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The Training Program for New Supervisors
What is the training program for new supervisors?  The training program for new supervisors’ implements phase I through VII displays the essence of the program.  The training program consists of the following:

Phase I – Needs or Gap Analysis

Phase II – Training Program Description

Phase III – Budget

Phase IV – Stakeholders and Goals

Phase V – Training Promotional Materials

Phase VI – Program Evaluation

Phase VII - Implementation 
Last, the training program for new supervisors provides a structure of learning and development for knowledge, skills, effective communication, and productive team unity in the work environment for both parties (the employer and employees). 
Needs and Gap Analysis
What are the needs and gap analysis?  According to Elliott (2008), “Identifying performance gaps allows you to clearly define what business results matter, how those results are judged or measured, and how exemplary performers produce outstanding results on a consistent basis, (p.1).”  The needs and gap analysis captures the issues or performances for satisfactory results.  Therefore, a five questionnaire was given to the new supervisors for potential feedback for the future success of the training program.  The training program contains ten students from different cultural backgrounds.  Also, the trainees’ gender consists of five males and five females. 
:  
The five questionnaire consist of the following:

	         QUESTIONS
	           YES
	               NO

	Did the training prepare you for the work environment?
	
	          ten replies

	In the classroom training, Is the time beneficial for trainees?
	           zero replies
	         ten replies

	Is more time essential for non-traditional training?
	        
	           ten replies

	In the field, did the Federal Transportation Agency Regulations become confusing while process a drug testing form?
	        ten replies
	

	Does the training program needs revision for success?
	        ten replies
	


The needs and gap analysis displays necessary changes to move the training program in the right direction.  However, the issues illustrate through the entire format of the program.  First, the trainees’ point is how the training does not assist them in the work environment.  Therefore, the changes begin with the base.  One question comes to mind.  What does the 
Needs and Gap Analysis

training department need to implement in the beginning stages of the program to benefit their trainees? Consequently, communication is the key to achieve a substantial training structure.  
Unfortunately, classroom training and field training offers no assistance in the work environment.  Overall, what needs to be changed first?  First, the classroom training need at least one month of training before releasing students to a non-traditional setting.  In classroom training, trainees need to implement assessments to discover where students illustrate the difficulties of the program.  Last, changes need to be performed promptly before the start of a new class.  In the non-traditional setting, trainees acquire hands-on knowledge operating the modern fleets of vehicles purchased by the organization.  The fleet consists of the following: new 40 ft., bus vehicles referred to as New Flyers, and 60 ft. bus referred to as Artic (long buses).  As a transportation supervisor, individuals must have the ability to operate any vehicle during an emergency, etc.  
Training Program Description
What is the scope of the training program for new supervisors? The scope of the training program begins with organization, trainees, and trainers on the same page.  The initial process is communicating the first phase.  In other words, set-up the training program in the entire format from Phase I to Phase VII.  According to Chand (n/d), “The scope of training depends upon the categories of employees to be trained. As we all know that training is a continuous process and not only needed for the newly selected personnel but also the existing personnel at all levels of the organization, (p.1).” 
Training Program Intended Audience

A description of the intended audience consists of several individuals.  The audience displays the following: trainees (new supervisors), trainers (chiefs), and upper superiors, 
veteran supervisors, and stakeholders (outside vendors).  The audience receives knowledge from the organization’s regulations and rules, the Authority’s fleet (buses (40 ft. and 60 ft., trackless coaches, and trolleys), two-way radio communicators, and new iPads distributed by the establishment.  The intended audience collaborates to engage and move the training program in the right direction for continual success.  
Training Program Goals

The program goals include several factors.  First, goals are career opportunities for both parties incorporated in the training program.  In addition, the program goals implement a learning development for participates formatted by trainers.  According to Course Arc (2019), “Using Bloom’s Taxonomy entails defining learning goals with the help of three underlying “domains” of accomplishment including the following: knowledge, skills, and affective domains (p.1).”  Therefore the program goals consist of the following:

1.
Knowledge: remembering/recognizing

2.
Understanding: explain, locate, identify, and sort

3.
Compare then categorize the information for usage
Training Program Objectives
Last, the program objectives illustrate the capabilities of the trainees mastering the data from questionnaires, work performance, or assessments.  The program objectives demonstrate to 

Training Program Objectives
the trainees how to coordinate the knowledge into their work environment, a growth development that includes person attitudes or behaviors, actively participating in the classroom (traditional setting), hands-on experience (operation of Authority’s fleet), and fieldwork (working in the work zone along-side veteran supervisors- mentoring).  The training program implements a positive impact on learning material by formatting various learning styles or methods, along with what is the best practice to engage trainees.  Therefore, the learning styles displayed to obtain the program objectives consist of the following:
1. Visual

2. Verbal

3. Kinesthetic (Physical)

4. Social (Interpersonal)

Overall, the program training objectives illustrate through the following:

