
  

Types of skills training needed 
Since hiring the supervisors for their technical abilities and longevity, the key skills that the supervisors are 
missing are the soft skills that are often the difference between a subpar/average supervisor and an excellent 
supervisor. Specifically, skills already identified include:  

Performance management. 
Supervisors will learn how to use forward thinking by “asking leaders what they’d do with their 

team members, not what they think of them” (Buckingham & Goodall, 2015). 

Team leadership. 
Supervisors will learn how to build collaborative teams that include developing leadership skills 

that are both task and relationship oriented plus how to form and structure teams through clearly defined 
roles and heritage relationships (Gratton & Erickson, 2007). 
Conflict management. 

Supervisors will learn how to manage conflict among employees with advanced communication 
skills. 

Change leadership. 
  Supervisors will learn how to lead their employees through organizational changes. 

Supervisory skills.  
Supervisors will learn the skills needed to supervise daily tasks of their employees. 

Leadership skills.  
Supervisors will learn advanced leadership skills so that they can coach/mentor their employees, 

learn how to delegate, and even crisis management (Mar, 2016).  
In addition, it is also necessary to consider other soft skills including:  

Communication skills. 
Through the development of this soft skill, supervisors will learn how to improve verbal, visual, 

and written communication before moving on to intermediate skills of interviewing and presentation 
skills (Mar, 2016). 
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Interpersonal skills. 
Through the development of this soft skill, supervisors will learn how to improve networking 

skills, navigating office politics, and personal branding (Mar, 2016). 

Personal skills. 
Through the development of this soft skill, supervisors will learn how to improve their emotional 

intelligence, self-awareness, stress management, assertiveness, taking criticism, and adaptability (Mar, 
2016. 

Influencing skills. 
Through the development of this soft skill, supervisors will learn how to improve their 

motivating, collaborating, negotiation, and persuasion skills (Mar, 2016). 
These additional soft skills are necessary to maximize the benefits of all the other skills needed.  

Most effective methods for delivering the training 
The training methods that will be most beneficial to increase the skill levels of the supervisors are bi-fold.   

First, use a single-concept learning model for training of the new skills. Meyer (2014) describes single concept 
learning as “the idea [is] to break learning up into narrowly defined topics – call[ed] ‘thin slices’ – and have 
managers use short, online videos to teach people one concept, designed to drive one behavior change and 
achieve one desired result.” This learning model is similar not only to how Khan Academy is set up, but it is 
also similar to how ALEKS is set up as well, which is based on knowledge space theory (Meyer, 2014; 
Research Behind ALEKS, n.d.).  

Falmagne, Cosyn, Doignon, and Thiery (n.d.) explain that we have two states of knowledge in learning, an 
inner fringe and outer fringe of knowledge. The inner fringe of knowledge is that which we already know and 
the outer fringe of knowledge is that which we are ready to learn (Falmagne et al., n.d.). If using a pie chart to 
track progress, slices (skills) will begin to fill in after gaining knowledge, and new slices (skills) will open so 
that students can start new concepts. Falmagne and colleagues (n.d.) note that this creates a unique learning path 
for each student.  

For instance, in this supervisor training, it is necessary to have a foundation in soft skills before moving on to 
advanced skills. If determined through an assessment that the supervisor has many of the soft skills in their 
inner fringe, then that slice of the pie chart will begin to fill and open other pie slices. If, for instance, a 
supervisor has knowledge in communication, but not negotiation, then after completing the assessment, or the 
communication training, if necessary, new slices will open, but conflict management will remain closed until 
the supervisor completes the negotiation training. 

Within this single-concept learning model, it is possible to utilize e-learning, instructor-led training, and 
informal learning methods (Silver, 2015). E-learning will be used to assess all skills, review, and teach many of 
the core skills needed before moving on the advanced skills. Using instructor-led training for training allows for 
all of the supervisors to be trained at once in a group setting. By offering informal learning, it gives context to 
the formal learning (Eraut, 2000).   
Second, a coaching/mentor program will pair new supervisors with experienced management to reinforce the 
new skills further, provide positive reinforcement, and ongoing hands-on training.  

Reasons selected training methods are most effective 
The single-concept learning model is most effective as it prevents supervisors from becoming overwhelmed 
with learning new skills all at once (Meyer, 2014). 
E-learning is “effective in making receiving data or instructions an enjoyable experience” (Silver, 2015). 
Instructor-led training allows for interaction and role-plays to reinforce advance skills (Silver, 2015). 



With informal learning, when supervisors have the opportunity to “practice tasks in the context in which they 
actually perform them,” Eraut (2000) says, “that, in turn, facilitates learning.” 
Regarding coaching/mentoring, in her article on training methods, Dodge (n.d.) says, “it gives trainees the 
chance to ask questions and receive thorough and honest answers - something they might not receive in a 
classroom with a group of people.”  

Desired results from training 
The desired result of the training is to not only general improvement of soft skills that build a solid foundation 
that allow for advanced managerial skills, but also help the supervisors excel in their positions so that it makes a 
positive impact on the company’s bottom line. Four of the results from the training includes: 

 Soft skills: At the end of training supervisors will have a firm foundation in soft skills including 
communication skills, interpersonal, personal skills, and more to prepare supervisors for the advanced 
supervisory skills. 

 Leadership skills: New leadership skills will give the supervisors the ability not just to manage, but lead 
their employees by example. Plus, leadership skills that specifically give the supervisor the ability to 
handle team dynamics and issues. Finally, supervisors will have the skills necessary to lead their 
employees through changes that occur within the organization. 

 Conflict management skills: Supervisors will gain the skills needed to handle conflict with employees 
properly. 

 Performance management skills: Supervisors will gain skills needed to manage the performance of their 
employees including how to nurture their employees’ performance towards promotion. 

Anticipated barriers to training 
There are three anticipated barriers to learning with this training: time, fear, and lack of purpose (Messenger, 
2012).  

Time.  
Messenger (2012) says “for people to find separate time for training, leaders need to demonstrate, rather 
than just assert, that learning is a priority.”  

Fear. 
To eliminate the fear of learning gaps, Messenger (2012) suggests that “leaders share their curiosity in 
order to inspire the rest of the team and openly discuss the gaps in their own knowledge.” 

Lack of purpose. 
If employees do not feel as though what they do matters, then they may not see the importance of 
learning new skills. Messenger (2012) gives a recommends that “new skills be immediately applicable 
to real-world challenges, […], and that organisations give their employees a reason to acquire new skills, 
by connecting the daily task to a larger purpose that is inherently meaningful.” 
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