procedures used to collect information
include twelve literature reviews on articles involving
training at the State level, an informational telephone
interview (Appendi x A), a research report on the State of
W sconsi n, Departnent of Enploynent Rel ations positions
(Appendi x B), a research report on the Ofice of Enploye
Devel opnent & Trai ning 1998 Course Catal og, a research

report on SIRS Governnent Reporter, a face-to-face interview
(Appendi x C), a survey questionnaire (Appendix D), and a

St ate Agency Human Resources Contact Information nailing

list.



Thi s chapter includes explanations of the nethods and
procedures used in gathering informati on and data for the

study. The topics included are: (1) research design, (2)

16
identification of population, (3) instrunentation, and (4)

data anal ysi s.

Resear ch Desi gn

The first task was to have an informational telephone
interviewwith a |local Job Center job counsel or (Appendi x
A). This interview hel ped the researcher focus on the type
of questions to ask of other sources, and the |ocation of
t hese sources.

Second, a face-to-face interview (Appendix C was held
with an individual at the |ocal governnent |evel of the
Enpl oyment & Training Department. Many of the interview
guestions (Appendix G were not answered by this individua
either by preference, or because the Enpl oynent & Training
Department has changed its function to being a partner to
the County Job Center. Eleven years have passed since the
interviewee perforned training functions. This partnership
was created through recent changes at the State | evel
wherein the Job Training Partnership Act is being replaced
with the Wirkforce Investnment Act. This |ocal departnent

adm ni sters the State and Federal funds for |ow incone



adults for enploynent and enpl oynent-related training, i.e.,
W2, Food Stanps, and the Enpl oynent & Training prograns.

Primary work is with W2 and eligibility requirenents.

Participants are often put to work within a conmmunity agency

17
for thirty (30) hours per week. In addition, they receive

ten (10) hours of training per week, for a total of forty
(40) hours, in order for themto receive their nonthly
check. This interview was explanatory in nature, and the
intent was to discover how training is acconplished at the
| ocal | evel, who does the training, and what the training

interrelationship is with the State. This departnent sets up
training and works with enpl oyers and the | ocal technical

coll ege to develop training prograns. The | ocal technica
coll ege provides the training. This interview did not
provi de the researcher with nuch usuable information, in
that the departnent itself does not do training. The
enpl oyees receive training fromthe State on the W2
| egi sl ati on and on the new Wbrkforce I nvestnent Act.
Computer training is also done through outsourcing to a
| ocal computer training conpany.

For this research study, a survey (Appendix D) was
devel oped and used to collect data fromthe target
popul ati on which included fifty (50) heads of departnents at
the State | evel. The purpose of the survey instrument was to
assess existing practices and attitudes on hiring and using

trainers at the State | evel.

The survey (Appendix D) was nailed to fifty (50)



State departnments. The survey consisted of two (2) pages,

18
and sixteen (16) questions. Eight (8) questions were

pl aced on a Likert scale of 1 to 5, 1 being "not at al
inportant”, to 5, being "very inportant.” The Likert scale
guestions were used to assess exi sting approaches and

nmet hods. Each Likert scal e question was foll owed by an open-

ended question that was directly related to the Likert scale
guesti on.

Partici pants were asked, in a cover letter (Appendix
E), to return the conpleted surveys to the researcher by
Decenber 14, 1998. A followup letter (Appendix F) and a
second survey questionnaire were sent to nonresponders,

requesting they be returned by Decenber 24, 1998. The survey
return was officially counted on January 1, 1999. The

official survey return rate was sixty-six percent (66% .

Popul ati on

The popul ation chosen for this research study was
conprised of the heads of fifty (50) State departnents in
the State of Wsconsin. The popul ati on was not sanpl ed, but
the entire population at the State |evel was surveyed. Al
participants were selected froma current nmailing list
obtained fromthe Job Center conputer job search systemfor
the State of Wsconsin. The |ist provided nanes, titles,

addresses, and tel ephone nunbers of those heads of



departnments at the State | evel

19
| nstrunent ati on

I nt ervi ew questi ons were devel oped by determ ni ng what
type of information was needed to answer the question, "How

are trainers used at the State level?", and with infornmation
on how to devel op interview questions from past graduate

courses. The interview questions were then used for an
i nformational tel ephone interview (Appendix A) with the

Wausau Job Center, and a face-to-face interview (Appendi x O
wi th the Enpl oynent & Training Departnent, Marathon County

Gover nment, Wausau, W. These interviews provided the nethod
of approach to discovering the infornmation needed and hel ped
the researcher determ ne the best way to proceed to gather

information. An outline was created which eventually led to

devel opi ng the survey questionnaire (Appendix D) for receipt
of relevant information. These sources enabl ed the

researcher to becone nore famliar with the county and | ocal
| evel of services offered. Training is a part of these

services. The departnment head at the |ocal |evel arranges
for the necessry training and assists in the devel opnent of
the training program The training is generally acconplished
t hrough the use of |ocal vendors, the |ocal technical
coll ege, and the State University system

Data coll ection occurred fromthe heads of fifty (50)

State departnents, who woul d be responsible for the training

20
or hiring of trainers for their respective departnent.



The response formats of the questionnaire used a five-
poi nt Likert scal e and open-ended questions. The survey
contai ned two sections. The open-ended questions were
designed to gather information on attitude, duties, tasks,
use of trainers, skills and conpetencies, educational
and work experience background, and to offer an opportunity
to responders to express thensel ves by addi ng comrents.

The responses to this survey instrunment provided a
representative sanple of subject matter being required for

this research, thus offering content validity.

Dat a Anal ysi s

Responses were anal yzed by the researcher at the UW
St out Conputer User Support Services. Frequency and
per cent age were cal cul ated for each survey question. A Table
was devel oped, which interpreted the data for each question,
based on frequency and percentages. Validity and the results

of the survey will be explained in Chapter IV, Data Anal ysis
and Interpretation.
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CHAPTER | V
DATA ANALYSI S AND | NTERPRETATI ON



OVERVI EW

This chapter presents the results of the questionnaire
devel oped to assess how trainers are used at the State
l evel. It includes the summary results, a table of survey
responses, an overall analysis of the results, the major

findings of the research, and a summary concl usi on.

