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INTRODUCTION


An undertaking should be considered like a living organism. In order to exist, each „form of life“ must develop itself further. May this be by experiencing and collecting of experience or through specific transfer of knowledge.


The most effective approach to improve the organization is certainly the training of the people or employees, who ensure the core business. In the example of a production plant, these are the workers or production employees.


However, the difficulty is to implement the transfer of knowledge in a regulated and controlled or structured manner. Similarly subjects like wage structure and function allowances as well as the desire of the undertaking to make progress are always present. May this be professional, personal, methodical or hierarchical.


With limited availability of personnel in the market, training programs are a decision criterion to decide for the one or the other undertaking. Training programs should be accessible to every employee, or when considered further, they should be a wish or demand of the management to accompany the program actively and implement it.


Similarly, the career path is an important component in the training management of a production unit.


There is not only the management or leadership career. Also, the expert or specialist career is an attractive career path for the employee, when this is correspondingly communicated and lived.



Objective of the worker development program:


To establish a standardized training and development management, the objective of which is to ensure the success of the undertaking. Through an all-encompassing further development of the individual employees, considerable improvements are achieved in the areas of work safety, quality and productivity, which then reflect in the field of costs. Only when the employees know their tasks, responsibilities and objectives, a targeted focusing on the objectives of the undertaking and their achievement is enabled.



Purpose of the worker development program:


The purpose lies in the fact that the market is serviced at optimum cost, as far as possible without waste, or justice is done to the requirements of the market. Especially the availability of or the delivery periods of products are an important success factor, which can be ensured only on a broad level. Market leadership can be achieved only then, when the entire organization knows as to which functions and responsibilities every individual has.


„The enabling must come before setting up the objective and it should be experienced from the 1st day.“




DELIMITATION / GENERAL



CAREER PATHS


There are essentially 3 (+1) career paths within production organization at the worker level, which acts in the team-oriented organization structure:


1. The flexible or broad orientation


2. The management orientation &


3. The experts orientation and


3.1. The Trainer as Multiplicator (Experts orientation)


Each of these orientations has the same importance and the same significance for the undertaking. The positions and task areas are connected with each other and dependent on each other. Excepted from this is the career path of the management personnel in agile organization structures.





THE EXPERTS ORIENTATION


The expert orientation envisages that an employee acquires a very deep knowledge in a particular process. This can be achieved only with great difficulty over several processes, since the depth of knowledge is very high and in order to stay up to date, the employee must continuously confront himself with the subject. For the expert it is important to develop himself further steadily and sustainably. If an expert possesses the capability to be able to give his expertise further, then the expert should be trained to become a trainer. Through the knowledge transfer by an own employee, a multiplicator is established in an undertaking, who promotes other employees and thus the entire organization experiences a value addition, which comes from within the organization.





THE TRAINER AS MULTIPLICATOR


The career path Expert is the pre-requisite for the Trainer Status. However, not every expert can also provide knowledge and therefore he also cannot carry out the function as trainer. For the success of this role, it is necessary to have the will and the competence to be able to share his/her knowledge. Many experts live in the world, having to protect their knowledge, so that they cannot be substituted and show a unique position characteristic within the organization without being affected. Similarly, many are driven by the compulsion of having to achieve a special position in the undertaking in order to consolidate their status, which actually does not exist and shall never exist, so far as the management is not weak and thinks that it is dependent upon experts. Because one thing is quite clear:


„Every man and woman in an organization can be substituted and the man on the machine cannot be substituted as quickly as the manager, for whom the company is responsible. “


Especially it is the will to pass on the knowledge acquired over several years which makes up the transformation of the expert into the trainer.


The competence is already a separate aspect, because, as already remarked above, not every expert can convey knowledge. There are indeed instruction programs and trainings to learn this, however, more than this is necessary. The basis of this capability as also the recognition that passing on of knowledge represents a considerable further development of the entire organization and thus strengthens the competitiveness or secures the jobs must be promoted or supported by the management. No expert shall be questioned or substituted because he passes on knowledge. On the contrary, an expert, who is ready to pass on his knowledge to the organization, is one of the most valuable employees in the undertaking. Not as a special case and not as irreplaceable, however with respect and recognition of his performance and his contribution, which he is ready to perform for the undertaking.


The schooling of experts to trainers should be done in a previously compiled training program. The Training to Trainer should perhaps be considered externally. The external trainings have for instance an independent manner to convey knowledge. The would-be trainers have the possibility in a “protected space” to ask free questions, to carry out role-plays and to conduct exchange of experience with other participants, without this in any way coming up within the own organization, in which the future trainer is active. Not that this would be undertaken, however, the internal fear is always present that everyone hears everything or notices it. Therefore, during internal programs many employees hold themselves back, since they are worried to be noticed negatively and this has an effect at a later time. What does not take place in most of the organizations, however, the thought of safety to endanger one’s working place in some way or the other is present in many heads, whether confessed or not. In case of an external event, to a certain degree, this is not the case, however, the trainer himself decides this with his action.
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