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EVALUATION PROCESS 

Training evaluation has a number of purposes: it provides feedback for course 

improvement, training design, and training structure; it identifies trainee’s knowledge, 

skills, and values; it provides data for individual accountability; and it identifies 

facilitators or barriers to achieving program goals. Training evaluation does not 

establish a direct cause and effect relationship between a training program and agency 

or client outcomes. 

 

To evaluate the Advanced Leadership Development for Supervisors (ALDS) training 

series, three evaluation levels are being used. These evaluation levels include tracking, 

knowledge/skill, and transfer of learning.  

 

This document provides information on the overall program.  
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COMPOSITE SCORE 

One way to measure the success of the program is to compute a composite score for 

each module. The composite scores are derived from the self-assessment data collected 

at pre and post module.  

 

By computing a composite score, this shows that participants changed the most in 

Applying Authority and Responsibility & Accountability, while participants changed 

the least in the Relationships module.  

 

With the Relationships module, a negative change in self-assessment scores does not 

indicate a decrease in knowledge. One can interpret these results in two ways: (1) that 

participants perceived that they were learning something that they already knew and 

thus scored themselves high at pre-training and then, at post-training, perceived that 

they didn’t learn as much as they thought they should have and thus scored themselves 

lower or (2) the learning objectives and competencies were not as descriptive as needed 

to bed. Either way, the results from the composite score indicate that the Relationships 

module should be reworked.   

  
TABLE 1: COMPOSITE SCORE OF COURSES  

 
Mean Score 

Before Training 
Mean Score 

After Training 
Change in 

Mean Score 

Applying Authority 3.92 4.58 0.66 

Teamwork 4.05 4.23 0.18 

Relationships 4.57 4.03 -0.54 

Responsibility & Accountability 3.82 4.54 0.72 

Program, Process, Policy & Procedure 

Development 
4.14 4.30 0.16 
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OVERALL SATISFACTION SURVEY 

In addition to computing the composite scores for each module, an overall satisfaction 

survey was administered to assess the success of the training program.  

 

On a 1 to 5 scale, with 5 being the highest rating, participants and supervisors were 

asked whether the program was worth their investment in time. Participants gave an 

average score of 4.00, while supervisors gave an average score of 2.00. 

 

Participants and supervisors were also asked a number of open-ended questions and 

their responses are as follows: 

 
TABLE 2: OPEN-ENDED PROMPTS – PARTICIPANT SURVEYS 

PRE TRAINING: Prior to the first session of ALDS, did you feel adequately prepared for 

ALDS? If not, what information would have helped? 

 Pretty much prepared. 

 Pretty much prepared. 

 Yes 

 Yes as expected 

 I feel the books and the handouts were adequate 

 Yes 

 Having the materials beforehand would have prepared me better. 

 No I was on maternity leave and had no information prior to attending the ALDS 

training. 

 

PRE TRAINING: What would the best way for you to get better oriented with the ALDS 

program? 

 I had a good sense of the overall program. 

 Clearly differentiating the ALDS from supervisor core I and II. 

 There is only one way and that is to have the first session and give the details 

about the program... or a brochure but who reads them.. 

 I believe it flowed well. 

 I thought the material we received prior to going to the first session were as 

descriptive and thorough of the goals and objectives of the training as possible 

considering this is the first time the training is being offered.  In the future, 

maybe some information on a website could be available for anyone interested to 

attend. 

 By having the materials beforehand. 
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TRAINING SESSIONS: What aspects of the ALDS training were most helpful for you as a 

supervisor? 

 Interactive activities with peers from Madera and Merced Counties and 

"roundtable" discussions of new developments across counties. 

 Last two sessions for me were the most informative. 

 Role playing and small group sessions with other supervisors. 

 All of the resources provided. The time also used in class to go through the 

processes. 

 The interactional method of learning. 

 How to motivate people. How to understand how to work with others, and 

feedback techniques. 

 The interactions, discussions, feedback from colleagues from other counties.  This 

helped ground the information received during class. 

 Applying Authority module as well relationship building and strategic planning. 

 

TRAINING SESSIONS: What aspects of the ALDS training were least helpful for you as a 

supervisor? 

 Too many objectives and the surveys take too long to complete as they are like 

taking tests where you have to remember lots of information. 

