IMPACT: International Journal of Research in =

Humanities, Arts and Literature (IMPACT: IJRHAL) — —— e — — -
ISSN (P): 2347-4564; ISSN (E): 2321-8878 “ ﬂ 1 ﬂ [LJ &l { L,
Vol. 5, Issue 9, Sep 2017, 231-242 3

© Impact Journals

A STUDY ON EVALUATION OF EFFECTIVENESS OF TRAINING
PROGRAMME IN INDIAN STEEL INDUSTRY

K.PADMAVATHI NAGESWARAMMA & DR.R.PADMAJA,
Research Scholar, Krishna University, Machilipatnémdia

ABSTRACT

Training, like any other organizational aspectguiees commitment of organizational resources aftrms of
time, energy, managerial efforts and money. Orgditins therefore need to know whether an investmrmaate on training
is producing the desired results, i.e., whethenitng imparted is effective. The class-room leagnis more of theoretical
in nature. Unless theory is integrated into pragtithe learning remains incomplete and static. @&dige training
evaluation determines a training programme’s eiffeoess in meeting its intended purpose, which tpgimoduces
competent employees. Programme evaluation focuséBeoresults of the training programme and nothenprocess of
training programme. Training programmes invariabhherit expectations in terms of demonstrated bentef
the organization. The purpose of this study isefeee to make an in depth analysis of the trairpnggrammes being
practiced in Visakhapatnam Steel Plant, vis-a-¥f®eiostandard organizations in Steel manufactubuginess namely,
SAIL, Tata Steel, and JINDAL so as to evaluate jaadge their effectiveness.

KEYWORDS: Training, Training effectiveness, Training programritvaluation of Training, Public Sector Vs Private

Sector.
INTRODUCTION

Organizations often fail to realize the need tolest® the training programmes once the session.ends

The apparent reason for ignoring this ‘evaluatisnfack of time, resources and tools. As organiegiare increasingly
adopting training programmes, there is a great hee@valuate the same. The process of examiningjrairtg programme
is called training evaluation. Training evaluatiensures that candidates implement their learninghéir respective
workplaces, in the regular work routine. Trainingpgramme is a transforming process that requireesimputs and in
turn produces output in the form of knowledge, Iskdnd attitudes (KSA). Now-a-days, training prognae is an

investment because the departments such as maylketoh sales, human resources, production, finattcedepends on
training for its survival. Training programme prdes the opportunity to raise the profile developastivities in the

organization. The primary responsibility of an argation is to assure that its people perform g®gmed jobs safely and
effectively. So training personnel must be respanso the needs of the organization, working hamtand with line

managers and supervisors to ensure that trainiagsnare properly analyzed and accordingly thoseirigaprogrammes
are developed and implemented in the most efficeerd effective way. Generally, evaluation is dondoar levels:

reaction, learning, behavioral change and resuttrims of application of learned behavior in thie gmd resultant benefits
to the organization. Training effectiveness is pdldrom different angles such as knowing how mwariing has been

acquired by the learners after the training intetiom; how much of those learning objectives hagerbput into practice
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on their jobs; and with what results for the orgatibns. Measuring learning just after completiériraining and impact
of training on the job are important aspects fdeafveness of a training programme. Trainer, leand beneficiary
organization must use their knowledge expertisstating training objectives clearly, objectivelydaim line with the
specifications of writing a good objective. Desigmia training programme involves an investmentre&tvity, hard work
and money. So, training practitioners justify suchestment in the belief that training makes a wdifference in the
workplace contributing to organizational effectiesn that means it is ‘Return on Investment (RQlye contribution of a
training programme to the organization is arrivetheough the process of evaluation. The principiesffective training
are intended to assist organizations in establiskind maintaining effective training programmest theoduce well-
qualified, competent personnel to operate and mairthe organization in a safe and reliable manfeining evaluation
is a critical component of analyzing, designingyveleping and implementing an effective training gnamme. The
persons responsible for evaluation of training prognes are the senior management, trainer, lineageament, the

training manager, and the trainee.
Importance of Training Evaluation and its Effectiveness

As organizations need to invest in the developméhuman capital through training programmes, itiportant
to develop a tool that will help the organizationimprove the training effectiveness. If a trainpjmpgramme is proved to
be effective, it will definitely yield the positiveesults that are desired by the company. The teffaess of training

programme can be maximized by following ten stepsraler:
e Training-needs identification
»  Pre-training activities
» Planning and organizing the program properly
» Designing the module
* Feedback on the faculty
» Feedback from the external faculty
e Training plan and budgets
» Development of In-house faculty
* Nomination to external seminars and training proga
» Focus on quality training.

