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¢ ABSTRACT

A

' ~

o . TR | oy
The purpose of this study was to conduct and report the results ofa formauve )

evaluauon of the ﬁrst ‘year of a three-year pilot prOJect to desxgn, develop, and dther a‘

: Nauve traxmng of tramecs program “This program, developed by . Nech1 Insutute, was to be o

. “a rnodel program, nauonal in scope 4',

A proposal to conduct the evaluaﬁon was wntten and subrmtted by the. authof' at the e

: request of Nechi Instnute a nauonally recogmzed Native tra1n1ng orgamzatlon The .

' 'evaluauon proposal was s then used as the framework upon which to conduct the study

although a number of s1gmﬁcant changes were made frorn what was proposed to what w;:§‘~ ‘

actually done. These changes m.conduct and focus from the ongmal proposa.l -were made | P

as necessrtated by the evolvmg nature of the pro_]ect _ T o -

| The i intent of the author was that the results of this study would prov1de mformanon

- to Nechi Insutute’for the1r conunumg development of the p -and also prov1de

: mformauon 1nto the process of conducung evaluau_pns of. allult Natwe tralmng programs -
Some of tlus information focuses upon the effect and nnpact of Nauve culture on the -

evaluauon process the 1mportance of the role and relauonslup of an evaluator in tlus type

: of settmg as well as a vanety of observauons and comments dealmg w1th evaluanon m S

‘ general The nature and use of formauve evaluauon in this context is also eétplored and
R reported as were issues of data collecnon ina culnnally-based Native program Other -
| - ﬁndmgs mclude mforrnauon on the needs of adult Natives attendmg the training program
o and the resultant areas of growth (affecuve/spu'xtual social, cogmuve and professmnal) and
thelr 1mportance to Native people The mformauon was denved using a grounded- theory
) approach where the expenence of conducung the evaluanon is rev1ewed and reﬂected on,

; Axand then referenced to the hterature

1v

8

\y



Oontamcd in thc appcndlccs are coplcs of the evaluaudh pro sal the developrncnt :
C proposal and t.he contract with thc ‘funder, all of WhJCh ma)sbe helpful to othcrs mterestcd |
(in. t}us type of program. |
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Ch v s~ .- Chapterl . .owant 2 a

~ purposes concormtantly One of my goals for this study was to observe and expenence a .

magm:rnoumnmomcrpvunvmw‘ T

”~
SN -
"_mTRODUC'T_IpN v
- Thei intent of the autlior is that thxs documc;nt serve two purposes Flrst, asa report to
| Nechi Institute of the formatlvg evaluauon of thClI' Native Tramers Development Project
:(NTD) and secondly, as a thesis for my Masters Program m Adult Educaubn at the

Umversuy of Alberta Thrs document was desi gned and wntten to accommodate both

Native adult training progra,m by evaluatmg the program. The culrmnatlon of the effort .o b

 toward ach1ev1ng tlus goal is this document.

- model Native "trairiing of tramers" program The project was appealmg to mé because of

The study requested by Nechi Insutute a nationally recogmzed Nat1ve tra1n1ng

' orgamzanon called for a forrnattve evaluauon of a threc year ptlot prOJect to develop a

. previous experience in conductlng evaluations and personal interest 1n Nauve educat10n
Aprograms and in parucular their culture and tradmons and thelr 1nteract10n w1tlun an
educauon program. The study con51sted of a proposil (contaamng the desxgn and
methodology) to conduct an evaluauon of a Nauve training of tramers program, the actual
conduct of the evaluauon and the repomng of the results of the evaluauon as well asa,

i .

reﬂectwe review of the whole process of evaluatmg Native programs. JN . ci
~ The réporting of the results of this study is ddne i ina umque manner. Rather than

followmg a more t:radmonal method of writing the results for a thesxs study, the author | 'h B
chose to focus the report on two areas. First, the findings’ of the evaluauon study are

reported in Chapters two through six. These chapters are of partlcular mterest to Nech1 as a .

\



bl

: source of mformauon in tlk contmumg development of thexr three year pllot pro;ect For

other readers of this thesrs some of the mformauon contained herein may also prove to be

. ‘of use. Included in the appendrces are copies of the funding proposal subrmtted by, Nechi
vInsutute to Employment and Immrgrauon @anada, the contract subsequently entereymuo by

both parties, and the evaluauon proposal subnntted by the author These copres may

provrde substanuve mformauon (as may the f'mdmgs of the study) for md1v1duals lnterested

in not only the development of Native trammg programs but in the development of

proposals for fundmg and thé 1 types of contractual obhg@ns thls may-entail. . g
The ﬁnal Chapter presents the types of information that wc;ﬂ’d traditionally be found
in chapters deahng with issues such-as desrgn methodology, and the related literature -
search. However this information is presented ina drfferent format from a substanuvely
dlfferent approach a grounded theory approach Thrs is in keeping with an important
element of adult educauon progmms that of expenenual learning. A grounded-theory
approach allows first for the expenenual component followed by a review.and reﬂecuon on
related theoreucal aspects Thrs approach involved the development of a proposal to
conduct the study followed by the. actual conduct of the evaluation (with a number of
srgmﬁcant dxfferertces from that whrch was proposed) Durmg and after this process was
completed a reflectJve review of the whole'issue of evaluau/onyv\as undertaken mcludm g
issues. concemmg the effect of Nauve culture in the program. Tlns mformanon was then

compared and contrasted with the hterature Tlus~approach offered some umque msrghts e

‘mto Nauve culture and evaluauon and thexr 1nteracuon wrtlun an educauonal program. In

a ;retrospect there 1s no way the author could ha\/e learned})r adequately descnbed Nauve _

| '.:',jprograms or the unique aspects of evaluaung same wrthout the expenenoe of conductin g the

: -evaluauon The review of the literature (some of which was already known to the author)

after the expene{rce of evaluauon was especially meamngful

This study was unportant for the author because it prov1ded ﬁrst hand experience in

, ‘conducung evaluauon in an area outsxde of his realm of cxpenenée It fac111tated the



_ ' e e
explorauon of a number of srgmficant vanables such as the i mteracuon of Natrve culture in

* adult educauon programs and the mﬂuence that this had on the whole process of _
evaluation. There is very lietl wntten in. the Irterature deahng with evaluatron in thie context
ofa culturally based Nauve training program for adults. The whole educatronal mrheu of

- Native programs is srgmﬁcantly different from non-Nauve programs and was most
interesting t to the author. This seems to be an area of neglect in the study of adult education'

evenata graduate level p'rogram at umversrty although it ﬁts into the broad category of -

' .Adult Education.

s

Thrs document presents the expenences and observations of the author In the ﬁnal o
analysis their utility will be measured by those who use the mformauon from thrs study for
their own vahed purposes Already, the information has been helpful to Nechi Instltute in

the ongoin g development of thetr project.

0verv1ew |
Indxan people in Canada are expenenctng a B
reawakenmg. They have come of age. IndJan people are
saymg that we are not sansﬁed with someone else shaping
our future and runmng our affairs. Instead we want a future
- that will take into account our Sprntuahty and our tradmonal
forms of government that w1ll allo’ us to hve the kind of
lives we desrre ', A
Del Riley
g
" With the inception of the Native Trainers Development Project by Nechi Institute, this
: reawake'ung and desire for shaplng of therr own future, by Nauve people has taken :

another uroortant step forward Tlus v151on and challenge for Indlan pcople has been
. accepted by Nechi Instltute and NTD staﬁ' Therr dedlcatron to these larger goals and to the



NTD pI'O_]OCt ttself is clearly evidenced by.the 51gmﬁcant amount of time. and eﬁfort théy
’ have spent beyond the requlred ume commxtments “Trainees attendmg this "tratmng of

oL tramers program reﬂect the same des1res expressed by R1ley as ev1denced by the great

. ~ffort and sacrifice they put forth to attend the NTD program “The result of these efforts is.
'. a training program that is well on its way to successful completlon and a program that is |
already havmﬁ an 1mpact across the countty . o
s My general unpressxons and overall'e esurnatlon of the’ pro;ect are very favorable

However, as would be expected, much remams to be done in the next: two years fo _

—_—

S complete the contractual obhgauons of tlus prOJect Those elements Wthh need to be

| altered -- as determined b NTD staff -- should be altered msofar as they are w1thm the
ﬁnanmal and resource cor&‘am

ts of the project. Smce tlus isa three year pilot project,
, neanng the compleuon of its first year of operatton these observattons and conclusmns are
. _wntten asa gulde to next years development of the NTD project. Itis hoped that thIS |
report will "1llummate the situation" and not be used to "dlctate the decxsxon" (Ball 1982
P 172). |
. - S ‘ s
Background and Scope of the Native Trainers Development Pro,]ect o
There i is at present "no systemauc contmuous process for developm g N ative tramers
'(by a Native Organlzanon or by Nauve profcsswnals) despite the fact posmons and
opportumues for work exist" (see Appendtx A, Nat1ve Tramers Development Pl‘Q]CCt
| .Proposal) Many people have -supported this 1dent1ﬁed need for a culturally relevant ‘
.. .trauung of tramers program, speclﬁcally targeted for Nauve people one developed and
dehvered by a Native tmmmg orgamzauo% Fttungly, the NTD proje”ct was developed and
proposed by Nech1 Institute, a well known and respected Native training orgamzanon
The NTD project was developed undcr thqgghrecuon of Maggle Hodgson Executlve
_l)mector of the Nechi. Instttute ’I‘he dnvmg force behmd the prolect Maggle along w1th

Mark Amy (who passed away in Napa Valley, Cahfomra May 27, 1987) and other Nech1



- staff, were mstrumental in mntunng the pro;ect to the pomt where it was approved and _
| 'funded under the Innovatrons Pnogram of Employment and Immigration Canada The |
death of Mark Amy, who was to have been the pro_]ect coordmator meant findlng a new |

Lo .coordmator to take charge of the pro;ect. ThlS last mmute change of project coordmators
created a new set of crrcumstances which have influenced the. eventual d1recuon and ' |

-

‘ outcome of the pI‘O_]CCt N _ )
For many years, the nouon of a trarmng of trainers program had occupled the t1me and \’
. efforts of Maggte and others at Nech1 The desxre to provrdeeulturally relevant trarmng o
P Natrve people who would go back i mto the1r commumUes and orgamzauons empowered

w1th new skllls knowledge and attltudes was tntense It was th1s hope and v1sron for a

o body of skilled professmnals workmg t0 enact change, whrch fuelled the necessary dnves

o . o
‘for the development and unplementatron of the program. ' :

The dream for NTD was not for it to be _]l.lSt another prograrn added io the list of
programs already offered ; at Nechi. The vision was much larger ‘the task more 1mportant
The first step was to develop a top notch culturally relevant, tratmng of trarners program

8 ‘Here was a chance to raise the level of competence among Nattve tramers in preparatron for |

. thetr employment as trainers in Native. commumnes or in orgamzauons deahng wrth Natlve B

’ commumues or people Thrs employment could be’in the form of newly created posmons -
o wrthm orgamzauons or expansron of exrstmg respon51b111t1es for individuals wr

\
orgamzatmn The development ofa hst of potentlal employment posmons would be used

vv i' .
to help place the graduates fmm the NTD program in: appropnate employment. N'I'D L

| graduates wo&ld leave Nech1 able to influence many others in their own communities and\g Y
orgamzanons by usmg the training skills developed in the NTD program These Nauve N o M‘

. 'trainers would extend the mﬂuence anp impact whrch they personally expenenced asa

result of the NTD program to the many peoplethey would _encounter in thexg workshops.



The N'I'D pro_]ect hsts fom' gOals and ﬁfteen actwmcs (see Appende A Natwe Tramers :

L Development PrOJect Proposal) that summanze the focus of the project and the tasks . a ‘

"vmqmredforcompleuon -

1.

To develop and pllot test,a model system of trammg Nanve people for

. .professmnal roles as tramers ST ? :

Apeople RS v -//

. Todevelop and prlot test a model system of rccnutment, role 1dent1ﬁcanon

support and placement servrces to Nanve people in permanent trainin g

“positions. ‘ 4

. To place 45 50 Native Canadians in permanent p;pfessronal training roles
by January 1,,1990. | | |
. To mvolve a recogmzed mdependent N anve trainthg orgamzauon 1n

prov1d1ng critical, prewously unaddressed sennces which directly i 1mpact

employment of potenually s1gmﬂcant numbers of professxonal Native

® o
In accomphshmg these goals, the followmg activities were specxﬁed .

a)

b)

To 1dent1fy a prehmmary mventory of 15-20 agencies, orgamzatlons

bands firms and departments willin g to sponsor spec1ﬁc tra1n1ng of” tramers

] pamolpants by 1987.

To obtain’ spec1ﬁc sponsorshlp, mcludrng sponsor payment of travel.

‘ cxpenses for 15 Nauve parucxpants in the Nechi trmmng of tramers program

by 1987,

To obtain spec1ﬁc sponsorshxp, lncludmg sponsor payment of travel

- ~‘expenses for 75 Natlve part1c1pants in the Nechi trammg of tramers program

by March 31, 1987, e

i

N

“To develop, test and mod1fy as requtrcd trammg of trainers cumculum

- package appropnate to Natwe people



)

To havc 15 Nauve professronals complete a 120-hour college or umversrty

| accrethed program of training of trainers'by December 1987.

To have 70-75 Nauve professionals complete a 120-hour college or

. : university accredxted program of traxmng of tramers by December 1987

g)

To significantly i unprove the training slclls of 70 75 Nanve professxonals in

" the following ama@y March 31, 1990

~h)

- workshop facrhtatron

- workshop pla.nmng and agenda desrgn
- apphcauon of 1earnmg theorys -
- apphcauon of culturally appropnate learning strategles

- group process %

- learmng environment development

- development,'and utilization of trainin g materials and aids

- learner intervenu'o‘n stmtegies v . |

To have 1dennﬁed 20-25 potennal employment posmons for quallﬁed
Nauve trainers by November 30, 1987 ' . o7

To have 1denuﬁed 75-80 potenual employment posmons for quahﬁed

| Native trainers by March 31,1988. -

: program on at least

~n) To complete a compnehensrve process and outcome evaluauon of trainmg, :

| To facrhtate the placement of 4-6 quahﬁed tramers from the Nech1 program

in employment posmons by March 13, 1988

-

To produce a 35 40 mmute video presentauon on the subject of trammg

' Natwe tramers wh1ch could be marketed to a vanety of. purchasers or users;

During the life of t.he prOJect io field test and. modify the support service

occasmns

" placementand support services programs by Ma_rch 31, 1990. ' -

N



3 n) To develop a ﬁnancmlly self-suﬁiment program model for Nat1ve trmners -
B | employment serv1ce by March 31 1988. |
\ o) To develop a ﬁnanmally self-sufficient pmgram model fora Nauve trainin g

of trainers program by March 31, 1990.

'I'he followmg is the timetable of act1v1t1es and events as they occurred for the NTD '

 project, year one | ' o N __ |
) //AM \ NP T_irne Frame July: 1987 .'-'June. 1988
a ~ Recruitment and Selection ' July 15 - November 15
. g ," Cun_iculum Development o | v JullyVIS-Apn'l 23
| h E Prepare Application for Certiﬁeation ,'; - ‘August - JanuaJy )
v Workshops I R | November 30 - December 12
.II' . S : January 12 - January27‘r
| ,om April 18 - April 23
Practicums' 1 DR February - April
| oo _' - o Apr_ii23-1une
: Graduatio_n - | | - | June 24, '.1'9-88

Structure of this Report bl'

The pnmary purpose of this report is to prowde tnfonnatxon to NTD staff based on the :
ﬁrst year s formauve evaluauon of the pl‘O_]CCt, and secondanly, to fulfill the requirements :
K of a thesis. ThlS type of eva.luauon prov1ded a ﬁ'amework for observmg the development

or growth of (the) program toward spec1ﬁc goals", and it revealed pomts of tensmn or
progmm dysfuncuon that ex1st as the result of structuxal~orgamzat10nal or human- emouonal

1ssues -and was used to."pinpeint dmcnepanmes between prog'ram objectives and actwmes

o that are occumng" (Hayman and Napler 1975 as quoted in Schnelder 1985, p. 4- 5) It

is not 1ntended that this report be an extensxve descnpuon of the project as a whole "as the .

mvesugator has more data than reasonably can be present in one repon" (Knaﬂ and '

o



Howard 1984 P 21) Rathcr thls report isa descnptron of specrﬁc elements or themes of -
the prOJect and the conclusrons and recommendauons that result (Bhola, 1982, p 222).
- The selection of the specrﬁc elements or themes evaluated was gulded and d1rected .
: pnmanly by the focus grven to them in thecourse of the development of the NTD program. |
These themes (ie. management tramee learmngs tnumng program training def1very -
‘Chapters two through ﬁve) were then orgamzed into related categones and placed mto a
llframework within whxch the 1nformauon gathered dunng the evaluat10n is reported in order )
of 1mportance A summary of the maJor pl‘O_]CCt ﬁndmgs is presented in Chapter Six.
Chapter seven provxdes a reﬂectlve review of the evaluauon process, from the 1n1t1al contact

\
with Nechi through the proposal and 1mplementat10n stage to a final summary of pertinent .

. observations reg,ardm g evaluation. - : ‘
Overall a lot of attenuon has been pa1d to small detalls resulting in the 1dent1ﬁcatlon of

a seermngly large number of smaller i 1ssues (It should be noted that the conclusion and

' reconlpnendauons here are not exclusrvely those of the evaluator but include ones grven by. r,\

tramees and NTD staff and management At the request of the } prOJect coordmator a few of

the specrﬁc recommendauons especxally in the sections on trammg and traJmng des1gn,
- were excluded from this report )



- PROJECT MANAGEMENT: OBSERVATIONS AND CONCLUSIONS .
! ' ’ ’ ' e’ ‘:_' ’14 6
Early in the pro;ect, Maggle Hodgson the Projcct Dlrector ‘was faccd wnh the
necessxty of replacing the Pl'O_]CCt S Coordmator Mark Amy Dale Flowers’ became the
new Pxo]ect Coordmator (respon51ble for the day to day operatmns) and has done a good :
_]Ob of pxclcmg up the prOJect rmdstream and gurdmg it forward. Otper personnel 1nc1ude i
Butch Wolﬂeg, Trammg Coordmator Wendy Dalgnault, Placemeﬁt Coordmator and
‘ Brenda Longmore, Sccretary Two other uamers parucxpated in the u'almng workshops
Terry McCue and Jerry Endres.

&
<

" The line chart of staff involved in the NTD project is displayed in Figure 1.

. " ‘. A“ ‘( q . Project N ct . .‘ ,., |
. Q L L ( Director ) . o,
RN o Coordi'na,tpr_ S T

Tramin aceme ro;ect
oordinator Coordinato ecretary

ey . .
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_ T ‘ Contract E
Problems in the Imtlal Contract ‘ o

1. The contract between Nech1 Instttute and Employment and Imrmgranon Canada
contains some errors in dates and time hnes and confusion ovFr the meanmg of some of
the 1tems in the contract. These need to be carefully reviewed and corrected in conJunctlon
w1th the representatlve from the Innovauons Program of Employment and Imrmgratton
Canada. In 3 1etter to the project coordmator dated October 18,,1987 the evaluator raised
the followm g points in relation to the contraCt. _ y
| _ The wordmg of the contract (see Appendlx B). between Nech1 Instltute and

' Employment and Imrmgrauon Canada raxses some quesuons for discussionand .,

E con51derat10n Most of them w1ll it seems require only minor alterations while others rnay, .

warrant more attentlon

1. Item 2) under&geLQQ]g;_u_g_s
: "develop and pllot testa model to recruit, 1dent1fy roles and prov1de support and :
placement servuces to place Nauve people in permanent tra1mng posmons,
.‘ The deﬁmtxon of permanent professxonal tralmng roles would seem to be an -
| 1mponant pomt for consxderanon As’ one of the mam objecuves in thxs ‘ |
program, a workable deﬁmuon based on the realmes of the marketplace should
“be developed For example does permanerlt" mean 1 month 6 months, 1 year 3
K ‘-. or rnore" The funding 2 agency may gave thelr own deﬁnmon of "permanent" '
will this commde wnh the one developed by the NTD team? Strmlar concems
co '- might be raised regardmg the 1dent1ﬁcat1o'n of "potential posmons "It ?nay bein

o everyone s best interest to tackle tlus issue early in the project.

.
4



. Ttemc) undcrEEQmM_Aﬁmm ) .
o "To obtain specific sponsorshrp, mcludmg sponsor payment of travel expenses
- for 15 Native parucxpants in the Nechi tmmlng of traxncrs proglam by March 31,

. 1987

The e w111 be a blt of a problern 1n trying to, obtam specrﬁc sponsorshlp .by
,March 31 _%_Z as the pro_]ect d1d not start unul July of 1987. Funher does
“this need to. be donc for all three’ ycars of thc proJect in advance or would one -

" yearata ume be sufﬁcrent? _

. Iteme) mdermmm »

N "To have 15 Native professmnals cornplete a 120 hour college Or university

accredned prograrn of training of trainers by Dvn:{'nber 1987."

cL The issue of "accrcdltauon" by whom, what are the options (non- credn

cemﬁcauon in lieu of accrednauon) can xt be done in time, and will it be

_ acceptable to the funder, should be addressed soon.
4. Itemf) undcrhp;&mms, '

- "To have 70-75 Native profcssronals completc a 120-hour college or umversrty
accredatcd program of trammg of trainers by Dccember 1987 " |
The date of "December _9_8_’[" should be changed to reﬂect the 1ntended time
(June 1990) for the cornplcnon ofa tmnung pmgram for "70-75 Native

.professronals " If only fifteen trainees are put through the program (as indicated -
in number 3 above) per year this w111 total only forty five over thc hfe of the

: pmjcct, not the seventy to seventy-ﬁve mennoned here 4 '

3 Item g) unda'mmgﬁﬁgs

- "To sxgmﬁcantly unprove the trammg slulls of 70-75 Nanve professlonals in the
Vfollowmg arcas by March 31, 19%0: B | o
L. workshop. facﬂrtauon e SO e o o o

- workshop planning.an'dt‘,agenda jdesivg‘n ’ | - |

-

- .
Y
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13
- apphcaﬁon of leammg theory v
- apphcatmn of culturally appropnate leammg strategles
- group process - -
- leammg enwronment development ’
- development and utilization of trammg matenals and aids

~N

- leamer mtervenuon strategles

-

The term ' 51gmficantly" imphes some quannﬂable measure Is thlS Necessary’ |

How do you do this? Specific skills are also rhentmned in this 1tem Are they

belng addressed in the development of the curriculum?

. Itemh) undcrEmp_Qmm_tles , o
: ,’ To have identified 20-25 potentlal employment posmons for quahﬁed Nauve

trainers by November 30, 1987 " . J |
How do we define and are we on target for 1dentxfy1ng these twenty- ﬁve to~thtrty

potenttal employment posmons by November 30, 1987‘7"

. Item 1) under mpgsed Actlvmes

"To have 1dent1ﬁed 75-80 potential employment posmons for quahﬁed )lauve :

tramers by March 31 1988.".

st reahsnc to expect the cornp‘leuon of tdenttfymg "75- 80 posmons .by

March 31, 1988" -- only five months away? RS

. Ttem J) mdcrmmg_mges

"To fac1htate the placement of 4-6 qualified tramers from the Nechi’ program in,
employment positions by March 13 1988." - L ( R
Based on the trainees selected for the N’I'D program “can we see "4-6 placements

. m employrnent posmons by March 13, 1988‘7"
9. Trermtm) underzrpmsed_f\_qtmggs

"To complete a comprehenswe process and outcome evaluauon of tra1mng,

placement upport semces by programs by March 31 1990." S

w0

P



10.

I the evaluauon repon due by March 31, 199q or should this date reflect t.he o
‘ later startup date of the project and read June or July, 1990" Docs tlus type of
~ report really reﬂect the true neegl and nature of the evaluanon as seen by Nech1‘7

’ Nechi mdrcated the need for a forrnanve evaluaaon process over the life of the

pro_]ect as opposed to more of a summatlve one.

Items n and 0) under Rmpgsm_ms

"To develop a ﬁnanetally self-sufﬁcrent program model for Native tramers
employment service by March 31, 1988. " ‘
"To develop a ﬁnanc1ally self-sufﬁcrent progmm model for a Natlve trmmng of |

4 .

trainers program byMarch 31, 1990." - \

The descrrptton 'ﬁnancially self-sufﬁcieht" requlres deﬁnmg These two items

also seem to mdtcate the development of tanglble products, neither of whrch are

o clear to me. To forestall any potential problems in etther their development orin

: thClI' acceptance by the fundt{ g agency, perhaps some form of exphcanon or

clarification would help

2. The dtscrepanmes and errors contalned in the contract are not, in the expertence of |
the author at least, unusual However 1f there was ever a legal confhct over the terms of
the contra, resolut:ton would be very dtfﬁcult and confusmg for both pames A contract

: , -(espec1ally one mvolvmg the number of dollars that this one does) should accurately and
: completely reflect the understandmgs and undertalcmgs of both parties. An intensive | |
- revrew of the contract by Nechi and a representanve from the Innovatrons Program of

Employment and Immlgmnon Canada could help to remove most dtscrepanc1es or ermrs

3. A recommendatlon is made that the wordmg of the evaluation requtrements

- sttpulated in'the contract be revrsed to more accurately reflect the needs of Nechx Inst:ttutq in
- terms of tlus prOJect Nechi's needs (hence the overall prolect 's).are for formatwe
o ,evaluatmn mformatlon whlle the tcrms of the contract call for a summattve evaluatton Thts; _

. approach falls t0 "dlsungmsh between evaluatton for 1mprovement and evaluanon for -

-



determmmg general worthmess" (chkcox, 1985 p 19). To complete a review of the -

- evaluatlon portron of the contract, d1scus§10ns with the Innovatrons Ofﬁcer, the N'I'D
Pro;ect Coordmator and the Evaluator should be held o .
‘ 4 _For'the Innovauons Progra;ﬁ"of Employment and Immlgratron Canada a |
‘recommendation is made that the supulauon of the evaluauan cntena in contracts, (a) more
accurately reflect the nature and needs of the pro_lect (as determmed in- chJunctron with the _4 |
; "srgmng party to the conUact and the evaluator if possrble) and (b) not be genencally
‘prescnptwe in nature (Drllon 1984 p- 18 Scnven 1980, p. 45). Accordmg to Pattbn .

