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IMPORTANCE OF THE EFFECTIVENESS OF TRAINING
FOR BUSINESS ORGANIZATIONS
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1- INTRODUCTION
In the past many organizations have treated their training as a fringe activity.
In other words, training was regarded as an activity which was only designed for the
sake of the employees and from company's point of view it was only the employees
who benefited from it. But in recent years it was widely accepted that, training was
an integral function of an any type of organization and it is a must for the companies
for creating a more productive work force, who will in return will be more effective
in achieving organizational objectives.
When we talk about training first of all we come across with different definitions of training:
"Training is the systematic development of the knowledge, skills and attitudes
required by an individual to perform adequately given task or job" ı
"Training is the organized procedure by which people learn knowledges and
skills for a definite purpose"2
"Traiiıing is the process of transmitting and receiving information related to
problem solving"3.

"Training is a learning experience, in that it seeks a relatively permanent
change in an individual that will improve his ability to perform on the job" 4 .
"Training may be defined as any procedure initiated by the organization to foster learning among organizational members"5.
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While defining training it will be useful to give the difference between education and training. These two concepts are interrelated but not the same thing.
Education, which usually takes place in highschools, universities aims to develop
individuals by providing them general knowledges and qualifications that can be
used throughout their life time. So education is a "conceptual learning" whereas
training is a "skill learning"6, because aim of the training programs is to give specific skills and qualifications to the employees which are necessary for performing their
tasks and duties with maximum eftectiveness.

II- TRAINING OBJECTIVES
Organizations implement training programs by taking several objectives into
consideration. These objectives are7;
A) Adapting new employees to the job
B) Problem solving
C) Reducing the learning time
D) Creating loyal employees
E) Developing employee skills
F) Preparing the employee for higher levels in the organization

A) ADAPTING NEW EMPLOYEES TO THE JOB:
When people begin new jobs they are unfamiliar with the policies, practices,
working mechanism within the organization. So organization need to give them general information on these aspects. At the same time during their fırst few days
employees form their fırst impressions about the organization. These first impressions are very important for future performance, productivity and job satisfaction of
the employees8. So it is beneficial for the companies to give orientation training to
their employees.

B) PROBLEM SOLVING:
Training the employees may help them to gain self confidence and feel secure.
Also during training sessions cooperation and respect among the peers may increase,
good human relations can be established between the superiors and subordinates. All
these positive effects of training may result as reduced turnover, absenteesm and
griviences within the company9.
C) REDUCING THE LEARNING TiME:

Usually at the end of each year, actual performances of the employees are
assessed by Performance Evaluations. If actual performances are below the standart
Management, 4th
6 ROBERT L.MATHIS, WOHN H.JACKSO N; Personnel: Human Resource
Edition, West Pub. Co., 1985.
7 IBID, DALE S. BEACH, p.244.
Management, 2nd
8 MICHAEL R. CARRELL, FRANK E. KUZMITS; Personnel: Human Resource
986.
l
Co.,
Pub.
Merrill
Ohio,
Edition, Colombus,
9 IBID, DALES. BEACH, p.246.
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performances, this means that the company has to take some corrective action to
close this gap. Here training comes into scene. If training programs are held under
controlled leaming situations and conducted by qualifıed instructors, leaming periods of the employees to reach desired performance level can be reduced and company becomes more productiveıo.

D) CREATING LOYAL EMPLOYEES:
All of the organizations want employees who are loyal to their company and
who conform with the company's values and objectives and work for their achievement. So, one of the aims of the training programs is to direct the attitudes of the
employees towards the company's goals ı ı.

E) DEVELOPING EMPLOYEE SKILLS:
Today, technological changes and developments are so wide that sometimes it
leads to the change of the composition of the job totally. So the company needs to
develop and update the employee's skills to fit the necessities of the j ob 12 .