SUMVARY RESULTS

The questionnaire was given to the heads of all fifty
(50) departnments at the State |level in Novenber of 1998.

The questionnaire contained two types of questions.

Ei ght questions were placed on a Likert scale of 1 to 5, 1
being "not at all inportant”, to 5 being "very inportant.”
Each Likert scale question was foll owed by an open-ended
guestion that was directly related to the Likert scale
guesti on.

Questions were asked to assess the State's existing
practices and attitudes on hiring and using trainers at the
State |l evel. The questionnaire was based on four major
processes: the State nmethod of using trainers; devel opi ng
and designing a job description of a State trainer; the
States' attitude toward trainers; and the role education,
techni cal, and work experience background play in hiring
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trainers at a State |evel.
O the fifty (50) survey questionnaires distributed on

Novenber 23, 1998, the researcher received twenty-six (26)



surveys, or fifty-two percent (52% back by the Decenber

14, 1999 deadline. The researcher sent a followup letter to
non-responders, along with a second copy of the survey

guestionnaire, and received seven (7) additional surveys; a
fourteen percent (149 return fromthe second mailing. A
total of thirty-three (33) surveys were returned, for a
total response rate of sixty-six percent (669%.

This study gathered data rel evant to the questions of
the study to assess how trainers are used at the State
| evel. The followi ng sections present the information from

t he si xteen questionnaire questions.
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TABLE

Li kert Scal e Survey Question Responses:




Question Mean St andard Devi ati on

Question #1 4.519 1. 051
Question #2 4.077 1. 354
Question #3 4.111 1.251
Question #4 4. 200 1. 041
Question #5 3. 909 0. 868
Question #6 2.833 1. 090
Question #7 3.818 1. 259
Question #8 4. 000 0. 926

Question #1 has a standard deviation of 1.051. There
were six (6) non-responders. One (1) non-responder returned
a letter indicating the addressee had retired several years
ago. One (1) non-responder sent a letter stating their
of fice does not use trainers. Seven and one-half (7.5)
full-time enpl oyees are trained by supervisory staff, and
conputer training is outsourced through the Departnent of
Adm ni stration. One (1) non-responder returned the survey
bl ank, writing on it that the Personnel Director did their
required supervisory training and that they did not use

trainers for their small State agency of eighty (80)
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enpl oyees. One (1) non-responder did not fill out the

survey, but wote a note on the survey form stating that

they train all enployees through existing enpl oyees.



One (1) non-responder returned the survey inconplete with a
| etter saying they do not enploy or use trainers now, nor
did they foresee a future need to use trainers. One (1) non-
responder returned the survey inconplete. They do not
provi de training to prosecutors.

Question #2 has a standard deviation of 1.354. There

were seven (7) non-responders. Three (3) non-responders sent
| etters saying they would not be responding to the survey

because the addressee was retired, did not use trainers in
their departnents, and they do not train prosecutors. Two
(2) non-responders left question two (2) blank. One (1) non-
responder said the question was not applicable, but answered
the rel ated open-ended question, saying that training is the
| owest priority due to budget concerns. One (1) non-
responder |l eft the question blank, saying the Personnel
Director did required supervisory training and did not hire
trainers for their small agency of eighty (80) enployees.
Question #3 has a standard deviation of 1.251. There
were six (6) non-responders. Three (3) non-responders sent
| etters saying they would not respond because the addressee
was retired, they do not use trainers, or they do not train
prosecutors. Two (2) non-responders |left the question bl ank.
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One (1) non-responder |eft the question blank, but responded
that the Personnel Director did required supervisory
training and they did not use trainers for their snal
agency of eighty (80) enployees.

Question #4 has a standard deviation of 1.041. There



were eight (8) non-responders. Three (3) sent letters saying
they were not respondi ng because the addressee was retired,

they did not use trainers, and they do not train
prosecutors. Three (3) non-responders |eft the question

bl ank. One (1) non-responder |eft the question blank, but
wrote that the Personnel Director does required supervisory

training and they do not use trainers for their small agency
of eighty (80) enployees. One (1) non-responder chose #2,

then crossed it out.

Question #5 has a standard deviation of 1.090. There
were el even (11) non-responders. Three (3) non-responders
replied with letters indicating the addressee was retired,

they do not use trainers, and they do not train prosecutors.
Five (5) non-responders |eft the question blank. One (1)

non-responder |eft the question blank, but circled "non-
related” with a question mark. One (1) non-responder said
t he question was not applicable. One (1) non-responder |eft
t he question blank, but wote that the Personnel Director
did required supervisory training and they did not hire
trainers for their small agency of eighty (80) enpl oyees.
26

Question #6 had nine (9) non-responders. Three (3) non-
responders wote a letter indicating the addressee was
retired, they do not use trainers, and they do not train
prosecutors. One (1) non-responder wote, "not applicable.”
Four (4) non-responders |eft the question blank. One (1)
non-responder |eft the question blank, but wote that the

Personnel Director did all required supervisory training,



and they did not hire trainers for their small agency of
ei ghty (80) enpl oyees.

Question #7 has a standard deviation of 1.259. There
were el even (11) non-responders. Three (3) non-responders
wote letters indicating the addressee was retired, they do

not use trainers, and they do not train prosecutors. Six (6)
non-responders | eft the question blank. One (1) non-

responder |l eft the question blank, but responded that the

Personnel Director did all required supervisory training and
they do not hire trainers for their small agency of eighty

(80) enployees. One (1) non-responder stated that the
guestion was not applicable to their departnent.

Question #8 had el even (11) non-responders. Three (3)
non-responders wote letters indicating the addressee was
retired, they did not use trainers, and they do not train

prosecutors. Six (6) non-responders |left the question bl ank.
One (1) non-responder wote, "not applicable.” One (1) non-

responder |eft the question blank, but wote that the
27
Personnel Director did all required supervisory training,
and they did not hire trainers for their small agency of
ei ghty (80) enpl oyees.
The open-ended questions appear to have a comopn thene
that includes the follow ng key points of agreenent:
- Enpl oyees in md-to upper-I|evel managenent positions
perform sonme training duties in each departnent.