(1985, p. 13), the most common problem encountered in evaluation consuItmg (and the

§ one encountered in tbrs instance) is "deahng with the conﬂrctm g mformauon needs of

people

--Innovatlons Officer S Perspectlve o ' _ e
The representatrve of the funder mdxcated that the bottom hne : fop the pmject is the
answer to the quest10ns Wlll it have an xmpat:t on the labor market inan mnovauve :

' manner" Is the approach and process used transferable, and can 1t be duphcated" The
- transferabﬂrty and rephcablhty of the approach and the process is 1mportant One of the:
. -goals for the project 1n the next year must be to address thls issue head on. Wrth the -

clanﬁcauon and direction glven to the prOJect in the revised contract, a concerted effort

- should be made to chart and 1mplement strategles related to trammg role rdenuﬁcanon

' clanﬁcatlon -and development wrthm new and. exlstmg ernployer orgamzanons ‘An-

: interesting observatlon based on an mterwew held with the InnovatJons Ofﬁcer was that the
'SpeC1ﬁc fulﬁllment of each ltem -- a letter of the law approach -- is not what was mtended

,v 'by the contzact. The fulﬁllment of each of the specrﬁc obJeetrves and activities supulated in

" the contract is less i 1rnportant than meetmg the spirit of the contract. This mdlcates that
changes whxch need to be made in the contract in order to facrhtate a.more n:ahsnc level of |

a°°°mPhShm°m areprobably acceptable to the funder e



v changes were made to the goals and actxvmes in the contract which, in the estxmatlon of the ~

 Review of Revised Contract for 198889 | -
Tna mectmg of the Project Coordinator, the Evaluator and the Innovatrons Ofﬁcer,

“the issues addressed in the prev10us sectlon were discussed and rev1sed. In addmon other AR

“ .

o Evaluator ‘more accurately reﬂect the prOJect as it should be: Some of the onglnal \g—:?)

*and activities were wrl-tten in a’manner wh1ch Ball ( 1982 p 169) descnbes as "mco erent..

(and) unreahstrc " Most of the ongrnal drscrepancu:s and unknowns in the contract were -

) eventually removed Here at least in part is an instance where evaluat10n mformatlon has o

T led to some unportant changes bemg made in the prOJecL Tlus is too mfrequent an

' "_occurrence fpr most evaluators The rewsed contract will be rewewed and a report grven at

. alaterdate Ce R ., o

- -
Plannmg Concerns, Orgamzatlonal Detalls . _
1. Some of the i lmportant parts of this prOJect have been neglected somewhat because :

of the, 1ntense almiost exclusrve mvolvement by all NTD staff in trammg curnculum |

¥ development and dehvery Each of the other € s‘ (eg placement, recrultment) of thlS

* project should be carefully exammed in hght of the contxactual obhgauons An assessment v
should be made of progress to date Thrs can be used to pmpomt necessary chan ges in
focus, d1rect10n and in the re- alIocatlon of personnel and resources as requtred

-

2. As soon as trainees have been selected a relatlonshlp should be estabhshed wrth

B therr employer/sponsor Tlus relatronshlp would be nurtured by prov1d1ng perhnent ‘

- 1nformatlon to employ'ers/sponsors concemmg‘the program, 1nclud1ng the progressﬁ)f the

', tramee From the begmmng the employer should have a good 1dea of what the NTD
program will do for hrs/her employee and orgamzauon L estabhshment of thls .

) relgtronshrp is essentlal (at the outset) not Just as the pracucum evaluatlons commence, as _

happened thlS year.



- should be a l’zllow up plan 'I'he Prolect Coordmator suggested that a conunumg

17
3 Completion of the cumculum by trainees is not an end buta begmmng - there

“professmnal evelopment relanonshrp should be formed between the NTD prOJect and
o graduates from the program " A number of workshops (three to four per year) would be
;planned and desrgned to meet the @omg needs of trainee graduates (attempts should bar

F made to access fundmg for this). ‘The relatlonshlp would contmue for at least the life of the

g N'I'D prO_]CC[ and should be movmg towards becormng self—sufﬁcxent and perhaps self—

i

'“pergetuatmg e T AR B

~4. More t1me should be allotted for planmng and orgamzatlonal meetmgs well in

advance of trammg session start-up. Itis 1mportant to 1nc1ude all staff i in these meeungs S0

4 - that they feel a part of the prOJect. It is suggested that a final meetmg be held a few weeks

in advance of the trammg to review and finalize preparatrons This would allow staff the
opportunity to review plans and to re-check the appropnateness of the consutuent parts of -

| vthe tralmng program the sequencmg and tlrmng &f dehvery and the method§ to be used.

The three day pl’Q]CC lanmng session Teld in July 1987, was. espec1ally helpful in -

focusmg the first year s efforts and in loolcmg at the totaltty of the pmject This would be a

proﬁtable exercise for each of the subsequent years and is recommended, perhaps asa

retreat for : assessment and plannmg purposes S .

" s, The darly tralmng staff review and planning meetmgs were sornetrmes |

,unnecessanly long ‘"The use of an agenda in every meeung and the 1mplementauon of

stricter time controls is recommended Some of the i 1ssues discussed in these meetings

‘weze not.applicable to 4l parties in attendance and would have been better discussed at -

',another time with only those directly.involved. The review meetings need not always be

scheduled umnedrately after the trmmng sessions -- next day, early mommg meetings

would bt: an altemaUVe ch01ce

6 T ‘\e two-week training sessrons were too long and wcre scheduled too close

: together. Both ten- day workshops were held- w1thm a period of less than two months

‘v “" ‘... ‘.A



" From the mlddle of the second week in each tratnmg session trainees were: anxrous to get
- home, and as a result were not able to concentrate and leam as well as they had done B
: earher Trammg acuvmes whlch,:'e more acuon onented or ones that generate a hxgher ’
| level of i mterest among trameej could be: scheduled durmg the 1a?er stages of trammg A |

’ " ConsecutJve day;ﬁof mumng could be reduced toa week It was suggested that four .

- tmlmng sessmns scheduled evenly over a longer penod of tlme (8 10 months), may .

. betler serve the learmng needs of tramees Startmg earher in the fall these sessxons would -

. 'last up toa  week in length - : ,
7 Some of the afternoon sessions could be replaced (not added to) by an evening
sesswn or two. A drfferent at:mosphere seemed to exlst in the evenmg workshops held
' durmg the ﬁrst year Thts atmosphere may be more appropnate for some tralmng tOplCS
‘Even a recess for half an afternoon with the time to be replaced inan evemng might. help ‘
break the routine of training. Generally, breaks durin g trainin g sess10ns should be more
‘frequent and shorter i in duratJon (to reflect the physrcal needs of adult leamers) _
: 8 The lunch hours were occasxonally encroached upon by tramm g It is rmportant :
that the lunch time be'free for tramee@o use as they see ﬁt - for relaxanon and eatmg,
soc1a1121n &, or even study. Tramers should not attempt to cover Just one more thmg ,
_ thereby rumln'})ver the allotted time. | | _
| 9. A checkhst of items whxch need attention, stemmtng in part from this evaluat10n
. and from observanons of NTD staff could be prepared and used asa gulde for next year s
- activities. -€': o
10. The filing system developed spec1fically for this pI"O_]OCt ih part by Jon V.
Sagen, is an excellent one. It was reponed as: ‘having been vel‘y useful in helpmg to chart.
- and keep track of the volurmnous amounts of mfoxmatron m the separate areas of work in ,Fg
, the pro;ect A bnef written descnpuon of this system could be prepared and submltted in o
| one of the monthly repons Wider distribution of this 1nformatxon nnght also be |

constdered



| 1L Extemal factors can mterfere wnh the program. For example some of the Lt o
tramees v;ere financially unable to partlclpate in some of the soc1al acuvmes msugated by
other traineeés. The result was that some tramees felt left out and somewhat 1solated A

i

number of drfferent social act1v1t1es could be: planned and oﬁered atno cost as part of the

overall training plan '

12. Tramees mdxcated there was congesuon in the washrooms in the mormng
Perhaps off-settmg schedules could be set up to help con@ol this. It was also suggested
that the hydro-therapy facility should be kept ¢ open during the weekends.- Tramees ‘

_ indicated that the quality of the food, although adequate, could be improved.

PIacement/Follow-up |

There has been very little work done in terms of placement or job ldenuﬁcanon in tlus

e prOJect to date, yet, ﬁfty percent of the pro_]ect objectlves stated in the contract deal with

placement The w}aole questlon of the placement and job identification portron of the NTD
project (as snpulated in the contract) has never been adequately addressed by NTD staff
The placement issue must be faced in year two and some thought given to 1t m relauon to
the contractual obhgauons and the overall scope and needs of the pm]ect. |

1. There was at least one tramee who d1d not have work and to my knowledge no
attempts have been made to a551st this 1nd1v1dual in any meamngful way to find
employment. There may be others who would like to find altemauve training posmons

~ 2. Trainees have expressed the thought that they are only valuable (in a trmmng

capacrty) to thexr employers if they are given the opportumty to use their newly developed
tralmng slqlls in actual training situations. As part of the placement/follow up service, B
NTD staff could show employers how to 1dent1fy specific trammg- needs within thexr
orgamzat'on and encourage them to have the trainee provrde the needed training, perhaps

for therr sef‘ond practicum, under t‘te derCUOD of NTD staff. Informatian on how to Create

19 .



- ~ and mamtam an m-house trammg posmon could also be gathered and dlssenunated to

: _employers : Ty,

3., Thei 1mage and relauonshlp that NTD has with the employers/sponsors is vital to

the program s success. A’ comprehensxve plan to commumcate and coordmate the ﬂow of

o o 1nformat10n between the ernployers/sponsors and the NTD program should be devxsed

 The N'ID staff member chosen for this work should be constantly aware of the need to

' mamta.tn good relauons with the employers/sponsors and be capable of doing same.

o Missed appomtments or phone calls, not enough ume or interest to meet with them, etc.,

~are all unfortunate examples of behav:ours whrch have Jeopardlzed good relauonshlps
B Furthennore problems that were encountered by trainees dunng the trammg sessxon have

- spllled over and mﬂuenced a few employers/sponsors resulting in some unfaxr or maccurate

: accusauons bemg leveled at the NTD program If the trainees leave the program w1th abad

- taste in their mouths the odds are that they will communicate this same 1mpres51on to their

. employers Keeplng the lmes of commumcauon open, and havmg a good relauonshlp ‘
" prevrously estabhshed between NTD and employers/sponsors may help in dealing with
problems ‘
4 Employers need to know more about what a trainer does. Z:neans of
‘ commumcaung this message to employers needs to be developed and used NTD staff -
. could develop a v1deo tape (as specxﬁed in the conuact) which ‘would prov1de a proﬁle of ?

tramer and a description of the role of a trainer. -Also, employers may not fully understan;

: » the economic (eg thh costs of consultants) and other benefits of having a trainer on staff

. readlly avallable asa resounce person As well as a recruitment device, this tape could be

used by efnployers to help them better understan& and utilize their trainers. Some of tlus is

outsrde of the mandate of theN'ID program, but it may enhance the i 1mpact of the NTD
: progxam on the’ workplace
5. Employer expectauons of the NTD,pmgl'am have not been properly assessed or

followed up Whlle it is important to understand the needs of the tramees relative to



o trmmng, it is equally 1mpprtant to understand what eﬁnployers expect from the program. A o
l' survey of employers/sponsors could be undertaken to assess just what therr expectauons
are. This mformanon would be used to adJust the tralmng program and to focus the type of

:mvolvement that NTD staff should have with employers/sponsors before durmg, and after
%
- the edback used to adjust the training progra.m as necessary (knowledge skills, and

the trmmng program. A three- -year relamnshrp should be mamtamed w1th employers with

- attitudes) and to prov1de the desired: long-term benefits to employers

~~ When asked, 'What do you thmk your employer/sponsor expects from you when
you return?”, tramees responded as follows: '
(a) Show that they haven't wasted thetr time and money o | | eoowv 'v
(b) Conduct workshops for other staff and in local communmes (trainees md1cated
/. | that they would be expec;ed to: delrver training for: group home staff,
- commumty development, prevennon networkmg, child welfare policies and o
. procedures, foster care, adoptlons separatlon and gnevrng, team bmldmg, »
commumcatlon skrlls cultural/spmtual personal development corporate staff
N . ’treatment staff field educators and out-panent counsellors) |
| ) To help the orgamzatlon save money by elrmmaung the need for outsrde
_ consultants . . |
" l(d) To tram others in the orgamzatron to be able to prepare conduct @d facilitate

~

workshops _
All of these responses need to be consxdered for the next group of tramees and matched to -

their employer s responses. More 1mportantly, they could be- used to gmde the . )

establishment and maintenance of relattonsh1ps with the first group. of employers.
Recrultment and Selectlon of Tramees . @ v

In the f'nal analysis, the project is only successful to the degree that the gmduates are

' well tra1ned ancl utilized w1th1n therr organizations. More effecnve recnntment and
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: selccuon may be one way to 1mprove the ovcrall success of the proJcct and 1ts unpact m the S
: employmentmarket. A system of recnutment needs to be developed and descnbcd (as per -
: the contract) - one that can be rcphcatcd by other orgamzauons -- not one that is dependent o
on and limited to the ontacts that Nechi already had o has. R
| ‘ 1 Recrultment efforts were d1rected pnmanly ata spec1ﬁc type of orgamzauon and )
o individual, (those in the addlcuons ﬁeld) most of whom were already known to NTD or .b |
'NechJ staff Jdtis necessary to go beyond the comfort zone of known contacts and
_ orgamzatxons to mclude other ﬁnancral political, and mandgement groups or 1nd1v1duals
' Thls will requme crcatmty on the part of NTD staff to 1dent1fy these groups and to dewse
appropnate recruitment approaches and plans A single, genenc approach to recr:ultment is P
not as effective as a custormzed plan mlght be. Ind%lduals out51de of Nechi whose |
voplmons are valued and respected by NTD staff could be used as sources of mfonnahon in
both’ recrurtment and selecuon activities. Thrs year's tramees and employers/sponsors .
.should also be consxdered as potentlal aids in recrultment and selecuon activities. .
2. All NTD staff should participate in a review of recrmtment and selection cntena in .
light of this year's expenences The statement of selection criteria could be rev1ewed and » 36 ¥
'rev1sed to more accurately reflect what was actually done and to add any necessary |
| changes For pro_]ect purposes the selecuon criteria should be openly explamed in wnun;
‘However there i is no need to have two sets of selecuon cntena (eg. political, geographrcal
| and ﬁnancral consxderanons) as in the first year. The criteria and the procedures used in the
selection process should not be mcluded as part of an mformauon package for potenual
X ;candadares for the N'I'D program or their employers/sponsors (as was done last year) unless
‘\Ehcy accuxately reﬂect the crxtena whrch wrll be used. Even then 1t may not be appr:opnate ,
to mclude these criteria in any con'espondence to either tramees or thelr .
employer@ponsors The 1dent1ﬁcauon of gencnc charactensncs ofa trainer and thelr
| mclusron in recruitment documents might be more useful mformauon as a yardsuck agamst
R A Wthh prospecuve apphcants/orgamzan})q} may méasure themselves or thelr personnel

5

ae
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. {The recnntmg mformanon that is eventually sent out should be carefully scruumzed to ’
ensure that it'is clearly wntten and mformauonal W1th a su'ong markeung onentauon ' .
3. If this years expenence is. any mdxcator the number of uamees selected for ‘ \“
) trammg should exceed the number that N'I'D expects to complete trarmng, . In all five o
tramees were unable to attend or complete the first year s training, two because of the
-airline strike dunng the first u'almng sessmn The external and 1nternal facters affecung
trainee drop-out are so unpredlctable that overbookmg seerns tobe a necessary precaut1on
to ach1ev1ng the reqmsne number of graduates. e 5
4, NTD staff who are to be myolyed in the. selecuon process should be identified
' early and involved in the process as much as p0351b1e to xts eventual compleuon This
~would encourage better attent10n to all factots in the selecuon process by all members of the '
‘ Selectxon Committee. The apphcauon of selection procedures should be fair and con51stent L
for all apphcants Deadhnes, quahﬁcatmns and other cntena should apply equally toall
apphcants ' '
. 5 NTD staff could make better use of their time and resources if they planned to do
- some scouung and recrurtment work while they are out conductmg the pracucum

-

‘ evaluauons

6 Not all of the proyinces provrded tramees for the first year In the next two years,
. o g.

should the NTD program attempt to recnnt trainees for the program fmm as many different -

,9
provmces as p0551b1e (glven the natlonal scope of the pmject)'7

. v Stafﬁng 4
~ Staff Roles | - | o |
1. Ini_t.ial-ly" there was some confusion and diffusion of tl)ne) roles played by staff.
Spec1ﬁc tssignments of tasks for which staff are particularly suited sh8uld be made for |

o every segr“ent of the pro_;ect to make accountabxhty easrer Responsrblhty for each part of |

thé prOJect needs to Test w1th a specxﬁc person ThlS w1ll also be an asset in terms of the -
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day to day management of the pmject. Wxth the Project Coondmator avatlable on sue“for N
only a limited number of days each month th;s role flagfﬁqauon and task ass1gnihent w1ll

be casier to tnonitor and maysmphfy man;getg;e cg ,ﬁe ect.. It wﬂi also ayow staffio
: t@rhqi)en-ended or were never . |

v Nt

o

focus the1r energy upon7 tasks that in the ﬁx:st‘y
addressed ‘

3,

PRE @ : Ei;djdes to,’certain‘ L
2 S i
staff thhout accompanymg au't]tontyf" Further, the seen{:ﬁtg L ,ﬁgaﬂlﬂelegauon and

3y
retakmg of responsxbthty and authomyatd and from smﬁa" -

V ’ t ?.. S
in that rale and the1r relatJonshlp tort}te rest of the projecs AR &x g
. n’) ‘, < ) -

) 3 The mclusmn of all staff in tl‘ie development and dec1s¥oh makmg &cess for

every aspect of the prOJect was unneceséarx and seemed meffectual .On

> e
created opportunities for the expressrtg‘ ; df»s

ooc_

. 2,
“u

consensus on everythmg‘7

"iJse of staff »
1. The area of the project Wthh the staff felt the most comfonable wath is, of course
tratmng (glven thetr extenm@tmmmg expenence) Staff do not have the same degree of
famlhanty or expenence with other project tasks such as recrultment and placement, and
thxs hasledtoa concentranon on the trammg aspects of the prOJCCt Thxs is not surpnsmg, ;
foras Abe Kaplan remarked, "Gtve a small hoy a hammer, and he will ﬁnd that evcrythm g
he encounters needs poundlng" (as quoted in Nathan, 1985 Pp. 718) We all tend to do that
whlch we feel most comfonable w1th It should be noted however that in the contract half

of the obJectlves deal w1th placement activities wh1ch h?ve been almost entuely over]ooked
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2 The Secretary was someumes undervalued and underused by NTD staff The

: Secretary could attend all planmng meetmgs to Keep notes on the s1gmﬁcant issues

' dlscussed and the decmons made These notes could serve as a road map, detmlmg where
' the pI‘O_]eC[ has been and whe!e itis headed Tt would also be useful as a record of the
' “mnovattve developmental processes utthzed in this proJect The Secretary could funher

;, a551st in more of the numerous log15t1ca1 tasks (eg correspondmg with apphcants
contactmg empldyers/sponsors ‘gathering information for monthly reports) whlch are pan |
ofaprOJectofthxssme o ® o . ’ - a

3. Other Nechr staff were told (and it was wntten 1nto the project proposal) that they

" would be asked to prov1de some input mto the NTD prograrn. Thxs has not happened to
*.any. 51gmficant degree By virtue of their experienee and expertise, Nechi staff could
provide valuable i mput Itis recomrnended that some of tﬁem be used in an advisory
, capacity -- ask for their feedback in. appropnate areas of the prOJect. ‘There was a

»suggesuon that some of them (orother competent Native tramers) be used as trainers for
, L.the delivery of specrﬁc scgments of the NTD cumculum This would certamly broaden the.
trainee's experience by _workmg with dtfferent types_«of trainers and would help the already

overworked NTD staff by reducing their work load.

_Staff Needs

.~(

1 NTD staff have ongomg personal and professmnal development needs which
'should be met. - . ' . ® |

2. Staff generally feel they were well treated by those in charge. Inter-staff
relationships on the other hand, were sometimes less than sansfactory The prOJect
because of a number of different factors, has been dxfﬁcult and demandlng on the staff both :

in terms ¢€ overall time commlttment (a sxgmﬁcant amount of overttme was logged in the

L ;ﬁrst year) and in the i intensity of the commtttment. A number of mter-personal staff

_'cts developed over the course of the first year The resolution of these confhcts
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i . although dlfﬁcult and stressful on staff (and on the project) has been beneﬁcral and.ts a
“good example of problem solvmg techmqucs taught i in the NTD curnculum Tratmng staf£

‘ Nech1 and taught in the NTD program. It is unportant that mutual respect and trust be the

" nomm in staff mter—relatlonshlps and that thls type of ﬁeehng be encouraged and supported

‘amongst staff. v - N o - "
3. Some staff felt there was an inconsistent application or enforcaement of rules

4 ’betwyn staff and in fact even different rules for some. All staff need the secunty of |
'A operating. w1thm the same set of ground rules and in havmg them apphcd ina consxstent
v. manner, L
| -4. Tirere were conﬂlcts which developed between Nechi and NTD staff. Alonj g wrth
meetings as reqtured, an tmttal stat@)ent deﬁmng parameters (or roles) would help clarify -
the relationships. B | - ' ﬂ -

- e
VR o Establtshlng a Network |
Tramees expressed a strong desire t@rge a network between themselves and the

NTD program. Much work needs to be done to develop and estabhsh such a network. A
; list of addresses and phone numbcrs for each trainee (and ttamer) could be cnipi ed and

‘. updated ona regular basis (every six months) T}us list would then be distributed to all

) parues A brief resume of the professmnal shl]s, areas of experttse and i 1nterests of .

~ everyone on the list could also be assembled and dtstnbuted Thts would aJd tramees in
1dent1fy1ng and locattng other traxnees common xnterests could be Jomtly explored and new
findings and cumculum mateeals expenences and tnformanon could then be shared with
.- (or at least made avatlable to) the whole group. Indmduals could draw on the strength of
the. group for support and assrstance in good and bad tlmes A central clearmg house could
R be estabhshed at NCChl toaid i in thls process A newsletter would bea good way to

P

B maintain a focal pomt for the exchange of mformauon between the trainees and NTD The

;R



newslcttcr could bc developcd an produccd under thc dlrccuon of N'I‘D staff. NTD rnay
want to take rcspon51b111ty for

jnnmg pertinent. records and mfomuon for the full
threc years of the prOJect and perhaps, many ycaxs beyond |
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TRAINEE EXPERIENCES OBSERVATIONS AND CONCLUSIONS -

Ina sense, first year tramees have been gumea plgs for the pro_]ecL They have had to.

| endure the tnals and errors that occurred in the first year By their presence and through

thelr sxgmﬁcant input, they have contributed | much to the eventual outcome and product of

' the N'_I'D proj rdmg to MacDuff and Long ( 1985 p 5), the value of trainee's

| observ‘ation's helpful "because they ldenuﬁed ‘particular elements of workshop de51gn '

» and, sometimes su ggested a direction of change that, from the parucrpants perspecuve
would enhance their leammg In tralmng, as }n education, "what 1s-intended is. not
necessanly what is unplcmented, and that 1n turn is not necessarily what is expenenced by
parumpants" (meoln 1986, p. 3) . gﬁﬁ :

' Flgures 2,3,and 4 (p.29) prov1de a pxcture of tramecs in relauon to age gender and ]

the Provmces in which they live and work

Areas of Growth . V
The setnng of Nechi for the NTD trammg program provided a umque opportumty f?r\

the mter-weavmg of cognitive, personal (affectwe and spmtual) social, and professxonal
growth sometimes in unexpected ways.

~ One afternoon, about a third of the tnunees decided that they wanted to attend a Sweat
- ’ Lodge Ceremony They | had some unmet needs, and felt strongly that they needed to attend :

\the sweat to help meet these needs. Three@inajor things occurred asa result of thelr |

demsmg?qd action; all three occassion learning: ' |

(i) For the@unees that remamed in the training sessmn the tralmng acuvmes lead into a

discussion of' the ram1ﬁcauons of the decxsmn that the other trainees had rnade One they .

were missing some unportant ideas and concepts whlch could not be be repeated because of
: s SR \ |

16 TN :
B
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- tlme constramts Two they had drsrupted the remammg group by upsetung the mood of
. the trammg sessron, and they also affected the eventual dehvery of the afternoon lesson
' because 1t had been designed for the larger gmup and had to be redesxgned for the smaller »
;:numbers Three, they had broken one of the rules of the workshop, by being absent from o
training for more than two hours w1thout perrmssxon to do so. The possrble consequences
to tramees of thlS absence from the program extended all the way to expulsron from the
‘ program. The dlscuss1on that the remammg trainees had prov1ded a unique learmng
‘ expenence The trainer had the pnesence of mind to turn this dlsc1phne 1ssue into a tramm g |
: problem for the class to work on. Tralnees were able to look at and deal wnh the issue first
hand ina manner srmllar to that Wthh they would encounter in their own trammg
- workshops back home. .Wlth the assistance of the trainers, they were able to look at both
srdes of the issue -- almost in a detached manner -- lay out all of the 1ssues and u-y to 3 .
- determme how they would resolve thxs 1ssue in thelr own trammg workshops
- (u) gvery one'6f the tramees who left th}/workshop to attend the Sweat Lodge
Ceremony stated that their. needs were met in a most significant way, Their expenence was '
© unique and prov1ded a necessary opportumty for personal growth In splte of the
R _consequences to them, these tra1nees mdlcated they would do the same thing agam The
need for personal growth met by attendtng the Sweat Lodge Ceremony was more 1mportant B
- to them than any cognitive ltarmng they rmght have,recerved . ‘ _
(m) The uarners were left to decide what to do with those trainees who had been o
| absent from the workshop NTD staff found themnselves i 1n an awkward position because .
:;'ne trainér had g1ven some kind of approval (at Teast tacn) or had suggested that the
dec:sxon was up to them In dealing wrth the issue it was agreed that there would be no
| expulsion of the absentee trainees and that whatever drsc1phne wcfo Id be meté out would
.be over the i 1ssue of lost hours of ttalmng time> A531gnments were given to tramees to

: complete work that would make up for the lost ;ramlng time. Sorfte of the trainees
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cOmpleted the asstgnment, but many of tllem felt that it was unfair, arbm'ary pumshment
These tramees felt somehow they were being pumshed for fulﬁllmg an unportant personal '
growth neecL Other tramees who had/&ssed time -- for a vanety of reasons -- were not
required to make up the hours that they had missed. This seemingly preferenual treatment
‘was viewed by tralnees given the make- up work a351gnment as unreasonable and they felt
they were being p1cked on. They had some }usuﬁcauon to feel this way. However all
agreed to complete the assignment and bring it back to the next workshop some four weeks
later A couple of tmmees worked very hard to complete the assignment, whﬂe the .