EVALUATION OF EFFECTIVENESS OF TRAINING PROGRAMMES IN PRACTICE IN THE
INDIAN STEEL INDUSTRY
PUBLIC SECTOR

Training Evaluation and Effectiveness in Visakhapatam Steel Plant (VSP)

The assessment of in-house training is carriedavidticulty competence and programme content omésés of a

programme evaluation pro forma filled up by thetiggrants at the end of each programme. The feddivdormation is
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analyzed by using statistical methods as follows:

« Based on the feedback sheet received from the ithdiV participant, if the ‘Average general ratin§ the
programme’ is less than 3 for a particular programnthen the programme module is relooked and rgdediby

the Head of Department, HRD Centre.

» Based on the feedback sheet received from theithdil/participant, if the ‘Average rating of thectdty’ is less
than 3 for a particular programme, then the facottycerned is communicated for improvement. If agerrating
of the same faculty for the same topic in the mrgramme is less than 3, then faculty membeniewed by

the programme in charge /Head of HRD Centre.

» The effectiveness of basic engineering skill pragrees and multi-skill programmes are evaluated lirygu3-tier

‘Training Evaluation System’ with the help of tr@léwing three questionnaires:

. Training course evaluation pro forma
. Post training feedback pro forma
. Effectiveness/implementation on actual work sitatpro forma.

 Competence evaluation of employees is done by céspedepartment based on questionnaire, intenaed

observation.
. Competence of faculty engaged by HRDC is also exatl
. Assessment of training is done by administeringstioenaire and competency checklist by line manager

through specific formats.

Prior to 2005-06 training effectiveness was meabordy at the learning level through pre and pashing tests.
During 2005-06, for the first time the effectiveses training at the learning level and applicatievel was carried out in
technical areas also. For the first time effores also being made to analyze effectiveness ofdorgiining. All the 15
young engineers who have been sponsored for trpetitdK and Austria have submitted a report onrthsit giving a
detail of action plan of the activities that thdnab carry out in the organization. They are alsespnting the same before

their Heads of the Departments and the Executivediir (works).

VSP provides a conducive climate for the enhancérmoEknowledge, skills and capabilities of its eoyaes.
The VSP training programmes are designed by keeganger progression and employee performance orisideration.
VSP also provides training to employees for sisteits. VSP briefed about the workings of an intégplasteel plant.
Facilities are being provided to its employees tikenship, medical and health care, social amenére corporate social
responsibilities through class room inputs and tlewnship visits. Moreover, VSP also provides adsg time to time
training programme like a high performing organizat VSP provides a systematic approach to traipimgggramme done
at all levels on a continuous and ongoing basisP \&&o0 ensures that there is proper linkage ameoganizational,
operational and individual training needs. VSP dagnd well today and looks after the training neefi€mployee and

provides full of training facility which will opethe way of great success.

Impact Factor(JCC): 3.6586 - This article can be danloaded from www.impactjournals.us




| 234 K.Padmavathi Nageswaramma & R.Padmaja

Training Evaluation and Effectiveness in SAIL

The evaluation of training and its effectivenessalso conducted at SAIL and its different units.e$é
programmes have been selected by taking into ceratidn the duration, frequency, organization widegrammes and
usefulness in imparting critical skills. The progwaes are being evaluated for training effectiverssReaction level,

learning level and Application level while assesstrad performance improvement workshops is dorfeesult level also.

