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Training Matters is produced by the North
Carolina Division of Social Services
Children’s Services Statewide Training Part-
nership, an organization dedicated to devel-
oping and delivering competency-based, job-
relevant, accessible child welfare training.
Partners include:

• N.C. Division of Social Services
• N.C. Association of County

Directors of Social Services
• BIABH Study Center at Appalachian

State University
• Children and Family Services

Association–NC
• ECU School of Social Work
• Independent Living Resources, Inc.
• N.C. State University Department

of Sociology/Social Work
• N.C. A & T State University Social

Work Program
• Resources for Change, Inc.
• UNC-Chapel Hill School of Social

Work (Jordan Institute for Families)
• UNC-Chapel Hill School of Medicine
• UNC-Charlotte Dept. of Sociology,

Anthropology, and Social Work
• UNC-Greensboro Department

of Social Work

We Want To Hear from You!
If you have questions or would like to com-
ment about something that appears in Train-
ing Matters, please contact Rebecca Brigham,
Program Administrator, Children’s Services
Staff Development, N.C. Division of Social Ser-
vices, 2412 Mail Service Center, 325 N.
Salisbury Street, Suite 735, Raleigh, NC
27699-2412, State Courier: 56-20-25, E-mail:
Rebecca.Brigham@ncmail.net, Tel: 919/733-
7672.

Visit Our Website
To read this or past issues online, go to
<http://www.sowo.unc.edu/fcrp/tm/
tm_mainpage.htm>.

Training Matters is written and designed
by John McMahon, Jordan Institute for
Families, UNC-CH School of Social Work.

Helping Workers Apply What
They Learn in Training

Supervisor Interventions to Enhance
Transfer of Learning

Before Training
1. Conduct pre-training conference

with trainee
2. Discuss workshop expectations

with supervisee
3. Begin to plan for action plan
4. Convey training as a priority

During
1. Insure there are no distractions

(cover for trainee, if necessary)
2. Convey training is a priority
3. Discuss training and application of what

she has learned with worker between
sessions, if multiple-day training

4. Attend training

After
1. Meet with supervisee within a

week to review key points in
training and action plan

2. Provide worker opportunity to try
out new skills

3. Provide reinforcement for use of
new skills

4. Reduce barriers to application of
new skills

Source: Curry, D. H., Caplan, P., & Knuppel,
J. (1994). Transfer of training and adult
learning (TOTAL). Journal of Continuing
Social Work Education, 6(1), 8–14.

When it comes to personnel mat-
ters, supervisors and administra-
tors in social services agencies
want one simple thing: workers
who can do the job. To enhance
the performance of their employ-
ees, they often send workers to
training designed to cultivate the
skills and knowledge workers
need. So far, so good.

But no matter how good the
training, no matter how engaging
and talented the trainers, if the
employee doesn’t apply what she
learned during the training when
she returns to the agency, then
the agency has effectively lost any

benefit it might have de-
rived from the training.

Fortunately, it doesn’t
have to be this way. Ac-
cording to Mary Urzi,
Director of Family Sup-
port Services at Wake
County Human Services
and an expert on trans-
fer of learning, there are
specific things supervi-
sors and administrators
can do to capitalize on
their investment in training.

The following are her sugges-
tions for helping workers apply
what they learn in the classroom

continued

“To truly
benefit from
training, we
must  support
transfer of
learning.”
—Mary Urzi
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Register for Training On-line!

to their work with families.

Tips for Administrators
See training as a partnership.

Training alone cannot help work-
ers integrate learning well
enough to apply it competently
on the job. Nor can supervisors
do it all—they depend on class-
room trainers and training events
to organize and formalize learn-
ing opportunities and sequences.
The professional development of
workers should be seen as a part-
nership between supervisors and
the child welfare training system.

Proclaim your support. Perhaps
the single most important thing
agency directors and administra-
tors can do is to give their “bless-
ing” to training. They can do this
by sending out a letter to staff once
a year stating, “Training is very im-
portant to your growth and devel-
opment. I personally support and
encourage your participation.”

Demonstrate your support by
providing the resources (time,
money) necessary to send people
to training. If your budget is such
that you can send only ten people
a year, make sure those ten re-

Registering for child welfare training is easier
than ever, thanks to the newly developed web site
for the North Carolina Statewide Training Sys-
tem (NCSTS). This site allows individuals to reg-
ister for upcoming training events directly on-
line. After they register, individuals receive a reg-
istration confirmation via U.S. mail.

Like the biannual training calendar, this site
also provides a description of the training objec-
tives and target audience for each curriculum
offered, as well as detailed information about
specific training events.

The NCSTS is spon-
sored by the NC Divi-
sion of Social Services
and developed by the
Jordan Institute for Families at the UNC-Chapel
Hill School of Social Work. The Division and the
Jordan Institute are excited about this new
means of facilitating the registration process and
conserving paper.

We hope you’ll visit our web site soon! The
address is http://sswnt5.sowo.unc.edu/ncsts/
pub/index.htm

ally feel they have the support of
the agency behind them.

Tips for Supervisors
Ask your own supervisor for

support. Explain to her why you
believe training is important and
describe specific ways she can
support you and your workers in
this area.

Strive for the “three rights.”
Agencies benefit the most from
training if they send the right per-
son to the right training at the
right time. Urzi gives the follow-
ing example: “Right now, many
new workers are not getting to the
200 series until they’ve been on
the job for nine months or a year.
That’s not the optimal timing for
the 200 series, which should really
occur within the first three to six
months of someone coming to
child welfare.”

Clarify your expectations
prior to training. In brief, indi-
vidualized pre-training confer-
ences, discuss the learning out-
comes of the training and help
workers make the connections
between the training they’re at-
tending, their own performance,

and the goals and mission of the
program.

Emphasize the importance of
“action plans.” Incorporated into
much of the training offered by the
Division, action plans take many
forms, but generally challenge
workers to think of strategies for
enhancing their practice based on
what they learn in the classroom.

Hold a post-training confer-
ence with the trainee. Supervisors
can do this as part of regular su-
pervisory conferences or as a spe-
cial meeting where the two of you
might review a service plan and dis-
cuss how the worker applied what
he learned to the creation of the
service plan.

Be purposeful. Be clear about
why you’re sending workers to a
particular training, why it’s impor-
tant, and what you want them to
get out of it. Communicate all of
this to workers and then follow up
with words and actions that en-
courage them to integrate what
they’ve learned into their practice.
Do this, and chances are you’ll be
getting everything you can out of
training.


