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Abstract
No matter what industry or field that you work in, training and development will be part of the everyday process. There is always a turnover of roles within an organization, rather it be people retiring or people getting relived and new people hired to fulfill the role. Because of turnover, the advancement of technologies, and the improvement of training processes, it is important to ensure that the training and development within a company are always being evaluated. In-service training evaluation is a continuous process that focuses on ensuring the training of employees does not become stagnant and making sure that resources are being allocated appropriately. Setting up training from the beginning and making sure that it aligns with the business strategy is essential, to long-term success. There are many methods that aid in evaluating training, such as Kirkpatrick’s model, which leads to efficient ways to evaluate training. The two articles that will be discussed expand on the importance and ways to ensure that training evaluation is effective and efficient.










The Overview of Both Articles
The first article is titled “How to evaluate a training program: The definitive guide to techniques & tools”, written by Nikos Andriotis. 
The author of this article begins by acknowledging how much employers invest their resources in training and developing their employees. According to the author, with these great investments, the expectations are usually the results of the investment as it is the only way to prove that indeed some resources have been invested in training and development. The author views measurement as the best way to determine the results of this training. Since training is usually driven by the need for improvement, it is important for employers to have an effective and comprehensive evaluation strategy.
 According to Nikos therefore; selecting a training evaluation technique that is appropriate, determining what the trainer will measure, and choosing the training evaluation tools that are right are the guides to measuring how effective a training program is. Selecting appropriate techniques for evaluating training the author advises that these techniques should be developed right at the start of the training programs. The choice of the evaluation technique should also precede the aspects which the tools shall measure and the ways of measuring these various aspects (Andriotis, 2019). The techniques should be customized to the organizational needs for better results.
The second article is titled “Evaluating the Effectiveness of Training: A Learning Leader Challenge, written by Stephani Mager-Lightfoot. 
The author emphasizes how important it is for organizations to prove the business impact of training as it helps organizations learn and be better in the future. To evaluate the impact of training, Stephani advises organizations to start evaluations at the beginning of training and that evaluation should never be made an afterthought. Kirkpatrick’s evaluation model according to Stephani is one of the best evaluation strategies as it gives a comprehensive impact of the training.
The Main Issues of Both Articles
The main issues in Nikos’s article are the five techniques and models for evaluating training by different organizations. Kirkpatrick’s Four-Level model of training evaluation should involve evaluating how the trainees react to the training. This model is effective for use after the actual training.  While using it the trainers should issue the trainees with a survey asking them to rate their satisfaction with the training offered.  The second step in this model would be measuring what the learners learned during the training. Assessments can be used to identify and measure how much skills and knowledge the trainees had before the training and how much skills they have after the training. 
The third procedure in this evaluation involves assessing any change of behavior following the training. Appropriate 360-degree reviews should be used here to get reviews before the training and after the training (Andriotis, 2019). The last step in this model involves assessing the impact of the training on employees using the business results. Productivity, efficiency, customer satisfaction ratings, and quality are the best criteria for this assessment.
The Phillips ROI Model is another model that Nikos advises. This model follows all the steps in Kirkpatrick’s model but has an extra step which involves measuring the training in terms of the returns on investment. Organizations could measure the difference between the cost of training and the cost of the training results. In case the results are higher above the cost of training then the return on investment is positive. In case the results of the training are lower than the training cost then the return on investment is negative.
Kaufman’s five levels of evaluation are another model given by Nikos. The model involves measuring the resources invested in the training, evaluating how the trainees react to the training, assessing whether the training objectives were met, and measuring the practical results of the training objectives. The greater benefits of the training should then be measured and finally, the results of the training should be evaluated in relation to the societal benefits the training program has had. Anderson’s model of evaluating learning is also relevant according to Nikos. The model involves an organization evaluating its current training programs against the priorities of the organization (Andriotis, 2019). 
The measuring of the impact of the training on the strategic objectives of the organization follows and the most relevant approaches for the organization are finally determined. The summative vs. formative formulation model according to Nikos is important for organizational evaluations of training.  The formative techniques help with identifying problems and resolving them on time while the summative techniques are used after the training.
