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Abstract

Effective training is considered as an important factor in determining the efficiency of an organization which depends upon
the capability of its employees. For training evaluation to be truly effective, the training and development itself must be
appropriate for the person and the situation. Even though evaluation is listed at the last phase, evaluation actually happens
during all the phases. It is used during the training process to evaluate the training process itself. Evaluation is not just for
the trainer or organization it is absolutely important for the learner too. The purpose of this paper is to provide information
to evaluate and improve the effectiveness of training.

Introduction

1.1. Training

Training can be stated as the methods which are imparted to the employee in fulfilling the organizational goals.
Organizations involving in the evaluation of training effectiveness are not only responsible for what the employees learn but
they need to see that the knowledge which the employee gained is being applicable in their work performance. so, Training
and its regular evaluation would definitely make an organization to stand in the lime light in achieving the objectives.
Organizations invest huge amounts for their employee training

Key Elements of Training Program Effectiveness
1. Training environment
2. Training Design and Devel opment
3. Training Delivery
4., Training |mplementation
5. Training Evaluation

1.2.1. Training Environment:The knowledge and skills of the trainee would also contribute in identifying whether the
training process is effective or not. It also depends upon the organization to what extent it supports its employee in the
training process. If the company refers to training as basic this won’t yield much results. On the other hand if it refers training
as advanced it would make trainees get motivated resulting in good performance.

1.2.2. Training Design and Development:In this stage, the organization should identify the skills and knowledge of the
trainee. For this it requires properly designed and developed training. Even though properly designed and developed, the
training would go waste for those people who already have knowledge on that job resulting in waste of time.

1.2.3. Training Delivery: Thisinvolves some set of activities and methods to evaluate training delivery effectiveness.

1.2.4. Training Implementation: This is in fact a critical step in getting the resources allocated by the management in an
effective manner. It addresses some activities and methods which ensures that training to be developed for better performance
of the employee.

1.2.5. Training Evaluation:This helps in assessing to what extent the training and development efforts contribute to
improved performance and results (it evaluates the employee basing on his performance).Evaluation is the fundamental
aspect of good program management at all levels. In the process of evaluation we first need to monitor the things. So both
monitoring and evaluation come together.

Literature Survey
2.1. Levels of Monitoring and Evaluation Include
Input (resources, supplies, staff)
Process (activities)
Output (services knowledge)
Outcome (risk behavior, handling the situations)
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2.2. Purpose of Training Evaluation
The five main purposes of training are:
Feedback: It helps in giving feedback to the trainees by defining the objectives and linking it to their learning outcomes
and performance.
Research: It helps in finding out the relationship between acquired knowledge, transfer of knowledge at the work place,
and training
Control program: It helps in controlling the training program because if the training is not effective then it can be dealt
with accordingly with some advancement.
Power games. At times, the top management (higher authoritative employee) uses the eval uative data to manipulate it for
their own benefits.
Intervention: It helps in determining that whether the actual outcomes are matched with the expected outcomes.

2.3. Process of Training Evaluation
Before Training: The learner's (trainees) skills and knowledge are assessed before the training program itself. In the
initial stage of training, candidates generally consider it as a waste of resources because most of the times they are
unaware of the objectives and learning outcomes of the program. Once aware, they are asked to give their opinions on the
methods used and whether those methods are preferred and applicable of their learning style.
During Training: It isthe phase at which instruction is started. This phase usually consist of short tests at regular intervals
and monitoring their daily performances.

After Training: It is the phase when learner’s skills and knowledge are assessed again to measure the effectiveness of the
training. This phase is designed to determine whether training has had the desired effect at individual department and
organizational levels. There are various evaluation techniques for this phase

Techniques of Evaluation
The various methods of training evaluation are:
1. Observation
2. Questionnaire
3. Interview

Observations: The work behavior of the trainees is observed before, during and after the training. The trained observer
observes and records the behavior of the trainees. The evaluation would be regarding communication and speaking,
presentation skills, time management and productivity, customer service, negotiation, creativity and critical thinking etc.

Questionnaire: It consists of some questions in the form of multiple choices or rating scales which would be given to both
the trainer and learner. In some cases this would also be given to the supervisors in order to evaluate the effectiveness of
training regarding the learner.

Interview: Interviews can be either structured or unstructured. Structured interviews consist of predetermined questions
where as unstructured questions starts with basic questions and would go on depending on the interviewer in response of the
learner. Though it is time consuming it gives the exact mind map of what the learner thinks. at times interviews can also be
donein groups of 5-12 in order to obtain qualitative information.

4.0 Training and Development Techniques

Asthere is always a scope for continuous devel opment, several training methods have proven highly effective and are widely
accepted in improving the Technical Skills and communication skills of the employee. These training methods include on-
the-job training, role playing, self- instruction, team building games and simulations, computer-based training, mentoring,
and job rotation. Any further development to these methods would yield good results.