F) PREPARING THE EMPLOYEE FOR HIGHER LEVELS iN THE
ORGANIZATION:
As we've said before, training develops the skills of the worker so it becomes
easier for him to get higher responsibilities. ln a way training prepares employees for
promotion13. In an organization without such training programs, tumover rate and
loyalty of the employees to the company will be very low, because lack of opportunity for advancement will frustrate the employees.
After listing the objectives of training programs, in order to conclude the matter, we can say that in broad terms training has 2 major objectives. First, to provide
knowledges, skills and attitudes to the employees, so jobs can be performed more
productively. Second, to help the individual to reach the limits of his capacity and
performance, so he can play his role in the organization more effectively, he becomes
more creative, he can develop new methods for the organization to reach its goals. In
that sense training is an activity benefıcial both for the organization and the individual.
We can list its

benefıts

to the organization as 14:

* It leads to improved profıtability and more positive attitudes toward profıt
orientation,
*lt improves the job knowledge and skills at all levels of the organization,
1O IBID, DALES . BEACH, p.244 .
11 IBID, p.244.
12 IBID, p.245 .
13 "Training Benefits Hard to Measurc"; Computing Canada, Vol : 1O, No :20, October 1984, p.23-24.
14 M.J. TESSIN; "ünce Again Why Training", Training Journal, February 1978, p.7.
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*it improv es the morale of the work force,
* it helps people identify with organizational goals,
* it helps to create a better corpor ate image,
* it improv es relatio nship betwee n superiors and subordinates,
* it aids in organiz ational develo pment,
s,
* it aids in unders tanding and carryin g out organizational policie
ation,
organiz
the
* it provid es inform ation for future needs in all areas of
* Organization becomes more effective in decision making and proble m solvıng,

, better attitudes,
* it aids in develo ping leaders hip skill, motivation, loyalty
display,
and other aspects that succes ful worker s and manag ers usually
work,
of
quality
and
tivity
* it aids in increasing produc
tion, personnel,
* it helps to keep costs down in many areas such as produc
g compeutilizin
by
costs
tancy
consul
outside
administration. Trainin g also reduce s
tent internal consul ting,
* it aids in improv ing organiz ational commu nicatio n,
* it helps employee adjust to change,
tension.
* it aids in handlin g conflict, by helping to preven t stress and
Benefi ts of trainin g to the worker s are:
* it helps the individual in making better decisions and effective proble m solvıng,

* it aids in encouraging and achieving self-development and confıdence,
* it helps a person handle stress, tension frustration and conflict,
* It provides information for improving leadership, knowledge, communica-

tion, skills and attitudes,
* it increases job satisfaction and recognition,
interac tion skills,
*it moves a person toward s person al goals while improv ing
* it develops a sence of growth in learning,
* it help a person to develo p speakin g and listening skills,
* it helps to elimina te fear in attemp ting new tasks.

111- EVALUATION OF THE COMPANY BASED
TRAIN ING PROG RAMS
ny at the end of
Whene ver a trainin g progra m is conduc ted within the compa
arise.
ns
this progra m immed iately several questio
1. Did the trainin g satisfy its objecti ves?
of training?
2. Are our employ ees operati ng in a different way as a result
behavi our?
3. Was it trainin g which coRtributed directly to this different
our?
4. Is the learnin g achiev ed helped directly to this different behavi
e and effı
effectiv
more
ofa
tion
produc
5. Did the trainin g contribute to the
cient worker ?
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6. Did the training contribute to the formation of more effective and efficient
organization?