The main issues in Stephani’s article are the learning leader challenges which include limited resources, being consistent in conducting training, remaining consistently relevant, and sustaining the impact of training.  Understanding the learners’ experiences across different modalities is another challenge leaders face. Leaders face the challenge of prioritizing training, securing an internal champion, and the challenge of evaluating the effectiveness of any training offered (Mager-Lightfoot, 2020).
Implied/Factual Impact of the Main Issues on Organizations
The effectiveness of an evaluation program determines the Learning experience of the employees. They ought to be customized to the needs and interests of the employees for them to have the best experience that will ensure the organization improves. Employee happiness is also at times a result of the training programs. When the training is custom-made to suit the skills and knowledge that employees need to acquire for the success of the business, then these employees will be satisfied. The Cultural impact of any training in an organization is also important to consider. This impact is relevant because it determines whether a training package is accepted by the employees or rejected. It is therefore a way of understanding the impact of a training program. 
The efficiency impact is further a means for measuring how impactful a training program is. Any training program should improve the efficiency of a business and its employees by increasing their knowledge and instilling in them new skills that are needed for the betterment of the business. The Financial impact of any training an organization undertakes is also important in analyzing how impactful training has been.  The return on investment is key to consider as it ensures organizations do not spend resources on pieces of training that are not relevant.
The use of appropriate evaluation tools like performance records, focus groups, interviews, surveys, tests, and observations,   are important in implementing the evaluation models for the general growth of organizations.
[bookmark: _GoBack]Limited resources in an organization limit not only the training that organizations give to their employees but also limit the execution of the desirable evaluation programs for assessing the impact of the same training. Leaders also have trouble with determining whether a training package has content that is relevant to the growth of an organization or not. This should also be a learning point for leaders as they should strive to develop relevant for their training. Sustaining the impact of training also helps an organization become better by fulfilling its strategic goals and impacting society positively (Mager-Lightfoot, 2020).  Understanding the experience of learners across different modalities is also important to an organization as it makes it easy for organizations to determine whether certain pieces of training are bearing the desired fruits or not.
 Consistency in training is further important to an organization as it guarantees constant development and acquisition of missing skills and knowledge by the employees. Organizations should also prioritize training depending on the organizational needs of the employees. Additionally, organizations having internal champions is very beneficial as the champion shall ensure all the benefits that are reaped from any training are not forgotten rather, are used for the expansion of the organization. These internal champions also help organizations in improving their work in the future and shall ensure the trainees continue to use their newly acquired skills to build the organization (Mager-Lightfoot, 2020).
Text Comparison and Contrast
These articles are similar to Noe’s text as they all emphasize the importance of organizing and executing training programs for employees. The texts together acknowledge that employee training is fundamental for organizational growth and a successful business. Noe’s text is also similar to Stephani’s and Nikos’ articles in that it discusses the importance of evaluating the impact of the training programs given to employees. The text plus the articles all deeply analyze various methods of evaluating the effectiveness of employee training before any training and after the training.
Noe’s text is however different from Nikos and Stephani’s articles in that it focuses on making the readers identify the fundamentals of training and development. Noe talks about the need for organizations to approach the training and development for their employees as a wholesome package which should begin with an assessment of what the needs of the employees are. Noe advises employers to inquire from their employees what their training needs are and then customize the training to the needs of these employees (Noe & Kodwani, 2018).  The mode of transferring the training to the employees is also a matter of consideration according to Noe. Noe notes that it is important for the appropriate training techniques to be used for the best results to be obtained from the training.
 Noe also discusses the importance of the design of the learning environment in facilitating the success of any training conducted. Noe also discusses several methods of training that can be used by organizations when training their employees. Noe’s text is also categorical in its analysis of different work environments (Noe & Kodwani, 2018). For example, according to Noe, the training needs for the service industry, retail industry, manufacturing industry, and non-profit organizations are all different. At the same time, Noe identifies how the work environment influences the success or failure of the training and development of employees.  All these aspects are not covered by Stephani’s and Nikos’ articles.
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