SAIL through MTI conducts training related to maeagent subjects and such training influences thoaghlt
behavioral process of the participants. MTI givae énportance to quality of training. To assesevahce and process of
training, the training department has Quality Maragnt System (QMS) in place. The audit of qualftyraining is done
every quarter by internal auditors. Annual audits @nducted by external auditors. The Managemenie® Committee
(MRC) meets every quarter to look into deviationw ahereby decides about corrective action. By gisiarious

parameters, the committee also reviews the treddranation over a period of each quarter.
Effectiveness of Training at Reaction Level

For assessing training at reaction levels followtimge indices are used:

. Customer Satisfaction Index (CSI)
. Support Service Index (SSI)
. Content and Process Rating (CPR) of individualisass

After each programme, the reaction level assessimestitained from the participants. Based on respsnthe
CSI and SSI are also calculated. Each sessioneoptbgramme is assessed by the participant fozoitgent and the

process adopted by the concerned faculty.
Effectiveness of training at Learning Level

A lot of importance is given to the second levelasessment that is learning. What do they leadnvérat
learning they apply at workplace is an importamicpi of information to assess effectiveness of aagagement training
programme. A system of learning sheet has beenduated in every training programme. A well-struetliformat of
learning sheet is distributed to all participamarticipants are requested to record learning pa@ghinst each session of
the programme. They are also expected to list dilvee proposed applications for which the progoassbe monitored

by them.
Effectiveness of training at Application Level

Assessing effectiveness of training at result lésed long process. There are various methodolagielseach

methodology requires collection of primary datanirthe workplace of the participants.

PRIVATE SECTOR

Training evaluation and effectiveness in Tata Steel

Safety is a high priority area in Tata Steel. Selerovements towards culture of safety have beantiged in
the company. The Technical Education Advisory Cottasiguides employee training in line with strategoals of the

company and its long-term objectives. The in-hawaming centers impart majority of the trainingpgrams. Tata Steel
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recognizes the importance of continuous enhancewkekhowledge, skills and capabilities of its emmes and has

invested greatly in education, training and develept.

At Tata Steel quality programmes are also rolled iothouse by TMTC, XLRI and IIMs for its officers.
Development in managerial competencies and leaigeedtments, especially for the officers is nowodieing addressed
through on-the-job assignment, rotation, workingtask forces and committees. At Tata Steel, thel@yap need
identification form is available with the variougghrtments. Then the concerned employee fills intexrer training he
feels he needs which is approved by the immedigtersor and the department head also gives aflisaiming needs that
he feels is required for the employee. The departikOD then fills a needs identification form. THam indicates the
number of employees who will be participating irrigas training programmes from that department. @ibpartment
HOD compiles all the individual employee need idfa#tion forms and then fills up the group neederitification form.
All the HODs send their forms to the training depant. The training department compiles all thenorand prepares a
final document consisting of the various trainimggrammes and the number of people will attendetipeegrammes from
the various departments. The training calendandsetafter prepared. Then the training programmesiaw conducted as
per the calendar and recorded into the ‘TraininggRrm Particulars’ form. This form consists of tte of participants,
the venue and the training department co-coordinetim of a particular training programme. In socases when the
announced programme could not be conducted, theecoed HOD is informed for onward communicationatbthe
participants. The details are recorded in the fiirgj Program Cancellation’ record. The training al®ément coordinator is
in-charge of the smooth running of the traininggreanme. He has to ensure that all the participargspresent for the
training; all the instructional material is presend ready for use. After the training programmevisr, evaluation of the
programme is carried out based on the ‘particijaetiback’ forms received. Corrective action is takg the training
department in case of programmes where feedbaakgré very poor. The results are recorded into ‘®Pwgram
Evaluation’ form. The immediate superior of the éogpes assess training effectiveness within a faysf imparting
training for all technical programs. Sometimes, #ftectiveness of the training programme is geherassessed by
interviewing the employee. During this, the empye judged on the parameters such as initiatikentdoy participant,

relevance of objectives taught and support fronesugor.

Tata Steel also uses the Kirkpatrick model for ragag training effectiveness, i.e., on the line Réaction,
Learning, Reinforcement and Outcome. The respettiV®s do the ‘Competency Mapping’ for all permanemiployees
whose work affects quality and performance. Trajmeed is identified from the gaps found. But eatiin of training is
of no value if training has not been conducted esystically. At Tata Steel, the aim of training ésfrovide potential
knowledge and skills of trainees to carry out deditasks and responsibilities and working systeraliyi and efficiently
that develop a systematic way of performing dutiesl assigned tasks. Tata Steel well establishedaHuResource
Division and has invested in the development alant pool with number of qualified engineers ardrge skilled work
force. The company lays special emphasis on irte@nd competence and regularly monitoring. Afteoviding the
training, the right-skilled employees are placedimnjob and feedback on performance is taken ftwrinternal sources.
Based on the requirements specified by internalleysps (i.e., the Departmental Chiefs & Heads) thedexisting skill
gaps, a new approach of ‘man to position mappiag' been introduced. For each position, the skdllirement has been

analyzed and a specific training programme is gledifor development.