-When budget concerns are present, training is the first



itemcut fromthe budget.
-Training is seen as an inportant aspect to each
departnment, except the few departnent that absolutely do
not use trainers or do any training.

-The same training duties and tasks appear necessary to nost
depart nents.

- Most departnent use a conbination of in-house trainers and
enpl oyees who train, as well as approved outside

consul tants or vendors.
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Overall Analysis of Results and Maj or Findings

The nost frequently unanswered questions on the survey
were the Likert scal e questions concerning tasks associ at ed
with job duties, educational background and required work
experience for trainers, and the inportance of skills not
associated with training. Thirty-three percent (33% of the
guestions were bl ank. The open-ended questions related to

t hese unanswered Li kert scal e questions were conpleted. A



| arge variety of job duties and tasks were listed. The
responses to these questions categorized the job duties and
tasks information under "in-house trainers” and "contracted
vendors or consultants.” Some departmnent responders did not
use trainers, but did have staff who trained on specific
topics. They either outsourced all their training needs,

or used a conbi nation of in-house trainers and consultant or

vendors.

Question #l: |Is the use of trainers necessary at the State

| evel ?

Si xty-four percent (64% of responders believe it is
very inportant to use trainers at the State |evel.
Responders |listed their job responsibilities. Responders
bel i eve that human resource professionals should possess
training skills. Rather than hire trainers, departnents

seek to hire Human Resource staff who can train or be
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educated to train. They rely on, and place great val ue on

cross-training of all staff. Seventy-nine percent (79% of
the State departnments appear to select trainers in one of
the foll owi ng ways when training is required:

1) Contract outside vendors or consultants. These
resources appear to be preapproved by the Departnent of
Adm ni stration (DOA), and are placed on a "vendor's list."

O her departnents only use approved Information

Technol ogy vendors. The questionnaire indicates that



contracted vendors or consultants provide approxi mately
ninety percent (90% of the human resource skills training.

2) In-house trainers. The Departnment of Enpl oynent
Rel ati ons (DER) devel ops and offers a variety of prograns
for enpl oyee training. Some departnents rely on other
agencies to provide technical and "core" training in the
general skills area. Trainers fromthe Departnent of
Adm ni stration (DOA) teach the use of the State Accounting
System All departnents use only DOA-approved trainers for
conputer training. Sone departnments train all enployees
t hrough the use of existing enployees.

Trainers at the State | evel appear to performa
mul titude of duties; sonme are trainer-specific, nore are
managenent and supervi sory-specific. These duties vary in
scope and purpose between departnents. The O fice of Enploye
Devel opnent & Trai ni ng conducts basic supervisory,
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managenent, sexual managenent, advanced | abor rel ations,
recruitnent, and selection training. Trainers teach new
conput er environnments and software applications; devel op and
update non-programmatic training, train in health and safety
prograns, appropriate interaction in the workpl ace,
comuni cation, time managenent, custonmer service,
conflict resolution, and nmanagi ng change skills. Trainers
coordi nate outside conferences; facilitate and coordi nate
out si de vendor technical training, and deliver general

training to external users of departnent systens and



information. Certified Nursing Assistants are trained by
staff trainers. In-service and continuing education is
provided to all enployee classifications. Front-line

supervisors are trained on human resource topics.

Question #2: Is hiring well-qualified trainers inportant to

your departnent?

Si xty-four percent (64% of the responders rated the
i nportance of well-qualified trainers as "nediunf to "very
i nportant.”

As to the State of Wsconsin encouraging the hiring of
trai ners, twenty-four percent (24% of the responders rated
this a three (3). Forty-five percent (45% of the thirty-
three (33) responders thought encouragenent rated "mediumto
very inportant” to the State. Sixty-one percent (61% of the
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responders replied with a process they use for training in
their respective departnments. Eight (8) of the thirty-three

(33) responders indicated that the traditional Cvil Service
procedures were used for hiring trainers. The process of

hiring trainers varies depending on whether full-tine staff
menbers are used or consultants or vendors are contracted.
Consul tants or vendors need to be on an approved vendor
listing with the Departnent of Adm nistration (DOA). Sone
departnments start enployees as |ine workers, and then after
years of experience, they becone trainers. Corrections and

Health and Fami |y Services Departnents give a nultiple



choice examto hire trainers without |ine experience. Many
trainers are already departnment enployees hired as
attorneys, investigators, or clerical staff.

Use of outside trainers would have to be done under the
auspi ces of the appropriate DOA contract for such services.

Qutside trainers are hired when the budget allows. Any

particular trainer, is checked to see if they are authorized
by the DOA, if they can provide the services requested, and

if the departnment can pay the anount requested. I|f

not, a sinplified bid is needed. This consists of contacting
trainers in the area that can provide the service and

obtaining a m ninum of three (3) quotes. Basically, the | ow

bid is accepted if they can provide the services required.
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If the required training is in a specialty area, a provider

can be obtained as a "sole source.” This consists of the
program area preparing a justification indicating the

need to hire this trainer for this service. If the cost of
using a "sole source" provider is over ten thousand dollars
(%10, 000), approval would be required fromthe DOA. A

justification meno is kept on file for auditing purposes.

Question #3: Do you think training is inportant to your

depart nment ?

