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Training Process Model-ADDIE Model
ADDIE model is one of the models used in designing and developing educational and training programs in the organization. ADDIE is an abbreviation that stands for the process or steps involved in this model. It stands for analysis, design, development, implementation, and evaluation (Mayfield, 2011). These five steps make up the ADDIE model of the training process.
Analysis: This step involves identifying the performance gap and clarifying the instructional challenges from the training perspective. According to Danks (2011), this step involves identifying the participant characteristics such as skills and knowledge, and proficiency levels.
Design: This step, as Danks (2011) further explains, involves identifying the learning objectives. When designing a training process, the design process involves identifying the subject matter broadly. For example, identify the specific learning objectives and instructional strategies. 
Development: This phase involves developing a performance solution. According to Mayfield (2011), the development phase involves creating and collecting the content needed in the design phase. During this phase, stakeholders review and validate any changes needed in the program. 
Implementation: This phase in the training process involves delivering the performance solution. In this phase, stakeholders develop the training framework such as curriculum, training outcomes, and learning environment. The phase also involves confirmation of the required resources in the training program. 
Evaluation: This phase involves evaluating the results related to the performance objectives. According to Danks (2011), evaluation is the last stage in the training program, but it is also involved in the other aspects of the training process. In the other aspects of the training process, evaluation is interim to confirm the availability of the resources needed to meet the expectations. However, after the implementation, a summative evaluation is conducted to determine the effectiveness of the program (Danks, 2011). 
Possible challenges in implementing training process
The implementation process in a training program can be challenging due to different challenges. Some of these challenges may include dealing with change, engaging trainees, delivering consistent training, and quantifying learning effectiveness. 
Dealing with change in the organization such as mergers and acquisitions, budget cuts, technology adoption, or even staffing can be challenging during a training program. While training programs involve the planning phase which considers some of these challenges, but it is not possible to consider every aspect during the planning. Something like budget reduction which depends on the availability of the funds at the time is not possible to consider during planning, which can affect the implementation of the training program. 
Engaging learners is another challenge that can inhibit the implementation process. The key objective of the training exercise is to ensure that trainees can acquire the training skills. This cannot be possible if the trainees are not engaged in the training process. Engaging involves trainees attending the whole training session, actively participating in the program, and following through with the content. 
Delivering consistent training can be another challenge during the training process. In big companies (international firms), this challenge increases because of the geographic limitations, increased cost of training programs, translation challenges, and language barriers. All these factors contribute to the effectiveness of the training program. Each of the factors affects the training implementation process. 
Lastly, when implementing a training program, it is challenging to quantify the effectiveness of the training exercise because it is impossible to determine the metrics used to understand the impacts of the training program on the organization. As Mayfield (2011) further explains, figuring out the metrics to use, how to incorporate the metrics in the training program, and how to use them to adjust any future training needs are some of the key challenges that learning and development professionals face during a training implementation phase. 
Types of training for employee training 
Training is one of the ways that organizations can use to create a happy and productive workforce in their organizations. Organizational leaders must, therefore, ensure that they create opportunities for their staff to further their skills, knowledge, and experience through training and growth. Many training methods exist to help managers provide their staff with the opportunities to further their training. Here are some of the common training methods;
Instructor-led training: This type of training is one of the traditional methods and is still relevant in society today. This training is used when training employees on complex topics. It involves the instructor answering specific questions from employees and guiding them to further resources where they can get more information (Mozael, 2015). 
E-learning: With the development of technology, training employees have become easy and faster. The E-learning method relies on online training tools such as videos, tests, and online content delivered to employees. This method allows the trainees to learn the content at the palm of their hands with the help of technology such as smartphones and computers.
Simulation training: Simulation is another technology that has enhanced the training process in many organizations. This method is used mainly in big organizations due to its ability to cover a wide range of topics. It involves providing the content through a computer, augmented, and virtual reality devices. It is expensive and that is why it is mainly used by big companies with the resources to implement it. 
Hands-on training: This type of training is not common because of the resources required. It is an experiential training method that involves focusing on the individual needs of the trainees. In a big company, this method may not be applicable because it will require channeling resources to a specific employee, which may not be financially tenable for the organization. 
From the above four training methods, I would select the E-learning method because of ease of implementation and ability to be used in a large population. E-learning has its challenges, but the potential is greater, which makes it a more effective training method than the rest discussed (above). E-learning makes it possible to reach every employee despite their location, which makes it appropriate for international and big companies that may be inhibited by geographical factors, language barriers, and other problems involved in a global setting. 
Performance management vs. Performance appraisal 
The concepts of performance management and performance appraisal are often used interchangeably, yet, they have different meanings. Performance management refers to the activities and tasks used in the organization to ensure that employees meet their respective goals (Walk & Kennedy, 2017). These activities help to achieve efficiency and effectiveness of the employee performance. Performance appraisal, on the other hand, refers to the evaluation process of employees’ performance (Walk & Kennedy, 2017). It involves evaluating the employees’ competencies such as responsibility for the tasks, strengths, weaknesses, skill set, and commitment to the organizational values (Walk & Kennedy, 2017). These concepts are different in many aspects as discussed below. 
First, performance management is concerned with the employees developing and increasing their performance and productivity. Performance management is about creating opportunities that can help employees realize the greatest potential that can improve their performance. On the other hand, performance appraisal is all about evaluating the performance of employees. In this case, it is different from performance management because it does not focus on performance productivity. 
Secondly, performance management involves the proactive involvement of the stakeholders to help employees achieve the goals, vision, mission, and core values of the organization (Walk & Kennedy, 2017). Performance appraisal, on the other hand, is only concerned with the employee’s performance. Unlike performance management that holistically focuses on the performance of the employee, performance appraisal is only concerned with the employees achieving objectives for the year. 
Lastly, performance management involves consistently measuring employees’ performance and designing new strategies to help them grow and develop. Performance appraisal, however, is operational because it follows specific protocols and guidelines, which mainly focuses on determining the results of the employees’ performance. 
From a leadership perspective, using annual performance appraisal in the organization is important because it provides important information that leaders need to analyze and improve their team’s performance. Annual appraisals promote high-performance standards but require to be implemented through regular performance feedback and goal-setting. 
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