1. Trainees will understand the role of a transportation manager



2. Trainees will have the capabilities to apply procedures to the role of a transportation manager

Budget. A budget incorporates a number of funds provided for a specific purpose.  Therefore, a budget formatted for the program training for new supervisors includes the following:
1. Personnel – trainers, trainees (former bus/trolley operators) and upper management who follows-up the practice before the ending date (Internal employees)
Budget.
2. External staff – technology programmers of the numerous program formatted 
3. on the organization’s issued iPads – two individuals hired for a cost of $1500.00 for each and a total amount of $3000.00
4. Material or Equipment – iPads – ten students cost of $400.00 for each and a total amount of $4000.00 and hand-held radios for ten students cost of $700.00 for each and a total amount of $7000.00.
5. Technical support – Two individuals hired for a cost of $1500.00 for each and a total amount of $3000.00.
6. Travel – no expense. (The training is held in the organization’s conference rooms and computer training facility).
7. Facilities – no expenses to utilize facilities on the company-owned establishment
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The pie chart listed above illustrates the percentage amount of the budget utilized in training.  The green shape represents the total amount of $25,000, the blue form shows the amount used for the program training of $17,000, and the yellow portrays the balance of $8000 for miscellaneous purposes.

Stakeholders and Goals. 
	Stakeholders (minimum of five)
	Partnership goal
	Ways to build support

	Chiefs
	The chiefs of the supervisors’ department incorporated changes in the training of new supervisors to maintain supervisors on the same structure.
	Therefore, the ways to build support consist of effective communication and everyone on the same page.

	Veteran Supervisors
	Veteran supervisors’ partnership goals consist of upholding a positive image in the department of supervision.  In other words, veteran supervisors want to be remembered as a coworker who impacts guidance and moves the training process in the right direction for the present as well as future endeavors.
	Veteran supervisors have            knowledge and hands-on experience to assist in the changes, daily work procedures, and mentoring new supervisors for the work zone.

	The Director of  the Supervision Department
	The director partnership goals implement unity, collaboration, effective communication, and continual growth for new supervisors in the training program. 
	The director builds support through communication with trainers and trainees.  Also, the director represents his/her department with constant engagement.  Furthermore, the training completion becomes substantial, with the impact of the director’s involvement at every angle.

	The Education and Learning Department
	The education and learning department partnership goals are a collaboration.
	In the education and learning department, the department builds support by providing essential material to another department that attempts to embark on growth and stability into the company.  The support represents unity for others in the same work environment.

	External Consultants or Technicians
	The external consultants’ or technicians’ partnership goals consist of funds.  In other words, the partnership goals anticipate maintaining a secure contract with the organization for continual service.  The services rendered format involvement for an effective training program with the establishment.
	The external consultants or technicians build support by communicating vital information to trainers to move the program in the right direction.  Also, ways to support the training program are continual involvement in solving technical issues or material essential for the trainees.


Training Promotion Material. According to Caffarella, Daffron-Ratcliff, & Cervero (2013), “ Kotler (1987) defines marketing as the function of an organization whose goals is to plan, price, promote, and distribute the organization’s programs and products by keeping in constant touch with the organization’s various constituencies, uncovering their needs, and expectations for the organization and themselves, and building a program of communication to not only express the organization’s purpose and goals but also their mutually beneficial…products (p. 311).” 
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A fact sheet was written as a separate document.  The training program participants benefit from the impact of essential skills and technology displayed in the work environment.  Furthermore, trainees received a promotion as a transportation manager in the field.  A transportation manager works diligently to adhere to the rules and regulations required for the bus and trolley operators to maintain a safe, productive manner.  The instructional practices are several techniques used in both settings (traditional and non-traditional).  The instructional practices consist of the following: teaching to comprehend the material (knowledge) utilizing diversity in both settings, literacy/reading material, and technology.  In the distribution of promotion material, the process consists of communicating to colleagues the particulars to move in the right direction, and sending emails and pamphlets throughout the organization.
Program Evaluation.  In the supervisors’ training program, the evaluation module utilizes the Donald L. Kirkpatrick model.  In addition Kirkpatrick (2008), four levels of evaluation include the following: Level One – Reaction, Level Two – Learning, Level Three – Behavior, and Level Four – Results (p.486).
Level one - Reaction

According to Kirkpatrick (2008), “Level I evaluation focuses on the reaction of participants to the training program.  Although this is the lowest of measurement, it remains an 
Level one - Reaction

important dimension to assess in terms of participant satisfaction, (p. 486).”  Therefore, level 1 will measure the satisfaction levels of trainees’ who participated in the supervisors’’ training program. 

Level two – Learning.

According to Kirkpatrick (2008), “Level two determines whether the participants learned what they were supposed to learn as a result of the training session.  It measures the participant’s acquisition of cognitive knowledge or behavior skills, (p. 486).”

Level three - Behavior.  Kirkpatrick (2008) stated, “This level focuses on the degree to which training participants can transfer learning to their workplace behavior, (p.486).”

Level four – Results. Kirkpatrick (2008) stated, “This last level four moves beyond the training participant to assess the impact of training on organizational performance, (p. 486).”