 The half day lab.  I would prefer it to be a full day, or maybe half day lab, and the 

other half day could be another class.  It is a waste of time for people who travel 

out of county to attend the half day because with traveling time it is really just 

like a full day. 

 It was all helpful.  If I already knew the subject, it was good to review. 

 None 

 Rushing through the information and concepts. 

 They were all helpful in certain ways. 

 The lab sessions. 

 

TRAINING SESSIONS: Which modules were most helpful?  In what ways were these helpful to 

you in your role as a supervisor? 

 The November and December modules seemed to be especially interesting and 

informative.  I took away ideas and thoughts about how to apply the concepts. 

 The emphasis on accountability and the application of business processes to the 

world of SW has opened my eyes to the need of more efficiency and 

accountability in human services. 

 The Module held on 10-27-10 hit home for me. Examining the differences 

between accountability and responsibility was a valuable process. But again...too 

much information in too little of time. 
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 The module that discussed in detail the type of employees and the strategies use 

to deal with employees based on the type of employee one has.  R1 R2 R3 R4 

 I especially appreciated learning about the Worker Readiness Levels 

 Supervisor’s responsibility in staff retention and professional development. 

 Applying Authority was very helpful but needed more time to process. 

 

TRAINING SESSIONS: Which modules would you suggest be strengthened? In what ways 

would you like to see them changed? Why? 

 Perhaps some can be combined 

 Strategic program development and evaluation:  this was a basic overview but 

it'll be nice to have training on more specific topics such as strategic planning. 

 the Situational Leadership and worker readiness 

 Policy development session.  DO some longer mock role playing, 

 More time in implementing the "Above the line/below the line " model 

 In general, the 3 hour labs seemed to be a waste of time for me. In addition to the 

travel time, it seemed to me that much of the time was spent on evaluating the 

ALDS program by either reviewing comments received by recipients or by 

commenting on self evaluation and changes the trainers will be making to 

improve the training experience for the nest group. 

 Applying authority and professional development. More emphasis on these in 

those respective sessions and less on the other partner pieces (i.e. professional 

development and retention strategies). 

 The first few sessions seemed less dynamic and engaging.  This is most likely 

due to the newness of the program and the time needed to get to know peers 

across counties. 

 

TRAINING SESSIONS: What modules/topics would you like to add to ALDS? 

 Adjusting to the taste of new cheese.  Ken Blanchard readings. 

 More scenario related issues that require the demonstration of the abilities 

needed to be successful working with staff at any level. 

 How to accomplish more with less. How to handle resource and staff reduction 

while still providing a high level of services. 

 Dealing with hard conversations and tools to use. 

 Personnel issues 

 The difference between and leader and a supervisor.  the generational influence 

to work ethics.  What to expect from baby boomers and Generation X, ect. 

 The new age of the social media and the impact on supervision, for example is it 

appropriate/inappropriate to be "friends" with your direct staff on Facebook, 

possible repercussions. 
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 A model on leadership. 

 

TRAINING SESSIONS: In what specific ways has your ALDS experience impacted your 

knowledge and skills and effectiveness as a supervisor? Please provide examples. 

 I have shared some of the information learned during ALDS with my staff such 

as the teamwork handout.  I pay more attention to transfer of learning of staff 

before and after they have gone to trainings. 

 I know that it is important to meet consistently with staff, and not miss.  Take 

this very seriously.  I have changed this in how I work. 

 Provided me with much more information and knowledge on how to be more 

effective as a supervisor especially allowing my workers to manage up and not 

view it as dependency on the employee's part. 

 Being that I was a new supervisor all the training was useful. 

 Some of the theories presented have been thought provoking. 

 The TOL process, managing up, preparation of staff for training and impending 

changes, program evaluation techniques. 

 The bonding experience with my own co-supervisor and other peers has   been 

invaluable in terms of both personal and professional growth. 

 

TRAINING SESSIONS: What opportunities have you had to date to apply anything you 

learned from ALDS? 

 Every day there is something applicable. 

 All have been utilized effectively with staff, colleagues and administration. 

 I have not applied the TOL. 

 I have applied almost every aspect of ALDS, I have yet to measure all of the 

outcomes. 

 Program Administrator but did not do so but felt confident to do so. 

 Meeting with staff consistently 

 Opportunities come up every day in the form of one on one coaching with a staff, 

or applying collaboration and teamwork during a team meeting, or 

implementing a new policy and procedure. 