in short, we can say that whenever training is in question alsa its evaluation
comes into scene, because we are in need of leaming if training has achieved the
desired results . For example, if we work as trainers in a company, we will concem
the efficiency and effectiveness of the training in order to confirm that the program
we are conducting satisfy the leaming needs ofthe employees, if it is improving their
skills and helping their improvement. in the same way, training manager is also interested in the effectiveness of the training program, because this will give him an idea
about the performance of his trainers. He has also senior management above him
who are interested if the training worths its expenditures. As we see, whenever training comes into scene in a company many people are interested with the success
of this training program. lmplementation ofa training program will bring an extra
cost to the company so it must fulfill their expectations such as, more satisfied
employees with increased performance and due to this an increase in productivity
and profit level of the firm. But while trying to measure the success of training, we
should be aware of which prospects of the program should be evaluated.
- First of all content of the training course or program should be well analyzed 15 and determined if it matches with the training needs ofthe employees. Training
alsa must be up to date.
- Training methods that are chosen must be appropriate to the leaming styles
and capacity of the trainees.
- Trainers must be skillful and they must present the course in such a way that
it will encourage the leaming desire of the trainees .
- The length of the training course or program must be well adjusted to give
learner enough time to absorb the knowledges he has leamed.
- lmportant aspects of the work musn't be omitted from the training program,
but alsa the program musn't include any extra detailed information that will mix the
trainees' mindsl6.
- it must be tested if the place chosen is suitable far that training event. For
example, if trainees will be given a lecture about operation of a newly arrived
machine to the factory, this lecture can not take place in a noisy environment,
because noise may distort the leamers's attention.

111-1- PRE-TRAININ G EVALUATION
Sometimes evaluating a training event begins even before the application of
the training program. This mostly happens if it is the first time that training takes
15 PHIUPH C.WRIGHT, ALAN GORDON; "Productivity Improvement Through Training" , Canadian
Manager, Yol : 13, No: 1, March 1988, p. 2-23.
16 NANCY K. NAPIER, JOHN DELLER; "Train Right or Don't Train At Ali" , Training and
Development Journal, Yol: 391, No : 2, February 1985, p.9-93.
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place in that company. In such a case trainer has to make some assessments conceming the level of paıiicipants 17. This is mainly necessary for two reasons.
1. If the trainer knows the initial level of the participants he can adjust the
training program according to their levels.
2. If he knows the initial level ofthe employees then he can measure their final
level after the training event has taken place, and attribute the positive or negative
difference to the effectiveness or ineffectiveness of the training.
At the beginning of most training events there is an introductory sessi on where
the trainees introduce themselves. This gives the trainee an opportunity to talk so a
communication between the trainer and trainee begins. In these sessions, trainee after
introducing himself may present his position in the company and may talk about the
problems he comes across while performing his job and his personal expectations
from the training program. The participants may also be asked to write about these
and these documents will be kept till the end of training event. Trainees may behave
subjectively in identifying their needs and personal objetives, but these documents
may help the trainer a lotI&: fırst of all these warn him about the deficiencies and
problems in the group and also constitute him a base for evalualing the training event
itself. At the initial stage, if the trainer sees that the personal objectives of the trainees
are relevant to the training, by the end of the course he can test the degree of satisfaction of the trainess's objectives, if they have been satisfied it means that training
was valid and effıcient for these individuals. The opposite gives an implication about
the ineffectiveness of the training program.
At the beginning of the training course if the trainees are the new entrants to
there may be no need to test their knowledge, because they are very new
company
the
both in the c-ompany and in the sector, but if they are already working in the company applying them knowledge tests may be helpful. This may be done because of two
reasonsI9:
1. Knowledge level of the group may be determined, so the training can be
conducted according to their need.
2. Initial knowledge tests can be compared with the final knowledge tests
which can be applied to the trainess after the training has fınished. If the changes are
positive, it means training was effective and contributed to the development of the
trainee, if there is no change, it may imply 2 things. There is either something wrong
with the learning ability of the employee, or training was not well established to satisfy the needs of the employees, of course this needs further analysis.
We can test the initial knowledge of the trainee by using different type oftests.
For example,; the trainees can be subject to open answer questions in which they are
given a chance to express their knowledge concerning their job. If the training group
is composed of banktellers and they are going be trained on how to behave towards
customers, they may be given a case concerning the bad or good behaviour ofa bank
sley Pub.Co_, 1978,
17 D. LAIRD; Approache s to Training and Development, England, Addison-Wc
Chaptcr 16 _
1O.
18 LESLIE RAE; The Skills of Training, England, Gower Pub.Co., 1983, Chapter
19 IBID , Chapter 1O.
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teller towards a customer, then the trainee may be asked some questions in which he
or she can express himself. These type of questions must be carefully prepared and
well analyzed by the trainers. You can also apply other types of knowledge tests .
Binary Choice and True / False choice of tests include only Yes / No or TRUE /
FALSE types of questions2°. The advantage of these type of tests are, they are very
simple and trainers do not require many staff and time in correcting them. At the
same time it is very simple for the trainees to understand. But questions must be very
clear and carefully selected. For example, if we are tiaining some potential managers
about the methods of personnel selection, we can test the initial knowledge of ther.;ı
by these type of questions.
1. The first step in personnel selection is evaluating the application forms
YES/NO
2. lnterviewing isn't a vital process in personnel selection
TRUE / FALSE
3. For secreterial jobs, applicants must be subject to achievement tests.
TRUE / FALSE
Trainees may also be subject to tests which contains variety of answers for
each set of questions, and they have to choose the right answer (Multiple Choice
Tests) .
It is a widely accepted truth that testing the skills ofa person is more difficult
than testing his knowledge. It is more easy to test the practical skills. For example,
at the beginning ofa training event in order to predict the individual's initial skill
level, his ability to perform a manual task, his technical skills such as operating a
machine, constructing a complicated ınachine can be tested easily. But, when we
coıne to management levels it becomes more diffıcult to test the initial skill of an
invidual, and we can ınake subjective assessments if the individual is not observed at
the original situation2I. For example, if the training program was about leadership
styles, in order to evaluate the effectiveness of the training itself first of all we need
to assess the initial leadership skills of the participating ınanager. But without observing hiın in his actual work place how can we determine his ability to influence his
subordinates or his relation with theın. But at the same time we must always keep in
our mind that, instead of doing none at all it worths doing some initial evaluations
even if they are subjective. For exaınple, at the beginning a questionnaire ınay be
given and participants may be asked to rate themselves on a scale* about how succesful they think they are in number of skills such as;
1. PREPERATION OF AGENDA
Skilled