Seventy-three percent (73% of respondents rated the

i nportance of training between "nmediunt to "very inportant”.
It appears that the overall attitude of the heads of

departnments is that training is inportant to their



departnents; the rationale being that State enpl oyees shoul d
be well-trained in the |atest technology in order to provide
qual ity service to customers.
Si xty- Seven percent (67% of respondents gave a
t hor ough representation of the necessary skills and
conpet enci es | ooked for when hiring a trainer at the State
| evel .
The permanently enployed trainer skills and
conpet enci es would include the ability to handl e group

dynam cs, problem solve, prepare quality materials, be

willing to travel to renote | ocations, have expertise in
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their field, possess excellent verbal and witten

comuni cation skills, have know edge of State statutes and
adm ni strative procedures, have presentation skills and
experience, have good people skills, be highly trainable,
have the ability to conprehend needs and devel op effective
training curriculum organi ze |ogistics, and anal yze
organi zati ons. They must know nodern techni ques of staff
devel opnment, personal conputer skills, Wb use for
interactive training, and other new technol ogy use for
devel opi ng programm ng. They train internal telephone
support staff and | ocal trainers; provide direct classroom
instruction to programusers; understand recruitnment

practices, possess interpersonal skills, principles of adult
| earni ng and educati on, course design, delivery techniques,

and evaluation skills.



When contracting for trainers, the need is for
i ndividuals with a proven record of delivery; well-received
trai ning, presentation, program nanagenent, evaluation and
organi zational skills; effective human relations skills,
academ c preparation; and experience in devel opi ng and
conducting staff training in an educational environnent.
Prospective trainers should possess the ability to explain
conpl ex tasks in an understandabl e manner, specialize
training to needs, have subject know edge, possess skills in

getting audi ence participation, and have the ability to
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conduct training for an audience with varied skill |evels.

Question #4: Are needs assessnent and perfornmance

i nprovenent inportant to your departnent?

Seventy percent (709 of the respondents rated needs
assessnment and perfornmance inprovenent as "nedium to "very
important™ for their departnents.

Forty-ei ght percent (48% of responders |isted what
they felt the major job duties of a trainer in their
department m ght be. Duties included: data collection and
anal ysis, training reconmendations, training, program
devel opnment, and program pronotion. Trainers should have

know edge of nodern techniques of staff devel opnent, Wb use
for interactive training, know edge of new technol ogy used

for program devel opnent, and be able to devel op training

curricula. Duties include training internal telephone



support staff and | ocal trainers; providing direct classroom
instruction and performance inprovenent; hel ping custoners

identify training needs; and working w th nmanagenent and
staff to identify enployee traini ng needs and net hods with
which to deliver training. During the annual performance
revi ews, supervisors are expected to determ ne enpl oyee
trai ning needs. Trainers analyze alternative |earning

nmet hods and provide information to State agency personnel on
how to deal with unions. They train on new contract
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| anguage and how to be a supervisor, in addition to training
staff in proper policies and procedures to conplete their
job. They facilitate and coordi nate technical training
provi ded by outside contractors or vendors, present

trai ning provided by outside contractors or vendors, present
general training to a wi de range of enpl oyees, present

technical training to external users, devel op concepts,
contract with expert trainers in the field, coordinate in-
house sessions on a variety of topics, oversee the training

budget, approve requests for external training, and eval uate
training prograns. Staff is trained to engage in both

informal and formal training, involving face-to-face and
i nformation technical approaches. Enployees in a
supervi sory or managerial role conduct training as a m ninmal

part of their job duties.

Question #5: Is it inportant for trainers to possess skills

not related to training?

Si xty-four percent (64% of responders rated having



skills not related to training as "nediunt to "very
inportant™ to their departnment. This quesiton | ooked for
uni que skills and specific talents other than direct
trainer-related skills and responsibilities from education
or past work experience.

Thirty-six percent (36% of responders listed job
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duties and tasks that are inportant to their respective

departnments' use or know edge of trainers as follows:
internal office trainer skilled in the use of M5 Ofice
Sui te, needs assessnents, program devel opnent, present
courses and pronote progranms, possess the know edge and
ability to devel op technology into training, collect data

for perfornmance eval uation, determ ne classes to conduct for
fiscal year, contract skills for consultants, advertise

prograns, coordinate |ogistics, pay invoices, manage
conput er systemfor training records, research nethodol ogy,
anal yze alternative | earning nethods, and have expertise in
human resources, conpensation, and recruitnent selection
classification. Wrk experience is nore inportant than
training principles. Trainers should be able to help
custoners identify training needs; devel op and present
training which is specific to departnment needs, and, where
appropriate, assist teans and divisions in |ocating other
trai ning sources; prepare training materials; neet with the

training comrttee to review training content; and prepare



handouts, slides and power point presentations. Every human
resource professional should possess classroom managenent,
program eval uation, and training skills; so rather than hire

trainers, departments seek to hire Human Resource staff that
can train or be educated to train.
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Question #6: Do you feel the State of W sconsin encourages

hiring trai ners?

Fifty-two percent (52% of the responders did not think
the State encouraged hiring trainers. Wien asked about the

State's attitude toward hiring trainers, forty-six percent
(46% of the thirty-three (33) responses were bl ank, cane
back with a letter saying there would be no response, or

|l eft a question mark in this space.

The State's attitude about hiring trainers appears to
vary substantially anong departnents. Generally, there
appears to be other, higher State priorities, with a | ow
priority placed on hiring trainers, due to budget concerns.
Trai ni ng budgets are often the target for cuts. However,

W sconsi n appears to have a positive attitude as to the

"i nmportance” of training. Responders believe it is inportant
to devel op human resources, and that trainers greatly

contribute to this conprehensive effort. Large State
departnments may hire full-tinme trainer staff. Snal
departments purchase training through vendors or | arger
departnments. Responders felt it was essential that high-

quality trainers are hired who can deliver services at a



reasonabl e cost. Trainers use line enployees who are experts
intheir field and train themto be trainers. Hring

trainers can al so depend on the type of enpl oyees
(represented enpl oyees versus non-represented enpl oyees and
38
prof essional staff) to be trained, departnent needs, office
size, and the need for full or part-tine staff. Trainers are
hired, but not quite enough of them according to
responders. Sone departnents are very open to hiring outside
consultants, actually preferring to do that, rather than
work wi th in-house enpl oyees, consensus being that outside
perspective is very inportant. Training ability and
experience are key factors in hiring decisions.

Question #7: |Is an educational background beyond hi gh school
necessary to be hired as a trainer by your departnent?

Fifty-five percent (55% of responders rated having an
educat i onal background beyond hi gh school as necessary to
being hired as a trainer.