' remmmng trainees decided not to complete the assignment because it was unfair and was' ‘
more: of a pumshment than a useful exercrse The assi gnment, which was to to write a
 brief repon on the tramrng manual used in the course, was apparently not given clearly As
'. - a result, there was a mlsunderstandmg of Wﬁat t.he actual assignment was. The tramers
'chose not to follow through with the ongmal dCClSlOl‘l and allowed those trainees who had
‘not completed the exercise wchoose some other exercrse Itis uncertain whether these
ees ev&r completed this assignment. | ‘
af“ Based on this expenence the following observauons are made: (a) Needs for
perso?al growth someumes echpse the needs for cogmuve grawth. Prov151on for both

Mshould be made in accordance with the assessed needs of trainees in this regard, and (b)-

drsmphne?roblems were fostered by unclear ground rules and mcons1stent enforcement of

same, and (c) opportunities for unplanned learmng will occur. T ralnets should be’ ready to
adapt or redesxgn thelr tnumng session to accommodate these necds

Observanons were made i in each of four areas of growth (cogmuve personal -

affectwe and spmtual socral and professional). These are reported as follows.

——



Cogmtlve o '

Many tramees eager to attend the workshop, went to great lengths to gain admrttance '
; to the program. This i mterest on the’ tramees part helped create a posmve atmosphere for
learning. ThlS should be encouraged and allowed to develop In trainees. One trainee

commented "Someumes our mmds are lazy. This workshop has madé me get back on

 track-- helped push myself mentally, to lcam and to change * There is merit in pushmg and

: challengmg trainees to do more, to reach beyond. For some tramees this workshop was

"the first formal leammg envuonment they had been in for some time. In part, that would

‘ - account for the drsparate feehngs expressed in relanon to the trainin g and their concerns

over their ablhty to learn and complete the trarnmg
Trarnees were asked at the begmmng of the NTD program What do you expect

: (want) from this program Tramees responded that they wanted to: “

‘ (a) Improve facilitation slcllls plannmg and des1gn capabilities, and dehvery skills
(b) Learn how to prepare a workshop improve and-use their wntten slqlls W
(c) Idennfy referral agencres

' (d) Leam to deal with group conllicts
(&) Leam new energizers, games, group relaxers
' (f) Identtfy new bookS/arucles and matenals
. (g) Understand more about promouon and adverusmg
_ (h) Gam an assessment of (therr) professxonal growth
(i) Tap into ideas and expenences of the group
() Identify and mamtam contacts
(k). Polish my skills

x

(1) Be able to identify problems, assess needs and 1mplement solutions

o

- (m) Help myself and others {staff, Nauve organizations) to be able to formulate ideas-

into workable plans

R
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Although most of t_hese expectations wereadequately covered 1n the training
vworkshops two,items (t‘ and h) were touched upon only briefly, while two items (cand g) o
were not addressed atall. With this kmd of mformauon made available from a needs
assessment completed prior to the next series of tramm g workshops the trammg could
include some things not planned for or might even focus more on some 1tems
1. Everyone of the tralnees galned new learmngs, dlscovered new concepts

identified new methods and technigues, part101pated‘m new exercises, and used n‘ew
materials. For examme, the proble sol\}ing wheel was an important, new concept and

tool for some. One by-product of the lesson on the problem solving wheel (medicine
f'Wheel) was personal growth forvtrainees. The lesson taught that there is a way to deal wrth_—
the1r own feelin gs and to Ieam about themselves As well, the lesson taught a problem |
_ solvmg method in training terms. _
2, Many of the trainees indicated a number of the concepts and ideas pr.esented'in the :
' prograrn Were not new to them What the program did was to give structure to their
knowledge a way to orgamze the data, and a chance to expenment w1th it.

3, The expenences vﬂxch tramees had in the time between the NTD trmnmg |
workshops were beneficral Thts- expenence helped to bnng the training expenence into
. focus,’ g1v1ng them a better person%%rspecuve on training, its purpose, “and potentlaI for
| -use within theu' orgamz.atrons In some ways, the time away as 1mportant as thetr ume in
trammg An effort should be made to plan for and to use this t1me to advantage.
4 -Most trainees came back from thetr practwum experlences 'with a sense of

madequacy as trainers. Perhaps tramees felt thts way because they had cli: "bed to a new
' »-plateau in thetr tralmng abthty and from tlus new vantage pomt reahzed there 1s much more

to trammg than they had previously thought. Altl;ough tlus new perspectlve engendered

.}_ - ‘ : , \»'"af &
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B and develdpment Tlus understandmg and desire wrll fit well w1th the proposed (subJect to |
. avatlablhty of sufﬁcxent funds), ongomg professmnal development semmars for tramees
5. Tramees were askeﬁ to keep track ofa Joumal This enhanced leammg as it gave. .
them a chance to cl% their thoughts and feelmgs in wntmg This repetmon and - |
confirmation of expenences and feelmgs resulted in the synthesis or discovery of new 1deas
or feelmgs, and i m‘a structuring of their trammg experiences.
- o ‘
Personal (Affective and Spiritual) |
Tralnees mdtcated an intense need for persona]/spmtual growth Edwards (1987 p
32) mdrcates that, "Clients may come into (training) . . wrth hfe experiences that support
. or ighibit their ability to achieve dcsued o{%icome's " For some, this need for
| , persona]/spmtual growth was greater than thelr need for trammg Many trainees indicated
that the personal grow;;h expenences were unportant to their overall tramer development

" because when they become healthy they learn and progress faster. _Trainees also felt that

personal growth is essentlal to their becormng good trainers and that as they become whole
~they wﬂI be of more use to their employer In the affectlve domam tramees were able to
understand themselves better and to appreciate that their Wholeness (spmtual emotlonal
and phystcal well bemg) is 1mportant The importance of [hlS to tramees cannot be
- underesnmated For some of the tramees personal growth actlvmes took precedence over
' the1r cogmtwe leammg experiences in the tralmng workshop .This raises an 1mportant |
question; should we allow and encourage personal growth at the expense of cognmve
learmng or vice versa? - ” |

1 In relauon to the issue. of pcrsonal/splntual growth and culturally relevant training,
tramees provide the followmg comments. These are glven verbatlm, wrth some minor

addmons as they were written in the trainees' Joumals
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) % | (@) Thexe isa wﬂhngness to use Nauve in the program trtle to access monies for

- fundmg purposes Yet when 1t comes rrght down to it, the Native needs of the .

~ group are bemfxignored How many ways, how many t1mes how many

 different people have to share with themtwhat they already know.. . . and won't

adrmt asa serrous ﬂaw in the program plan'7 There remains an unwxllmgness to 0

be ﬂexrble to revise the desxgn even a- resrstance to the suggestion is obvrous o
In the one page parugiq we recewed it states the. advantages and drsadvantages o
of cultural attltudes and values. It hasn't been addressed yet. Also the NTD
proJect goals and objectlves number 4. prov1de cntlcal prewously '

h ' unaddressed services whrch both dlrectly impact employment of Native .' |
professronals ! ThlS is where the real need i IS ot in the white society of big
business. Over 90% of the desrgn is geated to the mental capabrlmes (needs) of -

K group @ﬁmbers There is a severe imbalance of the bodyg% and soul components

150
‘1 »
)Kv

~of leammg ‘There is little opportumty . to- make leammgs in these two areas.
So the 1ssue remains unaddressed 'I'here isan 1nﬂex1b111ty o adapt the desrgn to -
be culturally nelevant to Na.uve professronals in Nauve communmes ’

(b) The fact remams that the group was (composed ot) hand pxcked professronals _

X Each very comrmtted in ius or her own way for the betterment of our Nauve

bl

famrly I would assume some, 1f fiot all, are over~extended in trying to maintain
the1r personal and professronal commmments for the i unprovement to Nanve o
people (A) comfort level was established to one of emononal safety Obvrously ,
(1t is) very (necessary) for these professronals to take some nme to reﬂect |
personally in areas which (are) easrly pushed asrde in the daily rush of thelr busy -
_ hves ume to examine their own neglected needs How can anyone say that
A Natwe culture is part of the program if the spmtuahty is neglected" We all know .

o i ow mtemelated spmtuahty is w1tlun the Nauve way of hfe To be authentlc it .

-



has to be mcluded. I am not saytng force people to expenencc it but allow for o
“ - the Opportumty and freedom of splntual expenences |
(9] Before I went to Necht Ifelt alone and lsolated in my own 1gnorance of my "
Nauve culture I thought I Was the only Indran who was out of sync w1th my
own Indranness It 1is an lmportant element not to be 1gnored because it can’ only
bring renewal of-energy and commlttment to what lies ahead
(d) Ipresume that in the selecuon of tramees that there was (to be) a level of mental :
sprntual emononal and physwal development accomphshed by these md1v1duals'
prior to (therr amval at) NTD - Itis up to us as tnd1v1duals to seek our’ .
~-resources - follow their teachmgs and develop our dlsc1plmes but to be here for |
the process . T want to be good at what Ido, I need slolled ass1stance that's.
what I came for
S 2 Tralnees mdlcated at the last t:rmmng session'that to make the NTD program
| culturally relevant they would llke _ .\ A
(@). To have an Elder present 1n all training sessrons and after hours to help them in
their personal and professmnal growth, 4 4
(b) To use the Elder to plan and conduct a number of dlfferent activities outside of
the tramtng workshops (eg Sweat Lodge Ceremony, Ptpe Ceremony, Sacred -
Cucle) ' k
(c) To plan and conducttng a session on how trainees can identify and use an Elder
and other culmral/splntual resources for their. trammg workshops
(d) To have Nat1ve tramers prov1de the trmmng
A number of tramees commented that cultm'ally relevant trammg\c\an only be provided
by tramers who are not only Native but are actually hvmg the cultural and spmtual

dtmensrons of their people They felt a tramer 'can only reflect that whtch they are .

' g you can 't have Nanve tramers who are not in touch (1n a posmve manner) thh thetr own
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‘Native 1dent1ty provxdmg culturally relevant tralmng " From the perspecuve of some

) trarnees the only 51gmﬁcant Native input was that the trammg was, delivered by Nanve

ti'amers It is reported that remendous i 1mprovements have been made in prograrns, "in

part because of the use of tradmonal heahng ceremomes based on Native phllosophy" (The :

, Four Worlds Development PrOJect Adult Education Series, D1scuss’ 10n Paper One, 1984,

p- 11)

3. The Where are We s (formahzed opportumty to eXpress feehngs in the trammg

o workshops) were percerved by some trainees as bemg an important part of their personal

' growth Some were very much in favor of them (mcludmg the extenswe arnounts of time

~ they consumed) while others felt they were 1mportant but that they detracted from training

by rmsmg t00 many emotronal issues and consummg an excessive amount of tralmng time -

' (one lasted half aday). | ' /,

A variety of opmlons were expressed by irainees concerning the time spent in the

Where are We s:

(@) The Where are Wehare very. good . things have been bmldmg up w1thm me
back home and I could not release them . but I have: been able to release them .
here I haven't been able to concentrate as much but this has cleared up a lot :

" now and I w1ll be better able to concentrate.
‘ (b) We are all here for the same purpose - but each with different needs (Where are |
. We s were) one of the negatives of the workshop - not sure that a workshop is
_the place to bare one s soul. This i 1s new to me but I understand that it is’
common in treatment programs |
© If they (the NTD program) thmk they are gomg to find twenty, whole healthy
: Native tmmees they are sadly rmstaken (because of thls "Where are We s are an

- qnportant thing).

LN



T
@ Ican take it or leave i it (the WAW's, hugs, prayers etc,) it would not be |
’ appropnate in the North however T
- (e) Vghat was 1mportant was what happenrzdiunng tramkg and I feel that the after
hours are my own. .. I felt no need to bear my ‘soul.
v~(f) Mind bogghng, 1ncred1ble excellent . glad it came mostly ﬁom the group. .
would have quesuoned the trainers motlves if they had done tlus themselves
(g Could have had hrmts on the WAW's . . not very helpful to the gr,oup after the
first one. .. _ ]
4. The prayers and hugs were appreciated by almost all trainees and they felt they

should be retamed in the program According to Patton (1980, p. 149) %hyswal contact

and hugglng . was a direct mdxcator of the level of affecttve sharmg and caring that had

emerged in the group They seemed tobea good way 1o start and close the day s trauung

: acuvmes Those prayers glven in Enghsh were apprec1ated by many as they could not

- understand some of the languages used by other trainees or tramers

~_ trainers can be built. "The

Xe

Social, Networkmg

A closeness ex1$ted amongst trainees as a result of the ume they spent together, both

in trainin g and social acuvmes, which will bmd them together and carry over into thetr

~ professxonal lives, formmg a foundauon upon whlch a netwprk or assoc1at10n of Nauve

_ tor—General of Unesco (_S_],_Q) M. M’ Bow suggested that

~ one task of adult educauon was to promote social cohesweness" (Bown 1985, p.5). Out

of their assocratton came many new 1deas and information, and the combined strength of
the group seemed to bulld renewed fa1th in themselves as tramers and as people ’I‘lns
resulted in mcreased motlvatron and desue to learn how to be better tramers and to use [hlS

asa tool to move forward their personal and collective visions with conﬁdence and energy

. This is an 1mportant outcome of the NTD program. One trainee stated that the NTD
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bond that exists be RS ' ‘ - s, the more they mteract professronally and personally
after they leave the program an%’the more suppon they have, the more hkely they are to
- have a substantlal impact in thetr work indivi ually and upon Native communmes

- collecttvely This networkmg has already happe ed: to a small degree primarily on the

' strength and initiative of a number of tramees Trainees and NTD staff both decated the -

‘need for the development and promotlon of a network between both parues

Professional o ‘ : o ’ . Lo '
1. One of the common reasons for trainees being at the NTD program is th ir. desire
| to leam new skills, and 1o gain new knowledge and understandmg of themselves and their
bpeople SO they can better serve them. There is a strong sense .of committment to herpmg
Native commumFes grow and develop their potentlal to help them out from under the |
burdens of alcoholism,’ poverty, and i gnorance of themselves thetr culture and traditions,
and onto a road of self-sustammg strength and self—govemmem.
Tramees were ‘asked, "What is a trainer. What do they do?" Thi responses are '
summarized below _ ' | o
(@) An 1nd1v1dual that prepares, fac111tates, and presents a workshop that is geared to
accommodate the needs of the group ’
(b) A person who helps trainees process knowledge develop skills, and who
' recogmzes and deals with attitudes, and is agood role model A tramer must be
. open minded and w1lhng to learn dunng the process
©) Atramer is a person’ skilled in assrsnng adults to solve problems, 1earn new
skllls, or exploxt opportunities as they arise | ’
(@A pcrson who provxdes the setting, chmate: techmques and mformanon for the

p\ omotion. of personal and professmnal growth for participants A



. &) One who develops and gurdes a process for leanﬁng ’
(f) An individual who facrhtates a leamning | p%ess in response to needs
(g) Someone who, because of expenence is sensitive to the needs of others and
helps in achieving ob]ecaes/goals via the helpmg process |
In addition to these interesting comments intangible qualities such as desire, drive,
- and motivation need to be recognized as being irnportant
2 Already the NTD training program has had an 1mpact on the md1v1dua1 trainees
‘and the orgamzauons in wh1ch they work. Trarnees reponed that they are bemg called
~ upon to assist in plannrng and helpmg to create a process for orgamzanonal change One
- tramee was prornoted he feels asa dlrect result of the NTD training experience. (Tlus is

 an indicator of the program s 1mportance and usefulness to the employer) Others were

given much more responsrbrhty to provrde trainin g in their own organization and outside of N

| it. Some became "instantaneous" leaders More mformatron could be gathered from

- émployers on the effect and i 1mpact that trainees are havmg wrthm their organrzanon asa
~_gauge or 1nd1cauon of certain success parameters for the program. }
| 3 A couple of trainees’ leamed tha@ although they did not want to be fulltime tramers

they dxd want the ab111ty to prov1de tramlng when necessary in their _]ObS

| | Obstacles to Crowth
1. T raineesv felt confused over what a u'air’l‘er is. This was caused by what some |
tramees felt to be poor role- -modeling by some trainers (as evrdenced by the tentanveness of
" the training program both n design and deltve:y') awnd in the lack of an overall picture of the -
h_‘""""tralmng program. These events d1d not help tramees to seevclearly their own roles as
trcuners in therr orgamzauons Somewhat faceuously, one of the trainees wrote, "A

tratner s ablhty depends on 50% personahty, 25% the personahty of the group, 24%

techmques and 1% represents one of the great mysteries of life. If this sounds confusmg,



3! the teachmg pace, whtle others felt it could have been faster. One tramee stated she

a1
.‘ . . % J .
great, Im well on my way to becormngatramer" N'I'D trainers cannot escape berng role

models

2. Tramees occasronally engaged in activities that mterfered with, their abrhty tolearn

" in the trammg workshop Late mghts were common fora number of trainees. They ’ v,' !
arnved at trarmng tired, not mentally alert, and because of tlus therr emotions were often
close to the surface This interfered with their own individual learnin g and with the -
learning of the group asa whole. The.group's energy levels suffered. In addition,

~ emotions flared and effecuvely shut down the tra1n1ng for periods of time.

3. 'The two—week trmmng sessions were unnecessanly long for trainees (they could
not keep up their level of concentrauon) Tramees were looking forward to going home by
the beginning of the second week of trarnlng.) "As well some mdmdual tra1mng classes

| extended beyond tramces ablhty to malntzun interest or concentratmn Most of the brcaks

were. Iong, rather than shorter more frequent ones. o

&

4. Being accepted. and supported by the c1rcle was very important to trainees. Those ,

*_'that felt left out or not accepted experrenced some frustrauons in their emotional relationship
with the group. The i unpact ofathrs was to impede learmng '

5 A number of tramees expressed d1$11ke of the use of profanity in the workshops .
by trainers and tramees ahke 'I'hey requested that profamty not be used in the sessions.
This request was acknowledged and adhered to. for only a short time.

6. Tramees were drsturbed by 1ssues (eg. emotional confrontauons) whrch kept

C / resurfacmg and slowing down or stopping u'ammg They felt there should be proper

pro"edunes or channels to deal with this so that disruptions could be kept to a minimum.

7. Thére were vanauons in trainees' leammg abilities. One trainee felt very. mshed by

needed nuore time to look at matenals/topxcs process 1t put it away, go back to it and see

what she kr-w and then get feedback "

N
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8 Tramccs who d1d not havc extra money were resmctcd from attendmg the various
social activities, '



Chapter 4
TRAINING PROGRAM: OBSERVATIONS AND CONCLUSIONS

" The N'I'D ng program, when completed should be on the leadmg edge of |
| Native training of trainers programs, and should be a model program national in scope (as
stated in the conn‘act) The ﬁrst year's trammg program was researched assembled and
-prepared for del1very in less than four months This is a remarkable feat' Given the short

| penod of time m Wthh this occuned (and the fact that it is a three year, pllot project), 1t
h should be expected there would yet be work to do. The training program developed to date
, | contains most of what would be expected ina quahty tralmng of trainers program The |
* ongoing development of this training program will reqmre a concerted, continuous eﬁ'ort h
on the part of NTD staff Of course, in its present stage, the progmm is mcomplete One
trainee commented, "It appeared as though the planmng for the trammg was conducted in a
- square and that the trammg was 1mplemented in acircle.” Other trainees commented there
:.appeared to be some uncertamty in the plmand de51gn of the workshops and that
‘somenmes the transference from desx gnto nnplementauon did not go smoothly

In expectanon of the trammg programs' continued development and complenon a

o number of observanons and suggestlons are offered.

, Assess ment _ _
l Ideally, programs should be adapted to fit the 1nd1v1dua1 not vice versa. It js .

,-altogether too common an occurrence that, "progmms are based on preconcepnons about

sp " lfiC client needs wh1ch have not been empirically valldat " (Edwards 1987, p. 30)

, of &axmng actwmes methods of dellvery, etc A needs assessment would help ensure that

43 I



’ training is4relevant and practi ifand that cultural/spmtual expectations are also tet.
"Knowledge of chent charactenstlcs that are relevant to program dehvery isa fundamental :
reqursxte for planmng" (Landsberg, 1983, \s quoted in Edwards, 1987 p-. 28) Without
some 1dea of the level oztrderstandmg and prior trammg of | txalnees the content and
. method used ini the N'I‘B‘program may be entirely i mnappropnate In the last traxmng
workshop for this year, one trainer decided to dehver a session on a tOplC that was not well
received by the tramees One trainee asked "Why are we domg this?" The trainer
indicated it was glven in response toa recogmzed need. How d1d the trainer know thxs was
~ the case? Based on the trainees response to the actmty the need was not their own. A -
needs assessment will get trainees mvolved thereby promotmg ownershrp of the program
~ content, and process to some degree ThlS is. unportant if the trammg program is to. be
successfully mCOrporated into their personal and professional lives. |
2. The use of a leammg style i mventory 1nstrument at the begmmng of trammg, orif
possible prior to the cornmencement of trammg, as a means of assessing 1nd1v1dual learning
styles should be considered. This mformatlon could be use" as an axd to ensure that |
traxmng program planmng and dehvery accommodate trainees' leammg styles and needs-
“more accurately
Progrant Design
All cumcular materials could be laid out and mspected fori mconsrstenmes ; k

mcompatrbllmes contrasts, etc. A foxmat for each section of the tnumng program could

then be developed and con51stent1y followed This would mclude all wntten documents
| used in tralmng, curricular or otherwise. Each secuon of the trammg program should be
strong enough to stand on its own; well organized, consistently formatted and well
documented w1th pertinent references and articles. Each of the tra1mng program
components should be related to and relevant to the overall trammg program This was not

always clear in the first year's trammg sessmns



Based on response to the program fmm other agencies mterested in developmg anin- -
- house trammg of tramers program, the N'I'D tralmng program with some fine tuning and |
| finishing, could be marketed asa stand alone package that could be used by an agency, or
asa tratmrlg program with dehvery cormng from resources 1dent1ﬁed and developed in the
~ NTD program. . 4
‘ . 1. Some consideration in planning trammg program (and dehvery) should be given
to understandmg and attemptmg to balance the affecuve vs. cbgnitive needs of tratnees Is
it enough to try to g1ve them knowledge and unprove their skills without trymg to mﬂuence
the1r feelings and desires or, without motivating them? . N
- 2. Trainees, with their new knowledge will have to make a uansition'back to their '
workplaces The environment and types of tIaJmng activities tramees will be expected to
lperform in their own workplace should bea deterrmnant in the overall des1gn ofa ummng
program ar:d in the design of i 1ts spemﬁc parts. o .
3. Trainees come from different culuu'al/socialleconorrlic backgrounds ThJS
. demographlc 1nformatxon could be gathered, analyzed, and taken i mto consrderauon when.
x:-‘: des1gmng and dehvenng the training program. |
~ 4. Different, optional sections .covermg the same basic concepts could be developedj - |
and included in the training, program package ani these various:'plans for a given topic
- oor 1dea, a selection could be made of the lesson plan that best sults the needs/leammg styles
| of the trainees. For example there are many deferent ways and methods to. teach about
‘ goals and obJectlves ranging from complex to simple, ﬁ'om conceptual to expenenual |
-One,ora combmauon of them ma; be the best approach fora parucular group and for the
| style and preference of the trainer. The content of any part1cular sectlon of the training
program needs to have this ﬂe)ubthty to accommodate the trainees' dlfferences in levels of
understam.m g. [his flexibility of lesson content would make this model program a .
reﬂecuon of ‘mportant adult learmng theories. Each of the thesé trammg modules should
- be develo_ped sn different t_ramers using them will be able to readlly understand and use

Do

oL
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| .’ | them. The tramees mdlcated they wrshed they had a package of tratmng matenals (covering
.’ .a vanety of tOplCS) they. could use in thelr own workshops The task of developmg and -

- assembhng this matenal is one that NTD staff. may want to conmder in cooperauon w1th |

interested trainees. _ . | |

5. There appears to be a need for : a conunuanon of some type of formal learnin g
- relatlonshlp past the end of the NTD program as it-currently exists. One suggestlon that
was made would be to prov1de 3-4 contmumg professronal development type semmars in -

| the commg year for the trainee graduates. The semmars could range from 1 3 days in

length and could cover topics or issues of i importance to the tramees A needs assessment

] should be conducted and the ﬁndm gs used in de51gmng the semmars -The cost of

provxdufg these sermnars will have to be built into the existing budget or an apphcaﬂon for
addmonal fundmg be madc

6. Lessons were not always de51gned so that they could be compley:d wuhm the time

allocated. v ’ ‘ , |
l d‘ | 7 An explanauon of topics covered in the N'I'D training program was not prepared
o -yand dlstnbuted to trainees in advance of then' attendance at the training sessxons |
; _ - C - Trammg Program Content

1. There were occasrons in traJmng when confusion arose over use of certain
concepts or 1deas Sometlmes these were mxsunderstandmgs in terminology (as in the
' demgn sheets), in concepts or in application of these Some of these were so important
that when they were left t:h:esolved in the rmnds of the trainees, serious unped1ments v ¢
occuri'e? relative to trainee learmng For example the boundaries, overlaps; and )
differences tHat exist between tramurg and facilitation as concepts -activities and meanings,
| were pamfully made. F ?” ' ; | |
A general consensus of terminology and concepts used in the training program was

r’

I: not reached by NTD staff The development of a list of ' competencies for each of these
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pragmatmally congruent cornpetencres for trmmn g and facrhtatlon An outside, expert

opern could be sought to help in formattmg these competencxesso that they. are 1mproved _ § &
in terms of content language and meamng '

¥

2 For mibst tramees .thrs year, the use o%certarn terrmnology 1nh1b1ted leammg wh
a

‘- " because of a hek of common understandmg A bratn -storming sessron at the begrnmng of

the workshop to explore and identify the dxfferent or con gruent understandmg of terrns \

~would help to pmpomt potenual dlfﬁcultres before they were encountered in a specrﬁc

§ lesson and would allow for the ass1m11auon of this mforrnauon mto aredesign for that

lesson if necessary The brain- s;.orrmng sessmn could lead to the deVelopment of a lrst of

. L b Lo PP

buzz words A ' B . I R §
3 Some of the theoreucal content could have been more expenentlal ol #

I3 - Q N

, 4 Use of a w1de vanety of .energizers, exerclses and games was well recelved by '

tzraxnees A list conta1mng thrs~1nformauon 'eould be developed and msmbuted to tramees. |

-

Schedulmg, Sequencmg f _
1. Tralmng, to be effecnve must provrde the opportunity for tramees to assrrmlate
dlgest, and then to process 1nformat10n ‘ThlS means that sufﬁcrent time should be |

t

scheduled in the prOJect for this process to occur. L ’ ' :
2. Itis very 1mportant to allow for,@ formalized, honest in-depth sincere and open

expressmn of feelmgs (Where are We s), especrally in NatJve trammg programs There .

