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Thoughts on Effective Training
One commonality found in Deaf-Blind Projects throughout the county is the provision of training to
both parents and service providers alike. Although this training varies in its content, format and
delivery methods, it shares the common intent of developing skills that will transfer into the
classroom, home and community.

Current literature in the field of school reform has identified three concepts that influence
professional development activities and effective training. 

• Results driven education, meaning that the success of staff development should be measured
not only in changed practioners behavior, but also in its impact on child outcomes.

• Systems thinking, the recognition that staff development must be approached from a systems
perspective, recognizing that change to one part of a system impacts other parts of the system.

• Constructivism, the belief that learners build their own knowledge structures rather than just
receive them from others.  In response to constructivism, staff development activities must
involve practioners in the learning process and include a variety of participatory activities.

One result of incorporating these attributes into project training activities will be an increase in the
likelihood of achieving identified training outcomes and positively impacting training recipients. 

It is also important to recognize the unique needs of adults in a learning endeavor. These
include the need to have:

• Meaningful information
• Expectations known
• Experience respected
• Reinforcement provided
• Feedback given

• Diverse teaching styles used
• A sense of relevancy
• Self-direction
• Freedom from anxiety
• Immediate application
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Elements of Quality Training
Inservice training and professional development activities are extremely resource intensive,
both in personnel time and actual dollars.  Yet, the major activity of many training projects is
the provision of training to a variety of audiences on a multitude of content and topic areas.
As such, projects must strive to provide training that is meaningful, relevant and effective.
However it must acknowledge that on occasion trainings are not what the participants had
hoped for and occasionally the training has missed the mark!
The current literature describes several key elements that are critical to the design and
implementation of effective inservice training and professional development activities. These
elements consistently appear in time-tested professional development models and contribute
to both the models effectiveness and longevity.

One such nationally validated model, the Teaching Research Inservice Model (TRIM), has
combined these elements into a sequential process, which has been successfully used for the
design and implementation of both short and long-term training activities that have addressed
a variety of content and topic areas.  The six elements that comprise the Teaching Research
Inservice Model are:

• Identifying needs
• Determining training outcomes
• Determining training objectives
• Developing training activities
• Designing and implementing evaluation measures
• Providing follow-up technical assistance and support

Incorporating these elements into training activities may not only increase the participant’s skill
acquisition, it will also increase the effectiveness of the project’s training activities

1. Identifying Needs

Identifying needs is the first step in designing effective training activities.  Needs assessments
identify the specific topical/skill areas that recipients of the training perceive as their greatest,
or one of their greatest, areas of need. Needs assessments should be focused on specific
skills or competencies identified as relevant rather than being open-ended. Open-ended
assessments, or assessments designed for other programs, do not provide the information
needed to design effective trainings.

A thorough needs assessment builds consensus and ownership in the training activities.
Training participants are most receptive and interested when the content is relevant and
meaningful to them. A needs assessment approach relies heavily on the perceptions of
practitioners and does not counter balance or weight these responses with the training needs
perceived by others.  As a balance to the perceived needs of staff, it may be useful to also
complete an assessment using a tool designed to measure program performance.



2.  Determining Training Outcomes 

In effective training activities the desired outcome(s) of training is clearly conceptualized and
articulated.  A well-conceptualized and articulated outcome is needed to drive the remainder
of the training plan.  The outcomes impact the intensity and pedagogy of the training activities,
as well as the design of the evaluation of the success of the training.

3. Determining Training Objectives

Effective training occurs when the expectations of training are clearly defined. Your objectives
should identify the expected competencies or behaviors to be demonstrated by the participants
at the conclusion of the training experience. Your objectives should also prescribe the “who,
what and how” in observable and measurable terms.  Your objectives should logically lead to
attainment of the desired outcome(s).  When the desired outcome is stated as knowledge, the
objectives relate to varying ways in which the participant can demonstrate his/her increased
knowledge, but since our ultimate outcome is only knowledge, it would not be necessary to
engage participants in elaborate and time-consuming practica or role-play activities in which
they demonstrated certain skills.

4.  Developing Training Activities

Training activities are the vehicle by which participants achieve the desired competencies
stated in your objectives.  The activities comprise the content and pedagogy of your trainings.
Training activities should be designed to accomplish one of three possible outcomes:

• Increased awareness of the topic being taught

• Increased knowledge of the topic being taught

• Mastery of the skills needed to implement the topic being taught

The outcomes you are attempting to achieve dictate the level of complexity of your activities.
If the outcome is merely to increase awareness, a much simpler activity may be offered than
if the outcome is skill implementation. If the outcome of the training is skill implementation,
research confirms that the following four attributes should be included within the training
activities:

• A knowledge of the theory supporting the content of the training

• Demonstration and shaping of the skills to be learned

• Guided and independent practice of the skills

• Feedback on the performance of the skill



Although it may be necessary to rely on the standard lecture/listen format for parts of the
training, participants will be far more engaged in the content if varying methods of
presenting information are utilized.  Adult learners have preferred modalities for acquiring
new information.  Some find auditory input to be the easiest way to learn, and they become
confused by visuals. Visual learners take in new information most efficiently through their
eyes and absorb minimally from auditory input. Others prefer to see a concrete
demonstration of the new concept. Remember, our audiences will benefit most from
presentation of the new information in a variety of ways, one building upon or reinforcing
another.

5.  Designing and Implementing Evaluation Measures

Evaluation occurs at several levels and must go beyond the traditional measure of satisfaction
to demonstrate the trainings effectiveness and to provide the information to revise and refine
your training activities. Evaluation systems should include:

• Measures obtained during training 
• Measures obtained at the completion of training activities 
• Measuring implementation of the knowledge or skills presented after the training has

occurred

By carefully weaving your evaluation components before, during and after training, it is
possible to evaluate on an ongoing basis the strengths and needs of your activities (both
formative and summative). Trainers are able to revise and adapt the training on a timely basis
and make necessary accommodations to assist participants to successfully complete the
objectives.

6.  Providing Follow-up Technical Assistance and Support

To be effective, programs must provide follow-up support to participants as they implement
newly learned skills.  The traditional, one-shot workshop continues to be utilized even though
we know that little implementation occurs without follow-up TA and support. When the intent
of training is implementation of new knowledge and skills, specific plans for providing follow-up
support to the participants must be woven into the training, not tacked on as an afterthought.
Effective training assumes that the support provided to assure implementation is the second,
but equally important, component of the training activity.

How support is provided takes many shapes and depends upon your outcome (awareness,
knowledge or skill) and the resources. A variety of approaches have been demonstrated as
effective and include:

• On-site visits

• Mentoring or coaching

• Video review

• Live video interactions

• Product review and feedback

• Observations
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