I
6

I

5

4

3

Unskilled
2

20 IBID, DONALD P.CRANE, p.227 .
21 NEIL RACKHAM ; Developing Interactive Skills, England, Wcllcns Pub. Co. , 1971, p. 10-25 .
* Thcsc qucstions arc prepared by bcnefıting from Thurstone Scale and Scmantic Diffcrcntial
Qucstionnairc.
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2. CONTROL OF MEETINGS
Well

I

I

I

6

5

4

Badly

3

2

3. HANDLING OF DIFFICULT SUBORDINATE S
Well

I

I

I

I

6

5

4

3

Badly
2

or
1. A manager is closcr to his staff than to his manager
2. A

mai:ıager's

A

Agree or agree more than you disagree

D

Disagree or disagree more than you agree

first responsibility is the care of his staff

D

A

D

A

111-2- EVALUATION DURING TRAINING
We usually evaluate the training programs both before the training event takes
place and after the training has terminated. The changes that has occurred give us
some imphcations such as:
- If training contibuted positively to the development of job related performance of the employees,
-- If behaviours of the trainees ha ve changed as a result of training,
- Was the right training program chosen?
- Were the trainers succesfull?

and ete.
But the trainer, the training committee or the training department need to know
the degree of effectiveness of the training during the time that training is taking
place 22 . This is mostly because of the need to learn if required changes that are
expected from the training are not taking place, the necessary modications can be
done without being too late. At this stage evaluation can be done by benefiting from
several techniques.

111-2-1- EVALUATION BY OBSERVATION
ln its simple form evaluation by observation can be done by the trainer. He has
a standart in his mind and by applying the training program he tries to canalyze the
trainees towards this standart. So, during training takes place he can observe the
progress of the trainees towards this standart. But thereare some pitfalls of evaluation by observation.
22 J.D .DUNN , ELVIS C.STEPHENS; Management of Personnel : Manpower Management and
Organizational Bchaviour, U.S.A ., McGraw-Hill, ine., 1972, p. 199.