' ~should be c.,ncem however when the focus and dtrecuon taken in the Where are We S

leads away from the group s best i 1nterest or opens up "issues whrch are only unportant to

-
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one or perhaps a few mdmdual tramees Trainees were d1v1ded over the ment of Wherc
are We s relatxve to the amount of time they consumed fmm the trauung schedule If they
are deemed to be i lmportant to the overal] program they should be scheduled so they do not
.take away from other cssenual traxmng actmues ' "Tlme should be budgeted to best
enhance the adult leamers responSIbthty for thelr own problem solving" (McDuff and
' Long, 1985, p. 7). Itis unfortunate that the opportumty for growth provided by the Where
‘ are We's is not.used more often outside the Native .comrnumty.

.3 After development of the training prog'ram has reached -a certain stage for the
cormng year, 1t could be rev1ewed by various people such as: Nechi staff other trainers,
- )the Evaluator Thetr input may be valuable in identifying deficiencies or problems of -

sequencmg in the txammg prograrn prior to usmg it,

Materials and Resources
1. In planning to meet the cultural/spiritual needs of trainees, planners should be
'aware that d1fferences among Elders and thelr respective methods may lead to confusmn on
the parts of some trainees because they differ from their own beliefs and traditions. With
some planning, Elders could be used in almost all trammg sessions as an aid to trainers and
tramees in helping to make tralmng culturally relevant. Thls would provide a different

.

| perspecuve to these activities and would offer an opportumty for tramees to learn how to -
- work first hand with an Elder. Addmona.lly, the Elder could plan and conduct Pipe
.Ceremonies, Sweat Lodge Ceremomes Sacred Circles, etc., dunng times Wthh would not
interfere with the tra1mng program. Trainees mdlcated that a class on how to dcal with and

use Elders as resources in their own workshops would bc"helpful

2. Only one text reading was assxgned to tramees during the course of the t’raining 'y

sessions. There was no follow-up to see if the reading was done or any attempt tp{elate
the readin g to the particular lessons it was des1gned to augment The text book itself is

" funcuonal and useful but somewhat dated and not very interestin g to read. Current

i
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articles, books and a blbhography should be 1dcnt1ﬁed and used as course matcnals for

' tramees Readmgs and matcnals should correspond with and add to the 1nd1v1dua1 lcssons

for whrch they are demgned A
3. Time could be spent in ldenufymg new readmg rcsource materials. Graduatcs

from the ﬁrst ycar may be able to provide resource matcnals or pcrhaps dn'ect staff to |

. - appropriate sources.

‘4. The handouts should be rcvrewcd to ensure that they are crror-frcc of good -

quahty, rclcvant and readable.
&5 The big binders glven to trainees were very cumbersome and awkward to-use,

¥ S .
es@e‘rally conmd’enng there'were no tablcs to write on. s , @

- New Trammg Program Dlrectlons ,
1 The following were 1dcnt1ﬁcd by staff and tramees and are suggestcd for

consrderauon as part of next year s training program: (a) two areas of knowlodgc 1dcnt1ﬁed

" as being i meortant for a trainer to know are co-training and co-fac1htat10n Alistof

' ' competencies could bc developed and tested for cach of these and would form the basis for,-

a new section in thc NTD training program deahng wnh these topics: - (b) another
suggestlon for a topic to be included in the training program would be, "Hcalthy Tramers -
How to Becomc One, How to Stay One - to be held at the beginning of the ummng

session. ThlS would allow trainees a chance to become aware of, and to explore thclr own _
fcchngs ina trammg setting so that thcy can be better prcpamd to copc and deal with them
away. from the tra.lmng workshops. This personal development session held at the start of

~ the trmmng program may also help in assessmg candidates for the program and ©)a

session on ,hqw to identify and use cultural/splntual resources.
0 ” s

2. "‘ﬂﬁssue discussed in thqlast training session was that of ethics. What should

a
trainers do when faced with dehvenng tIammg on an issue they have not yet dealt with in

.thc1r own life, eg., sexual abuse or family wolcncc" A discussion ensued which raised the

a9
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larger issue of standards for tramers. a code of etlucs Some attempt could be made o )
develop a set of standards or a code of ethtcs for tramers in much the same fashlon that the “

hst of competenc1es were developed 'I'hxs work would certamly be useful beyond the

q,"auu e t{;
-3 Al’ﬁfcﬂdh of the;r:‘ 1

adult learmng pnnciples and thehr@» More current research could be exarmned presented,

] }!i'ogram which could be expanded is the one dealing with

and used in the training by the tramers as examples of adult learning theory, eg., advance

organizers. Another section that warrants further i Investigation: wt%pld be the charactertsucs
u“ ‘

of adult leamers (effect of aging on leam'mg, memory, etc., and*; especrally charactensttcs of 1
Y .’w _'@f

e ;té S :

4. Tramees wﬂl alw.‘aysaencounter crtttmsm in their work as trainers. NTD could help

prepare tramees for this eventuahty by teachmg them ways to understand and to cope so
9
they can better deal with cnttc15m in their own workshops.

- s ‘ ‘_
) Trainee Asses}stnent and Feedback

Testing . o a

1. There was no statement to tramees mdtcaung that their progress was to be graded.

Tramees want and need to know how they are progressmg, what their areas of strength and

~ weakness are and how they are doin gin relation to others in the program. One of the '

tramees who did not feel conﬁdent in the trammg workshopys felt that she didn't have an
adequate grasp of the information partly because she had not recetved any individual

feedback1 As a result she felt that she might be wastmg her ttme and the resources of the

~ program. Tesung and feedback must become part of the trammg program. Trainees are

not the only ones that wrll beneﬁt from this mformatlon . Trainers will have a better feel for

what they are accomphshmg as they train. Information that would give d1rectton for

‘ adjustments In any area of the program could also be gathered indirectly as a result of thts

process.
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2 Testmg of outcomes relatlve to each training program component should be bullt

into each component_ An example of the need for testing on the speclﬁcs of each trammg “

"program component was provided by one of the trainees who was asked what he had

] learned about aduIt learmng theory. He confidently stated that he had learned a great deal

: about it but;vhen asked to descnbe what some of the theones were or how they worked,
or their use in training, he was completely unable to do s?/ How much did this trainee
know about adult learnmg theory? Somehow, the connection did not take place in the
training program.- In fatrness the trainee nﬁ have been able to dernonstrate Adult ,

, -Leammg theory but was not able to artictlate it. This raises the larger question, how much
did each trainee learn about any poruon of the trcumng workshops" What would be the

resultof testing the whole class on their knowledge of material covered in training?
Answers td these questions might provide unexpected insights on trainee progress‘in the

trammgprogram v . R A

3. The competency-based aspect of tralmng s thought to be capable of addressmg

' the test1ng issue on its own, without further action. This is 'not the case. In the lesson on
,workshop de31gn for example each trainee should be able to 1dent1fy his/her produCt (the

des1gn of a workshop) in relanon to a set of standards on workshop de51gn Secondly,

they want to be told how they are doing in relatlon to those standards or in relation to the -
| group as a whole. o s @ |
4. There was reluctance on the part of a number of trainees to be evaluated regardln g
_ cultural/spmtual competencres The evaluator was unable to uncover reasons for this and
felt inadequate in this regard. The trainees themselves would not or could not explain this
to the evaluator. This issue needs to be explored further and some understandmg gamcd by
elther the evaluator or NTD staff. ‘ _

5. With some kind of a testing program, employers/sponsors desin'né information

could be gm n a more accurate picture of théir trmnee -- his or her weaknesses, strengths,

and progress

£
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Practicum Evaluation y
Purpose o
Two practicums lasting three days each were to be dCSlgIICd and delivered by each
tramc;eJ An important part of the overall program practicums provided an opportumty for
: tramees to demonstrate their understandmg of, and their abthty to use, their newly acquired
) Akdlls and knowledgc and to reflect thelr atutudes regardmg the NTD ummng in an actual
training setting. The main problems encountered in the practwums occurred in relanonshrp
to the evaluauon component. There was some confusion for both trainers and trainees over
the purpose of cond an evaluation of each practicum Were trainees evaluated for
purpoSes of gradmg or tekgmg in r@bonstup to gradu%\ requuements of the program"
;Were they eva}uated fo:')he purpsﬁse of7 '-«‘-".. '~ n ‘(.L,',;_.- bac,k {Q trainees to help§ggiafove
hls/her perf&mance" Wc;e practicum evalua'uons t'obe uv ,’4 ‘ -

u;'ce of information for
employfrs/sponsors regarding the progress or level of staﬁdmg o a tramee" All of the _
above stated purposes are appropnate Whatever the reasons are for conducung the

eva.luauons they need to be stated aniycluded in the program descnpuon glven to *

. tramees

Condu'cting fhe Evaluation d o
1. Each of the purposes stated for conducting pracucurn evaluauons in the above
paragraph influence how the px‘acttcum should be conducted that is, what i mstmments to
use, what questions to ask, what the results will be used for, and who wxll recelve the
evaluauon results. |
- 2. Practicums can be a valuable learning experience Although they do not :&d to
be negative, in this project, the natural aversion that people have towards tesung or

evaluation Wwas compounded by the negative pracucum evaluation experience of trainees

(Patton, 1984 p 6). The unknowns regarding the evaluation --its purpose, the

oo



procedures and methods to be used, who was going to do them, how fair or objective the )
evaluator would be —all contnbuted to hlgh levels o@txrety In trainees.

Another concern was conﬁdcntralrty of evaluation results. One trainee's completed
pract1cum evaluation fortns were left on the table in the tralmng room by a trainer for a
couple of days. The problem had to be brought to the trainers attent10n by) the tmmee
before it was taken caré of. How trainees fcel -about the practicum evaluation may be as
tmportant as how well it was conducted or the actual results of it. _ . m q

3. Ani 1mportant questmn was raised in a panel dtscussmn with trarners durtng the
last training workshop The discussion centered upon ire quesuon of con51stency in the
conduct of practicunt evaluations by the different trainers. thferences in their conduct was.
viewed by some tramees as betng unfaJr Thls point was not answered to the satlsfactton TR
' of etther the trainees or the Eva8luator. Not only must the procedures and. approach to the
J .g%aluattons be the same, but the method of implementation must be cucumspect
Inconsistency in the conduct was due in part, to the lack of a common understanding and
agreement over what evaluation is, over how it is done, and over what the purpose is.

Some trainees wondered if they should be zble to select the trainer they want to evaluate
- them /;md whether they could be evaluated by the same tramer for both pracncums" rA
response to [hlS question hy NTD staff is in order. . °

4. To gam a bette)gperspecttve on what evaluatmn is like, tramees could s;t tn on
other trainees workshops as observers with the assrgnment to take notes of the 1deas that
mtght be useful when they conduct their own workshop This would benefit both the
| trainee observing and the trainee who delivered the workshop. Vtewmg a program from

the perspective of an evaluator would help tralnees look criu'cally at training, According to
Bhola (1 982, p. 11) this would help " 1mprove delivery of their own training." Their
- feedback may also be useful to the trainee they observed The feedback would not be i in the

form of an e cvaluatron report on the workshop observed but rather a personal planmn g’

E document for the benefit of the observer.
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| 5 The mformauon from every practlcum evaluatxon should be analyzed. Any noted

 deficiencies or problems common to most of the pracncums would indicate some need for

additional tmmmg time in those areas. A companson of the two pracucum evaluations
E could also be used to assess the i tmprovement of program partlcxpants

-~ 6. The package sent to employers concerning practicum evaluation was confusmg to :
some. Here was an example of needlessly prov1d1ng too much detail. Ifemployers are to

be mvolved in the&acueums primarily as observers on how partmpants perfosm, the _'

- 1nfonnauon they need to perform the task should be very 81mply explamed

Planning/Implementation | |

1. The practlcums were to last six days in total. There was no consistency in
following this stlpulauon Some trainees delivered 1a three- day workshop in conjunction
with one or more of the other trainees where each of these trainees would have delivered

. one and a half days of trammg Th ;

- first practicumt. Other trainees who dehvered a workshop on the1r own which lasted only
two days were given the impression by’ their evaluator that thls was not good enough. Snll |
others who used a resource person in the delivery of the workshop were told that their
workshop was not long enough because the resource person used up a significant portion .

of the time, Rules governing the conduct of the practicums must be clearly set and then
adhered to by’e evaluators in a consistent, equltable manner. Although circumstances may .
dictate some variation in this (every practicum does not have to: be the same length),
decisions must be made within some general guidelines. o

2. Trainees are naturally apprehensive about their practlcum Positive remforcement

and frank discussion of the practlcums early in the trammg program may help alleviate .
some of these fears The trainee's 1mt1al package of materials (or even the matenals used in

marketing and soliciting for the program) could contain all pemnent mformatwn concemmg

the practicum. This may help remove rmsunderstandm gs over this aspect of the program
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3. When the practicum evaluator glves feedback to the tramec, thxs should not be

_one- wa)@regﬂ\fg type communication. The evaluator should cncourage the trainees to
connect with and express thelr feehngs and observatlons of the workshop ﬁrst ‘Then the
evaluator can confirm and remforce or add comments as necessary This approach will be
more acceptable to trainees and will remforce learmng | #

4. When tramees conducted joint workshops one of the common complamts
) expressed was the lack of tlme they had for j Jomt planmng of the workshop Some trainees
did not reahze how much time it takes to research and develop a workshop and dxd not
schedule sufficient planmng tlme to complete the1r de51gns This raises the 1ssue of how to
evaluate jc Joint presentanons Some thought should be g1ven over how best to do this.

5. Trainees indicate they wanted a group debneﬁng session after the second '
practicum session where they could share their expenences with other trainees. Such a
ses_sxon would allow for an 1mportant exchange of information for both trainees and NTD
~ staff. : t - | -

" 6. In the first year there was a signiﬁcanwcost in‘volved in the conduct of the
practicum evaluations which were conducted at or near each of the trainee's work location.
The cost effectweness of this approach is questionable. One alternative would be to
schedule an in-class’ pract1cum perhaps a day in length, dunng the course of one of the

' tramlng workshops Another alternative would be to plan to conduct the ﬂrst pracucum

’ evaluauon on site at Nechl orin proximity to Nechi. The N'I'D staff could identify nearby
groups or agencxes with training needs. Trainees could select an agency, do a needs
asse.sment and ‘Plan and deliver a workshop they were capable of or for which they were
- suited. The cost to evaluate the trainees practxcums in: thxs way would be s1gmficantly less
than ha\g}ngité travel across the country to wherever tramees were conductmg practlcum

- ‘workshop | g |

. Prazticums were t9 be tt)nducted in two, three-day sess1ons A vanatlon in the

total amount of ume*aﬂd in the division of the t1me into workshops should be considered.

(YR
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)Is it necessary that the practwutns last a total of stx days? Is a spht of the time over two
workshops the best approach" Whatever approach is taken, it is 1mportant that the o
) pracueums, 1ncludmg the evaluauon poruon be a posmve Ieammg expenence ', '
8 One trainee felt that he could not possrbly be competent in all of the competencies
~ listed on the pracucum evaluauon form This worried hlm and nghtly so. It would be
almost 1mpossrble for evrdence of competence in each competency to be shown i ina glven
practicum workshop Thls raises the quesuon then, "How do you asse_ss competence or
progress when no indicative data can be gathered?" If the yanswer is, "you can't," then
what do you do about assessing progress in relation to those particular competencies?
Instruments ® | |
1. The evaluation instrument used for the practicum evaluation this year consisted of
a list of competencies'fin thneedifferent areas: ttmmng facilitation, and cultura]/spmtual
For each competency item there was a ratmg scale. The evaluator was to rate the trainee on
“each item and make notes as appropnate Some of the competenc"tcs as they were wntten
were so confusmg that they could be mterprcted in a number of different ways If each
tramee evaluator did this dtfferently, then the results could not be compared and/or '
contrasted with other trainees. If testing trainees relative to competenc1es is the pnmary

_ focus of practicum evaluation, this could better be done by tesung trainees in the tmmmg

-workshops The 1nstrument used in the evaluanon was somewhat impractical and was
S R

Bt 1t was capable of domg It appeared to have been used in excess of its
, capacrty Answers to questions and the obtammg of certain kinds olf mformauon can only
be. accomphshed by asking the right kinds of quesuons in the right kinds of ways (1e
g.};”“%demgmng and usin g approprtate mstruments)

[N

% L Thet‘e may be many different purposes for conductmg practicum evaluations: To

. '. \\\\\

f prowide feedback to the tramees asto thetr own growth and development as trainers, as a

o ,, measure or test of progress and accomphshment of spemﬁc program objecttves as course
B ¢ )

'_;3.

O
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completion or graduation requirements, as fcedback to employers/sponsors vis a vis what
: trainees have accomplished during their time in training, or as a source of information to the
funders of the program. The selccnon of one or more of these mulnple purposes dictates a :
changc in the approach and conduct of the evaluation and certamly a change in the
~ instruments themselves. A number of dlfferent instruments could be developed for the
dlfferent parties to the eValuatmn One for the pamexpant in the workshop, one for the
evaluator (one of the NTD trainers), one for the employer/spoﬁSOr one for peer evaluauon

and one for self-evaluation. Because each mstrument is dlfferent the information they can

provide differs substannally

Stak’ehoiders
1. Asan aid in the education process employers could observe their own employee
- during one of the practicums to get an 1dea of their employee's tra1mng capabilities. By
| involving stakeholders i in the program, ownershlp and commitment to the NTD program
would bc achieved. . N\ ‘
2. There may be other mterested parnes to the evaluation results. Thought should be

glven about who will be allowed access to this information.

Scheduling |

1. There were many schedulmg conflicts for the second practlcum primarily due to
time constraints of trainees and budget hrmtatlons for NTD staff. There was little time
between the end of the“last training session and graduation ‘éxercises. For next year, if the
first practicums are scheduled during training and the second ones e.w_ay, the time, location,v
‘and ihe topic for the workshop should be identified in conjunction with NTD, the trainee _
and the employer, at the beginning of the year so that émy potential conﬂicis can be-resolved
early. Advance planning would help eliminate anxiety caused by last minute arrangements

and would provide a goal and a focus for trainees to work ioward. It would also help



- ehmmate trainees' excuses of 1nab111ty to arrange a time for the practicums. Scheduling of
’ the second practicuin evaluation created. ‘Tumerous problems Schedulmg the practxcum ina
group did not work and seemed to cause a lot of contentlon Indmdual planmng w1th each
tramee after they all understood generally what they were to do would have been more
~ effective. |

2. The practicum evaluatmn should be set up to allow for reﬂecnve learning. The
way some were arranged this year (1mmed1ately followmg the workshop) there was not
enough time to reflect on the expenenceo Instead, some trainees, were t1red and drained as

they went through an mtenswe review of ‘the expenence

Graduation

| 1. There was no clear pohcy on graduation. One of the conﬂlcung messages that

. came through indicated that graduation depended solely on the completion.of 120 hours of
'tralmng by trmnees Th]S was not the intent of the program. Rules for graduauon must be
developed and there should be a clear descnpuon and explanatlon given concemmg them
vIt is ot enough- that trainees sxmply attend and complete 120 hours of tmmmg There
vshould be some sort of measurable cntena agamst which progress or a standard of

achlevement could be set. This could be detenmned d in both a testing program during

tralnm g .and in the conduct of practicum evaluaIJons This would prov1de an answer to the

“question wh1ch must be asked,' "How do we detemnne whether trarnees have successfully ,

completed the NTD training program?" o
. _ S
20 Graduatlon ceremonies were scheduled over two months after completlon of the
P
last tra1mng sessxon The schedule for next year w1ll have the trainees at Nechi for thetr last

trammg workshop at the same time that graduatlon ceremonies will be held. Th1s is an

: effecnve way to reduce travel costs for trainees who want to attend gladuauon and will act

-

as an incentive for tm.uss to complet_e their training in time for graduation.

“»
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n

TRAINING: OBSERVATIONS AND CONCLUSIONS

; n'ﬁ
) ls the quahty of staff. In o

A major factor in the success of the NTD training progra v

| excess of forty-eight years of combined training experienc& "as present in staff who

provided the tralmng for the NTD program and as one rmght expoct quahty tramlng WﬂSﬁ}
thenorm R ‘ o ﬂff o ° s

In thls ﬁrst year of the three- -year pllot project, two levcls pﬁ_trammg cmstcd one for ?;f
i ,._ .;.-"
the trmnees andone (less obvious yet equa]ly as unportant) for the ! nqpl;r Fo;:most of ' ‘?’3" Y
. w. K DLWl
the trainers this was thetr first expenence at de51gnén g and delrvermg a trmmng of q;amérs

program. Trainers were required to analyse training methods and techmquesLthey have '
been usmg for years ‘and then to o;gamze them into learmng modules. with designs for their *
dehvery ThlS meant descnbmg what they do and Jusnfymg it to the satisfaction of a

number of dlfferent audrences This was a dlfficult task, espeaally consrdenng there were

‘less than four months available in which to research des1gn, and prepare the tra1n1ng

programfordellvery | e .

Comphcaung the problems associated with any %st" attempt was the expectauon .

_that the tralnmg staff do i it nght Part of the informal set up and de51gn of the program is

the mescapable reahty that tramers are role models Tram,ees obsqrved trainers domg what

they themselves would soon be doing as tramers thelr mannerisms, 1dlosyncra51es styles,

‘and i 1ncons1sten¢1es Because of the program being new and the unspoken feehngs of -

tramees that somehow everythmg would be perfect, an unreahstlc but understandable
expectauon was placed on tramers and the program. Most of the observatlons and ' S
conclusmns presented here reflect this dlchotomy Strengths of the program and problems '

in the areas of matenals resources and facilities; preparanon for trmmng, presentanon ‘and

“sg
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dehvery, mstrucuons and terrnmology, dlscrphne and contml and role of a trainer are

, E

. f presented.

-
. Materlals/Resources/Facllmes ’

R

l The atmosphere at Nechi lnsutute is umque created in part by the pths1cal v
surroundings and by the tradmon and mysuque of Nechi: Tralmng In keepmg w1th Natwe
. tradition, tmmmg was conducted 1n a circle for most of the training sesstons The circle
seemed to foster an atmosphere of closeness wh1ch given the background of tramees is

€S need tmfeel comfortable enough

i

essentlal if meaningful learmng is to take plad

so they will parnc;pate. During those training s hen the main trammg room was not

‘available, there seemed to be a dxfference in the attitudes of tramees and tram%rs alike. It ;
appeared as thou gh everyone s concentration levels waned when training was conducted in
the Board Room.

-2, Some of the materials used in the presentatxons were confusing and contamed
errors. “Trainers shouldiarefully rev'E\\\all matenals and handouts to ensure that they are

-accurate, clearly wntten and well erganized before handing them out. Handouts of the

_ material covered in class if ngen at the beginning of each class w1ll assist tramees so that

All the time avallable can be spent on learni g" (Bhola, 1985, p. 49).

i

Preparation for Training
1. Frequent changes made by tramers contnbuted to a feeling expressed by trainees
-~ 'that there appeared to be uncertamty in the planmn gand desrgn of the workshops. Most of
these changes were justified and were bome out by hmd51ght but a look at the training
- program in its entirety would be benefic1al including a look at the individual parts, the -
flow, the sequencmg, the acuvmes the material etc. A suggested audxence might mclude

N select Nechi or Poundmaker staff as well as NTD staff and the Evaluator
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2. The quahty of the trarmng prov1ded appeared to be related to the experttsqand |

understandmg whrch a ttamer possessed of the content of a partlcular less@n In those

instances where tramers (for whatever reason) attempted to train m areas w1th which they

~were unfamiliar they were less succcssful Trainers should be uuhzed In 2 manner that

takes full advantage of their parncular skills and abthues mcludmg areas of expemse or

-

1nterest

.

# e Presentatlon/Dellvery

2

’ 1 The presentanon%%ods and techmques used in tratmng could be revrewed.

Although the one&ﬂ?ﬁd were appropriate, there was oven'ellance on.some and underuse of - °

others Small group activities seemed to be overused Trameqs stated, that often too much _

7

time was grven to complete these small group exercxses and that some of the exercrses
could have been finished more qmckly by trainees workmg on thelr own. In the large

group, those trainees who were not as outgomg or as sure of themselves easily got lost and

lacked the confidence to speak up. In fact a trainee stated she felt there was no recourse or ’

help when she did get lost That she, and probably others, felt this way, whether it was

' completely accurate or not, decates a need to 1mprove in this area. The use of the video

recorder for trainee presentations was effectlve There may very well be other actrvmes in
which the use of vidéo eqmpment could replace or augment the dehvery of tramm g.

2. Different tra1mng styles and apgoaches wene used by tramers in the workshops
In as much as trainees have dxfferent learmng styles a.pd needs the usé’ of dxfferent
approaches is not only des1rable but 1mportant Ifxiawngdmowledge of tmmees learmng .
styles prior to mcepuon of the tralnu‘fg program would glve tramers ume to take these N
dlfferences into con31deranon forplanning andvdehvery Use of a learmng style instrument

will, "provrde a better match between hqw a person best garns knowbdge and the methods

used to 1mpan that knowledge" (Sewell, 1986, p L26) However there was enough

’ A 3 o t"

ra ’
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= | vanauon in the approaches used by tramers that almost everyone was able to expenence at
lcast one type that was suited to them, if only bneﬂy .

' 3. Common understandmgs and usage of concepts, terminology, and procedufes‘ are

necessary for the tr_amers as a group. One instructor explained an idea; then gave an

assignment to tramees in small groups and asked other trainers to assist the groups. One

' trainee had the experlence of one trainer praising her des1gn fora parucular exercise whtle
fellow tramees in a small group and another u-amer tore it apart This can be very
frustraung' |

4. "Succcssful people vrsuahze first how they will do something so that whcn they

‘actually do it, it sjke they've done it before.” One trainee indicated that the i 1nstrucnons ’
and informaticn presented in class lacked clartty They viewed themselves as v1sua1
learners and felt that the methods used de not fit theiriearmng style "Confucius say, I
hear I forget I see - I nemember Ido I understand." These comments, provided by

trammg st$ ‘8

to two areas that warrant attention. Fu‘stly, tramecs did not receive a

-

: detarleg oyeﬁlew"of the whole training program before they commenced tra1mng The
second area concerns the enhancement and improvement of Iearmng for trainees by tramers k
as they apply pnnmples of adult learning theory in training. Appropnately, much of what
was leamed in the program was expenenual (Ido-1 understand) owever trammg could
- be improved by usmg techmques such as repetmon advance orgamzers momtonng
attention spans, etc. "

5. 0na couple of occassions, time became a problem factor in tralmn g Tmmers
somenmes were not aware of the passage of time or wertiat least defferent to it. One of
the problems w1th not followmg a timetable is the danger of not bemg able to adequately
‘COwer all of th'e r‘ema&n matenal Trainers occasxonally slowed things down by trying to

achxeve a consensus on everythmg by both tramers and tramees A lot of time was

consumed by thts small (and large) group grappling.
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In some pnesentahons, there was: too much mformatlon presented in too lrttle time.