Fifty-eight percent (58% of responders |isted specific
educati onal background as being necessary to be hired as a

trainer. The State cannot require a degree. There are

prof essional entry prograns that give credit for academ c
preparation and no work experience. Recruitnment practices

i nvol ve a conpetitive process with an objective review of
each candi date's trai ning and experi ence background agai nst
the advertised m ni numrequirenents. Another nethod of

hiring at the State | evel involves shortcuts to circunvent



the Gvil Service procedures, which allows for nore

candidates to be interviewed for a position.
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The prerequisite qualifications for a training

coordi nator position include: five years of experience with
| BM mi croconputers or a bachel ors degree in education or
arelated field with one year of experience with |BM

m croconputers; three years of experience in a classroom
conputer training capacity, experience with word processing
and spreadsheet software, and excellent witten and verbal

comuni cations skills. An undergraduate degree is preferred;
but an equivalent in work experience is acceptable. Mst of

the trainers hired are attorneys or experts in sone area,
usual |y having at |east a Masters degree. Responders

reiterated that there are no requirenents, just preferences,
noting that a formal educational background woul d be

desirable, and it depends on the conbinati on of education
and experience of the candi date.

Question #8: How inportant is work experience to be hired as
a trainer in your departnent?

Si xty-four percent (64% of responders felt work

experience was "nediunt to "very inportant” to be hired as a
trainer for their departnent.

Fifty-five percent (55% responded to what work
experience is required to work in their departnent. Many of
the smal | er agenci es do not have trainers. The work

experience required for in-house trainers varies dependi ng
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upon the area of training topics and needs being provided,

the I evel of job, and verifiable experience as an instructor
wi th adult training program coordination and devel opnent.

Attorney trainers nmust have hands-on experience working as a
crimnal defense attorney. Most trainers nust have work

experience or education in the area in which they are
training. In sone departnents, experience may not be
required, but is preferred.

Typi cal ly, consultant and vendor trainers are requested
to send in a resune for review of the services they provide

and the length of time spent as a trainer. If a trainer is
| isted on the Procurenent Bulletin, and if, by word of
nout h, there has been a favorable response to courses they
have taught, and they are able to provide the services
required, they may becone authorized by the DOA. Experience
is critical when contracting a vendor or consultant, since
funds are not available to take chances with a "rookie."

Rel evant work experience to the training need would be
beneficial. Even nore inportant is having experience in the

public sector. Resunes from potential vendors or consultants
are reviewed to see who they have worked with. Sel ection

often occurs fromface-to-face conversations. This nethod
often reveals nore than a list of work experiences. Methods
of selecting vendors or consultants differ, depending on the

| evel or type of group, type of training being provided,
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program devel opnent skills, and denonstrated experience



wor ki ng with diverse groups.

Summary Concl usi on

The questionnaire responses resulted in enough
appropriate information to determine and fulfill the major
processes it was intended to do: discover the State nethod
of using trainers; gather enough information to develop a
State level trainer job description; determ ne the

i nportance of and attitude of the State toward trainers; and
obtai n an understandi ng of the education, technical, and

wor k experience required to be hired as a State trainer.

42
CHAPTER V

SUMVARY, CONCLUSI ONS, AND RECOMVENDATI ONS



This chapter contains a sunmari zation, conclusions and
reconmendati ons of the study. The follow ng topics are

i ncluded: (1) Restatenent of the Problem (2) Methods and
Procedures, (3) Mjor Findings, (4) Conclusions, (5)
Reconmmendati ons Rel ated to the Study, and (6)

Recommendati ons for Further Study.

Rest at enent of the Problem

The purpose of the study was to assess the use of
trainers at the Wsconsin State governnent |evel. The total
popul ation for this research study was fifty (50) heads of

the State of Wsconsin departnents.

Met hods and Pr ocedur es

For this research study, a survey was devel oped to

collect data fromthe heads of all fifty (50) departnents in
the State of Wsconsin. The departnent heads were asked to

assess their departnents relative to how trainers are used

at the State level. The questionnaire was based on four

maj or processes: discover the State nethod of using

trai ners; gather enough information to develop a State

| evel trainer job description; determ ne the inportance of

and the attitude of the State toward trainers; and to obtain
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an understandi ng of the education, technical expertise, and

wor k experience required to be hired as a State trainer.

The response formats of the questionnaire included



Li kert Scal e and open-ended questions. (An open-ended
gquestion followed and was directly related to the Likert
Scal e question.) The purpose of this was to allow the

responder to answer the Likert scale question and then offer
the opportunity for the responder to wite a nore candid

response.

Maj or Fi ndi ngs

An anal ysis of the survey results indicated mjor

findi ngs as:

Access to trainer positions at the State | evel
is now centralized and conputerized statew de at

| ocal job centers.

The trainer can be an in-house trainer, supervisor,
contractor or vendor, State vocational schools, or
busi nesses.

The State's attitude toward trainers varies

substantially; yet survey responses portray the State
wWith a positive attitude as to the "inportance" of

trai ni ng.

- The State | ooks for prospective enpl oyees for
al |

positi ons who possess the ability to train and are
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hi ghly trai nabl e.

- Responders indicated training is the first to be



el i m nated when there are budget cuts.

- Approximately two-thirds (2/3) of the responders feel
training is very inportant.

- The Internal Revenue Department sent a letter
responding to the survey, indicating they would not
conpl ete the survey questions because the "limted
survey questions would not provide an accurate
profile of the departnent.”

- In sonme responses, the Likert scale questions were
not answered, but the open-ended question related to

it was.

Concl usi ons

As a result of the review of the literature and an
anal ysis of the data collected fromthe survey, the
foll owi ng concl usi ons were drawn:

According to the review of the literature, training is
of the utnost inportance fromthe Federal |evel all the way
down through the State and local levels. It is also the
first thing elimnated when there are budget issues. The
attitude of the State of Wsconsin is that trainers and
training are inportant, but hiring individual trainers to
do the work is not always the process followed. Trainers can
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be in-house, but nore often are enpl oyees in other fields,
who are highly trainable and possess the ability to train

others. Ninety percent (90% of conputer training is



out sourced to approved consultants or vendors. Delivery
nmet hods i nclude State technical colleges, grant funded
prograns, businesses, State trainers, and consultant or
vendor s.