 I have had the opportunity to participate in strategic planning 

 

TRAINING SESSIONS: What recommendations do you have about how the ALDS training 

program could be strengthened? What needs to be changed or improved? 

 The labs don't seem as significant as the full day sessions.  Perhaps rotating the 

session venue among the pilot counties would equalize the travel time for some 

participants. 
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 Accentuate the differences between core and ALDS! Fill in gaps with the most 

difficult aspects of leadership and enhance the process by forcing the 

demonstration of these learned skills. 

 Slow down the learning process. Thoroughly present one concept before flying 

on to another. Challenge each person in attendance to implement that concept in 

the work place and then hold participants accountable to report back on progress 

and outcomes. 

 I think the training days and the labs are spread to far apart; maybe two weeks 

apart would be better. 

 More snacks 

 Go deeper on some of it.  give real examples regarding practice 

 Maybe the location:  Madera seems to be centrally located, but it still is traveling 

distance for out of county folks.  The half day lab should be a full day. 

 Reduce objectives and have more time to process 

 

AT THE WORKPLACE: What recommendations do you have for how upper management could 

more fully support ALDS activities? 

 My own supervisor is supportive of my participation in the training.  As her 

plate is currently more than full, there is precious little time to devote to 

discussing ALDS activities. 

 Our administration is very supportive of leadership opportunities. 

 Have upper management and supervisors meet at least 3 times together to 

engage in the process together. 

 Time spent addressing what was learned in ALDS and how the organization 

would like for us to implement. 

 My management was fully supportive. 

 I felt like I was in the position of a "student" when discussing the learning 

activities and homework with my boss.  I wished the relationship was more 

egalitarian where my boss is also expected to share some of his/her own 

experiences, lessons that we discuss in the trainings. 

 Upper management must support the decisions line supervisors make at our 

level in order for us to be successful 

 

AT THE WORKPLACE: Were you supported by your supervisor to practice on the job what 

you were learning in ALDS? 

 Yes. 

 Absolutely! 

 Yes 

 Very much so and offer to other supervisors 
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 Yes 

 Yes, but after initially meeting to discuss ALDS we were not able to keep a 

regular schedule to meet about the training. 

 Yes 

 Not really. 

 

AT THE WORKPLACE: What recommendations do you have about how to better involve your 

supervisor in helping you transfer learning from ALDS back to your organization? 

 Don't know just now. 

 We have just lost our PM and will be seeking a replacement, but I will utilize the 

concepts from ALDS to manage up (or down) to seek how this information is 

being disseminated and utilized by all staff. 

 My supervisor did not engage with me during this process and I did not seek out 

her input in the TOL process. 

 More time spent addressing what was learned in ALDS and how the 

organization would like for us to implement. 

 During supervisors meetings 

 It was good involvement 

 Setting a regular time to meet and sticking with it throughout the training series. 

 Our supervisor was very involved. 

 

AT THE WORKPLACE: What effects did ALDS participation have on your workplace? Can 

you recommend any strategies for minimizing any negative impact resulting from time away 

from work? 

 My staff was excited to hear about what I was learning. 

 How about a blog?  Or an online discussion so the participants can still share and 

get feedback without having to be away from their regular work. 

 Workload, that is unavoidable 

 Sharing with staff and supervisors has been very helpful. 

 Giving a pre test to the staff and information as to the training so that the staff 

understand the reason we are taking the training. 

 No huge impact except I did have to miss at least one session as we are a very 

small county with only 2 supervisors both attending the training thus leaving no 

one behind to handle time sensitive work. 

 It has directly impacted caseload size and avenues to present change requests.   

For minimizing time away, maybe condensing the material to presentation, 

display of learned material, and no lab. 

 Positive effects, overall.  Yes, time spent away from the office, for both 

supervisors, has had an impact, but not insurmountable. 
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EVALUATION: Please provide any suggested revisions or comments about the evaluation 

process (SurveyMonkey Surveys). 

 Fine, but this one was a little long. 

 A more concrete way of showing how we have demonstrated the learned 

material. 

 Aside from the above suggested comments, I would suggest separating the 

evaluation of the ALDS process from the training sessions. How about phone 

conferences the day after the training to capture feedback. 

 None 

 It is helpful and convenient. 

 None 

 The survey monkey surveys were easy to fill out, user friendly.    However, the 

pre and post tests were repetitive.  I know, that's probably just the format. 

