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TRAINING, DEVELOPMENT AND COMPETENCE
TRAINING: GETTING THE BEST RESULTS

We know that we need to provide training if we are going to give our employees the best
chance to succeed in their roles. An investment in training early on can make a big
difference to an employee’s ability to succeed, and ultimately, to the success of your
organisation.

However, training often fails to hit the mark first time and in many cases, employees are not
able to absorb lots of new information and skills in ‘one hit’” and then become competent.
This important point applies to learning skills, knowledge, new behaviours and system skKills,
such as navigating and operating round IT based systems.

Initial training is the first step and in many cases needs to be planned so that people can
then practice and acquire the required skills. Through ongoing practice, on the job coaching,
feedback and making mistakes, they are able to climb the ladder and become competent in
the different components that make up their job.

And a small investment in making sure that your training includes a review element can make
a really big difference to the effectiveness of training and in turn, behaviour back in the
workplace.

The Training Cycle
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Where do they need more help? What does each person

already know?
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As well as training, you also need to consider the competency of each person you have
trained.

THE KEY STAGES FROM TRAINING TO COMPETENCY

Task induction ask ba Task competence

Skill | - BRI . .

Training, induction and On the job training, coaching Competence assessment
observation and close supervision

Basic task awareness Knowledge of techniques and Ability to perform routine
procedures tasks unsupervised

Basic techniques e Y
Ability to perform basic tasks Understanding of tasks and

Awareness of principles own limits

o Ability to communicate during
Task awareness tasks Ability to deal with basic

discrepancies and perform

Techniques and procedures during non-routine operations

There are three key stages in moving an employee from training to competency.

STAGE 1: “TASK INDUCTION” REPRESENTS “OFF THE JOB TRAINING”

This plays an important role in providing space for people to learn key knowledge and where
the opportunity allows, some basic skills. This is often training delivered in a class room
environment.

STAGE 2: “TASKS BASICS” REPRESENTS “ON THE JOB TRAINING”

In most cases, this is where the real improvement in skills and knowledge occurs. People
are exposed to the working environment and all the real parts of the job they have to learn.
They are also contributing to the workplace and they will usually quickly learn what is right
through trial and error.

The feedback and guidance from the people looking after them is an essential element of
making this stage work as the learner cannot yet be left to work alone.

STAGE 3: “TASK COMPETENCE” REPRESENTS THE STAGE WHERE SOMEONE CAN START
DOING MOST OF THEIR WORK “INDEPENDENTLY”

In some situations, there may be a level of ongoing supervision but in other roles, the job
holder would be trusted to get most of their daily work done on their own.
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FROM TRAINING TO COMPETENCE: HOW TO ACHIEVE COMPETENCY

At Polaris Learning, we understand the relationship between training and competency, and
how to move your employees from one to the other.

In a high risk environment, this is about managing risk. The more we invest in people’s
training around the critical processes involved, the more we reduce risk. In fact, as a guide,
there is a linear relationship between training and risk reduction.

For areas which are not working in a high risk environment but where it is necessary to
ensure the competency of employees, we focus on the critical tasks that the employee needs
to be able to do to perform competently.

Please see on the following page an extract from a training and competency workbook for
an employee. This shows the activities required at each stage from training to
competency.
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Please find below an extract from a training and competency workbook for an employee. This shows the activities required at each stage

from training to competency.

Step 1 - initial Training

Step 2 - Development Activities

Step 3 - Competence Assessment

ON THE JOB TRAINING

02. Company email & IT Tools DATE

1. Outlook
O Email setup (directories)
Outof office

O online calendars

DEVELOPMENT & REVIEW ACTIVITIES

1. Useoutlook

COMPETENCE ASSESSMENT

Performance Standards e Initials &

1 Locate the ‘Company’ System and demonstrate
how to navigate it by finding the current version of

Working out the office (IT)
O Accessingyouremail

requirementsfor your offshore crews, identifying

O Use and file emails & out office | Date: | O Update your calendar | Date:

2. Use the office printing facilities

O main printer [ Date: [ O second printer [ Date: P ———
Supervisor Signature | | Date of Completion |

=)

2

O Accessingthe network

3. Printingand Photocopying
=]

Main printer facilities (incl. scanning) O Otheroffice printers

any iesfor your crew.

3 Participateinthereview and update of 3 OHSE
Mznzgement System policy applicable tayourrig

4 Explsin howths ‘Company’ Short Service Employes
program works.

5 Identify mandawrytraining courses appliczble to
your departments positions

GET IN TOUCH

If you would like to find out more about how we can help you with the competency of your employees, please get in touch.

We can help you identify which roles should require competency of the job holder, how you can go about achieving competency and what you can
put in place to manage competency on an on-going basis.

For more information, please contact us:

Telephone: +44(0) 1651 873398
E-mail: info@polaris-learning.com
Website: www.polaris-learning.com
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