Chapter 09 – Training

The Role of OH&S Training
· All workings have several rights pertaining to their H&S
· Three basic rights apply to all Canadian employees:
· The right to know of any hazards
· The right to participate in reporting and coming up with solutions for hazards
· The right to refuse on safe work
· Once employees are aware of their basic rights regarding H&S at work, safety related training is needed to help individuals ensure that these rights are being upheld
· It is also important to ask the question of when an organization should not use training as an OH&S intervention 
· Training interventions are helpful when they address knowledge or skills gaps – if a knowledge/skill gap is not identified, training is likely not the appropriate intervention  
Health and Safety Training Programs 
· Instructional Systems Design (ISD) model of training: a general model of training process that incorporates needs analysis, training design and delivery, and training evaluation (figure 9.1)
Needs Analysis: the initial stage of the training development process, intended to identify employee and organizational deficiencies that can be addressed with training and to recognized potential obstacles to the success of a training program 
· Training and development processes beginning when a need or concern arises – ex, an accident 
· Following incidents, a company may decide to develop a training program to improve the safety 
· The needs analysis is the recommended starting point in organizational training because it helps to determine the nature of the problem
· Helps to determine if there is a gap between current and desired reality, or to identify obstacles to effective training
· Such analysis generally includes assessing the organization, the task/job at hand, and the employees in question  all 3 levels will help to answer questions about what group work must be done before training begins, what the content of training should be, etc
· Organizational Analysis: an analysis of the entire organization designed to examine its resources, strategy, and environment in order to assess the organization’s support for training
· Starting point of any training intervention
· Can identify the H&S areas that need knowledge and skill improvement and that may be targets for a training program
· Should highlight any constraints that may limit the success of a training program before it is designed and delivered  
· Training initiatives tend to be in line with the organizations overall strategy and its important to consider the resources the organization can dedicate to the training process, as the extent of the available resources can influence the nature of the training program
· It is important for the person conducting the analysis to determine the organizational support for training and learning as well as the support for H&S initiatives in general
· Safety Climate: employee’s shared perceptions of the importance of safety in the workplace
· Examination of the organization’s safety climate is one way to determine the extent of organizational support 
· Job/Task Analysis:  a component of the training needs analysis process during which the job and specific job tasks are that in need of training are indentified and studied
· Start with identifying the jobs that are to be targeted for training
· There could be general training for all employees (such as basic safety orientation) or training for specific target jobs
· Once the target job has been identified, one should obtain a detailed job description that outlines the tasks, duties, and responsibilities of individuals who hold that position
· Job incumbents and SME should be surveyed on H&S risks involved in each task and their perceived competency to perform the tasks
· The person doing the analysis may also want to watch incumbents performing their tasks 
· Tasks analysis helps to determine the exact nature of the problem to be solved 
· Person Analysis: a component of the training needs analysis process during which individual employees’ behavior is studied to identify gaps in performance 
· Individual behavior is considered to see if performance meets desired standards – ultimate goal is to see who needs training
· Sometimes people are involved in a person analysis because they have demonstrated poor behavior – other times it is at random
· Common needs assessment techniques: observations, work samples, tests  from here, the relationship between the desired standard for performance and the actual performance can be measured and the potential reason for performance gaps can be determined 
· Type of training offered will depend on the nature of the problem
Training Design and Delivery
· Following the needs analysis, an informed decision can be made about the potential effectiveness of training as an option for addressing H&S concerns
· If training does have a role, some decisions need to be addressed, such as:
· What are the objectives for training?
· Will the training program be designed or purchased?
· What is appropriate content for the training?
· Who will receive the training?
· Who will deliver the training?
· Where will the training take place?
· Training objectives: statements regarding the knowledge, skills and behavioral changes that trainees should acquire in the training program
· Setting objectives set the groundwork for the needed training content, provide a starting point for tools for evaluating the effectiveness of the program
· Often purchasing a prepackaged program is more economical and fully meets the needs of the organization – organizations can also design a custom H&S training program (either in-house or with a consultant)
· In terms of training content, it is important for the program to match the needs identified in the needs analysis and that it allows trainees to achieve the training objectives 
· Laws sometimes require certain people to undergo training (ex, if you operate a piece of equipment) – all new employees should undergo H&S training
· Smaller groups of people undergoing training at once is most effective 
· The trainer should be knowledge about the material as well as an effective communicator 
· Train the trainer: programs designed to offer SME in various content area skills in program delivery and communication 
· Organizations need to determine where they want to conduct the training – on-the-job, off-the-job or online
· During training, it is important to engage the trainees – a lecture is a passive and typically less engaging approach to training, where as training methods that use simulations of real life events are an active and more engaging way to learn
Training Evaluation: designed to assess the value added for individuals and organizations following the implementation of a training program
· Useful for identifying the strengths and weaknesses in the training program and thus guide further curriculum development
· A training program that reduces injury rates will save the company money in days lost and compensation claims 
· Kirkpatrick’s model outlines 4 important measures that provide insight into the effectiveness of a training program:
· Did the trainees have positive reactions to the training?
· Did the trainees learn the material covered in the training?
· Did the trainees apply what they’ve learned in training and realize a change in their work behavior?
· Did the organization see positive organizational results following training? 
· How might an evaluator go about getting information on these 4 measures?
· Individual reactions to training program can be collected through surveys, interviews or focus groups – questions should be designed to ask about all aspects of the program
· Affective reactions – whether the trainee enjoyed the program
· Utility reactions – trainees perceptions of the usefulness of the program
· Positive affective and utility reactions are important or else trainees may not give the program their full attention 
· It is important for evaluators to ensure that the trainees can recall the information and in the extent to which they are able to incorporate the information into actions – can be done through a MC test, written test
· A successful training program is one that results in considerable knowledge and skill acquisition 
· Traditionally, training was focused on straight recall of verbal knowledge – there has been a shift towards a focus on procedural understanding of the material presented 
· Close call: a series of events that could have led to a safety incident but didn’t 
· Organizational results following training can be assessed, usually through organizational analysis  with respect to H&S training, a number of organizational outcomes may be relevant:
· Incident, injury and fatality rates – training programs designed to increase safe behavior should reduce these
· Incidence of close calls 
· Incidences of lost time injuries 
· Absenteeism – can be reduced by having training to reduce stress
· Workers comp claims and costs – should decrease with training
· Employee benefit costs – training should reduce use of programs such as physiotherapy and occupational therapy 
· Safety inspection reports – inspections should improve
· Evaluator will want to compare these outcomes before and after training
· Factors that limit the reliability and utility of incident and fatality measures 
· Incidents with injuries and fatalities are rare
· There is no clear agreement across jurisdictions as to what constitutes occupational injury
· There is concern that organization’s databases misrepresent incidents and fatalities 
Common Safety Initiatives 
Safety Orientation
· Orientation when an employee is first hired leads to successful safety programs and should provide employee with a base level of H&S training
· Orientation should include a review and introduction of:
· Fire and emergency safety procedures 
· Incident policies
· Hazards unqiue to the workplace 
· PPE & WHMIS training
· The role of the JHSC, etc 
First Aid Training
· Laws determine first aid requirements based on factors such as number of workers per shift, distance from a medical service, hazard level of the workplace 
WHMIS Training 
· Standard for communicating hazards 
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