Time also became a factor in aSsrgnment compleuon Trainees complained that they had

worked hard to finish an assignment or exermse wrtlun the allotted time only to observe that

.other tramfes had not completed their assignment, often because they had not worked as
4 . [ ' .

.“.hard, or got sidetracked without the proper supervision. Additional time would then be

iuf v

provided to complete the assrgnment " This only frustrated those trainees who were

diligent workers and had tried to finish on time.

6. Trainers sometlmes lean'dn hunches or gut reaction to gulde them in the delivery |
of tra1mng, consequently they have dlfﬁculty getting the group to understand what it is that
they do. However this approach isa good example of the adJustments tramees W111 be
expected to make in their own worksh%

7. Some concepts are deﬁcult to grasp An effort ‘made to ensure that presentatlons
are clear and srmple would av01d creatmg addmonal confusion. Py

8 Tramees requested that tramers make themselves available to trainees dunn g and
after class to help them with any questlons they might have.

Instructrons/Termmology

1 In attemptmg to explain certain concepts and 1deas tramers were not always

‘successful in keepmg the focus of the conversation on the same level ie., movmg between

-'dlfferent levels; operational, theorencal practical, ethlcal socral etc. Thrs movement

between the vanous levels tended to oonfound the d1$cu561on and often led to the
expression of frustranons (related and unrelated to the topic under dlscussron) and to -
rmsunderstandmgs on the part of tramees ,

‘ 2. Often it seemed as though tramees understood clearly instructions grven to them
but they iost it when they got up from therr chair to go do it. One of the tramers stated, "As

long as the 7 are connected with the chaJr everythmg is okay but once they dasconnect from.

s ) : ¥
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the chair it is like pulhng the plug --0n goes a blank screen in their eyes.” " Instrucnons
gtven by trainers should be not only clear but complete augmented by written instructions.
3. Trainers’ would occasxonally give instructions to trainees, or undertake to do
somethlng and then not follow through w1th it. A case in point ‘were the assrgnments made
1o trainiees to read certain sections of the book. No attempt was made to determme 1f the
assrgnments were completed. If it is worth assrgmng, then it should also be. tred into the
lesson and used as a frame of reference for further d.lSCUSSlO[l or actron
4. Some ummng sessions were focused ona terrmnology/deﬁmtlonal approach to
tralmng A number of trainees got lost in the tenmnology (eg goals and obJectrves)
Perhaps. focus1ng on the process of wntmg goals and Ob_]eCtIVCS as a sequenual one would
have been eamgr for tramees to grasp ST i. ,,, 3 . ) '\ 2 B i

Drsctplme/Control DI R

s y
A number of i 1ssues arose dunng the course of the trammg prografn m wgar&s to. dlSCl%llhe, ko
' Some of the more problemauc ones concemed understandmg and enforcement ofc v , 'ﬁ' e s
. groundrules for trainees. (The rules appeaned to have been taken from some other program- s . _
I and supertmposed on the NTD program ) The enforcement of t% rules lacked consrstency._ g

A majonty of tramees attendmg the trammg program. came from backgrounds wh1ch were

_.. gausm g consrderable turmoﬂ in their hves Alcohohsm was d dommant theme . ’
vpersonally and in the farmly enwronment in Wthh they were rats Physrcal and sexual
abuse poverty and preJud1c1al tneatrnent at the hands of others were some of the problems .-

- trainees had expenenced Perhaps because of these factors, trainee's needs for consrstent

" apphcanon of gmundrules and for proper role models were mtensxﬁed N

1. Inconsxstenmes in the application of rules were 1mmed1ately noticed. and often -

. emouonally reacted to by umnees Dlsc1phne that was meted out to mdmduals unfalrly
. provided a focal point for the inner turmotl and frustration that they felt. When these

feelmgs were allowed to fester the results were 1nten'upt10ns in tralmng ng tramees »
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chosé not to attend the last training“workshop (five days in dUration)‘ lndicaﬁons were . .

‘ 'glven by NTD staff that these two individuals would be glven the opportunity to finish the }
.program Inan earher workshop, one trarnee was absent for three days wrthout permxssron‘
and was Asummanly ejected from the program with no possrbtllty of completmg the course.
Consrstency is essential in a program the calibre of the @ Staff should do all they can
.to remove any extemal sources of frustratlon like those experienced thls year in relauon to
the statmg, application, and enforcement of groundrules for trainees. _ - O

2. Trainers had to deal with a number of dlfﬁcult confrontational issues during

lrammg Some were handled very well, others ‘were not. Often tramers attempted to solve
issues in the room. In those instances where it is ev1dent that a decision or resolution need
not take place at the time, why run the nsk of opening up a potentxally explosive i 1ssue

, when it's resolution away from the trammg session:-- by the trainers -- may sufﬁce? If the

~ issue must be dealt with tmmedrately, some control should be evidenced by the trainers

over the situation so that in the case of a blow -up, trainers will be prepared to- take charge if

- ‘ necessary One d1501phne situation was tumed into a positive learning experience by the

" trainer whrch in turn, provided an expenenttal reflective leammg opportumty for trainees.

b The method used involved two stages Fust he dealt w1th the issue -- in the training

5 sessron where it occumed- -- as an example of problems tramees may encounter in theif own:
Qvork He got parucrpants to deal w1th itin the abstract, and try to depersonahze the

confrontauon He demonstrated how to approach the problem, how to analyse and

. -detertmne what is really the problem and then asked for, or offered suggestions as

p0551ble solutlons Secondly, wherever vssxble he dealt with the resolution of the actual
:' 1ssue out31de the trmmng room. This meant that a certain amount of time would pass which
would allow the emotlonal edge of the issue to abate somewhat

In cases mvolvmg mdrvrduals the issue should then be dealt with one on one; 1f a
small number of tramees are mvolved, thenina small group Or one on one as appropnate

The purpose of thxs is to focus on the i tssue at hand with the 1nd1v1dual thereby not . ’
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cncouragmg or allowmg the i mtrusron of dlstractmg issues and feelmgs that other tramees :
‘may have. Dlscrphne, espec1a11y mvolvmg an md1v1dual shou]d not be conducted in front
of the whole group. This pracuce is unfair not only to the mdrvrdual bem%:sctphned but
also to other trainees in the group who may become embroﬂed in the issue emotionally.

It could be reinforced to tramees that thej problems experienced in the NTD program

are typtcal of encounters they can expect ifi their own training sessions.

: ')". H

3. There was a reasonable expectanon that tramees would have and exhlblt argreater _,‘/
ar ,

degree of self-control over theiir behavrour in velanon to groundrules and to thetr personal
4

conduct away from trammg, than what was expenenced In the final i 1nstance quesnons
: @' s over groundrules and exercise of drsclphne must remam under the control of tramers

However the onus should be on u'amees to act as professtonals in relatron to quesuons of

/

conduct and drsmphne The 1ntens1ty of the moment.or the way in Wthh one feels should

not be used to excuse rude unacceptable behav10ur of tramees to others

-

4

4, Tramers occasronalIy sent confusmg sxgnals to tramees Some trainers would
exhlblt real canng and COncem for tramees whtle others in the same set of circumstances

would not. Trainers would someumes vacrllate on 1ssues, ofte_‘n not in a blatant, but
o : -
nonetheless noticeable fashzon _ )’ LEN

Relattonshlps/Roles

_[)/ 1. Training staff treated tra1nees as equals in, many ways On a number of

,:)

., occassions, trainers were open enough to accept mnovauve and- 'creative su ggestions for

change in their design for a parucular lesson Another example occurred in the second

4
!

workshop where tramees were glven.responmblhty for desrgmng and conducung opening
, exercrses Tramers sohcmng of i mput on a number of d1fferent 1tems was welcomed by °
: uamees and afforded them the chance to pamcrpate in decisions that affected them. This i is.
‘_ certatnly an appropnate and effectxve method of encogagmg the format10n of a strong

l

leammg commumty However there were umes when thls proeedure did not facrhtate the

»
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task at hand rather it tended to extend the amount of time required to resolve an issue or to
make a dec1510n when it was not particularly i lmportant that everyone have i 1nput.

‘ 2. The roles of the vanous NTD trainers were not completely understood pnor to the
Ny

. c_cp@mencement of training. There was an evolution of sorts mto a role that for the most

o)pa(!m%as acceptable to uamees Some trainees expected trainers to act as counselors to the

fernoon session where the video taped presentations were played back, a
| problem arose One trainee's presentatxon was played several times as an example of a
certam type of problem As it was replayed, he became the object of much laughter and
©-some derision resultmg in the trainee expenencmg and venting frustratlon and anger over
the manner in which this was handled Things were further complxcated when other
trainees and the tramer became embroiled in the dlscussmn Trainers cannot allow or
encourage any action or activity which brings into question the ability or skill of a trainee or
allow a tramee to be exposed to ndlcule or der151on _
4. Tramers must be circumspect in their conduct (appropnate role models) SO they do
not become the madvertent cause of hurt feelings. One of the specrﬁc concerns ln this -
| rega:ud was the feeling of some uamees that trainers were tallong to other tramees about
| them behind their backs. Also, some trainers made comments that were not mtended as
insults but were mterpreted as such by trainees. ‘
5. The use of role play as an exercise one afternoon allowed ua.inees to deal with
some issues that had been raised in the training program m a h,umorous but .forthrlght
manner.. Trainees were able to explore their feelings and internalize their leamings_throughv

this exerci_se. Some of the trainees thought that this would give the trainers a message in a
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clear but acceptable manner. The training staff although they apprecrated the humor, did
not completely understand or accept the message. Here is an example of a reversal in the
relauonshlp between trainers and tramees The message is: both can learn and teach; both
should | accept this. _

6. Trainers on occasion accentuated and helped to perpetuate negatrve stereotypes |
This was done in relatlonshxp to teachers In contrast with trainers when school teachers -

were held up for I'ldlCUlC and derision as examples of what a poor trainer would be like.

With the concern expressed In training about negative stereotypmg and prej ud1ce directed

| - towards Native people, trainers must be aware that they act as role models for trainees.
Prejudice, "Violates the ba51c pnncxple of respect for all 11v1ngai things" (The Four Worlds
Development PI‘O_]CCt, Adult Educatlon Series, Discussion Pag r Four, 1984, p. 3).

7. NTD traifiezs could hold an interview with each trauj!s a rneans of

personalizing the program and establishing a ohe-on-one relatiohship with the trainees.

68



Chapter 6

~ PROJECT SUMMARY

On June 25 1988 the NTD class of 1988 graduated, bringing toa close the ﬁrst year
of this three-year pllot project. Mttgh‘has been accomphshed since the pro_]ect s mcepnon
much has txanspn'ed since the first trainee entered the doors of Nechl Graduatlon also
marked the end of data gathering for purposes- of this report.

~ As a final overview and summary of the major evaluative ﬁndmgs this chapter
describes the strengths of the project, changes that have been 1mplemented and ﬁnally,
future drrectlons ‘The section on future dlrecuons has been orgamzed in reference to the

four major goals of the NTD prOJect (see Appendix A) The major issues for each _goal are
‘identified dnd prioritized.

Project Strengths ‘ ‘

NTD ttamm g staff provided quality training and were wﬂlmg and able to adapt and
adjust the program as requrrecL A nuturing atmosphere created in pan by the caring nature
of all who work there, the peaceful country setting, and the circular workshop and g
ceremomal rooms, was enjoyably experlenced by all involved. The trainees, through thelr
tralmng experiences (social, cogmuve personal and professronal) have developed a
common ‘hope and v1510n with a closeness of strength and umty that will extend into the
future. All of these factors are the result of a program (that was developed in response to
what has turned out to be an accurate assessment of need) designed by and for Native

people. | ’

It was evident that a community had been created as a result of this first year's .

: 5 training activities. A cotnntunity of not only learners (both trainees and trainers), but co-
“workers and committed change agents, each with their own separate role msxde a larger

wsron and dream for their people and therr comrnumues The collectrve force fromthe
69
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strength of the crrcle formed dunng the tramlng program will spread and eventually extend
 across this country to permeate communmes and organizations, with the potenual to have |
mgmﬁcant impact. This i unpact wﬂl expand and extend far into the future as subsequent
) classes graduate and join the Iarger commumty of trainers.
In summary, the stnengths of the project are:
il . Commltment and dedication of NTD management and staff to makmg the prolect
o work . ) ~
2. lehngness and capabrhty of NTD management and staff to adjust and adapt the
program ' '
3. Provrsron of professional calibre timnmg by hlghly-quahﬁed tramers
| 4. :Creatlon of a commumty of leamers co—workers, and change agents (trainees
and txamers) ‘ | |
5. The meetmg of a real need that has already lmpacted Natwe commumnes and
orgamzatlons n 51gmﬁcant ways
6‘,. ; Growth in unity and closeness of trainees combined with a committment and
.dedlcatlon to becommg trainers; and thetr wﬂhngness to help better the proglam ,
7. _'Acceptance and encouragement by managen?’cnt of two types of trauung, one for |
' the trainees and one for the trainers : '
8. ‘s Development of a positive and cooperauve relauonshxp between NTD k=
management and staff and the Evaluator , '
9. Heightening of the spectal atmosphere at Nechi by carmg, concerned staff and
management : |

IQ. Development and use of the filing systerl%a'ted by Jon Sagen -

Changes Made

i} .

One of the most satisfying aspects of th1s evaluanon project for the Evaluator has

been to prov1de mformanon which 1mpacted on the pmject. Management, for thexr part .

-
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has'e used this information and their own good judgements to make changes and
'adJustments to the program as it developed The following, important changes have
already been made in the project: ‘

1. A rev1ew resultmg ina substantlal revision of- the ongmal contract wnh
Employment and Imrm gration Canada, has been completed
2. 'Management has clarified staff roles and made specxﬁc a551gnments to stafl,
-covering all parts of the project | |
3. Recognmon of the need for and the nnplementanon of changes to the Training
= Program and its delivery have been noted ’ _
4.

Management has undertaken a careful review of the whole prQ]CCt and is

cornrmtted to maldng the necessary changes to ensure a successful outcome v

.Fut'ure Directions . v
. ' . ‘ . . f% a ‘ : s
This section identifies those changes which need to be made so that the project may

_»
RS
: :. b"..‘:
'reach s goals and Ob_]CCtIVCS Ihe goals Iefelled to aIC ﬂlOSC contamed 1n the contr act Wlﬂl

Employment ang

oo,
:3‘ .

Canada (see Appendlx B) Under each of these goals uems S

"To develop And | pﬂot tést a model system of ‘training Native people for professmnal
roles as tramers '
l];g‘ms

1. Continue to provide for staff needs: (personal and profcssmnal), and for the

quality of their work env1ronment and relauonsths

A
)

Continue to refine and complete a Model Training Prograrn and a systernof B
delivery for the training program by: | o

(a) develOping'and using a consistent format for the traxnmg manuals for

trainees and trainers -- and completing a working draft this year .
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E (bﬁ')ﬁ developmg and usmg tramee assessment and feedback procedures durmg
’ trammg . . ,
©) resolvmg problems associated with practicums_ (scheduling; format,' and

" evaluation) o | % N ¢

“«(d)’ identifying and making use of new matenals and resources
' (e)'- reviewing the schedule and sequencmg of the training program

63} 'conductmg a needs assessment of futune tramees (cognitive, pemonal

social, and professronal)

(g) developing policies covenng graduatlon and ground rules for tramees
3. Continue to reﬁne and complete a Model system of dehvery by

- (a). tmmers bein g better prepared

: ,'- v (b) consrdermg the useof alternatrve methods and techniques for dehvery of

the tmmmg program S _ = ‘ @

¥y

¥

© belng consrstent ih followmg pohc1es

oS

(d)‘e‘stabhshmg agreement over the role of tramer

. (e) be):ommg aware of and lumtrfig obstacles to uamee growth

-

'To develop and pllot fest a model system of. recrumnent role rdennﬁcatlon suppon

., and'}p placement servrces to Nauve people in permanent trammg posmons

‘d-

‘_ -Ijm .. N »: . ‘. ‘ ‘ ' . - ' r,,’v'. | - N .
! Undertake to plan develop, and describe a Model system of job identification
L thrsyear. i o

| 2 -Estabhsh relauonslups wrth employers/sponsorfﬁd\assess th:r{xpectauons of
. the NTD program: , o o _
3. Provrde support for an. ongomg relatlonshlp w1th tramees in ludmg the offenng i
;.‘of contmumg, professronal development workshops along u;th the -

. estabhshment of a nptwork for tramees

Sz



- 4. Continue to improve upon (and describe) the system of recruitment
Goal numbs_r_m three; R e |

"To place 45 50 Nanve CanadJans in perrnanent professxonal training roles. by

7

January 1, 1990."
| 1. Plan and impl'ement a strategy.forthe pl;tcementrof Native Canadians in training
. positions this year, 1nclud1ng the : acceptance by all partles of a deﬁmuon of

placement and- an elaborauon of speaﬁc tasks to meet this goal

Goal number four; -

’To tnvolve a recognized 1ndependent Native tra1nmg organization in prowdmg
- "crmcal prev1ously unaddressed, serv1ces Wthh dxrectly impact employment of
potenually sxgmfica,nt numbers of professxonal Native people." |

| 1. Continue this work .‘ ., Pﬁ ‘ o ' .

1. Revxew and plan the evaluauon activities for the commg yearathh the Evaluator o

%

2 Rev1ew the new"contract with Employment and Imrrugranon Cana’da

L Conclusion - S
The development to date of the NTD pro_]ect has been successful but is 1ncomplete
Incorporauon of those changes deemed necessary (by pmjgt management) wﬂl move the -
prOJect that. much closer to successful complenon The result will be a Model program
transferable and rephcable that will i 1mpact the labor market m an mnovauve way. |
’Ihere has actually. been more than one evaluat10n take place in th1s project.Tﬂ\staff
: have been mvolved to some deg'nee in thls process. More 1mportantly, both staff and

- management wﬂl continue to be. mvolved in takmg mformatton and usmg 1t for fine tumng S

T arad ad_]ustment purposes Pa,tton (1984 P. 12) makes some useful comments that may
: : R
‘ ¢ e T &

. .
. R RS - . i - - L ‘ v
[ . . v : .
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“help N'I'D personnel to better use evaluatron mformatwn whether thelr own or that of the

Evaluator to  change the pmject.

.'-‘»’

1

5.

it

with practice. .

n

. You can 1mprove your abthty to move (and use) information through the system

It takes time and effort to move mfonnanon through the system., thle time and

system Inforrnatlon use is not a linear process

‘leferent people will receive and send (1nformauon)

.in dlfferent ways

passed.on in dlﬁ'erent ways bécause people in the system are different.

- Moving information thmugh the system can be and should be fun.

effort can be reduced W1th practlce/expenence time cannot be reduced to zero.

. As mfonnauon moves through a system it wrll wind around drfferent parts or the

Passing mformauon through the system can be painful. It will be recerved and -

If the necessary changes are rnade keepxng in mind Patton's points, this prOJect will

contnbute significantly and importantly to the labor market and to Native society:-

In the last decade or so Indian people across the

| countries of Canada‘and the United States have been

expenencmg what might be called a rewtahmuon

We have’ awakened justin time to re-drscover

| somethlng that might otherwrse have passed from

our memory and frorii our reahty forever I am

refemng to our great hentagé our. culture and our

~ values. Fortunately, we woke up in ume But when

you wake up, the long day j Just beg1ns so we sull

: have a long way ahead of usand a lot of work to do

. NOW that we h?ave awakehed.

o z:.. -Tom Porter (Mohawk) "\



Chapter 7-
' - EVALUATING THIS PROJECT: OBSERVATIONS AND REFLECTIONS

. .

'Fhﬁ chapter provrdes a reflective review of the evaluauon proposal and the
subsequent conduct of the evaluation, along with relevant observauons and eonclusmns
The actual conduct of the evaluatmn dlffered somewhat in both theory and practxse from v
“« ' what was proposed. These drfferences produced some interesring findings. In lieu of a -,
.-" . chapter descnbmg tradmonal research design, [ have electcd to discuss the evaluanon
process and procedures from a grounded theory perspecuve ThlS approach allows for the
1dent1ﬁcat10n and drscussxon of the theory and rauonale of evaluauon mg; the expenence of
: evaluauon The author chose tius format for the chapter because it logically duphcated the
expenence of thls study, and provrded several useful msrghts e
' The first section describes the background of the evaluauon the second section deals ‘

w1th some of the differences between my onglnal evaluation proposal and what actually

- occurred, and finally, the third sectlon describes a number of observatlons and conclusions

, ansmg from this evaluatmn

N

Backgmund of the Evaluatton - I

Pat dnve to Manlyn s house one day and decided it was about time to mtroduce myself to
our new nelghbour I soon dlscovered that Pat de not 11ve there but was Just v1smng his-
srster It was mterestmg to leam they both workéd at Pbundmaker/Nechl where Pat was :
the execuuve dlrector of:PZnndmaker Lodge and Manlyn \gas the- Tratnmg Coordmator for

Nechl Insntute The setting and 1ocat10n of Poundmaker[Nechl had so intrigued me over . .

~ the years in my mfrequcnt drives by it, that I unmedrately sohcxted an mvrtatron to visit wnh~

thernandtotourthefacmty N R ,.,
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Dunng thrs same penod of ume, Ireadina local newspaper an mtezvrew with. Maggle ‘
H‘odgson Executive Dtrector of Nechi Institute, regardmgt”a new pro_}ect they had just = ¢
recetved fundmg for; a traxmng of trainers program for Naﬁve people I'had recently
fimshed my classes at the Un1versrty of Alberta and was looking for work, preferably an .

*evaluation project, whxch would not only generate some sorely needed revenue but also

.~ meet the requirements for my thesxs Asl vrsned at Poundmaker/Nechx I asked Marilyn

| about their new tratmng of tramers project. Shortly after we started talking, Manlyn

' received a phone call informing her thdt Mark Amy had been in a tragic automobile

accident, As I offered my condolences and prepared to leave, Marilyn explained that Mark |

was to have been the Coordmator of the Native Trainers Development ;roject Manlyn

~ offered to meet me at another time and to arrange an mtervrew with Maggle regardmg the -

evaluation portion of the NTD project. | ‘ | v
A couple of weeks passed without any word from Manlyn regardmg a poSs1ble 0 |

meeung with Maggle During this time my w1fe Lon and I had become friends w1th "

Marilyn and I offered to help her look after her yard P . -

| ~Some time after the Memonal serv1ce for. Mark Amy was held, Manlyn phoned and I |

was invited to Nechi for what [ thought was to be a meetmg with Maggie: Marilyn greeted "

-~ me shonly after I arnved and as she accompamed me to the conference room she mformed

me that at Nech1 mterwews were often conducted by a number of staff members atthe

same ttme Now I'had thought that the purpose of thls meeung was to meet Maggre and to

gather more information about NTD. I was certamly not: prepared for what ensued! L,

walked i 1nto the room and was greeted by no less than seven Necln staff members To set

- the ret:ord strarght, they were allina meetmg dlscussmg other busmess when I amved and -

' had dec1ded to stay on to have & httle sport thh me -- evaluate-the evaluator -- (at least

; that s how it appeared to me).’ Not only is 1t somewhat unnervmg to be thrust intoa room N

, and to be mtemewed by that number of v1rtual strangers but the nature and tone of the
‘ 1ntervrew was equally unexpe?ted

. - . . . >
: . . o . . TN ;
.o oy . . . .
¢ . -
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.
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A dehghtful repartee developed between us, and I was soon made to feel comfortable
and relaxed. Questions were asked regardmg my background (I had been asked to bring
along a resume), my astrologrcal sign, my philosophy.of evaluauon (try that one on for
size) and, with a bnef explanation of the NTD pro_]ect, my method of evaluatmg certain
aspects, of the pro;ect As the drscussron wandered through these and other topics, it was
brought to my attention (perhaps in jest, although I thmk not) that one of the reasons I was
bein g 1nterv1ewed relauve to the evalgauon component of the NTD was because of the
kindness I had shown Martlyn in helplng her with her yard. The meeting lasted for over
three- -quarters of an hour at the end of whrch I'was asked to submit a proposal to conduct

the evaluation of the three-year NTD pro_]ecL A week or two after I submitted my proposal

o conduct the evaluation of the NTD pro;ect Lrecetved a call from Butch Wolﬂeg

_ mfonmng me that I had been chosen as the evaluator

."what I expenenced in the'%llc:\vmg,

- contained i in the propg see ap

-

I miention the meeung I had, and the feehngs I expenenced, because itisa good

.-example of the carmg nature of the peop}e wlro were to be mvolved in the prOJect and of

-~ the unique atmosphere created at Nechr Thrs encounter tumed outto be a harbinger of

‘onducted the evaluahon of the NTD pI‘O_]CCI

£y

‘ Evaluatlon Proposal/Actual

) w
' . I

In writing the evaluation pﬁzia:jr the NTD pro;ect I relred on mformauon

' and Employment by N Insutute in October of 1986. Itrs not always an easy task to _

v‘%

~%,

1.
develop a proposal to conduct an evaluauon Language 1s often an mexact method of
conveyrng mformauon thou ghts, 1deas and feehngs and yet that 1s often all we have to.
nely on as a data seurce. ,Also, problems surface when we attempt to de51gn based on our

own mterpretauon of a pl"O_)CCt In retrospect, the mforrnauon commned in the proposal dld

~§

not accuratety or completely dehneate the pro_;ect as rt was mtended or as it acrually

§
unfolded Tlns is not an unusual tun; of events in the lrfe of most projects and as pYO_]CClS

T . s ox ~
3 .

- -

S . ’ }4%;

) submrtted to Innovauons Program Manpower ;
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change, ‘so must the eval‘uatiOn In this‘eValuation “The initial plan for evaluation . |
(was) Justastartmg pomt" (Alkin, 1979, p 257) Caudle (1985 p4) sugge;ts,t_h_at "a
: conunuous evaluation techmque is needed to match program changes The changes in

s &

the project, of course, had an impact on the development and "evolvmg rather than fixed" e
conduct qf the evaluatlon (Eash, 1985, p. 10). The nature of this three- -year pllot pl‘O_]CCt |
| called for and in fact encouraged the use ofa formatlve evaluatlon approach which '

encourages adaptation and ﬂexlbrhty 1n many aspects of an evaluatlon |

The evaluanon proposal (see Appendrx C) is used asa basrs for comments on the

“actual process and procedures used and their ratmnale This Juxtaposition prov1des'a

unique view of the evolunon of t.hls evaluatlon study from the wrmng of the proposal,

through the actual conduct of the evaluation, to the final report.