Responders were very clear about job duties and tasks
for the trainer. The job duties and tasks of trainers are

many and vari ed.

Reconmendati ons Rel ated to the Study

The State should maintain easy accessibility to trainer
positions by continuing to nake them avail abl e on conputers

in a centralized |location at |ocal Job Centers.

Reconmendati ons for Further Study

A question for further study would be to find out how
many bona fide trainers are hired at the State |evel.

Anot her recomendati on would be to have the State
develop a nore sinple process with which to |ocate job
opportunities on the conputer that include training and

aspects of training, even though they are |isted under other
j ob descriptions. This would aid prospective applicants in

finding positions that ask for training qualities and

46
education. Many job seekers have job qualifications in other
fields that al so possess training capabilities. There is no
defined way to search for these positions, other than to
scroll through every job opportunity listed. This is very

ti me consun ng.
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| NFORVATI ONAL TELEPHONE | NTERVI EW

VWausau Job Center
364 Grand Avenue
Wausau, W 54401
(715) 261-7700

M. Tom Younger
Job Service Counsel or

Date interviewed: Septenber 24, 1998
Time interviewed: 3:00 p.m (58 m nutes)

The State of Wsconsin, D vision of Merit, Recruitnent and
Sel ection, has two systens in place: 1) Limted-term

enpl oyees and 2) Full-time (6 nonth) enpl oyees which is
limted to hiring |,020 enpl oyees per year. |In addition to
these two systens, they can occasionally hire off the
street.

For permanent parttine, full-tinme, and seasonal enployees,
hiring goes through the Departnent of Enpl oyee Rel ations
(DER). This is the personnel office for the State of

W sconsi n.

Each agency has its own personnel operations. Exanples are:
Division of Merit, Recruitnment and Sel ection, 608-266-173l,
and O fice of Enployee Devel opnent and Trai ni ng 608-266-
0664.

When asked about trainer type positions, and who hires for
t hese positions, and what State agencies have these
positions, | was informed that the Departnment of Workforce
Devel opnent (Linda Pryze, 608-266-0149} is in charge of



trai ning, education, and communi cation issues.

Job seekers interested in state positions can search the W-
State Bulletin. This bi-nonthly bulletin is avail able at
the Job Center. It contains current vacancies for State and
Federal Civil Service, and Wsconsin Teachi ng positions.

One can al so search the Internet at:

JobNet, http: \\ wwv. dwd. st ate. wi . us/j obnet, for l|ocal and

st at ewi de j ob openi ngs.

Job seekers for State positions get jobs by reading position
descriptions, determning their qualifications, requestin

an application, and being called for an interview. The State
takes the top five percent (5% of applicants if |ess than
fifty (50), or the top ten percent (10% of applicants if

nore than fifty (50)for the interview process. |f not
chosen, job seekers are put on a master eligibility list. A
j ob seeker can turn down three interviews. |If the job
seeker turns down the interviews, they nust answer, "Do you
still want to be considered?" and "What geographi cal

interest do you have?" Job seekers who still want to be
considered wll be kept on the list. A new |law allows the

State to keep applicants on this list for a mninmmof three
nonths, up to a maxi num of three years.

M. Younger was unable to answer the question, "How do you
resol ve the issue of having the educational background for a
trai ning and devel opnent position, but not the work
experience in the training field that so nany state
positions require?" M. Younger thought you needed to get
wor k experience in training sonmehow. It was suggested the
researcher contact Adm nistrative Services at the state

| evel, and was given a list of nanes and phone nunbers of
peopl e who may be able to answer this question.

When | ooking for positions in training and devel opnent, or
any professional position, it was suggested a good "rul e of
t humb” woul d be for an applicant to nmail 100 resunmes, with a
good response being five interviews. Oher ideas are to
mail a resune every three nonths to those busi nesses that
one is particularly interested in, and to talk to a Masters
Degree person within that conpany.

O her things one can do on correspondence and resunes are
to: leave off the Masters degree, if not required; when
interview ng, |ook younger; plug away at it; and keep in
mnd that if an enpl oyer has | ess education, he or she may
feel threatened.

When asked if there were any special tips for job searching
for white femal es, over age 45, the reply was, "I apol ogi ze,
this is a small town, with a prejudicial nentality.”



Services offered at the Job Center include Assessnent, Job
Readi ness, Job Retention, Job Seeking, Resune Wrkshops, and
Enpl oynment Services for Veterans. They offer conputers for
resune witing and thank you letters, fax machi nes, Career
Vision via conputer, refresher courses in math, readi ng, and
ot her basic skills, and updating with the | atest word
processi ng and spreadsheet software.

The researcher verbally read the attached consent formto
the intervi enee.

Consent Form

| understand that by returning this questionnaire, | am
giving nmy informed consent as a participating volunteer in
this study. | understand the basic nature of the study and

agree that any potential risks are exceedingly small. |

al so understand the potential benefits that m ght be
realized fromthe successful identifiers are needed and so
that confidentiality is guaranteed. | realize that | have
the right to refuse to participate and that ny right to

Wi thdraw from participation at any tine during the study
will be respected with no coercion or prejudice.

Not e: Questions or concerns about participation in the
research or subsequent conplaints should be addressed first
to the research or research advisor and second to Dr. Ted
Knous, Chair, UWMStout Institutional Review Board for the
Protection of Human Subjects in Research, 11 HH, UW Stout
Institutional Review Board for the Protection of Human

Subj ects in Research, 11 HH, UW Stout, Menononie, W, 54751
phone (715)-1126.
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Job Center, Internet
htt p://badger. state.w . us/agenci es/ der/cob/142. ht m
State of Wsconsin Departnent of Enploynent Rel ations
Positions
Training O ficer 3-Confidential Madison (Area 8)
Juveni |l e Services Specialist Madi son (Area 8)

Sept enber 16, 1998

SUMMARY OF RESOURCES: | scanned the internet for state jobs
related to ny educational and work experience backgrounds.
Both of these job announcenents contained information and
job duties directly related to training and devel opnent.