The qualified talent in the non-officer categoryugbt further growth opportunities in line with thedustry
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growth. Tata Steel also decided to create a newd®¥ level (IL-6) to which its employees coulagress. This new level
handles transactional jobs where the majority @& tlesponsibility is routine in nature and this dsn performed by

Diploma holders who have some experience in tharorgtion.
Training Evaluation and Effectiveness in JINDAL

At JINDAL, the Human Resource Department is alssueing to get the feedback form from the employier a
his completion of the course. A half-day sessiontfie@ employee by a few managers to transfer thmileg should be
organized by the Human Resource Department afteddlys of the return from training programme. Thpleyee shall
submit the course material to the Human Resour@abment for the purpose of maintaining the librang is so required
to retain a copy of the same. Then the evaluagedtiack from the trainee indicates appropriate gdmithat have to be
made in the programme and contents design whidhimjirove the effectiveness of the programme. Téedback also
consists of an action plan by the concerned emplayith a specific time frame to implement the léagnto the actual
performance. The feedback forms are available thighHuman Resource Departments. It is the respititysitf the Head
of the Department and the Human Resource Departtoemtork together to assess the effectiveness eftithining
attended by the employee. This will also help imlating the training records of the individuals @andconducting an

analysis of various training programmes.

METHODOLOGY

Literature Review

Garrett J. Endres and Brian H. Kleiner (2008)their research study ‘How to Measure Manageriieaining and
Development Effectiveness’ have observed that ssfaly measuring effectiveness in management itrgirand
development can be a difficult task. So they desiga valid measurement programme that includesiatiah in key

areas such as emotional reaction and knowledgedjaifter training interventions.

In order to know the gap between training and wanctices, it is necessary to evaluate trainingyEmmes.
Current scenario concerning evaluation of trainimgpugh sophisticated research design is not vacpéraging in the
Indian context. In this context Sayeed (2308)his study, ‘Factors Affecting Training Effectiness: Meta-Analysis and
Revision of Learning Effort Model’, pointed out tHadian organizations have mostly restricted thelies to the reaction
of trainees towards various features of the programSo he concluded that there is a need to btidgejap between

training and work practices.

Elangovan and Leonard Karakowsky (2008ve undertaken a study titled ‘the role of traia@d environmental
factors in transfer of training: an exploratorynfrework’. They observed that organizations have $eduattention on the

effectiveness of the transfer of training to thie-gite.

Kaye Alvarez, Eduardo Salas and Christina M. Garofé2007§, in their work titled ‘An Integrated Model of
Training Evaluation and Effectiveness’, have paintait that evaluation measures found to be reltiggost training
attitudes are cognitive learning, training perfonee, and transfer performance. They concludeditaiming effectiveness

variables are pre training self-efficacy, experasnumost

Training mastery orientation, learning principlpest-training interventions, and post trainingtattes.
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Bergenhenegouwen (20£0)n his research, ‘The management and effectivenafsscorporate training
programmes’, has concluded that the education neairsseges corporate training programmes from theatiyeolicy of the
organization. In dialogue between the corporateagament and the education manager, a trainingypislideveloped so
as to ensure effectiveness of the training prograsarAs a consequence, there is an increasing toeride practical and
corporate benefits of training to be evaluatechm light of the organization’s policy. Evaluatiohtbe effects of training
programmes should therefore lay more emphasis ®mshessment of their practical results and apiolicain the work

situation.