4.1. On-The-Job Training

Thisis one of the most common and least expensive training and development techniques which is followed by most of the
organizations. On job training is the process of learning skills while working where the employees obtain the knowledge and
skills for the completion of their tasks through a systematic training program. Research indicates that employees gain
approximately 80 percent of their work-related knowledge and skills on the job itself. Structured OJT involves having an
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experienced employee train a new employee at the work site and having the new employee receive feedback, advice, and
suggestions from coworkers and trainers. Implementing a structured OJT program involves five basic steps:

Analyzing the tasks and skills to be learned

Selecting, training and supervising trainers.

Preparing training materials.

Conducting an OJT program; and

Evaluating the program and making any necessary improvements or modifications.

agrwONE

4.2. Role Playing

In role playing, trainees are put into various roles and play out that role within a group in order to learn and practice ways of
handling different situations. A trainer creates a scenario that is to be acted out by the trainees and is guided accordingly by
the trainer. Here the trainees receive immediate feedback from the trainer and this helps them allowing better understanding
of their own behavior.

4.3. Self-Instruction

Self-instruction refers to an instructional method that emphasizes on individual learning. In self-instruction programs, the
employees take the responsibility for their own learning. This helps the trainees to have a great control over topics, the
sequence of learning, and the pace of learning. Forms of self-instruction include programmed learning, individualized
instruction, personalized systems of instruction, learner-controlled instruction, and correspondence study. For self-instruction
programs to be successful, employers must not only make learning opportunities available, but also must promote interest in
these learning opportunities. Self-instruction allows trainees to learn at their own pace and receive immediate feedback. This
method also benefits companies that haveto train only afew people at atime.

4.4. Team Building

Team building is the creation and maintenance of effective work groups with possesses similar goals and objectives. Team
building is a formal process of building work teams with objectives and goals, facilitated by a third-party consultant. Every
individual working in teams share the work equally. Team building provides a structured, guided process whose benefits
include a greater ability to manage complex projects and processes, flexibility to respond to changing situations, and greater
motivation among team members.

4.5. Games and Simulations

Games and simulations are structured competitions and operational models used as training situations to reflect the real-life
scenarios. The benefits include improvement of problem-solving and decision-making skills, a greater understanding of the
organization the ability to study actual problems, and the power to capture the trainee’s interest.

4.6. Computer-Based Training

In computer-based training (CBT), computers and computer-based instructional materials act as the primary medium of
instruction. Computer-based training programs are designed to facilitate the learning process for the student. Primary uses of
CBT include instruction in computer hardware, software, and operational equipment. The last is of particular importance
because CBT can provide the student with a simulated experience of operating a particular piece of equipment or machinery
while eliminating the risk of damage to costly equipment by a trainee. The use of computer-based training enables a training
organization to reduce training costs, while improving the effectiveness of the training.

4.7. Mentoring

Mentoring refers to programs in which companies select mentors also called advisers, counselors, and role models—for
trainees or let trainees choose their own. When trainees have questions or need help, they turn to their mentors, who are
experienced workers or managers with strong communication skills. Mentors offer advice not only on how to perform
specific tasks, but aso on how to succeed in the company, how the company's corporate culture and politics work, and how
to handle delicate or sensitive situations. Furthermore, mentors provide feedback and suggestions to assist trainees in
improving inadequate work.

4.8. Job Rotation

Through job rotation, companies can create a flexible workforce capable of performing a variety of tasks and working for
multiple departments or teams if needed. Furthermore, employees can cultivate a holistic understanding of a company
through job rotation and can learn and appreciate how each department operates. Job rotation duties encompass typical work
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performed under the same conditions as the employees of the departments experience. Because of the value some companies
place on job rotation, they establish permanent training slots in major departments, ensuring ongoing exposure of employees
to new tasks and responsibilities.

4.9. Performance Appraisal

Appraisal isthe evaluation of worth, quality or merit. In the organizations context it is the systematic eval uation of personnel
by superiors or others familiar with their performance. The role of performance appraisals is not limited only to make
decisions about salary increase but it helps to arrive at many decisions which include: salary increase, Promotion, Training
and Devel opment, Feedback, Pressure on Employees.

Results

This is the final results that occur. It measures the effectiveness of the training program. That is, “What impact has the
training achieved?” These impacts can include such items as monetary, efficiency, moral, teamwork, etc. As we move from
level one to level four, the evaluation process becomes more difficult and time-consuming; however, the higher levels
provide information that is of increasingly significant value.

Survey
This survey was done in a media company. The organization assesses its training methods and develops a robust and
effective practice.

The following are the courses offered in the training program:

SL No Training Topic No of Respondents
1 Interviewing skills 30
2 Writing skills 30
3 Reporting skills 30
4 Editing skills 30
5 Story Structure 30
6 Leadershipskills 30
7 Technical skills 30
Social mediaand digital skills
8 30
Photography, storyboarding and video-
9 editing skills. 30
10 Packaging story 30
1 Personility Development 30

The survey was conducted on a sample of 30 associates. Feedback from the trainees on the training in each individual course
and on the overall training was taken from the associates.