202

Prof Dr. lsmail Özaslan 'a Armağan

1. The trainer or the observer can be very skilled and experienced, although he
will try to be as objective as possible in his observations there is always be some percentage of subjectivity. in order to reduce this subjectivity to a minimum level it is
better to have a group of observers instead of one. The level of subjectivity can also
be reduced by using some observational guides. For example, if the training is concentrating on the effective role ofa leader, an observational guide like the following
one can be used.

EFFECTIVE ROLE OF A LEADER23
Observe the leader during the activity and make notes of the incidents related
to the subject headings below.
Did the leader
TASK

Achive the task? How succesfully?
Analyze and define the problem?
Work to a plan?
Test ideas, proposals and solutions?
Make the best use of resources?
Use all information available?

GROUP

Brief them effectively about the task?
Reach agreement on the objectives?
Agree the group process - timing standarts, decisions,
procedures?
Summarise progress? How often? How well?
Encourage the group to work together?
Control the group?
Keep the group on the track?
Involve all the members?

INDIVIDUAL

Give each member a job to do?
Check the understanding of each individual about his job
and the task?
Investigate special skills and knowledge?
Confirm the progress of each individual?
Ignore anybody?

2. Another major problem which we may come across while observing the
trainees during training takes place is, the presence of the observers. The physical
presence of the observers may effect the performance of the leamers practising a
task. We can reduce this effect by removing the observers24. Instead a video camera
or a tape recorder can be placed inside class, and the observers can be placed at a
23 IBID, D. LAIRD, Chapter 16.
24 IBID, D. LAIRD, Chapter 16.
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room next to the training class and they may watch and hear everything from
a TV
camera.

111-2-2- EVALUATION AFTER EACH TRAINI NG SESSIO N
üne way of determining the progress of the training event and the participa
nts
is making some evaluatio n after each session. At the end of each daily course
the
trainees can be given a sheet to complete for 1Oor 15 minutes. These sheets
may contain some questions like25:
- What have you leamt today?
- Was there anything that prevented your leaming today?
- Was there anything that you would like to have;
Spent more time?
Spent less time?
- Omitted from the course?
Then the trainer collect these sheets and during the night he evaluates them.
If
necessary he can re-arrange or change the next day training course, if he
fınds out that some knowled ges haven't been understo
od he may decide to repeat
them. Next day he can discuss the evaluation results with the trainees .
The success ofa training program depends on the effectiveness of the trainers,
as well as chosing the proper and suitable training material itself. So during
training
takes place, from time to time we must give the trainees a chance of evaluatin
g the
trainers. Because, top managem ent or training department head should
want to
observe the success of the trainers. This can be actualized by giving some
questionnaires to the trainees to complete. These questionnaires musn't be prepared
and evaluated by the trainers26, because they may become subjective in preparing and
evaluating them. But their results must be commuticated to the trainers so
they can
irnprove their skills. Here suddenly a question may arise in our minds. Who
is going
to distribute these to the trainees at the end of some sessions? The top manager
or
boss or the trainers themselves? Accordi ng to my point of view the answer
is the
trainers, otherwise we can break the trainees's trust to the trainers and this
may distort their relations.
he

fınds

We can see an example to a such a type of questionnaire in Fig.1 27
FIG.l
Very \Vell

Well

Adequately

Badly

Not at ali

1. How well did he introduce the subject?
2. How well did he describe the objectives?
25 IBID, LESLIE - RAE, Chapter 1O.
26 IBID, Chaptcr 1O.
27 WARREN S.BLUME NFELD, MAX G.HOLLA ND: "A Model For
TheEmpiri cal Evaluation of
Training Effcctiveness", Personnel Journal, August 1971, p.637-640 .
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3.
4.
5.
6.

How well did he outline the content?
How well did he outline the approach?
How well did he build the session up logically?
How well were questions used?

