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1. Cost effective and cost-benefit evolution.

Cost-effective evaluation in simple terms describes the measure that determines the program that has occurred, how much spent on the program and the process of the execution of the program. Cost-effective evaluation is related to program evaluation because it provides interventions of relative inexpensive training programs that can significantly reduce the cost of conduction training. (Bonte, 2013)Cost effect evaluation compares relative training cost and outcomes from the training. On the other hand, cost-benefit analysis is an economic analysis that assigns momentary values to measure the effect of a program. In training evaluation, both cost-effective evaluation and cost benefits evaluation play a key role in the evaluation analysis.
Cost-effective evaluation tries to measure the extent to which the training targets are being met. It also detects any factors that hinder the maximum realization of the objective. It is also involved in establishing the extent to which a particular training policy would produce the desired outcomes. (Zeiger, 2018) In comparison, cost-benefit evaluation compares the total training cost with the resulting benefits. This will enable calculating the net benefits and cost associated with the training. In general cost-benefit analysis tries to assess whether the economic benefit of having the training outdo the economic cost of conducting it. It assesses the worth of having training.in mathematics notation, cost-benefit analysis is the total monetary benefit divided by the total monetary cost of conducting training. In conclusion cost benefits and cost-effectiveness, evaluation takes place when a training program has occurred and the management is interested in evaluating the training program in terms of cost.
2. Four types of evaluation outcomes.
It is necessary to examine various outcome measure in order to determine how effective the training was. Four evaluation outcomes measures that are used include reaction, learning, behavior, and organization results. Their outcomes are reordered in order of their precedence.  The first of the outcome is a reaction. Reaction influences how much that can be learned. After reaction, there come learning outcomes. This tends to influence how training can result to change back in the workplace. After this behavior is outcomes. This will influence the result of the organization. Finally, there are organization results.  This relates to the purposes of the training. Some of this purpose may be low productivity. After training it is expected that the productivity should at least change positively.
Trainee’s perceptions, emotion and subjective are measured as reaction outcomes. This marks the first level of the training evaluation procedure.  This reaction is important because favorable ones motivate learning. The measure of how the training purpose is being met is what is called learning outcomes. This evaluates the learning objective that was developed in the design phase.  Job behavior measures the degree through which the learned knowledge transforms the employee’s behavior. During the design phase, the performance gaps were identified. Therefore, job behavior tries to cover up the behavioral gaps identified. Finally organization result referee to overall results from the training. This aims at bridging the gap in the organization productivity as well as the employee’s motivation. Training evaluation tries to put all the above four types of evaluation outcomes in order to assess the effectiveness of the training,
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