James S. Russell, James R. Terborg and Mary L. ®Bo@@9125, in their study titled ‘Organizational
Performance and Organizational level Training andg®rt’ have pointed out that the relations amartgit sales training,
organizational support, and store performance aneixamine whether training interacts with organizal support to
predict store performance. The study is uniquehat it presents an example of the analysis of éfegtionship between
organizational level measures of training and perémce, as opposed to more traditional individeakel measures.
Archival data in a co-relational design were anatl/for 62 stores belonging to the same internatiorgichandising firm.
Two measures of training and two measures of stippere used to predict two measures of store padoce. Results
indicated that training and organizational suppegte significantly correlated with both measurestofre performance,
although the relationship between training and wimgional performance was stronger. In contragtragictions, there

were no significant interactions between the tragrand support variables.

John E. Mathieu (2014)n his study, ‘individual and situational influezson the development of self-efficacy:
Implications for training effectiveness’, has prepd a model that included individual and situati@rdecedents of self-
efficacy development during training. Initial penftance and self-efficacy levels, achievement mtitweand choice were
examined as individual variables. Constraints, afi@nalized at both the individual and aggregatelke of analysis were
examined as situational influences. The study cated that there are positive linear relationshifib waining reactions
and subsequent performance and an interactiveoretaip with performance when training reactiongemeonsidered as

moderator.

In the study ‘Human Resource Development and Orgdional Values’, Arif Hassan (20f8has examined the
relationship between HRD practices and organizatiealues. He has established that HRD practidesthiaining and
development were positively related to organizatioralues of collaboration, creativity, quality,leigation and human

treatment.
OBJECTIVES
This piece of work has been carried out with tHe¥ang objectives:

» To study about the training evaluation and effesriess practices in major steel industrial unitselgnVSP,
SAIL, Tata Steel and JINDAL.

e To analyze the views of management respondentsrdiagathe evaluation of training programme

implemented at VSP.
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DATA COLLECTION
The data were collected by using the following rodth
e The primary data were collected through questicesai

e The Secondary data were collected from recordsuleirs, leaflets, magazines and journal of VisaRleel
Plant.

The questionnaire consisting of 12 statements witeibuted among the respondents at random aridcted
back upon being filled up by the respondents. Sgéagndata collected from magazines, annual redrtsfferent years,

leaflets, journals etc. of major steel industriaitsi namely, VSP, SAIL, Tata Steel and the JINDAL.
Tools and Techniques Used

The important statistical tools and techniques usdde study: two way ANOVA and F-test.
Sample Size

The sample consists of 60 respondents from diffengrarchy levels in different department of VSRoper

attention has been paid in selection of the sample.
Date Analysis

In order to study the interrelationship among thvadables i.e., training provided, employees’tatte towards
training programmes, and organizational performatheg a null hypothesis was formulated as ‘ther@dssignificant
difference between training provided, employeedituates towards training programmes, and the opgdioinal
performance’. Validity of the said hypothesis haei tested through a two-way ANOVA and F-test #mult of which
has been presented in Table 1.

Table 1: Interrelationship between Training Provided, Employees’ Attitude towards
Training Programmers and Organizational Performance

Performance* Prés:gglg** Attitude*** ANOVA Result
-1 8.5 3.8
-0.5 9.3 3.7
-0.1 8.5 1.8
1 8.6 4.2
0.4 9.7 3.6 F =0.057
1.3 8.8 3.5 calculated N
14 9.0 18 (tabulated : Not significant
1.0 9.1 1.7 value=3.3852
1.3 9.0 4.1
0.8 10.5 3.9
12.4 3.9
12.2 2.0

Notes: *Performance= Profit/1,000; ** Training providedNumber of employees receiving training/1,000; ***
Attitude= Employees’ perception towards traininggmammes/100. The figures have been divided inrdcdeeduce their
size without diluting their ultimate values.
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It is apparent from Table 1 that the calculatedugabf F is 0.057 against its tabulated value 0B323 The
calculated value being less than the table valadsldo acceptance of the hypothesis. It is thezefoncluded that the
training provided, employees’ attitudes toward@ireg programmes, and organizational performaneearthe same line.
It further implies that the training programmes W8P have been accepted by the employees which halgse got

transformed into its enhanced performance.
FINDINGS

Considering the above mentioned objectives, follmaiesults have been observed:
Comparison of Training Evaluation and Effectivenessn Practice

VSP is engaged in a better way in the process ®o&ldping a workforce, which continuously strives fo
excellence in all spheres of competence-knowleskjs and attitudes leading towards the achievarmoégoals. Whereas

its patent organization, SAIL has witnessed a steme in production, productivity and profitabylit

Tata Steel recognizes the importance of continienisancement of knowledge, skills and capabilitiestso
employees whereas the basic objective of impattaiging to the employees in JINDAL is ‘improvingiormance of the

company through people’.