 Make the surveys less complex. It takes too long to answer so many questions. 

 

FUTURE TRAINING: What would the ideal format be (number of sessions, length of sessions, 

length of time between sessions, etc) for future rounds of ALDS? 

 Eliminate the labs. 

 Difficult to say...I like the regular contact and it did provide a good opportunity 

to network with colleagues from our neighboring counties. 

 All full day sessions, one time per month, for 1 year. Handout the books prior to 

the training with an expectation that participants will read them in advance. 

Have specific challenges/homework assignments and hold participants 

accountable to complete the homework and give feedback as to the process. 

Engage participants. We are all very busy and need to be pulled in. As the 

process unfolds and participants are held accountable they should begin to see 

and feel the benefits of the process. 

 I think you can reduce the duration of the training by having the training and lab 

within the same month. 

 It was good 

 I think that all participants of ALDS should be volunteered, not mandated to be 

there.  I felt like those who had not volunteered were a bit more resistant to the 

material presented at first.    I think the training should be no longer than 6 

consecutive months.  There could be two series of 6 months trainings, with a 

break in between, to accommodate for all of the training topics.  However, this 

just seemed like a very long training series to me.    All training days should be a 

full day (9 to 4 pm). 

 6 sessions are about right. 
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FUTURE TRAINING: What other format would you suggest that could create a balance 

between skill development for the participant and the needs of your counties during their 

absence? 

 Vary the venues. 

 More emphasis on display of skill development. 

 Perhaps there could be some active role reversal where supervisors fill in as 

upper management and vice versa and this could be part of  the training. I see 

value in having all supervisors from a a specific program within each county 

attending the training as a group for shared learning and accountability but this 

does leave the shop unattended. 

 None 

 Alternate the times supervisors are out.  Not sure though, because the group is 

important. 

 None.  Thanks! 

 More time to process skills learning and obtain feedback from others. 

 

 

  



Advanced Leadership Development for Supervisors: Overall Evaluation 
TRAINING EVALUATION REPORT 6 

 

11 | P a g e  

 

TABLE 3: OPEN-ENDED PROMPTS – SUPERVISOR SURVEYS 

Please describe in what ways ALDS has affected, both better and / or worse, your employees 

performance at work?  Consider the participants as well as the staff they supervise. If so, please 

describe. 

 The time away from work seemed to frustrate the supervisors. 

 Overall, ALDS was enjoyed by my staff who attended. They liked the interaction 

with the trainers as well as the neighboring County employees. I believe they 

considered each topic and attempted to engage in discussion about the concepts 

they learned. They were able to employ some of these concepts. It was a strain to 

have two of my ER Supervisors out of the office on the same day, especially 

when each of my ER Supervisors are involved in other trainings as well. They 

also stated that there was much reading and due to time constraints were not 

able to read it all. In addition, time constraints also affected my ability to meet 

with them directly after trainings and discuss the material. 

 

What recommendations do you have about how the ALDS training program could be 

strengthened? What needs to be changed or improved? How would these changes impact their 

effectiveness as a supervisor? Consider timeframes, commitments, expectations, processes, 

location. 

 I think training would be more effective on-site with supervisors and or their 

staff and supervisors involved in the process. 

 I would recommend some time set aside for the managers to work directly with 

their supervisors, perhaps in the training labs each month to see what was 

learned and how they would like to apply it. 

 

Which modules/topics were the most successful in improving the knowledge and skills of your 

employee? How do you determine/measure this? 

 Don't know. 

 All of the topics were well received by my staff. Each of them enjoyed and took 

away different things from the modules. 

 

Which modules were the least successful in improving the knowledge and skills of your 

employees? How do you determine/measure this? 

 Don't know 

 All of the topics were well received by my staff. Each of them enjoyed and took 

away different things from the modules. 
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What modules/topics would you like to add to ALDS? Clarify whether this is to replace existing 

topics, add to an ongoing program, or provide as future supervisor advanced trainings. 

 Might combine some - not necessarily eliminate 

 

What would the ideal format be (number of sessions, length of sessions, length of time between 

sessions, etc) for future rounds of ALDS?  

 Don't know 

 

What other format would you suggest that could create a balance between skill development for 

the participant and the needs of your counties during their absence? 

 Working in the county with those folks that work together on a daily basis 

 

How else might CCTA assist supervisors in continuing their skill development? 

 Not sure 

 

 

 