8.1. Questionnair e on Effectiveness of Training on Each Course
Given below are some statements. Indicate your opinion on the statement in the rating scale of 5 to 1 based on your
experience. Therating scale:
5- Excellent 4-Very Good 3-Good 2-Poor 1-very poor
Feedback form: This has filled by the trainees after the completion of each ¢
Course during the training program.
Three learning’s from the course: Comments/Suggestions
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To evauate the effectiveness of overall training, a questionnaire has been collected from the associates after the
completionof4-months training.

5
Ha

IDHiffesemnt gueastions

Exsl-
l=mn5s

Wy
oad
Lt

oo
L3

Poaor

2

R
paar
£13

E=tent to which
=inins
environiment is
HErrarabl=

-

Tradnings helpsd in
E=ilinE 3w NN =ss
ofthe latest tre=nds
in sofware fAeld

7]

Acoess oo the omlins
s=tegial

—

Eharinzsaf
infomeadion

Time= 2llott=d om
ooy frs
praj=ci” Ahe prajec
dane dorinsthe
IrEininz

Evzlnztan oftha
projsct

Exverm o widch von
are satisfed writh
ihe postings

Felevancs aof the
tr=iningto the
cnrrently pursnesd
jab

0

Crppormmity
providsd ta
implemenit the skills
le=mt

14

Exvem to wikch von
2 satisHed writh
ih= domein

11

Snossstians
provided by the
imstmciors dorins
evalnation afthe
pIaject

Extent ra which
HEinin e prosyr=an
bronshit aont the
chano=in my
beharian P

Extent to which
tranines prosy=an
braonsht ont the
han o= in oy
technigmes

Sanpport of th=
ars=niz=rion
™o the continoons
cantaot with the

I wronld sometismes
e pravided writh
ithe traiminsT sk for

E=xtent o which
EENINE st oy
Expeot=tiaons

Extenit to which
H=inin=shelps e m
ooy Fotonse caseer

International Journal of Multidisciplinary Research Review, Vol.1, Issue - 27, May-2017. Page- 102



. h IIMDRR
Research Paper E- 1SS\ -2395-1885
Impact Factor: 4.164 | SSN -2395-1877
Refereed Journal
Results
Responses For the questionnaire:
The content of the course
MNO.OF RESPONDENITS
026 qos 0%
L = ExceHent
=V ery Good
= Good
= Poor
B Very Poor
Timeallotted for the course
NO.OF RESPONDENTS
1392 0% 0% m Excellent
m Very
Good
m Sood
Quiality of the Material Provided
NO. OF RESPFONDENTS
0% 0%
= Ecellent
= Very Good
=m Good
m Poor
= Very Poor
Instructor s K nowledge about the Subject
NO.OF RESPONDENTS
0% 0% m Excellant
m VVery Good
= Good
m Poor
= Very Poor
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Illustration by practical examples

NO.OF RESPONDENTS

1325 O%% 0%

m Excellent
m Very good
= Sood

m Foor

m very Poor

Presentation methods

NO.OF RESPONDENTS

0% 0% 0%
m Excellent

m very Good
m Good
m Poor

m vVery Poor

Communication skills

NO.OF RESPONDENTS

794
0%
0% m Excellent

m vVery Good
= Good
= Poor

m Very Poor

Questions handling
NO.OF RESPONDENTS

10% 9% 10%
m Fxcellent

= Very Good
= Good
m Poor

= Very Poor
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Interaction Of the trainer with the trainee
NO.OF RESPONDENTS

0% 0% 10%%

B Excellent

= Very Good
Good

7%
3 m Poor

= Very Poor

10. Conclusions
From the above feedback the conclusions that were drawn include:
Training environment is favorable.
Material provided was good.
Training offered a mix of pedagogical and technological experience to deliver
effective solutions.
The learning phase is evaluated by conducting test before and after training.

agrwONE

References

1. Kirkpatrick, D. L. (1975). Techniques for Evaluating Training programs.Evaluating training programsD. L.
Kirkpatrick (ed.) Alexandria, VA: ASTD.

2. Craig, Robert L., ed. Training and Development Handbook: A Guide to Human Resource Development. 3rd edition.
New York: McGraw-Hill, 1987.

3. Alliger, G. M., Janak, E. A. (1989). Kirkpatrick's levels of training criteria: Thirty yearslater. Personnel Psychology,
42 (2), 331-342.

4. Bushnell, D. S. (1990). Input, processing, output: A model for evaluating training. Training and Development,
44(3), 41-43.

5. Jacobs, Ronald L., and Michael J. Jones. Structured On-the- Job Training.San Francisco: Berret-Koehler Publishers,
1995.

6. Schalock, R. (2001). Outcome based evaluations (2nd edition). Boston: Kluwer Academic/Plenum.

7. Stufflebeam, D. L. (2001). Evaluation models.San Francisco: Jossey-Bass.

8. Evaluation Techniques that work, Training and development journal.

9. Boehle, S. (2006). Are You Too Niceto Train? Training Magazine.Retrieved from web Feb. 8, 2009.

10. Human Resource Management- T.N.Chhabra.

International Journal of Multidisciplinary Research Review, Vol.1, Issue - 27, May-2017. Page- 105