Basic Alms . | L |
In relatlonshlp to the three basw aims stated in the evaluation proposal the followmg
comments are, offered: - ‘ .
1. The task of measurement and testing of trainees relative to the training program
- (item 1 of the proposal) nghtly belongs to NTD progran®staff. This task is one that should
" not have been mcluded in the’ proposal as part of the Evaluator s _]Ob in the first place. One ,
| of the « components of a self-sufficxent training of trainers cumculum is a set of procedures .‘

| usod by thert;:armng staff to assess trainee’ s growth in relatlon to slolls knowledge, and

- ’

perhaps atutudes gamed from the program |

z 'The inclusion of the task of gaug'lng trainees’ performances on the. _]Ob in actual
s workmg sxtuatlons, after the trammg. 1s an example of a poorly conce(Vedplan ThlS of
| 'course could not be done by the Evaliiior within the oonstratnts of ume and budget in the -
contract. The task as it is wntten is .one that the employer may want o do. Perhaps the . Q
employer would then be wxllmg to share tlus mformauon with NTD staff In the second \

year, the Evaluator in coopcranon with the employer would hke 10 attempt 10 assess just

. . L Lt N .
. . . oo N L - PR L - 3 -
LI N o ‘ - e . . N o v : P s
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SO : what unpact or effect the tra,tnees have had in thelr orgamzauons Tlus mformauon would

T be used to help adJust the tmlmng program and to a1d m future placement and support

"aCtIVIIICS A

3 The mtent to prov1de fecdback to staff (1tem 2 of proposal) and feedback to pohcy

makers and planners (1tem 3 of proposal) was well founded and in 1ts unplementauon

) qulte 1mportant It: was Pa‘tton (~l984 p 3) who sargl "The challenge is not really '

: producmg 1nformat10n but rather gettmg people 0 use tnfoxmauon " It has been ‘
; n'."graufymg to, the Evaluator to see hlS mformauon used The I,?ro_lect Coordmator stated that
- the blggest beneﬂt of havmg an eValuator around all the ume and prov1d1ng ongomg

; feedback was that it made h1m thmk about the project more (see Patton 1985 P. IO)

Al
N e

i Eval‘uation Design

A formauve evaluauon of the project was deemed most su1tab1e by prOJect

A management and the Evaluator 'instead of a fixed de51gn set in advance" (Eash 1985 P-

»

o 250 isee also Cohen 1982, p. 13). They viewed ongomg (as opposed to summary)

. evaluauve mput as a necessary mgredxent for fine tunmg the project and ensurmg 1ts

‘ :_"'I_'-success Marshall andPeters (1985, p. 273) mteresnngly describe evaluauon asa

B systemauc commumty learnmg process for the collaborauye rev1ew, 1mpro,vement and
'development of policies, programmes and, pracuces " This collaboration between project ‘

petsonnel and the Evaluator yfer%an unusual opportumty to pool ideas, viewpoints, a.nd

expertise. The collaborauon fnnched the evaluauon and consequently the pl‘Q]CCt itself.

' Worlcmg from a quahtanve paradlgm, the posnuon occupted by the Evaluator in this prolect
was One of pamcxpant observer 'l‘he Evaluator attended over nmet,y percent. of the trarnm g
sessiong to allow boxh tramees and NTD staff 1o beconie comfortable with him, and to
pmw?the Evaluator thh a complete v:ew of the program Inso domg, i was t?o‘ped the

data gathered would be more accurate and usablc (Nagel 1982) The dctemunauon of

.

\)
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dxrectrons for the eva]uauon consisted of 1dchg arqg;s;pf focus in the project and then -

:-’r‘r.?
vy ks

evaluatmg them. \ 2

Data Collectton - " - _. o “i_'!i -

14 Thc pnmary means of collccnng data were interviews (mcludrng relmspecuve"
1ntcmews Alkin, 1979 p- 35) dbcumcnt collccnon (mcludmg journals), participant
o 3 observatlon and quesuonnalres Intcmews were conducted with all N'I'D staff and
L trameos and the Innovauons Ofﬁcer from Employment and Imrmgratron Canada. All -

pemncnt documents werc gathered and analyzcd The Evaluator attende,d many staff
medtm% (plannmg, desrgn managcment), met mxivrdually with all NTD staff on

numerous occasrt‘ms, and attendcd over mncty percent of the trammg sessions. These

to the Evaluator at dxfferent tu:ncs throughout the workshops This tumcd out to bc a 3

' valuablc sourcc of data On a number of drffcncnt occasrons mformanon contzuned m

~ these rcpons‘lodpthc Evaluator 10 mvesn gatc new, prevrously unthought-of 1dcas

1

'problems and i xssucs Many of the tramccs followed through with this even though i€

roqmred an cxtra effont and took time away from theu busy schedlgbs Trainees wcre also
QQod to kcep a rccord bctwccn trmmng workshops A fewer numbcr of thc tramccs |
| cmnpleted thzs task If therc were a way fo gel trainees to kecp u,l submit this record after’ -

.‘4‘

.\.,," , DT om0
¥ ot



~ of ime nor wdl they ever amvc at the same placc In thts mstance the umc requtred was

81
compleuon of the program tlus could prov1de a source of ongoing mformauon that would e

: probably be very useful to the program. If the program does extst in the field with the

trainees when they graduate then what better sources to tap for data to feed back m;b next

i

year's program and the one the year after. I 3
. . " N “ ’u’
3. Data gathermg sometlmes presents problems One interview or questxonnmre is

¢

not too demandmg, but when the evaluator requests Joumals 1nterv1ews quesuonnaxres
and other forms of i input that requlre an excessive amount of ttme people are more reluctant
to comply. In one study, respondents to quesuonnatres felt so overwhelmed w1th requests
for information that one of them stated "I‘was afratd to go to the washroom fear that I
would ﬁnd more forms to fill out on the roll ,of ’paper" (Sillito 19@8 p.11). A balance
must be found between the needs of the evaluator for mformatwn and the ability or
willingness of responden‘tfto prov1de . ,
o v e
Cultural Acclimatization’ e |
Culturally speakmg, tlns pro_]ect took the eval'aator out51de his realm of expenence
: Alrnost every aspect of the project was mfluenced to some degree by Natrve culture
. Nech1 itself, has had a great deal of mﬂuence on the program. . Also the tramers and
tramees bnng their own parucular cultural mﬂuence to the program thh almost no - ’
expenence workmg in, betng around or observmg Native culture the Evaluator was faced
with the respon51b111ty of galnmg a measure of understandmg of the culture, wlule at the
same time conduttmg an evaluauon thhm this cultural context_ A number of observauons

-are made on this i issue: o

1. A certam amoum of ume and ﬁtst hand expenence is necessary for tlns

' ,"-acclunauzauon and understandmg to oceur. No two mdmduals will take the samc amount g‘?’? ﬁ
y'a # “ﬁi
N %\‘ .
b' 431gmﬁcantly longcr than was anucxpated A more mtenswc mvolvement wtth the’ tramecs R
Bt
" . and the tramcrs (socxal m!emcucms casual and mtcnse conversanons) has helped the: ,;?




- was proﬁtably spent as part of the acchmatlzanon process - %
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Evaluator to know the people better and to gain their conﬁdence and tmst. This in turn has L

helped the evaluator to view the whole project in a cultural context. '

. -nﬁv
2 The amount of acchmauZatlon and understandmg that are req for an evaluator ,

“todo the job adequately is unknown. More than double the amount of cont{acted time that

‘was spent by the Evaluator in conducting the first year evaluauon Most of thtqutra txme1
M . ‘e . oo

Data Analysis I S | : R .

- Tlme bnngs a perspective to thmgs unseen in the present. Data analysxs if done on
the spot someumes yields different results than analyms that takes place after atime lapse.
Because some data cannot always be easrly understood on ﬁrst or even second glance, the
allowance ofa gestatlon period offers the advantage of more time for cons1derauon of the
~ data. Data analysrs without complete mformatlon and the perspectlve that time can brin g,
may lead to erroneous conclusxons For example, in the training workshop held in April,
my early 1mpressmns (based on one or two days?of observauon) were that the destgn and ©
focus for the workshop were seriqusly off target. I wrote at the time that needed tobe

pauent to watch and observe for the remamder of the workshop before I completed my

, analysrs and amved ata conclusron which, 1nc1dentally, dlffered significantly from my
| onglnal unpressmn 'I'lus whole issue of prejudging a program w1thout the | perspectwe that

time and expenence will brm g could be explored further. _

1. Itis 1mportant for the eva(uator to understand and apprecxate the level on whicha
program wﬂl operate and the level (mtellectual) of partxcrpants as they come to the program
Wrthout this perspecnve the progmm may be unfairly Judged in light of other progfams or

-

\{ : expenences that the evaluator has observed What appears on the surface to be a very

L%

-,:e

elememary program 1melauon 1o other programs may turn out to be quxte advanced in
temts of the chentele 1, mll s&rve |
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2 “Two factors that must be cons1dered in relatlonshtp to data gathcnng is that of
wx . .

: _stime and financial consuamts built into the pl‘Q]OCt. The extent to Wthh evaluators can go
4

. to gam a complcte understanding of the evaluand is d1ctated by time and funds avallable

Evaluation Process | .
Instead of using a conceptual framework to analyze the trammg and placement
- systems, the information that was gathered was organized iinto themes or categories as a
more realistic approach given the unsettled nature of the program in the first year 'Too |
often, we as evaluators find and use some convenient model or approach (as was suggested
in this proposal) whlch does not fit the task at hand. Not that there is anything wrong wrth
| the vanous models available to us, but, "Evaluauon unplemented concurrently with

development requires flexible models that are adaptive to the dynanuc environment of an

o emergent program" (Edwards, 1987, p. 27).

E j;‘ - 1. Thereisa. problem in evaluatmg solely by obJecuves In. concentraung on the
oglgctwes an evaluator may miss potenually unponant umntended outcomes In fact, 4
s@e have suggested t.hat "the unantlc1pated consequences of program acuons may be as
: 1mportant as the mtended and anucrpated" (l3’hola, 1982, p. 100) A program isa synt}xesrs :
of many factors and the, result isa synergls;r% nota sum. It requlres more than _]USt a look B
at certam select vanables especmll.y ?31 a program where the goals and objecuves are not yet# A
| i clearly ﬁxed as in tlus prOJect (Patton 1984, p.10). The program goals and activities for '
various sections of the NTD project were not clear. Thls made i it difficult to evaluate the
' degree to wlnch these have actually been achleved There was somne sense of where the .
pro;ect was gomg, but there was aot enough detail or clan‘ty of statement,
2. One advantage of ‘using the quahtauve paradlgm in evaluation is that it can a]low
. for intuitive changes The current practlce of evaluation requues creativity, flex1b1hty,
N srtuanonal responsxveness a.nd sensmvrty to ways of raising questmns that are particularly
| sahent in spectﬁc contexts" (Patton, 1984, P 1 1). Flextbthty is espemally 1mportant in



' recommended clsewhere in the report, this whole area needs to be mscussed and

’addressed o i -

- 'present situation.

G

N c@uanng developmental (ptlot) prOJects where a great deal of change may be - expected

over the life of the project (see McLémore and Ncumann 1987, p. 91-92) ‘The use of
mttutxve ideas has proven effecuve asa gmde in conductmg this evaluauon Hindsight has
helped to estabhsh the validity of the changes sparked by i intuition. .
E\t&luatlon Tasks : - o é},’a :

Iu rbsponse to some of the spec1ﬁc items. contamed in the proposal the followmg

comments are. glven

1. Two of the items (1 and 53, p.2)in the evaluauon proposal (development of a list *

and proﬁle of employers/sponsors charactensucs) could be undertaken m\tﬁecond _year if

requlred

2, All tramees were interviewed to gather thelr responses to the program (item 2,p.

||||||

mformauon about the field in which ﬁrst and second year tramees work w1ll be gathered

and collated. This information may prove useful in selection and recruitment acuvmes

3 Very httle ‘was done in the placement area of the prOJect (ltems 3,6, 9 P As

-,

4. The matenals used In this year's program were scrutinized and commented on Tt
was unnecessary to develop product evaluatlon technrques as described in the proposal
(item 10, p. 4) '

5 Items 12, 13 and 14 (p. 4) in the evaluatlon proposal need to be rewewed As
they are wntten they do not make much sense in terms of the project as it exists today.
This issue shouldBe drscussed with NTD management References should be made to the

contract to attempt to clanfy what was intended and ad)ust thxs to reflect the reahty of the

L
Y
1

.‘ 8‘4

.
L2
N 4

L
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Reporting : _ _ _

- From the ‘proposal to the actual signing of a cont_ract, .the number of reports were
_reduced from'six to three. In the following year it is the intent of the lévaluator to prepare
and deliver a number of shorter reports, both verbal and written. Sometrmes ‘a
conversatron with the program drrector at mid year just might turn out to be the most
important and influential 1nformat10n transmitted durrng the evaluation" (Alkm 1979 , P-
226; see also pp. 252-254). This is seen as a more useful approach to the Evaluator It ‘
- will make available to NTT, management more lmmedrate information whrch can be used in
the development of the project .. The reports w111 be srmple and brief, provrdmg
informatjon that the Evaluator feels is 1mportant or that has been specrﬁcally requested and
agreed to. These reports will be collated and summarized into a final, year end report.

: N

Contract -
[

The contract we srglﬁd for this pI'OJCCt was a srmple document that lard out the basrc
mutual obli gauons and comrmtments between NTD and the Evaluator It differs
srgm%rcantly from the evaluauon proposal doctrment and from the project proposal

document. The changes made were in part due to the. Evaluator s desire to remove ‘
i contractual restrictions which might have interfered wrth the needs of the pro;ect,
A vspecrﬁcally in relation to the formatrve evaluaUOn component. Project management was
o _'wrlhng and maost accommodatrng in {hrs regard They too felt that the Evaluator mustbe
' ) free from unnecessanly brndmg contractual strpulatrons whrch rmght focus the evaluatron in '
B 'directrons contrary to the changrng needs and demands of the pro)ect , '

A total of fifty days in each of the three years of the project were allocated under the
terms of the contract for the evaluatron component. Considerably more trme ne was spent
during the ﬁrst year (much of this in becormng culturally acclrmatrzed) It is the opmron »
| ) of the Evaluator that more trme (at least for the first year) should have been budgeted for the

evaluauon component of a project of dngsrze. ."ﬂrt present, the amount of time needed in the
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second and thxrd years cannot be detern’uned. The focus for next year s evaluatton w1ll be

':;.dtfferent, suggestmg that there may alsobedtfferenmeeds in terms of nme for the conduct LT

' Payment Schedule J ,L N S ' '

A problem ove‘r thc payment of tﬁv\fees for the evaluauen serv1ces perfonned by the

TR f‘ _evaluator at the -request of one of the NTD staff members pesulted ina Ietter to the Project - N

.I'Coordmatordetathn‘g the follong 1nf.onnanon N RV &

. AR

L. ,‘The currcnt evaluatlon pa)gment schedule sttpulates payments totalm g
A.'_.'{spread more or less evenly across a 12 month penod. 'I‘hts method of payment '
o ‘seaems to suggest that the Evaluato" is etther a salarxed employee of the NTD

I prOJectorls provrdtng contract s

_ ces for a set number of days each' month :
. N
" “over the hfe of the contract Ne1th of: these are acc‘ﬁrate

Lo 2. 5'.4"I'he evaluanon component rcqumed as part of the NTD project, is prov1ded )" B

\'.;
R

,. undercontract by an outs1de evaluatton consultant. "The consultant in meetmg -

1]

| _ the needs d’f the evaluauon component must allocate blocks of titne rangmg
"from 1/2 a day up to 15 days at various ttmes through the year. For example o
“in year one approx1mately elghty percent of the allocated contract days will |

* . have been worked by the end of January, 1988

e 3.0 Ttis customary for a consultant to tnv01ce for serv1ces both dunng and after .

f(and occasronally bcfore) complenon of segments ofa prOJect. As’is the case

in most busmesses dep'tdent upon a cash ﬂow for thc1r survwal a consultant

¢

e '_depends upon payment of tnv01ces for time: spent ona contract as the only

an extendcd pcrtod of time rnay put the consultant inan untenable ﬁnanc1a1

PRI
.
'

"o <Slma[l0[‘l N

",.!_‘

means of i mcome dunng that penod of nme Spreadmg the payments om over SR
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4 In hght of the above, I would apprecrate ex.plonng Some mutually acceptable, . oy

alternauves to the present Schedule of payments '. 'j ‘L"'~a AR :

R RN

A revised schedule of payments was subSequently agreed to and unplemented thh

. the cooperauon ofthe comptroller IR ST ,‘.-'"f,_:] -‘\‘{i _
. 4 ) ‘ j\ ‘-v. s . .‘H."v.,-‘ . '-'c"
Role of the Evaluator Cn , S e
The role of an evaluator is best descnbed as. one WhOJS engaged m observmg, ,} S

collectmg, analyzmg, organmné, and.}:epomng—data and in "prowdmg narraave accounts d b ;
" that provrde v1canous expenences" (Stake, 1985 p 244) Asa step beyOnd these obv1ous ‘
A functlons, an evaluator can see or even expenence "muluple realmes" of those who are "' o
mvolved in a prOJect (meoln and Guba 1986 p- 75 and meoln 1986 p 4) The |
- evaluator should be able to "move betWeen groups deammg the value posmons of each o
) and in ‘turn, teachmg other groups about the vanous construeuons of mahty wh1ch are held" ’ v
' (meoln 1986 p 5) He or She can further commumcauon by opemng up and mamtammg |
" _" s a dlalogue between the vanous gmups or mdmduals mvolved In this' way any detnmental PSR
\ effects of the multiple realmes ma.y be" lumted and posmve ones s/hared. "l;’he nesult can be . | :; _r'i
- collaborauon 1nstead of confrontatlon or: mrsunderstandmg : P LR - ‘."': ‘ "~" )
An interesting issut arose dunng the evaluatJon of the trammg program The I
: ,Evaluator a35umed that NTD sta,ff and tramees ahke would understand whatthe . -
- Evaluator s role was and what he was expected to do Unfortunate%, thls Was not the & \
‘:case Sl e ; y f L ‘ ‘, ;,‘@.4
On the second day: of ‘the ﬁrst trmmng sessum the tramees, by thexr acuon mdmated .

that they thought that I was there to evaluate them and thelr progress in the program .': N ':

(tmsconcepuons over the evaluator’ s role may have been held by some of staff as well)

- The tramees were asked to complete 3 s' ott queuonnatre Some of the n‘amees were upset ’

tgat they had ﬁlled thelr forms out earlierf theday, while others warted unnl later to f . ‘,.,j‘ '
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on newsprmt that pertamed to the QueSnonname Those that had completed the T

quesnohnatres early, wrthout beneﬁt of tlus mformatlon were womed that thetr responses

‘ ; wauld not be as good as those that had the beneﬁt of the drscussxon and could read the

y

' pomts wntten on the newspnnt They felt that the questronname was really a test and that

.3. . they had been put ata deﬁmte dlsadvantage They were womed that they haddone poorly.

g : As soon as the Evaluator recogmzed the problem steps were taken to rectify it.. In the end,

o 2 : one tramee reported that havmgan evaluator iri the tralmng room for most of the ,

»

. workshops was a posmve expenence It seemed to help grve a whole new understandm g .

oftheevaluatmn process £ ST T e e

In retro'spect the expenence was a foreshadowmg of what was to come The

v

" sensmwty of tramees 8 evaluauon was most acute. Tramees had a palpable fear and were

)pomed over therr upcomrng evaluauon in relauon to their practtcums It seemed as though '

-

T tramees were spendrn g "a lot of ume pray1n g...praying an evaluauon won't happen

(Patton, 1984 p 1). Thrs fear should have\becn a clue to the Evaluator of potentral
' :problems for t:rarner‘s in thetr tramee evaluauon endeavors This mformanon rmght have
) prevented some of the problems Wthh occurred in the practhum evaluatxons iﬁvaluators
T ca.n 't afford mlsunderstandmgs regardmg thelr role because o U

' f; Program evaluators are usually mce people trymg to earn a relatwely honest crust |
' but to some program developers and program parumpants evaluators‘&even formatlve ‘ |
" "v"our role is to help toevaluate the program and not the mdrvrdual However some f |
. }mdmduals identify with the program and they see us as a threat (@all, 1982 D, 172)
1 Pe0ple are very cautlous and concemed when they must have anythlng to do w1th

R evaluanon In the mtervrews I conducted I took the hberty of closmg off the mtervrew

= ‘_Wlth sorne posmve comments on thetr parucrnauon not only 1n the i mtervrew but also in the .

L | program ’I’hrs served two purposes, One to let people know that the' thmgs they do are -

_ recogmzed (people feel that an evaluator sees and observes everythmg, and the)v/seem to

a0
|

T utVa



» they feel may adversely affect the pmjecb. It is my contenuon that.accurate, relevant

5 value any feedback as bemg mponant and was apprecrated), and two, as & means of S

| helptng to estabhsh aﬂ‘d mamynn a posruve relatmnshrp wrth them because they are | Y
1mportant sources of’data ((?uba and meoln 1981) If the relauonshxp is poor they may
| ~ not be wrlhng to provrde data, or they may feed false or mcomplete mformauon to. the |
- evaluator and make the _]ob of sifting | the data more dlfﬁoult. This tnay also be true 1f the

evaluator and md1v1dual= data source are too close o ' ' '

| ‘ 2 Some people have the 1dea that certain mforrnauon may be mmnsrcally dangerous -
’and 1n fact, "Evaluauve mformauon can be both used and abused" CBhola 1987, p 84) F
mdmduals mvolved in the evaluanon do not feel conﬁdence in the evaluator as a.’

o« \4

R professxonal oras a person they may be rcluctant to provrde mformauon especrall ' data

. 1n1hrmauon of whatever lond and from whatever source 1f made avaﬂable and used

,properly, can help the task at hand Part of an evaluator s role is to bu1ld conﬁdence in the .

o

_ evaluauon process but they can not prov1de ‘slick easy answers to shck easy quesuons

§ 'Nwhxch are someumes asked of them (Ball, 1982, p. 171)

3. Dunng the - course of the workshops the Evaluator found hlmself shppm g

4

| ..«between three d1fferent mles As an evaluator conducung an evaluauon of the prOJeet, as a

" learner lmmersed in the concepts and ideas bemg presented and as an evaluator evaluatmg

the evaluauon of the project (meta~evaluatxon) I found all three roles fascmaung and’
| useful As a leamerI could see the pmgram from that perspecuve and could iden J.fy
o problems from a 1eamer’s eyes As a meta-evaluator I was able to detach myself somewhat
| from the conduct of the evaluation and observe 1ts lrnpact, 1ts effect and its deﬁcrencres
and then make note of these. Both roles enhanced the pnmary one of program evaluator
. 4 One tramee oommented that the Evaluator was sensmve to the group and the "
: culture When the evaluator does not have any related experxence in tlns case workln g
- w1th or in a Nauve program this ' cross cultural sensruvrty [whxch] mvolves a suspensron
n of _]udgement" (Patton 1984 p. 8), can_be a useful_way to compensate for the lac'k;of ¥



cultural understandmg Also 1f the subJect matter of the program bemg evaluated 1s new 1t

I
i / ’ S i

L 'takes tnne to rea]ly understand what is gomg on and what 1tall means Just as 1t docs for the

_ tramees Next year tlns wﬂl not be the case because the l’:‘.valuatotr wﬂl be famhar W1th the

"contentandcontextoftheprogram § ‘_ ' I \'»

Ve . ) . 1, -
Evaluatlon Revnew and Planmng for Next Year

Evaluators recelve beneﬁts from the expenence of conducung evaluanon studtes In

. _‘thts mstance 1t was both professmnal and personal Each new evaluanon study produces o
'new 1nS1ghts engenders new 1deas brmgs mto questmn behefs or 1deas prewouslﬁeld

: 'On -a personal level the ttme I spent 1n the traxmng sess1ons taught me to be less Judgmental
more accepttng and understandmg of myself and others On a professmnal level there is no T o

»'.exapenence hke expenence Tlus 1s the first evaluatwn study completed by the Evaluator a
' _. smce ﬁmshmg graduate studxes In retrospect just-as it was good to study evaluauon

: .research from an acadetmc perspecuve at Umvers1ty after first having had agood

| 'expenenual backgrdund in the ﬁeld, 1t wasvgood to get out into the field agam after havmg
- completed the acacfermc study Tlns rhix seems to be one essential lngredtent in the make-

- up of a good evaluator | | | ' ‘ "

~ 1 Based on: mformauon from this year's evaluanon some of the 1tems under o E " ':a_&

scrutmy will not need to be exa:mned as closely or even at all For example the - N o

: _mstx'uctlonal aspects of the program need not be looked at as closely in the commg year.:

' One of the strong points of a formauve evaluauon is the freedom it affords the evaluator o
move the evaluatlon in whatever dmecnon that is requxred or desn'ed The evaluanon needs
to focus on the spec1ﬁc placement goals and acuvmes of the prOJect In addmon ‘we need

. to assess. employer/spon atutudes and expectauons s0 that a better fit rmght be

o engmeered between thez S S

B 2. Another goal of the Evaluator would be to pt‘omote the idea that N'I'D staff should

start to view tlus prQ)eCt in evaluauon tenns from thetr own perSpecuve Tlus v1ew of

o
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evaluatton as an mtegml part of the pI"Anmng and unplemcntatton process is consuiéred

. 1mportant by the Evaluator The drstance between good planners/developers and evaluators v
is less than might be thought. An eﬂ'ecuve planner/developer will constantly evaluate what ‘

he 0(;;16 is domg Why dp tlus" What are the eonsequences ‘of thts actton” What {s the
. real purpose" Is this the best most efﬁc1ent method" Usmg thls mformauon w1ll make ,

their job ea51er and the results better. -

3. The evaluator should take the ttme (this is for the beneﬁt of the evaluator) to g

wnte/type outa summary of observauons and ideas each day The amount of mfortnauon o

gathered in any one day would. not requxre a lot of extra ttme to write up, and 1t would 1f

o orgamzed and planned in advance make the wrmng of the ﬁnal report more of a collatmu o

' and summary process Thts would also help to crystalhze the thoughts of the evaluatpr into L

an 1mual response and then allow for later reflecnon The other advantage would be to
- prov1de written feedback to NTD staff as they desue it, and would allgw\ sufﬁc1ent lead
time to ngCSt the ﬁndmgs" (Patton 1980 P. 187) . ' '

; . .
4, One a.rea of observatxon in the tralmng concerned the amount of time that was

_ .spent on certam acttvmes (eg Where are We s. ) Notlung other than an 1nformal attempt to:

| keep track of the ume spent on the actmty was done by the Evaluator In future trackmg B

of time would be recommended as a means of determtmng accurately the amount of ttme
| spent on a toplc or acttv1ty wrthm a program. Tlus could then be used to help assess the B

worth of that acttvny in relattonslup to the amount of time actually spent on It.