If trainers are using tests during the time that training event
is taking place,
they musn't expect 100% success or co-operation of the trainee
s. Becaus e during the
day while the participants are being trained they become
tired, weary or may be
bored, so while the daily course ends they should want to leave
immediately. in that
case they may randomly fill the questionnaires.
111-3- POST -TRAI NING EVALUATION
Intemal Validation concentrates on evaluating the traning
itself whereas
Extem al Validation relates what the trainees has leamt from the
training program. So
when we come to the end of a training course our evaluations
must consider two
things 28:
A) We must evaluate the training progra m itself (lntem al Valida
tion)
B) We ınust evaluate the degree of leamin g of the particip
ants (Extemal
Validation), because the success or failure of the participants
will also give us a hint
about the effectiveness of our training program.
A) INTER NAL VALIDATION MEAS URES
As our main concem is on evaluating the effectiveness ofthe
training program,
primarily we must consid er the approaches concem ed with
the training itself.These
approaches are:
- Verbal Group Revise
- Written Evaluation
- Interviewing
- Verbal Group Revise: At the end of the course, generally
at the !ast sessi on
trainees are brought together and they present their views on
various aspects of the
training verbally29. This approach can be more useful if the full
course is divided into
small groups, because human beings have a tendency to express
their thoughts and
feelings on a certain subject when in a small group, rather than
in a large group. The
trainer must lead the conversation by some specific questions,
but while doing this
he musn't influence the individuals' views. The advantage of
this method is, as the
trainer is taking immediate feedback from the participants, he
can ask some questions
to them for clarification if they generate new ideas. On the other
hand, group revise
has a disadvantage; as this verbal evaluation is done at the end
the participants may
be anxious to leave so they may not put real effort to join the
activity. For that reason it is better to devote the last session for this activity.
28 Glossary of Training Terms.
29 IBID, BLUME NFELD, HOLLA ND, p.639.
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- Written Evaluation: At the end of the training trainers would like to leam:
How much participants benefıted from the course? Did they find the course clear,
interesting? Did the course met their objectives? Do they want some parts of the
course to be omitted? Do they want some parts to be changed or extended? Besides
verbal evaluation we can also do it in written form. The trainees can be given a blank
sheet of paper and required to evaluate the training program. The view behind is that
the participants are expected to write the strong sides and weak sides of the program,
so trainers by evaluating these papers can do necessary changes on the program3o.
But as the trainees are left to write in a very unstructured way, the final evaluation of
the papers may not give the desired results and the trainees may write absurd or unrelated things. The second thing we can do is, we can distribute a sheet of paper which
contain very broad questions and we can expect participants to evaluate the program
within the context ofthese questions. As it is half way structured, and we are giving
feedback to the participants, it is more obvious to receive the answers we expect. For
example, such type of questions can be asked.
-

What have you leamt from the course? How?
Do you think there is anything missing in the course?
Do you think any parts of the program be omitted?
Any other comments?

We can also develop different types of questionnaires for end -of - course validation. For example, we can ask the trainees to evaluate the overall course ona scale
such as31:

*
*
*
*
*
*

Course objectives:

met

Not met

My objectives:

met

Not met

Course:

too long

Too short

Tutor:

helpful

Unhelpful

Tutor:

too directive

Too non
directive

Course as a whole:

good

bad

- Interviewing: According to my point of view interviewing can be a good
tool to use at the final stage if it is combined with a questionnaire. When the trainers
evaluate the questionnaire results these will give them a feedback on the trainee's
view about the success of the training but there may be some missing points, doubts
or uncertainities in trainee's view and these can be clarified during the interview. But
we musn't forget one thing, which is interviewing is a time consuming method
30 K.R. ROBINSON; A Handbook ofTraining Management, England, Kogan Page Ltd, 1981, Chapter
7.
3 l LESLIE RAE; "Towards a More Valid End-of-Course Validation", Training Officer, October l 983,
p.12.
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B) EXTERNAL VALIDATION MEASURES
As well as evaluating the training itself, evaluating the degree of learning
achieved by the trainees during the training is also important, because we need to see
the change that has occurred: which is the main purpose of establishing the training
program. If the change is positive this will imply the success of training, ifthe change
is negative we should analyze the reasons and search if it is from the ineffectiveness
of the training itself. in other words, after the training has ended we will test the
knowledge or skill of the trainee once more. We can do this testing with knowledge
tests, skill assessment tests, questionnaires that we have mentioned in previous sections, then we can compare their results with the results of the pre-training evaluations32. But change may not still give the real effect of training. For example, if the
performance ofthe trainees has increased can we say that it is exactly because of the
effectiveness of the training program? No, it way be from the high intelligence levels of the trainees, or they way already be quite skilled to learn. To eliminate question marks "control groups approach can be used. As well as the training group, we
are going to ha ve another group called control group33 which is composed of people
at the same skill, intelligence, knowledge, experience and education level as the ones
in the training group. Both groups will be subject to pre and post- training tests, but
control group receives no training. in that case, the change that has occurred in skill
or knowledge level of the training group can directly be attributed to the effectiveness of the training program.