When compared organization wise, the views of dkffé levels of employees in different organizatidiféer in
their views on effectiveness of training evaluatpractices. A quick comparison of training evaloatand measurement
at VSP, SAIL, Tata Steel, and JINDAL has been giuwerirable 2 which makes an effort to analyze thews of
management respondents regarding the effectiveness.

Table-2: Training evaluation and effectiveness at 8P, SAIL, Tata Steel, and
JINDAL: A Comparison

Parameters VSP SAIL Tata Steel JINDAL
Measuring training effectiveness Y Y Y Y
Systematic training valuation Y Y Y Y
Four levels of evaluation Y Y Y Y
Productivity Y Y Y Y
Unit efficiency Y Y Y Y
Adequacy of talent reservoir Y Y Y Y

Note: SAIL - Steel Authority of India LimitedySP- Visakha Steel Plant, Y - Yes
Source: Compiled by author.

VIEWS OF MANAGEMENT RESPONDENTS TOWARDS TRAINING EV ALUATION AND
EFFECTIVENESS

Training activities of an organization is measul®d number of training programmes conducted per ysar
number of training programmes per employee whicasdeflect quality of the training programme. Irditidn to the
guantity, quality needs to be taken as a measusvalfiating training activities of the organizatidrheoretically, there
should be proper matching between the training wugmd expectations from the training which yielsnefits to the
organization. When there is a wide gap betweertwiog effectiveness of the training programme desgeaThis gap is

mainly because in many organizations training igarted routinely and for the fulfillment of the gbfigures to come out
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without proper assessment of its impact on the roegdion. It is common that for the execution ofuaction nicely

attached more significance than evaluating thetipesimpact of the training programme. At VSP tragis considered as
an effective tool to assist the organization foz #thievement of the desired objectives. Effectiagning programme
refers to the process that occurs before, during adter the programme. The value of training paogmes not only comes
from individual learning but also from employeeeirgction and knowledge sharing. Communication ea&gimproves
manufacturing, service and interdepartmental piseEsesEffective training program focuses on bothdbsign and the

attitudes of the trainers in the organizationaltesh
SUGGESTIONS

Planned training program will return values of theganization in terms of increased productivityeajer
organizational stability and flexibility to adapd thanging external requirements. So, the traimpnagram must be
systematic and organized on the basis of organizatand individual levels, that means trainingnsorganized procedure
for increasing the knowledge and skill of people &definite purpose. In order to make the traingmggram more
effective in improving organizational as well adgiidual performance, it is important that perceptiregarding
effectiveness of training be made positive which &&@ done by employee involvement in training aedetbpment
related activities, by creating a good learning immment, by providing encouragement in terms ofnpotion or

increment and by linking training closer to worlagtices.
CONCLUSIONS

Organizations like VSP, SAIL, Tata Steel, and JINDAre reconsidering their investments in training
programmes as they recognize that knowledge, ahdlattitude of employees give an advantage todasetitors and to
meet changes in environment. Based on the infoomatathered from evaluating training programmesttiey can make
important decisions on modifying the training praxgmes by reducing the shortcomings and to comevithta better
approach. The above companies can use approprigioyee surveys and propose models based on thes fdem
Kirkpatrick’s four levels for developing the empkmss to work in this challenging and highly compeitenvironment.
Organizations like SAIL and VSP have marked consibie expense for the training programmes whetrriged by in-
house or off-the-job. They use training to facibtahe learning skill to retain employees, imprakeir culture and to
create reward system for their good performancthodigh, the process of training evaluation in ott@mpetitive firms
like the Tata Steel and JINDAL are broader whenmanmad to that of SAIL or VSP, training evaluaticond in VSP also
indicates its remarkable impression. The evaluadibtmaining programme and measurement of effentgs at VSP is in

line with other competing organizations namely Tatael and JINDAL.
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