S, Tramee gxaduates could be tracked for the retnammg time of the NID. PrOJCCt to B

determme

. : _ S
_ (a) what benefit they have been: to thetr employer smce their trammg
Lo "“‘”(b) what sk111s they have gairied fmm the progtam

(c) what slalls they stlll need.

|

(d) how thelr roles as tramers have evolVed and what kinds of trammg (or other) L

functtons they perform in thetr orgamzatton

.



%

6. Tramees dtd not evaluate the workshops, the ua‘, or the program asa whole :

: : m any fotmahzed manner Asa conSequence, N’I'D staff recexved very httle duect feedback', '

from thc tratnees Thrs was unfortunate because thelr mput could have been valuable For
next year, tramees mput in th1s ‘way could replace some'of the feedback that the Evaluator -
ga\ge in the first ycar, allowmg the evaluator time to spend in other areas of the program
(eg assessmg employer/sponsor response to the program) lnstmments could be

developed for use b/ the tramee and mterv1ews could be scheduled with tramers if

>

necessa/ly,/——/\ J IS

' Conclusion o

I 4

It has been my experxence that a great deal depends on the abthty of the evaluator o

‘ estabhsh and mamtatn a good relattonshtp W1th stakeholders The evaluator must be

" respected and accepted by all the stakeholders to really be able 1o freely and completely 4

acceS\s mformauorL A good reiauonshtp w111 not covet‘ up weaknesses nor subordinate the '

. 1mportance of quahty work, but i it will i improve the chmate within wh1ch the evaluatmn is |

- consrderat:ton is

o , conducted Wlth thts type of relatlonshtp, itis more hkely that asfy problems that anse _
o ’ '.surroundtng the eValuatton w1ll have a better chance of belng dealt wu.l( sausfactortly It is -

: also. my unpressmn based on. expenences wrth both ends of the relattonshrp spectmm in an

evaluatton context, that results obtamed out of a posmve relattonshtp are given more -

credence than those ejanaung froma dlssausfactory relattonshlp One other tmportant

future work. A posmve mutually rewardmg relauonshrp is more

' hkely to be contlnued in the future For whatever other reasons evaluators work, they also '

- work to make a hvmg

X L
One area for i 1nqu1ry in evaluauon research would be a study into the effect Qf an

.evaluators uersonahty on the type and qualtty of relatt nshlps that evalt%tors are able to .

establish. The degree to which these relationshtps affec utthzanon of evaluation findtngs

. would also be i mterestmg and perhaps useful research

o2
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. PROJEGT SUMMARY - s
) ' T . oo - ’ . -
.. Nechi Institute Native Trainer Development Project d

£

. ‘ o , ‘ : . , Lo ' _
Positions yas trainers and, workshop leaders should be one of ‘the fastest

growing -sources. of employment]foerative-profebsibpals. New training

proposed and {mplemented weekly.  Almost every government: department and

/’ ' programs and training ingtitutions targeting Native development are being .

Native organization is'calling for -training. programs. ' Yet, there is no °

.-, evidence that significant numbers of Native ‘people are taking these new
‘positions. Key 5infb:mant§‘ identify ‘a’ shortage of. qualified Native
. trainers. =There is no systématic process to train Native trainers. hel

them identify gd;itionS'or provide éarlx Eﬁbioymént support.-. -

A -

'Nechi Institute proposes'a three year $ilot project«whigh-will‘inciude’a B

process of innovative- strategies to develop, test and evaluate model
_strategies to address.this expanding and under-utilized job market. The
proposed project,-designed to be self sufficient and replicable at.the end

of “the pilot period, will include an ‘accredited trainer dévelopment
- program, innovative participant-sponsorship, position identification and

] .

‘placementjstrateg}es.

The projecf will address these labour market issues:
s . 5 ’ .

Ef.

1 Issues related to aséisting participants“oVerycqme market
N - obstacles. . : ' - ‘ N
fé)“~,EDevelopmen€'.of flexible. methbdélégie& to féséist, producéive‘

efployment advancement. . .

Identificatibg of new professional positions.® S ) ’

4

' oIn addition the project will directly result in new employment for 35-40

Native professional people and identification of another 50-60 potential’ -

positions.
The proposal calls for a significant cost sharing ' formula -including
substantial contributions from the .proposer and other agencies and

- organizations... The proposal has received substantial support from a cross

section of sponsoring-agencies, market analyzers and,pqtegpialfgmployeés.

- . - ' - i - T Y




"Q?;txgihetSA_;And yet there is little evidence. that this'7is the case.

2. . PROJECT PURPOSE ' .
' X R & ‘ o ‘
~ The Necﬁillnstituté Native Trainers Development Project has four general .
purposes: A o E e .

3 )
\
\

‘ﬁ‘;i . » ' \ 4 . d
2.1 To develop and pilét’test a model system of traihing'NatiQe peomple
~ for professional roles as trainers. : \
oo . - » . o '
2.2 To develop and pilot test a model system of recruitment, role '
' -identificép;qn, support and .placement services - to place Native
people in permanent-training positions. - :
2.3 Tohplace 454650 Native Céﬁagians in permanent professiohalutraining_
‘roles by January 1, 1990.' ’ -
- A ,
2.4 To‘involve a recognized independent Native training organization in
providing critical, previously unaddressed, services which directly
"impact employment of potentially significant numbers of professional
Native peopte-- - ‘ = .
¢

3.  PROJECT BACKGROUND R e

fhis“remarkable statemend@ds éontained in the National Native Advisory
Council’s position paper on training of alcohol workers forwarded to the

Minister of Health and Welfare ‘Canada in the summer of 1986. .-This
situation is exactly the employment gap for Native professionals that
Nechi Institute proposes to address. | v ‘ : :

T e o . ' N : ,
. In the last decade, Native development'throughout,Canadg has included an
- ever increasing attention on.training. Virtually, every needs assessment,
development plan and new prbjeét;pf-prog;am.targetédla;’Nati%e communities
and Native people has called - for én_%@phagis on traihing,foften as a
number: one priority. . Consequently ‘Native people "and communities are
s .enrelling’ in new training courses. It would seed obvious then, that new.
;emplSyment -positions would he created for Nativenpeople as professional
- As ‘the National Advisory Council study found, there are many programs and -
"new.-consulting companies- and institutions literally. forming ‘daily.
However, they are not,cfeating'regplar-employment for- Native :people.
Instead . they are ~generally ‘utilizing "non-Native 'tfainers, - often

' A



- consultants, often from out‘éf Canada. Again, why? Becausé to‘avlafge
extent there are few qualified Native people to take these positions,

In 1985-86, in Alberta alone, two ofgani?ations directly involved in

‘Native training, Nechi Institute and Four Skies Ltd. (a private firm),
searched for six months for qualified Native trainers. Nechi finally
talked a previous employee into coming back and Four Skies simply gave up. -

~

Unfortunately, no previouslﬁisdiés; other than the Couhéilﬂpaper for the

-Minister, seem to exist tha® specifically address this market problem.
So, in completing our research for this proposal we coritacted key people
involved "in Native training throughout the country. Unanimously,. they
reported ‘the same problem. Significantly, they all stated the problem
precisely - There is no systematic continuous process for developing
Native trainers, despite the fact the positions and opportunities for work
exist, o A : ' - S
In order to procure assessments and current Training of Trainer services
Nechi staff mémbers contacted the Federal. and Provincial departments of
Indian and Northern Affairs, the Secretary of State,  Employment Canada,
~ ‘Manpower, Solicitor General, Corrections Caqeda and Medical Services
. Branch. In all, over "30 people directly involved in Native training,
programs were contacted. Not one respondent knew of a contipuous training
of trainers’ program specifically’ targeted for Native people. And all
indicated an urgent need for such a system. Morris Issac, Federal
Director of Training for Indian and Northern Affairs for the last 5 years
. stated, "We 'hire consultants. There have been attempts, some good ones
but they are sporadic at best and no one seems willing to fill the gap to’
' pay the training of trainers cost. There are jobs out there for Native
. trainers, ' but they do not have the training or experience.” Mr. Isaac
urged the proposer to indicate his strong support for the development of
this project.: . : - S :

‘Chief Rogér Augustine, a member of the Nationdl Native‘\?conbmié
Devejopment Board, stated "there are business training programs and there
are jobs for Native trainers - where are the Native trainers?"

.

Clearly there is a gap, Everyone seems to be creating training programs
.

th e ‘ e t t

Several |
increase .and produce more professional Native"employment‘opport@nities:
They ‘include: ' ‘ S ' -

Y

‘ o - o :

. Native people, for a variety of reasons, which have been déséribed

nurerous times do~n%f regularly participate in traditional academic

- training. programs.” = Increasingly the . modality of <workshops,
utilizing specially trained facilitators/trainers is being used.

» a
T T

facthﬁ indicate,thé,trend'to more Native tafgeted training will ..

o0



2. . Native péople attghding hon;Natiie:tr#ihing ofﬁtraineré_prégfams,
- a handful -usually leave, citing inappropriate, too technical
materials ‘and methods. ' : S '

3, Transfer and devolution processes will create the>need'§6r new

»  ‘training progtams-and‘new'positions‘for Native trainers with an
emphasis on community-based training programs. ‘ '

B $‘3A§ Native peoplw upgrade'profeséional skiligJ they will inéreasingly

seek professional roles: o
This frustrating_diiemma is also an opbortunity. Specific marketing and
unique professional training for Native trainers can- in a short time
result in many Native‘people-assuming regular andgcdnsistentApmployment
in professional toles in 'the $25,000 - $35,000 salary ranpge.

4. RESEARCH AND THE LABOUR MARKET
' Neéhi proposes to address the'foIdeiﬁg_lgboﬁ:'markéc.{ssdgsgb‘

4.lfianéilitation of Nativé peobie 1ntovpf6fe§sion§1”rolés for which they.

'-IﬂareVpresentlyjunqualified.

4.2 Identification ofwexiéting and potential positions available tb,‘but
- not now filled by full-time Native employees. [

4.3  Provision of innovative strategies to°assist target group members’

An obtainingvtf&iners positions.

[

¥,

4.4 Provis
" " support,

4.5 Provisfon of‘innovative'profeSSidnal‘EraiﬁithSttatggies,i

Evidence of need and sUpport for this projecthas.beenlprQLded'by many :

People in a, position to judge the market. Their support letters are

attached or will be forthcoming. All indicated a need for the. project;
support for Nechi Institute, assurance of non-duplication and assurance -
the positions for qualified Native people ' do or will shortly significantly
exist. Several have already indicated a Wwillingness to sponsor training

. of trainers participants. - Some of the respondents include:’

Mr. Morris Isaac, Directof.of'Training,'Depértment dfTIndianv&“Northégn-

"Affafirs ©

Ms. Mary Shantz, Minist y of -Attorn 'Geﬁeféi; Ontario
.aary ; +tnistry .o & e

Donald Obonsawin; Director General Operations™ Medical Services Braﬂch;

Ottawa . »

-2 o -
% g

s S

;ioh of Vinnovative'.strategies to’ provide early employment

101



Chief - Roger Augustine Eel . Ground, . New.'Brunswick; Native Economic
Development Board RS . .

:Chief Phil Hall' Stollo Nation British Columbia Chairperson;‘National'
Native Advisory Council " A .

) Alex Courtorielle Director, Slave Lake ﬁriendship Centre -‘Alberta

Richard Arcand Executive Director Yellowhead Tribal Council Alberta :p

K Bryan Fayant Metis Children Services Alberta

-
4

Paul Kyba, Assistant Regional Director Medical Services Branch Pacific-'
Region o R 5 . 5,

R Dale McDonald Council for ¥ukon Indians , .'- \ T _f“
Assembly of First Nations
: Wayne‘Hill Correctional'Services' Saskatchewan
.John Campbell Regional Consultant, Medical Services Branch N w.T.
- Rena Halfe Regional Alcohol Consultant Medical Services Brancr Alberta
«HRobert Riter, Regional Director Medical Services_Branch, Ontao : ?r
Ron Dyck Provincial Suicidologist Alberta |
Robert’ McNeil Economic Development Indian‘Affairs leerta
‘Stan Shanks Secretary of. State Alberta : . e e _Pf S
(Other organizations to be added) |

5. PROJECT OBJECTIVES

.. 5.1 To identify and develop a preliminary inventory of 15 20 ;;;ES;B
: ’ organizations, bands, firms and departments willing to ‘sponsor
:specific training of. trainers participants by February 28, '1987.

. Lo \ o

¢ 5.2 ;To continually expand this pool to include a variety of sponsor L
) categories from across Canada .until’ the pool numbers at least 50 '
by Decmber 31,°1989.

5.3 ’fo maintain a continuing liaison and,working relationship with these : e
sponsors during-the - life of the project S



' S.4

5.10

5.11

"5.12

5.13
5.14

5,15

N A

To haintain'a'written, compdtg;iied inventofy of these sponsdrsjand
a written record of liaisbn‘éctivitiés'duringﬂthe 1ife bf'thq ;
project. « o S o

"To obégin‘spgcific_sponSoréhiﬁ,vinclgding'sponsor payment of travel
o expenses for 15 Native participants in the . Nechi -training of
trainers: program -by March 31, 1987. SRR

To obtaintspeéific époﬁgofghip, 1pc1udingisponsof7payment of travel:

expenses for .75 Native participants  in the Nechi training of
trainers program by December 31, 1989, T : -
. ‘ N : S

To.devéiop a'pfeliﬁinary‘training of trainers curriculum package

. appropriate to Native people by-February 28, 1987,

fDufing the course of the_ﬁréject to'tesc apd modify this paékagé;on
‘at- least 3 occasions and to produce a comprehensive Native training -

of trainers curriculum package by Deceqber.31, 1989. -

To have 15 Native professionals complete a 530 hour college or
university accredited program of training of tr

; iners by September,
1987. o

To'have_7047§ NaﬁLve proféssionals'cbﬁﬁleﬁe a 120 hour coilege or

- -university accredited program of training of trainers by December,
~1989, . ' ' . S ,

0 -

" To significantlybgimp}ove the training skills of 70-75 Native

professionals in thﬁ_fbllpwing areas by December 31, 1989:

L workshop faéilfﬁation.

- " workshop planning. and agenda design

group process S )
- learning environment developient : : :
- - utilization and development of training materials and aids

- application of learning theory e
.- .application of culturally appropriate learning strategies

B .

- learner intervention strategies.

To héve identified 20-25 potenfial employment positions for
qualified Native trainers by August 31, 1987.

To have ‘identified 75-85 ‘potential empioyméﬁt poéicions  for-

qualified‘Nativg trainers by December 31, 1987. -

To facilitate tﬁe piaéement of 4-6 qualified Erainérs from the Nech

progran in employment positions by December 31, 1987. o :

To §iaéé '30, qﬁa1ified Native trainers 1in ttainé:\ employment
o positions_by December 31, 1989, oo .

,A'\
AN

-103

iy



.16
.17

.18

.19

.20

. 1989.

To- develop a. comprehensive program of initial training experience
support services for 'Native trainers by September 30 1987

During the life of the project to field test and modify the support
. service program on at least 3 occasions ‘

To complete a comprehensive" process and outcome - evaluation of
training, placement and support services programs - by December 31,

'

I'd

To develop a written, financially self- sufficient program model for

Native trainers employment service by December 31, 1987.

To develop a wr1tten¥3financially self- sufficient program model for'-
- a Native training '

rainers program by December 31, 1989,

PROJECT ACTIVITIES,' oA o

6.1 M:nagement Structure

In ordédr to provide an appropriate and adequate management structure
for this project,.Nechi Institute will add a trainer development

component to its in @%itute program for a period of three years. The ..
Nechi Executive Director, Ms. Maggié Hodgson, will designate 10% of

her time to provide overall leadership to this program component:’
The Board of Directors of Nechi Institute will of course assume
final responsibility for the Training of Trainers project.

To supplement the management functions of the Executive Director
the component will hire two full- time managers; a trainer placement

104

co-ordinator and .trainer development co-ordinator. The roles of

'gthese managers are described in segment sections. In ‘addition, one
of the technical resource people hired will ‘have direct. trdining of

trainer management experience which will be utilized. on a regular

consulting basis during the project period. The marnagement support -
- systems now in’'place at Nechi, the computer, bookkeeping, auditing

and library elements will be utilized to provide management support
services, . ‘

6.2 Position'Placement:Activities
One half of the direct service activities will be accomplished by
the position placement component.. This component will consist of
the following. activities : : -

-6.2.1 Identification of Sponsoring Agencies

This activity, will ggpsist of mail, telephone and personal visit

activities to identify government departments (at - all levels), -

private and public agencies and institutions. writing to sponsor

s

training participants Sponsorship will include a general support-‘



o

" of theutraihing p:ogfam, wtlIingness"to 1dentify, iﬁterﬁiew and
encourage potential participants, willingngss to pay participant’s

- travel - expenses, willingness to co-operate in the. participant
~selection process developed by the program. : I

Theseh activities will begin in AlBerté, the Northwest
Territories, British Columbia and at the Federal department

level. The activities will result in development of a "pool"vf
~of sponsoring agencies with regular liaison and communication - -

i

maintained. In subsequent months this pool will be expanded

to include other ‘sponsors until eventually (at the end of the -

three years) a.variety_of'sponsofing agency types. exist and
the pool includes sources from throughout Canada, '

'6.2,2"fﬁ;ve opment of a. Participant Selection Process
' _ N e T EeeE |
A }Early in the program the Nechi positfgz placement co-ordinator 'will,
% in conjunction " with -sponsoring agencies, develop a- specific

e

v

+Pre-training activity for each training cycle.

d -
[0y

36.213” Identification and Selection of Participants

At the'beginﬁing of each training cycle, the sponsoring agencies and
the position placement co-ordinator (with consultation fromlthe_
training co-ordinator) wiil implement the participant'selection_

process and identify»appropriate'participants for each cycle..

~ 6.2.4 Identification of Trainiﬁg Positions

'Using<a process thgﬁ parallels the sponsoring ageﬁcy activities, the
position placement co-ordinator will identify training positions

available for Native trainers. ' Targets will include public. and
Private departments, ‘agencies and organizations with an objective

- of identifying a variety of position roles, agency types, geographic

locations and "training roles. Another objective will be the

identification of permanent or ongoing positions to ensure  maximum
stability in placement, During the course of this project the
inventory will eventually extend throughout Canada. Again, regular

liaison and communication activities will ehhancé_ a pro-active.

,utiliZa:ion'of»placémenCVutilizatioﬁ_ofvplacgment options rather
| than a simple listing. A targeted agency, band " organization or
department could be a sponsor, a trainer employer or both.

'6.2.S‘,Deveiopment of Placemént Process
' In éoﬁjuncti6ﬁ wiﬁh potential employers idéntified, the position

placeqentfco-ordinator will develop a written placement process to
Place training of trainer participants in regular employment

¥

K participanc selection process. This process will be modified as a

- 105
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_training positions ~ During each training _cycle training

participants will be interviewed for input into the placement
process.' This process will be modified at regular intervals during

the life.of the project.

6.2.6 Initial Placements /

Approximately 10-12 months into the project 6 - 8 participants and -

potential positions will be mgtched. In conjunction with employers
- and participants, the position placement co-ordinator will initiate
the placement process which will result in 6 - 8 initial pldcements‘
This process will continue at regular intervals for the next two
years-until the proje-t placement objectives are reached.

642.7 Follow-UpuAsséssment

- The placement process design will include activities to assess the

progress .of each employee placed. This process will include Nechi,
employer; and’ employee involvement and be completed every 45 days for
each placement..

6.2.8 Evaluation' R .

. The evaluation component of, this project (section 10 of ‘this
document) will include processes to evaluate each of the listed

-.position placement activities. Evaluation reports will be written

every six months and included in activity planning and modification

[
A

6.2.9 Position Placement Package

By the end of the- 3 year period in conjunction with pilot project

" employers and employees, the position placement co-ordinator. will -

develop a manual that describes the. system.and recommendations for
. implementing the system. The manual will be developed in such a way
that similar systems could be developed or taken over in other areas

~ of the country by other Native organizations regional departments,

etc. The manual will contain

’- rdescription of how the system was set up,

-+ . listing ofsexisting current Native trainer employers,
CmF listing of potential employer types and categories,
- recommendations for system set-up and implementation.
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6.3 5_ Training of'Tgainer<ACt1+1t1§q ' .{

The other half Of'direct servic§ actiﬁities4w111;be accomﬁlished,by o

the training of trainer component. This component ‘will implement

its activities'£n>concer;‘with»the position placement activities®
These activities include: ‘ o BT

. A
S

6.3.1 Development of the Training_of Trhiners’Courqé bﬁtifpe'

Utilizing the outline and othér:ﬁpﬁfopfiéte:ttaining'of,tfaiﬁers

curriculum as source documents, the Training _Of ﬁfainers co-s
ordinator, in conjunction with Nétive,training curricula technical

resources and the Nechi training staff, will develop a' full training
of trainers core curriculum, . The curriculum will be developed to
be‘specifica11y approp;iate for Native trainers-and;Npciqg target
audiences. The curriculum package will conta{n_8vspbcificutraining
modules including competency-base easu le learning objectives

course materials (written and audio visual) coarse content designs,

. @ trainers manual and a participants workbook. - Y

6.3.2 vPiloting of Core-Curricﬁlum N
. L o . . , O ER :
Approximately 5 - 6 months into” the project this" core curriculum
will be pilot tested with 15 training participants. This pilot will

consist of two 10- day residential training workshops with a time’
'period of 4 -5 weeks between the modules. The core curriculum will
be piloted on four separate occasions (cycles) during the projectiy

6.3.4 Deveiopﬁent of T:diner éuppo:t Prqcesses'

. .The trainihg of trainers cq-ordiﬁator, in conjunction with the Nechi
training staff and experienced Native trainers will deyelop a

specific process to. provide support’ to -training of treiners

participants who will be conducting their initial workshopsfdu?ing .

this project. These support activities might includé coaching, co-
training, readings, written assessment: tools,. telephone support,
etc. . o e o . -

o

Followispg. their participation in core curriculum.,training, the
- participants will conduct workshops in their home communities, as-
'part of\ their current jobs or for local agencies etc. ' The training
of trafiners staff will help participants plan these initial

experiences as wellsas‘heip paftiéipantsfinitiate the workshops.
During these practicum experiences the trainer support system will
be implemented. - . ‘ : :
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6.3. 6 Development of Advanced Training Curriculum . !

Following the completion of the initial’ core training pilot and
during the first practicum period, the Training of Trainers co-
‘ordinator, technical resources and the Nechi training staff will
assess the. pilot, assess participant feedback and develop the
advanced training curriculum. This curriculum’ package will contain
2  modules including competency- . based 'measurable . learning
'objectives, course comntent designs a  trainers manual and- a
participant s~ workbook. : _ SR 1

f

6.3.7: Piloting of Advanced Training Curriculum

Approximately two months after the. piloting of the core curriculum-

the participants will return to Nechi to participate in the Advanced
Trairming of Trainers workshop. The modules (two) will be taught in

'a 5- day residential workshop. The advanced training curriculum -
will also be piloted four times during the course of the project.

6.3.8 Training'of,Trainers Video” i
R

v During the last 18 months of the project a 30 - 40 minutes video
“presentation "Training of Trainers" will be produced. It has been
- our experience that this tool is very valuable for participants as-

a "refresher? and continuing learning tool. The pilot nature of

this project and the desire to develop a replicable package add to e
the future use of the video 3 : : ’

)
,6}3L9' Evaluation

" The evaluation component will also include ‘processes to evaluate

each of the training of trainers activities. Evaluation reports’

will be written every six months and included in planning and
modifications

6.3.10 Training of Trainer Package = |

By the end of the three year period, in conjunction with .pilot
project staff and technical rgsources, both. curriculum will be
‘developed in final form. In addition another manual will be
developed, "Setting Up A Native Trainer of ‘Trainers program"

-

"



6.4 Staffing

Staffing_of the Training and Position Placement project will consist
of threée elements - full time _positions, utilization of current:
Nechi staff and utilization of contracted resource personnel .

v,6.4.l \Full-fime Positions : o ‘ S AR

The project will require three full- time positions
- a position placement co- ordinator

- a training of trainers co- ordinator

- ~ a secretary/logistics clerk.

6.4.2 Utilization.of.Nechi Staff

. The Nechi staff will be utilized 1u several ways Ms. Hodgson, :
'Executive Director, will give 10% of her time in management  of this
Project.: Other. Nechi " support personnel will - be contributing
. secretarial, clerical reception and computer operation services. o
It is impossible to calculate these contributions precisely. Their '
costs are included in administration charges. Ne tra nin staff

For maximum flexibility and utilization of specific skills for an
_appropriate function it is most advantageous not to pre assign
" particular staff at this time. : :

" 6.4.3 Contracted Resources

Nechi Ingtitute has a decade’ long history of effective ‘cost
efficient . utilization of contracted resource specialists from
~throughout the hemisphere. The unique and specialized Native of
this project will” require these Tresources. to; . develop curriculum,
act as trainers in the workshops, consult in _program planning and
management and help complete evaluation and assessment activities,
In addition to this group of uses, one specific resource person with
-extensive experience in training of trainers will be utilized
‘consistently throughout . the project. _ His/her title will be:
Training of Trainer Program Specialist. Another specific contract5

' %.‘-will be developed for a third party program evaluation :




'Comﬁletion‘of'this project‘wiil'reshlf in the fol%ﬁﬁing tangible outcomes:

9

-

7. TARGET POPULATION .

The target population for chisaproject is three groups: potential Native
trainers,_trainer development sbonsor;ﬁand training position employers.

.

1. ¢ Potential Native Trainers

The target population will consist of'Indian, ipuit, Métis People who sqekﬂ

professional positions in training positions from#throughout Canada. » The

participant selection process will ‘determine certain minimal experience
to ensure qualified candidates. These will include: : i : B

- ability to read/write English, R
- some experience in a professional capacity,
- experience as a workshop/training partic¢ipant. N -

The training of trainers .process is intended to approach Fraining
generically. Participants with a-range ‘of experience and interest will

be sought including_ those who iIntend to do training in"ec0nomi¢i”
- development, community development,fhuman_servicésf private enterprise-

development, private industry etc.

\

.._2}: ‘Training Deyelopmedt Sponsors .and Training'quitlon Empldyers

The prdject intends to develop an 1hventory large in scope. A‘partiéular;
organization might be a potential sponsor  or an employer or both.

