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AND PERFORMANCE

EVALUATIONS

(ritten/Oral Evaluation


Written tests are the most frequently used means of measuring how well trainees achieve objectives.  They measure knowledge of facts, principles, theory, or procedures.  A written test is more appropriate to measure knowledge-oriented objectives -- either task knowledge (procedures) or subject knowledge.


You can check the results achieved by your trainee on the Volume Review Exercises/Unit Review Exercises and Course Examination of the Career Development Course (CDC).  These results may indicate areas where the trainee needs more assistance.


Should you decide to construct your own written tests, be sure you are familiar with proper test construction techniques.  A good source is AFM 36-2236, Guidebook for Air Force Instructors.


Oral Evaluations, or verbal questions can be used throughout the training process.  They are particularly useful to correct misconceptions on the spot and move the learning process in the right direction.  They help get and maintain the trainee’s interest, stimulate and guide their thinking, determine attitudes, and develop deeper understanding.

(erformance Evaluation


Performance evaluations are assessments of the trainee’s qualification to do a task.  They are based on the observation of performance against the “Go/No Go” standard.  This means that you will watch the trainee do the task to make sure that he or she does it correctly in terms of procedures, timeliness, performance, and safety.  It must be done without assistance.

The following are some hints for conducting Evaluations:


1.  Be prepared!



a.  Make sure that you know and have the objective firmly planted in your mind.



b.  Be sure you have all the supplies, equipment, and technical references you need before starting.



c.  Make sure that the environment and place you choose to conduct the evaluation fits as closely




as possible to “real world” conditions of the task.


2.  Brief the trainee on exactly what is expected.


Make sure the trainee is aware of how well, how fast, and in what order the task should be



completed.  Consider using written directions.


3.  Make sure that your evaluation measures only what it is supposed to measure.


Avoid leading the evaluation into areas that don’t reach that goal.  Avoid leading the evaluation



into areas that don’t reach that goal.  If a task calls for using a technical order on the job, there is



no reason to see if the trainee has memorized the steps in the process.
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4.  Be objective.  Keep control of your own personal opinions and 

feelings about the trainee or the task being evaluated.  Your



goal is to give a fair assessment of the trainee’s ability.


5.  If the entire task is too large for you to check every single point or process, select a liberal sampling



that includes the steps that are key and critical to the task to be accomplished.


6.  Know your task well enough to be able to detect minor differences in ability as you watch the trainee



do the task.  This will give you insight into where and how much more training may be necessary.


7.  Make sure your evaluation is practical.  It should be simple, clear, and concise, and shouldn’t require



an excessive amount of time, money, and effort.


8.  When asking questions, limit them to one idea.  Make them clear, to the point, and challenging so



that the 
trainee’s thinking will be guided and stimulated.  Other techniques in questioning should



include:



a.  Adapt the question to the ability of the trainee.  Avoid asking questions you know would only




add confusion.



b.  Use “How” and “Why” questions to prevent “Yes” or “No” responses.  Questions that require




only a yes or no for an answer are a needless waste of time.  You want the trainee to think




about the answer and, when answering, tell you why it is so.



c.  Allow a reasonable amount of time for answering.  Don’t force or “pump” immediate




responses.



d.  Avoid leading or catch questions as well as those that are not about the training.  Using these




types  of questions will only destroy confidence and cause mistakes.


9.  Review results of the evaluation with the trainee as soon as possible after you have conducted it.



Learning requires feedback.  Training requires motivation.  A critique of the trainee’s strengths



and weaknesses will stimulate both.