- The 3-Test Approach: Another way of depicting the real knowledge
increase or skill increase of the employees is applying 3 TEST approach. According
to this approach34; before the training begins trainees are given a questionnaire on
which they evaluate themselves ona scale. Suppose the subject of the training course
is idea generation concerning a specific job. Before the training begins an employee
is asked to evaluate himself on such a scale
- 1 generate ideas concerning my job
10%

20%

30%

40%

50%

60%

70%

80%

90%

100%

*
After the training has ended the trainee evaluates himself once more
- 1 generate ideas concerning my job
10%

20%

30%

40%

50%

60%

70%

80%

90%

100%

*
When we compare the results, it seems that the skill of the trainee increased by
10% due to the training program. Then the trainee is asked to complete the ques32 IBID,
IBID,
33 IBID,
34 IBID,

LESLIE RAE, Chapter 1O.
NEIL RACKHAM, p. 10-25.
STEPHEN P. ROBBINS, p.214.
LESLIE RAE, The Skills of Training, Chapter 1O.
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tionnaire for the third time. But in this case he is asked to complete as ifhe was completing it at the beginning of the course but knowing what he knows now.
- I generate ideas conceming my job
10%

20%

30%

40%

50%

60%

70%

80%

90%

100%

*
When the leamer completed the questionnaire for the third time but with his
new awareness, he gave himself an initial score of 30%, which shows that the real
increase in skill level due to the training is 50% not 10%. So we can say that the 3Test approach is quite a realistic approach and it is sensitive to subjectivity.
As we have mentioned before, whenever a decision to train employees is
taken in a company, beginning from this point a lot of people materially and morally contribute to it. First of all, top management devote some portion ofthe budget for
the working of this program, human resource or the training department work as a
whole for developing training programs which will match the employees' needs, then
the trainers put their best effort during the program, the trainees devote their time and
energy to this program. As we see, in a training program a lot of people take part,
they dedicate their time, their energy and their money. So, what we expect is achieving succesfull results from the training program such as, deficiency in skili or knowledge level is filled up. That's why we evaluate the effectiveness of training programs
at the initial stage, at the interim stage and at the end of the program. We can do this
evaluation by using one of or several of the previously mentioned methods. We must
never forget that there will be always subjectivity in evaluations, we can not eliminate it but we can pull it to a minimum level by using several methods at the same
time, instead of depending on only one method.
iV. CONCLUSION
After analyzing its benefits both for the organization and its employees we can
say that training is an integral part of every business enterprise. Of course in different sectors with different employee needs the types of training programs to be used
will show variations. But all the training programs have a common objective: Create
an efficient and effective workforce who will increase the productivity of the organization. In accordance with this objective companies each year spend a huge amount
of money, time and energy for their training activities. As the result of attending their
employees to training if objectives are met then there is no problem, but otherwise
all the efforts for the design and application of the programs will be waste of money,
time and energy for the organization. In that sense careful evaluation of the effectiveness of the training programs are very important. This evaluation musn't be
thought just as an end of program activity. Intensive evaluation of the effectiveness
of the training before and during the program besides its end will make the trainers
aware of any problems so take the necessary precautions without being too late.
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