The Training Oficer 3 position is exactly the type of



position | would like to have. The know edge required
i ncl udes nost of what | have | earned in ny undergraduate and
Masters Degree studies. It also covers a great anount of ny
wor k experience. The Juvenile Services Specialist position
i s another position where ny education appears appropriate.

| have had two years of work- related experience with the
Wsconsin Crimnal Justice System forty conmunity-based
prograns and agenci es, and program devel opnent.

RELATI ONSHI P OF RESOURCES TO PRQJECT: | chose these two
positions to apply for to: accustomnyself to the process
for application to state jobs, explore the pay scale, and
mainly to get a job. The Juvenile Services Specialist job

was still on the internet, yet had an application deadline
of Septenber 2, 1998. | was too late to apply for this
position. | applied for the Training Oficer 3 position on

Sept enber 3, 1998, and was not invited to interview M
cover letter, application material, and response letter from
t he Departnent of Transportation are attached. This process
is confusing in that the Departnment of Agriculture, Trade
and Consumer Protection (DATCP) |isted the position;

however, the Departnment of Transportation (DOT) responded to
nmy j ob application.
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| NDI VI DUAL VI SIT TO EMPLOYMENT & TRAI NI NG DEPARTMVENT
VARATHON COUNTY GOVERNVENT

Enpl oyment & Training Center
Mar at hon County
364 Grand Avenue



Wausau, W  54403- 6221
(715) 261- 7704

Ms. Phyllis A Berm ngham
Director of Marathon County Departnent of Enploynent &
Tr ai ni ng

Date i ntervi ewed: Novenber 30, 1998
Time interviewed: 2:00 p.m

The Marat hon County Departnment of Enploynment & Training is a
partner to the Marathon County Job Center. This partnership
was created through recent changes required fromthe State

| evel .

The Enpl oynent & Training Departnent adm nisters State and
Federal funds for low inconme adults for enploynent and

enpl oynent-related training; i.e., W2, Food Stanps, and the
Enpl oyment & Training Progranms. Primary work is with W2
and eligibility requirenents. Eligibility for nost public
benefits is determ ned based on financial need, nedical

assi stance, food stanmps, and childcare. Due to recent |aw

changes, the Job Training Partnership Act will be non-
exi stent by July 1999-2000, being replaced by the Wrkforce
| nvestment Act. There is no ADFC as we once knew it. It is

a W2 agency, where one applies for W2 which is subsidized
t hrough a cash grant for no nore than 24 nonths. Schooling
is no longer offered. After 24 nonths, participants are
considered "job ready” and can go find a job. The internal
policy is to not |eave participants wi thout income. They
often put themto work within a conmunity agency for 30
hours, plus offer 10 hours of training per week, to equal 40
hours for the $673 check per nonth. They are part of work
search and neet with soneone every week. The State policy
is very definitive. There are services available for
general job search. NorthCentral Technical College trains
for know edge, skills, and conpetencies. They teach

know edge, skills, and attitudes with a general

presentation, maintaining interest of attendees. A conputer
Managenent | nformation Systemand State contact is used for
fol | ow up.

This departnment sets up training and works with enpl oyers
and the NorthCentral Technical College. An exanple of this
cooperative work with organi zations is a project just
recently finished, where enployers identified enployees with
| eader shi p and

bi-lingual skills on the plant floor. NorthCentral

Techni cal Col |l ege provided 40 hours of training on howto be
a supervisor. Enployers then pronoted these individuals,

hi red non- Engl i sh speaki ng enpl oyees, and have the newy



trai ned supervisors work with them This departnent always
out sources training needs of this type.

The organi zation charts for the Enploynent & Training and
Mar at hon County Job Center "partnership” outline the
different prograns and positions within this partnership.

It depicts fulltinme staff and enpl oyees of the Wausau Area
Hmong Mutual Association, funded by W2. Although there are
"trainer titles" used on the chart, there are no trainers as
we define themin the Masters degree for Training &

Devel opnent .

The State provides training that staff attends. Staff wll
be allocated to go to prograns such as Career Trac, if the
subject matter relates to their position. This rarely
occurs. The County contracts with BISI for many training
needs.

Enpl oyees recei ve sexual harassnent and diversity training.
The

County Government provides sexual harassnent and

i nappropriate sexual activity training. The County
personnel director does this. They design the training
package, and all enployees go through the program The
interviewee did provide training on sexual harassnent el even
years ago, while serving in a different capacity.

Valuing Diversity training is provided by a psychol ogy

prof essor and affirmative action officer from University of
W sconsi n-Stevens Point. On the final day of training, a
panel of Hmong participants talk about their personal
experiences as refugees. This is followed by a reception.

There are approxi mately 5,000 Sout heast Asians in Marathon
County. No programis specific to Southeast Asians, but
delivery is provided in a different way, and there is
funding for English as a second | anguage.

Trai ning evaluation is perfornmed through State eval uation
forms and informal feedback nethods if provided by State and
Federal funding.

Delivery of training occurs in the follow ng fashion: Those
eligible for training cone to the Job Center. A |ot of
docunentation of financial and non-financial criteria
occurs. A job devel oper nay hel p take new enpl oyees to the
job. A bi-lingual job devel oper actually shows up on the
pl ant floor for |anguage issues, when the enpl oyee is
starting the job and during training. The job devel oper
remains there as a resource for as |ong as needed.



Staff training is done by the County at | ocal

conference/ hotel sites. The State does training in their
State facility, but not always. There is an enornobus anount
of staff training for W2. Some sessions are at the Job
Center. The State cones in to observe and work with

enpl oyees. The State also contracts with the University of
W sconsi n- Gshkosh for sone training.

The YMCA offers a "Valuing D versity/Hrong Cul ture” training
program sponsored by Leadershi p Wausau.