Inventory and-development will proceed by category including:

- Native baﬂds , S
- regional Native organizations & associations

- federal, provincial -government departments - »
- private firms, private Aindustry, private
business : o o

- publiC"societies and agencies Coo
..~ federal, provincial,  regional assoé%a;ions’

8. | PROJECT OUTCOMES

.‘,

8.1 A pilot-tested»modél system of identifying specific émploymentv

110

opportunities for Native people in a determined growth market which -

can be replicated.:

8.2° A pilot-tested model system of matching 'qualifiéd Native *

prifessional candidates with ekisting employment\opportuni;ies4in'

'/. - .the :$25,000 - $40,000 salary range which can be replicated.

< L
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8.3 A pilot-te#tedfsystem for training of Nétive,traiﬁéfs thchh¢an be.
: u

. replicated in-various forms and in various parts of the co try. -

8.4 ArNative'hppg§priate training of trainers”éurriculum ﬁackage which

could be marketed to. a variety of purchasers or users*

8,5 ' Forty-five ‘to Fiftj Native Canadians in permanent professional

training jobs in the $25,000.-'_$40,00stélary_;angei

8.6  An inventory of employment dpportunities for Native trainersithat
includes opportunities from throughout Canada, = . o

8.7 .~ An inventory. of 45-50 Native  professionals qualified to fill

professional training roles. .

8.8 A 35-40 minute video pfesentatioﬁ_on the subject of training Native

trainers which could be‘markgtéd“tg a varlety of purchasers or
users. . - ‘ ’ ' ' '

8.9 A significant step id filling a critiéal'ﬁarkgtivoid for Native-

professionals in a growing employment field. e

~

8.105_A comﬁreheﬁsive.evaldation of a Native-professional daQeiopment and -

. employment placement system. which could be used by other Native
. employment efforts. o

- 9.-"  PROJECT EVALUATION = Y

Nechi Institute proposes to do a‘comprehensive evaluation of this pilot’
_project utilizing a contracted third party chosen-from a tendered process.

The evaluation proposer will submit a plan which would commence with the

pProject. In order to maximize utilization of the evaluation efforts for
internal planning and for use by other parties involved in Native
employment. efforts,. evaluation  reports 'wduldﬁ be completed . every six

™
]

- months, @ . _ ”

" The submittedvﬁléh.¢USt include at‘lééét:

1., Propéss.Level - number of‘employefs,'pbsitioﬁé identified,
;2: B ,P;Q;éés Level - number.af éértié#{a&ts‘involﬁedvin traiqing,

3. ‘Process Iéiél -\descfiption'oflﬁlacement aétivitie;.completed,'
4. | Précess Level ‘-\summa;ieé of pait;cipant‘responée;'to training
ac;ivi;}es, : . : . :

5. ffocess'Levell- summariesvof,empléyérs'résponsg to projéct'systeﬁs,

'36.:' Process Level - number bf.paéfiéipants in new training'roléé;

111
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10..

11.

13,
14,
10.

Nechi Institute may bethe mOst'uhiquely quélified organization 1n.Canada_“

' PROPOSER QUALIFICATIONS

Outcome Level - analysis of progress on stated objectives and:
outcomes desired, : : . :

Outéome Level - through ‘éﬁalysis of tfaining skills of  each

particiﬁaq; . through use ' of standardized instrumentation and
interviews, e - .

N,

Outcome Level - éﬁély§g§ of success levels of pilot placements,
Outcome Level - analysis of cfgaitgbii}ty of training and placement
systems, o T . e

.
-

Outcome Level - projections for potentiai piaﬁemgnt markét for

- Native trainers, R L T o

~.

Impact Levélﬂ - projection of earped_income.deriVéd_from>$tqi?ct'
outcomes - short term, - . A .

e,

from project outcomes - long term

Tmpact Level -.approximated ahalysi;.of long ﬁerm | Impact - long
term impact ofv upgraded employment of project participants.

to implement this program. Registered under the Societies Act in Alberta,

Nechi Institute has been providing training and research for Native people

for over 12 years. During this time Néchi -has trained over 1700 Native

community workers and managers from throughout Canada. It has a variety

of training programs ranging from  counsellors training to program.
management. It has a .full-time staff of 12 and an independent Native

Board of Directors.

Wiﬁh a national reputation, Nechi has Qotked extensively in every proVince

in the country; taking its variety of skills and training experiences to

Native communities and regional organizations. _Currencly,'Nechi has

-ongoing national research contracts, contracts and contribution agreements
with the Province of Alberta, the Government of ~the . North West
Territories, the State of Rhode Island and with organizations in the Yukon

and British Columbia.

Impaét Level - approximated pfojection of earned-fncqme derive48§

T
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- Known for its accountability and innovation; to a very large degree, Nechi ' -
" ‘Instityte has been the leading developer of Native appropriate learning
strategies and training design: ‘Nechi has become famous for its ability - "
to blend traditional Native learning processes such as utilization of -
elders with the most technologically adggnced training methods. Nechi is
~equally proud of its:computer-based pirdcess for follow-up with training
. participants and its annual traditional pow-wow. Recently, Nechi has--
"~ developed a first of its kind Employee Assistance Program. . - . - .. -
The training strategies’ utilized: by Nechi Institute are’ precisely St
;f“éppﬁopriate”fdr“this.prpjeqt-u;ilizing the management by values training
-~ framework.  Nechi will model Native trainers doing “training. C‘Also)
~important to tHis project is Nechi's carefully nurtured cadre. of Native/ .
training specialists and technical resources. ThiS»netwquvbfﬂexperci e .

literally encompasses the hemisphere. ' B e

 A'strong1believerfin5third¥p§rty evaluation of. its effdrts; Nechi ‘is
Justifiably proud of the results of its last comprehensive evaluation

which demonstrated among other things that: - - :

.,IJ ;'Ihiytv-nine-Detcenc.C39Z){of:;ts graduates returned to school some

e echi.

e e

afté:'attendigg Nechi trainirg,

) o R . o :
-3 * -Sixty-eight percent (68%) of the graduates belong to service.and/or

’_récreétional associations . on . their reserves;. sixty-one (61%) of ‘
A < , f Directors ir associations, - ’

°

4. There was a. forty-sevén pércent‘(47%) inéreaéé in'the number of

people holding any. type of management position,

‘.wit : oveme in thei ami] ife,

9. ' Eighty-five _pe:éent '(853) noticed positive chaggés‘ in-_tgeir
titudes an ormance at_ wo: he B o o

-~ 10. Eiﬁgtx percent (90%) expressed pogitive cbdﬂges.iﬂ their attitudes‘
... . ~to/and relations with their communities. - ' ‘

. e
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11.
12.
. : ) - v . .
Several - othe factors contribute directly to Nechi Institute

qualification s to manage this project
. -

A, .;Between lO 12 former Neeﬁfi@rainers have gone on to develop their
~ '-training business or - organizations o -
B. The - Nechi computer system will greatly assist the inventory,‘
: : recruitment -and placement processes involved in this project
. . e !
c.. - Nechi Institute 3'1ong history of develowing relationships and
S credibilicy throughdut Canada’ will give this project a tremendous
.ggvantage
D. . The Nechi ﬂd&ance of stability with carefully planned innovation and

expansion maximizes the - potential for a successful project

Y RS

. E. By the ' time this project is' in place, Nechi Institute training
E ‘programs will ‘be university accredited h Lo »

11. "REPLICATION AND SELF SUFFICIENCY

The Nechi Institute N’tive Trainev Development Project 1is intended as a

pilet project. It %ill develop a curriculum -package, ‘model . trainer of
Native = trainers' system, an innovative -position identification and

niplacement system for Native trainers .This ‘cah be utilized by regional s
‘Native training ‘institutions, private firms, public. departmerts - and

h»agenCies ‘Once this system hss been demonstrated tésted and evaluated,
local or. regional systems will undoubtedly utilize the models

Nechi Institute will‘hot require continuing manpower funding beyond the

E ;pilot of 3 years Two beyond pilot scenarios are possible

Cont tion Scenar '1' o ~'. /

The immediate need for Native trainers will to a great extent be filled'

by this,project. Further position identification and trainer development
needs. will be filled by regional and local systems, utilizing local
resources or smaller amounts of resources from on-going training
developmeht funds., Therefore, the national pilot would result in a
variety of local and regional programs with their own funding basis.




N

During the .course of the pilot project program activities ) client‘

utilization and evaluation  results -1dentify a need to continue a

significant Nechi Institute trainer developmént program to serve 'areas -

without their own processeqs If this occurs, Nechi Institute will

~immediately develop a plan to create a self-sufficient program on a pay-

as-you-go basis. - Nechi hasgbeen successful in this endeavour in the past
by creating tuition, scholarship, full sponsorshig» and fee- payment

‘programs

' In either caseghthe life of this project is’ specifically time limited.
" Three years allows adequate pilot testing, system- demonstration and model-
. development with time and processes for modifications.

[ I

fNote if it is the. desire of the Innovations program with a 1imited
~Aincrease in resources Nechi can develop this self- sufficiency plan as

part of the Innovations project An interesting thought.

BT
12. 5 PROJECT BUDGET

Yy

BUDGET NARRATIVE

l: ’ 'Training and Placement salaries are $32 000. 00

2., cSecretaries salary is $18, 000 00 ‘
3. - 'ExeCUtive Director s time calculated at 10 2 of $40. 000 00

— - Staff ‘travel. is calculated at an average of $l 000 00 per

field visit Gnultiple visits), including room and board

5. Resource travel calculated for airfare and ground'expenses ?_
" average $600.00. : R

6. | Partidé.%xts room .and board resources room and board calculated at
© 7$50.00 “per day, Nechi contributes .. Seventy percent (70%) of
;participants room and board SR -

»f17.,_ Meeting space includes training room,xbreakout rooms - .total =
© $100.00 ‘per day. 'f o
8. _ Administration fees calculated at'10 %, includes contributions

of support staff, computer “time, maintenance of,building and

equipment office supplies s o -

9. Printing manuals include participant and trainers notebooksz
~and materials - calculated at $40. 00 per person.

.10, Final two months printing (10 000) includes 50 copies of all
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11.

12.

13,
14,
15.
~16.

S

"18.

“manuals and materials - 6 manuals in all and 50 copies of

evaluation repdlt

.- Participants travel is calculated at an average of $500.00 perg
- trip - 3 trips required per participant

Training materials are calculated at $20 00 per participant

',Telephone/Postage costs are calculated at $500 00 per month '
The project will require extensive long distance calling.

w - ‘5’;
Contracted resources are calculated at ‘an average of $400 00
per day ’
Staff time is calculated at $150 00 per day, an average for
professional staff

Evaluation contract calculated at $25, OOdg%O per year with a
three (3) step payment process. L

Video production contract calculated at $15, 000 00

vStaff travel required for position identification practicum
- support, ‘job placement trouble shooting..

t

.



APPENDD( B , _ .
Contract Ncchx Insntute and Employment and Irnmxgranon Canada

E . IQI. I-

' ThlS project w111 demonsu'ate that many more Nauvc people can successfully become

,professmnal trmners to ﬁll an 1ncreasmg number of vacancxes that will become available as -

- Nauve devolution’ progresscs Speaﬁcally the pl"O_]CCt will:
- . 1. To develop and pilot test a model System of tralmng Nanvc people for |
| | ;,vprofessmnal roles as trainers, _
| 2. To develop and pllot test a model system of rccrultment rolc 1dent1ﬁcanon
: support and placemcnt services to Native pcople In permanent tmmmg
‘ ‘. positions. ‘ ' o .
3. To place 45 50 Nauve Canad1ans 1n permanent professxonal training roles
| by January 1, 1990 ‘
o '47 To. mvolve a recogm;ed mdcpcndent Native trammg orgamzauon in’
.prov1d1ng crmcal prcvmusly unaddresscd services which directly impact-
‘ employmcnt of potcnually sxgmﬁcant numbers of professxonal Native -
_ pcople ' : o
Emm\ﬁ.ﬁd.As‘.tmm , - , , -
a) To 1dcnnfy a prchmmary inventory of 15-20 agcncxes orgamzanons
o bands, firms and dcpartments wﬂhng to sponsor spec1ﬁc trammg of trainers
_participants by 1987, |

b) ‘To obtain spcctﬁc sponsorshlp, mcludmg sponsor paymcnt of travcl

expenses for 15 Natlve paruc:pants in the Nechi training of trainers ngram L -

by 1987.

&

Uz
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- d)

€)

g

To obtam specrfic Sponsorshrp, mcludmg sponsor payment of travel ‘

expenses for 75 Nauve partrcrpants in the Nech1 trammg of tramers program

B by March, 31, 1987.

To develop, test and modify as reqtured trammg of uamers curriculum

package appropriate to Native people.

To havc 15 Nat1ve professmnals complete a 120-hour college or umversrty

accredlted program of tralmng of trainers by December 1987.

' To have 70-75 Natrve professronals complete a l20—hour college or .

umversrty accredited program of training of trainers by December 1987

To significantly i 1mprove the trammg slolls of 70- 75 Native professronals in

~ the followmg areas by March 31 1990

h)

D

l-:)l

. - workshop facilitation

- workshop planning and agenda de51gn .

- apphcauon of learmng theory o .

- apphcauon of culturally appropnate leamm g stmtegles

- group process: | '

- learmng env1ronment development

- development and utlhzatlon of ummng matenals and a1ds o

- leamer mtervennon strategles

To have 1dent1fied 20-25 potenual employment posmons for quahﬁed

'Natxve trainers by November 30, 1987,

To have 1dent1ﬁed 75-80 potentlal employment posmons for quahﬁed
Natxve tramers by March 31, 1988. |

To facrhtate the placement of 4-6 quahﬁed tramers fmm the Nech1 program
in employmcnt positions by March 13, 1988. .~ . +" -

To produce a 135-40 rmnute v1deo presentauon on the subJect of txmmng

, Natlve trainers which could be marketed to a vanety of punchase%or usg‘rs



. HD

N \ l

Dunng the life of the prOJect to field test and modrfy the support sefvice

program on at least three occasmns :

m) To oomplete a comprehensive process and outcome evaluauon of t;rammg,

5)

o)

placement and support servrces programs by March 31 1990.

To deveIOp a ﬁnancrally self-sufﬁcrent program model for Nauve trainers
employment servrce by March 31, 1988

To de[velop a ﬁnancrally self-sufﬁcrent program model for a Natwe training -

- of tramers program by March’ 31 1990.

\Ell.

A comprehensrve evaluauon of thls prolect will be carned out. The ch01ce ofa third -

party evaluauon should be done by the proponent in consultatron with Innovanons Program ’

staff

)

b

The evaluation report. should mclude the followmg %

Executive summary (brief overview of the evaluauon report, explamm g why

the évaluation was conducted and hstmg the maJor conclusrons and

'recommendanons), ‘ T _ O

Background mformatlon concermng the proJect (proponent nature,
ob_]ectwes acnvmes, expectcd resuLts persons involved, costs)
Descnptlon of the eva]uanon study (purpose desxgn, mstruments data
collection procedures, observed outcomes), ‘ ‘
Presentauon and dlscussmn of results (section orgamzed by spemﬁc
evaluation quesnons tobe answcred in the prQ]CCt evaluatron) |

-

Conclusrons (major conclusxons to-be drawn about the effectiveness of the

‘project as a whole and its various subcomponents) and -

o

: Recommendauons (three sets of recommendations: regardmg the pro;ect, the -

o d&emmauon of results and the 1mp1ementauon of pI'O_]CCtS elsewhere).

R ‘» ) )
. b 1
’ . R

9



"APPENDIXC = -
Evaluation Proposal |
.‘ for the

o

RS
)

A

Introducti _ |
Thxs evaluauon will mvolve the collect]on and analys1s of data objectwely, |

systematlcally, and with exacnmde to serve a variety of decmon malcmg needs (see Bhola

: 1982) 'I'he basic a1ms of an evaluation of the Native Trainers Mmem can be

L 'statedasfollows (see Bhola, 1982):  »...

1. To measure the abtlmes, slctlls and perhaps value onentatlons acqulred by
| | tr_amees during the various stages of the | training and placement cycles' or at the
end of the prOJect, and later, to gauge performance on the job in actual workmg
31tuat10ns ' _ '
)] 2. To provi_de‘,‘ on the basis of the above, feedback to 'trainers and placement
' persOnne'l.in regard to eltoice of trammg and placement objectives, content,
. -_methods, materials, instructional settings, etc., for appropriate remedjal actions,
and D A
o | - 3. To prov1de information to pohcy makers and planners in regard to the overall
- tmmng and. placememopohcws and models desngns pattems and methods pf |
recnntment, msdmttorr:I setting of the programs and allocauon of resources to o
the whole program | .
~ The naturalistic paradlgm of program evaluanon suggests that human behavior be

studled in natural setnngs w1th1n its total context. It can ve described as 'holistic', one that

studtes realmes whole without d1v1dmg it artlfimally into parts and segments one that ’ T

s 120
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’

Lo seeks no dcscnbc phenomena and search for regularmes and patterns Tlus phllosophy and

- approach to evaluation will be used. | ‘ o
e
The dcs1gn and conduct of thls evaluauon project should bc wcwcd asa collaborauvc

process-- g@m; because i 11 is csseuﬁal l,p the mﬁlal deﬂgn 'phase and subsequem

L3S

FEY

undcrstandmg of tthe factors and takc thems,'dto cbnmderanomn ah ﬁcets of the

cvaluatlon 2 *

a@rn

" Data colloction and analysis techniqu;_s as de" gb A ow lel be used for each of the

n
Tl

fourteen elements hstcd in number 10, er&( E__a,l_ua.gQg of the N ___ag__g ILaLm - ,' 3
- Qcﬂiopr_r&m Elmgg; The mformauorg and prOCesses described are not exhaustwe but are - _
a sample of the klnd of data WhJCh should be gathemd and analyzcd. - g ““ v
1 . Process Level number of employers posmons 1dentzf ed
5. Process Level summarzes of employers response to prOJect systems
A list and profile of employers (and perhaps. pamcxpant sponsors) 'will be made from
mformauon gathered Intemew protocols and survcy fo:ms should be de31gned and used t

N

)

to gathcr mformanon such as:

-name - <
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- locauon B
type of busmess
- pum_’,eer of employeesb |
- appropriate ﬁnahmaldescnptors |
- reasons for getting involved in the project.- "
- expectatiohs from ;‘the projoect- o
- perceptions of the employee . e
e suggeSﬁoas for .‘improvement orchan ge
- job description; (type and numbcr).
- - other | L o
° . . " ‘
A sampling of employers (or if feasrble all of them) wﬂl recelve phone calls to audit the

accuracy of the mfonnanon received and to p1ck up any addmona.l mformanon the employer ,

i may WlSh to share. The mformanon will be tabulated, categonzed and made avallable to

" both trammg and placement pcrsonnel o ‘@ o

2 Process Levei number of participants mvolved in trammg

4. Process Level - summarzes of pamczpants responses to trammg A

Y

activities o o
_ v ;

A sample (or al_lvuajnees if feasible) of trainees in the program Will be ‘imerview‘ed to

determine their response to the training program These responses will be collated and

: summanzed Each of the program pamcxpants will complete mformanon sheets that w111
'prov1de some basm demograpluc information. This information w111 be helpful in not only
‘ descnbmg pr!hggm participants but w111 allow for i investigation of a v%ety of p0551b1e

_relationships between the part1c1pants background and thelr Success (or fallure) in the”

uammg program and their success (or faﬂme) in the workplace This; mformanon will help

in the dev&opment and revmon of selecnon cntena for program pmucxpants placement .

\

actlvmes and desxgn of training programs

r
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3 Process Level descnpnon of placement activities. completed , B ‘ B \
6 Process Level number of pamapams in new trammg roIes | | |
9 Outcome Level analyszs of success levels of pzlot placements . 5
“In cooperatlon w1th placement personnel a convenient system of hstm g, tabulating, and
' descnbmg placement activities w1ll be designed. A list of placements in new trammg roles -

wﬂl be kept Informauon will be gathered by interviews w1th tmmees employers and

placement pcrsonnel and repqrted to a551st in rewewmg placement procedures and rewsmg
them as necessary In analyzmg the success levels of placement efforts, ‘agreement of

: wWh.lCh mdrcators of success will be used should be reached by the evaluat@ project
per§onnel ernployers and pcrhaps program paruc1pants Based on mformanon available

‘ through the placement efforts of the placement personnel, projections for placement in the
market wﬂl be made As the project nears compleuon a picture should emerge of the

; potcnttal size of the market. “This forecast should be framed by tnformatmn descnbmg the
types of jobs, job locations, and types o%pote‘al employers '

| .‘7. Outcome Level - analysis of progress on stat_ed‘ objectives and B IT
outcomes desired - o o ' |
Each of the six reports W111 mclude a section detatlmg the progress to date of the stated
ObJCCthCS and outcomes as listed in section i‘gqm Objectives, and section 9. Program -
: Q_g_gqg_;s of the meg Trainers Development Project. Compansons will be ma%etween'

the proposed objectives and outcomes and the achieved objectives. and outcomes in terms of
| meeting nmetables and dcadlmes A review of these Ob_]OCIIVCS and outcomes will be

| ‘mcluded and will assist in re-thmkmg and adJustmg these as required



¢

8 Outcome Level analyszs of trammg skills of each pamcapant :
[ ‘
through use of standardzzed mstrumentanon v ;

and m:erv:ews —

An accurate descrxphon of the skills to be taught will form the basis for an analy31s of

tralmng SklllS gamed by each pro arucxpant. Base line data, gathered’ from : a pre- test
| wﬂl be compared W1th data gathered In a post-test. These tests will be designed in - |

: cooperauon thh training personnel unless appropnate standardized i Instruments already

exist, Data gathered in 1nterv1ews with program partlc1pants w111 be used to supplement

skills of - program parucxpants Informanon from employers can then be used to prov1de
feedback as 0 the appropnateness of the slqlls learned for the workplace, whether they go

far enough or, 1f dlfferent skllls or combmauons of sktlls are needed--a sort of delayed
'@"ﬁ R N .

/

needs assessment.

10. Ouzcome Level - analyszs of creduabtlxty of training and

placemem‘ systems

In attempnng to analyze the credltablhty of the training and placement systems asa

' whole a conceptual fxamework for lookmg crmcally atthese areas is necessary. There are

a number of dlffenent opnons avaﬂable The selecuon of one (or a combmauon of them)

v should oceur in the initial design stages of the two systems

One approach is to descnbe the. tzmmng and placement system in des1gn terms, Smce

" the pnmary purpose of evaluating these systems will be to intervene in the training process

to 1mprove it, the evaluator must be able 1o understand clearly and be able to dcvelop

adequate descriptions of the two systems in’ de51gn terms.

.

o’

124

this 1nfonnauon and will be helpful in drawmg a composne pxcture of the acqulred training -
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' For example we could look at the systems in tenns of:

IED.UI.S Processes "ntxA .Qu@_tﬁ'

. 'nin‘ .
System
- Placement

Evaluanon models developed by Damel L. Stufﬂebeam (CIpP model) and by Robert E.-
'Stake (Countenance model) would both appear to be useable asa conceptual framework m

this context Another altematxve would be a oompanson of the tralnmg and placement

: systems de51gn for this pl'Q]CCt with the de51gn 'charactensucs of other trammg models used -

in the army a.nd busmessfmdustry such as: g |
L. Tl)le,,Operauonal. Training Model =
2. The Pagicipatory Training Model
3. The Acuon Trammg Model . »
Certam products and materials will be developed for use 1n the trammg and placement
systems These will be subJected to product evaluation techmques Use will be made of

o recent research demgs in the area of product evaluation to help format and develop

:appropnate criteria for‘t"he evaluatlon of the vanous matenals (trammg manuals, v1deo/ﬁlm
' student manuals, audxo/\usual aids, etc. ) All these elements combine to form a complete

T pxcture of the training and placement systems.

/

Regardless whlch method, model, or appf&ch is chosen, the data gathermg will mvolve

_interviews with all trammg personnel, otﬁvatmn of training programs, and_the use of
| ‘content anaﬁls and product evaluanon ' L

8

&
&



12. Impact Level - pro;ecnon of eamed income denved from pro;ect
.. ouzcomes shortterm . _
1 3 Impact Level approximated projecnon of earned mcor{derzved
- from project outcomes long term
14 Impact Level appraxzmated analysis of long term impact of
upgraded employment of project partzczpants N} e
Based on mformanon gathered from program parucxpants who have been successfully
placed over the life of the project; calculatlons and projections will be made of eamed

"1ncome for the short and long term. Informanon pnmanly from progxam paruexpants and

employers “will bc used to asses the long term 1mpact of upgraded employment of program

partxcxpants

R . | |
The evaluatlon calls for ﬁve reports at six month 1ntervals and a ﬁnal summauve repon
~atthe conclusron of the proJect. A mutually acceptable repon:mg format w111 be destgned
and used for all reports. This w1ll allow for consistent presentation, companson and use
of the evaluanon mformanon The 51x month reports espec1a11y the first three or four W111
be used ina formatlve sense by prOJect personﬁ)el They will prov1de accurate reliable ‘
memtormg of the project elements. Thcxr pnmary purpose should 'to provide feedback

to project personnel such that necessary change.rewsxons can occur. An orafgtport will

accompany or precede each of the written reports. Two copies of each report ,wﬂl be

prov1ded

All aspects of the evaluanon project should be spelled out clearly and concxsely ina
contract.. This contract will snpulate all the formal and legal c_otmmtments of both partxes in

[y

respectoftheevaluauonstudy o R
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The numbcr of days spcc1ﬁcd in.this cvaluauon study is fifty days per year for thrcc_

| years a total of one hundred and fi

#ay, fora total cos“t of .

tJty days The per dxcm rate is

!

- Cost Estimates

A brcakdown of expenses.is shown below

B Personne] - .

Travel |
.Phonc

k Supphes ,

* Outside Cénsulta'rifs
Sccrctanal Semccs
Overhead
Total

dollars per
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&
lmo - - 6mo "12mo .. 18mo 24mo - 30mo 36mo
ST | .
.- negotiate contract’ o '
- design evaluation . ' ,
.- pilot test . -, o . ‘
instruments = . . ' ' /I
- review evaluation
design and instruments,
change as required ‘o
) d /
- review. evaluation* ’ .
design and instruments, ’
change as required - .
- written - written - written i - written - written
© -oral - oral - oral . -oral - oral
. ) o . |
i ‘ Data qulecﬁoﬂ and Analysis
- _ . 1st Draft of -
- Final Report
S oo M
e . : ‘ . Response
L 3 o - . : . ' P
- : o N o Final Report
= ’ B ' " .- written
. . - oral
&’3 " L. - N L I . _' ! . w ot
1 mo , 6mo . 12mo 18m9 . ‘24mo. 30mo - 36mo
one/ a
v _