The evaluation illustrated in the week four assignment represents a similar evaluation for the program evaluation.  The program evaluation consist of the following:
	Level 1 – Reaction
	Satisfactory
	Unsatisfactory
	Comments

	Training Design
	In level one evaluation, the average participant score ranged from zero when asked about the course design, topic, training criteria, or difficulties at any level,
	In level one evaluation, the average of participants score ranged from five for unsatisfied when asked about the course design, topic, training criteria or difficulties at any level
	In the level one evaluation, the average of participants who received and answered several questions about the following: course design, topic, training criteria, or any difficulties at any level illustrates a zero average.

	Course Material - Exercises
	In level one evaluation, the average participant score ranged a zero when asked about the course material consist of the following: book, pamphlets, supervisors’ manual (rules & regulations).
	In level one evaluation, the average participant score ranged a five from every student when asked about the course material that includes the following: books, pamphlets, supervisors’ manual (rules & regulations).
	In level one evaluation, the average of participants who received and answered several questions about the following: materials, manuals, classroom exercises, pamphlets, and supervisors’ manual illustrated a zero.

	Applications

Applications
	In level one evaluation, the average participant score ranged a zero when asked about relevant information about the supervisors’ responsibilities.
	In level one, the evaluation of the average participant score ranged a zero when asked about relevant of information about the supervisors’ responsibilities.
	In level one evaluation, the average of ten participants who responded to several questions sent about the training connecting to the job responsibilities as transportation managers and the ability to incorporate the training with the job duties displayed a zero average.

	Level 2 - Learning
	Satisfactory
	Unsatisfactory
	Comments

	Evaluation - Formal
	In level two evaluation, the measures of effectiveness about the instructor in increasing knowledge and changing attitudes to his/her trainees (students).  The scores reflect from assessments about the criteria met. The scores consist of an average of zero.
	In level two evaluation, the measures of effectiveness about the instructor in increasing knowledge and changing attitudes of his/her trainees (students).  The scores reflect from assessments about the criteria met.  The scores consist of an average of zero.
	The overall score needs to range from at least 90% to 80%.  Therefore, any scores lower than the percentage range are unacceptable, and the criteria need changes implemented immediately.


	Level 3 - Behavior
	Satisfactory
	Unsatisfactory
	Comments

	Skills
	In level three, the evaluation measures the feedback received from trainees (new supervisors), which are skills taught in training that are utilized by supervisors in the work environment to perform the duties appropriately.   The measure of effectiveness portrayed a zero.
	In level three, the evaluation measures the feedback received from trainees (new supervisors), which are skills taught in training that are utilized by supervisors in the work environment to perform duties appropriately.  The measure of effectiveness portrayed a zero.
	The comments are incorporated from questionnaires received from trainees to implement an evaluation for overall measures.

	Performance of Environment - (Classroom material and Hands-on experience with equipment – hand-held radios and iPads).
	In level three, the evaluation measures the feedback received from trainees who are satisfied with the performance in the work environment.
	In level three, the evaluation measures the feedback received from trainees who are unsatisfied with the performance in the work environment.
	The comments are gathered from questionnaires submitted by trainees to implement an evaluation for overall measures.

	Observation of Training
	Senior chiefs are satisfied with new trainees (supervisors) who just attended the training and utilizing the knowledge from the training throughout their work shift. (zero average)
	Senior chiefs are unsatisfied with new trainees (supervisors) who just attended the training but not incorporating the knowledge into their work environment. Unfortunately, numerous errors exist in the paperwork (legal documents).
	The feedback received from senior chiefs’ implements measures of training utilized accurately and sufficiently in the work environment.


	Level 4 - Results
	Satisfactory
	Unsatisfactory
	Comments

	Business Improvement
	New supervisors are not implementing the training perspectives they received in training by the results of the accident reports and daily documents.
	New supervisors are not implementing their training knowledge adequately from the error amount displayed on accident reports and complaints received from the control center.
	The overall results are received and evaluated for measures from the feedback of senior chiefs and control center reports.


Program Evaluation.  

In the program evaluation, the ten trainees responded in every level of the Kirkpatrick’s evaluation and measuring documenting an undesirable about the overall training experience.  The comments contained ten unsatisfactory about the entire training program from Part I to Part VII.  Therefore, the entire training program needs revamped promptly before the next start of a supervisor class.
Implementation. Presentation formatted separately in a PowerPoint.
Conclusion

In conclusion, the training program for new supervisors formatted several phases.  The phases consist of I to VII contents.  First, the needs and gaps analysis identified an educational needs in the workplace organization.  A survey conducted determined the essential requirements or gaps in the training program.  In phase II, the training program description consists of the following: the scope of the training, the intended audience, defining the goals and objectives of the program. In phase III, a budget implemented includes the following: personnel, external staff (consultants & technicians), materials or equipment, technical support, travel, and facilities expenses.  
In phase IV, a stakeholder’s chart contained roles and goals for each individual.  In phase V, training promotional materials includes a logo, slogan, and fact sheet (included as PDF file), the benefits of the program, and an explanation of how to communicate and distribute the 
Conclusion

promotional materials within the organization. In phase VI, a program evaluation of the training program indicated a survey with qualitative and quantitative items.  Last, phase VII consists of an implementation formatted into an activity-based PowerPoint about the training program goals and aligned objectives.
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