Future plans do not anticipate major growth. One goal is to
obtain nore funding for work with NorthCentral Technical
Col | ege and enpl oyer specific training for |ow incone

popul ation. An exanple of this type of training program
woul d be simlar to one that was run three to four years
ago. Two wood product industries had production jobs that
were fairly simlar for entry level skills, such as the
ability to use fractions and neasures. This departnent

hel ped to identify the training need. Enployers were
approached. Funding was shared by enployers and the State.
Enpl oyers designed the training, then bi-lingual job

devel opers and Hnong worked with the staff at NorthCentral
Techni cal College on curriculumareas to be covered.

Nort hCentral Technical College set up training and delivery.

The researcher verbally read the attached consent formto
the intervi enee.



Consent Form

| understand that by returning this questionnaire, | am
giving nmy informed consent as a participating volunteer in
this study. | understand the basic nature of the study and

agree that any potential risks are exceedingly small. |

al so understand the potential benefits that m ght be
realized fromthe successful identifiers are needed and so
that confidentiality is guaranteed. | realize that | have
the right to refuse to participate and that ny right to

wi thdraw from participation at any tine during the study
will be respected with no coercion or prejudice.

Not e: Questions or concerns about participation in the
research or subsequent conplaints should be addressed first
to the research or research advisor and second to Dr. Ted
Knous, Chair, UWStout Institutional Review Board for the
Protection of Human Subjects in Research, 11 HH, UW Stout
Institutional Review Board for the Protection of Human

Subj ects in Research, 11 HH, UW Stout, Menononie, W, 54751
phone (715)-1126.
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STATE OF W SCONSI N TRAI NER
SURVEY QUESTI ONNAI RE

1. Is the use of Trainers necessary at the State |evel ?

1 2 3 4 5
Not at all Very
| npor t ant

1A. How do you use Trainers in your departnent?

2. Is hiring well qualified Trainers inportant to your
depart nment ?

1 2 3 4 5
Not at all Very
| npor t ant

2A. What is the State of W attitude about hiring Trainers?

3. Do you think training is inmportant to your departnent?

1 2 3 4 5



Not at all Very
| nport ant

3A. What skills and conpetencies do you | ook for in
Tr ai ners?

4. Are needs assessnents and performance i nprovenent
i nportant to your departmnent?

1 2 3 4 5
Not at all Very
| nport ant
4A. What are the major job duties of a Trainer in your
Depart nent ?

5. Is it inportant for Trainers to possess non-rel ated
training skills?

1 2 3 4 5
Not at all Very
| nport ant

5A. What are tasks associated with the job duties of a
Trai ner?

6. Do you feel the State of W encourages hiring Trainers?
1 2 3 4 5

Not at all Very

| nport ant

6A. What is the process followed for hiring a Trainer?




7. Is an educational background beyond hi gh school necessary
to be hired as a Trainer by your departnent?

1 2 3 4 5
Not at all Very
| nport ant

7A. What is the educational background required by your
departnment for hiring a Trainer?

8. How inportant is work experience to be hired as a Trai ner
in your departnent?

1 2 3 4 5
Not at all Very
| nport ant

8A. What work experience is required by your departnent for
hiring a Trainer?
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COVER LETTER

Novenmber 25, 1998

(Adr essees)



Attention: (Head of Departnent)

The follow ng survey is for an |Independent Course research
study that | am conducting for the fulfillment of nmy Master
Degree requirenents for the MS. in Training and Devel opnment
at the University of Wsconsin-Stout.

This study is ainmed at exam ning State Government attitudes
toward trainers, where trainer skills are used, and to help
gai n knowl edge and understandi ng of State Governnent

trai ning and devel opnent positions and policies.

| am hoping for sonme input as to the training skills and
conpet enci es needed for individual (s) who design and/ or
deliver training throughout departnents within the State. |
am hoping by gathering this information, to obtain what sone
of the challenges are, and to assist in the preparation of
trainers, nyself included, that the State woul d consider for
hire in the future

Pl ease invest a few nonents of your tinme and conplete the
encl osed survey. Return it to me by mail with the encl osed
sel f - addressed stanped envel ope by Decenber 14th. If you
have any questions, please contact ne at (715) 359-86109.

Thank you so much for your time and participation.

Si ncerely yours,

Kat hl een L. Hackel

601 Weston Avenue
Rot hschild, W 54474

Encl .
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FOLLOW UP LETTER

Decenber 15, 1998



(Addr essees)

Dear Ms. Bl um

On Novenber 23rd, you were nuailed a questionnaire, State of
W sconsin Trai ner Survey Questionnaire. The response rate
has been good, but | am m ssing one inportant response,
YOURS. It is inportant to have the highest possible
response rate to nmake sure the results of the project are as
accurate as possible.

I f you have already mailed in your questionnaire and | have

not received it, thank you. |If not, please do so now. |
have encl osed anot her copy of the questionnaire in case you
m spl aced the original questionnaire. It is inportant that

you respond by Decenber 24th, to neet the project ending
dat e.

Your response is inportant to ne. Please invest a few

m nutes of your tine and conplete the encl osed survey now.
I f you have any questions, please contact ne at (715) 359-
8619.

Most sincerely,

Kat hl een L. Hackel

Encl osure
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| NTERVI EW QUESTI ONS

| . Name, Address, and phone nunber of Departnment. Nane of
person interviewed, date and tine of interview.

2. A description of products/services produced?

3. \What is organizational structure of the HRD or Training
departnment. Who reports to whon? (Chart, if avail able)

4. \What are the backgrounds of individuals in training?
5. Wiy and how did they enter training?

6. Wiat nethods are used to anal yze the departnents for
determ ning training needs? How nuch influence does upper
managenent have over what and who is trained?

7. What types of training are provided by the State?

8. \What nmethods and delivery systens are used to deliver
training? Describe any training facilities?

9. How is training eval uated?

10. What are future growm h expectations for the training
departnment? On what are you basing predictions?

11. Student inpression of State departnents in general and
the training function.

Consent: Your name will not be used in any way and by
answering these questions you are giving ne perm ssion to
use this information in nmy G aduate studies.






