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ABSTRACT  

Training is the demonstration of building up one's information and capacity to improve productivity in his/her work. Work-situated arrangement 

it is. It fills the contrast between what the specialist has and what the activity needs. Of that issue, it is not, at this point a matter of contention to 

offer guidance to employees working in totally organized parts of human movement. Furthermore, the requirement for preparing was perceived 

late as a significant practice in business organisations as well as in scholarly establishments, proficient bodies and divisions of government. In 

this paper, we will find out about the significance of training, its pre- training, during the training and post training period and how it can affect 

the conduct just as the working of a person. We see what really inspires a person for an instructional class additionally, including the most 

favoured training techniques as indicated by the survey. Also, a major focus will be on covering how organisations are dealing with their 

working pattern, training provided to their interns, effectiveness and efficiency of training in the covid19 pandemic situation. 
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Introduction 
 

As indicated by Edwin B. Flippo, " training is the 

demonstration of expanding the information and aptitudes of 

a worker for making a specific showing."  

As indicated by Michael J. Jucious, " training is any 

procedure by which the mentalities, aptitudes and capacities 

of workers to perform explicit occupations are improved.  

Talking about employee training, there are various area 

where they can be provided the training session. Some of 

them are computer skills, ethics, communications, customer 

service, safety, sexual harassment, diversity and quality 

initiatives which actually plays a vital role in every 

organisation.  

Discussing the need of training, it has been perceived as a 

fundamental action in the business associations, yet in 

addition in scholarly establishments, professional bodies and 

the administration offices. We see that there is a need of 

training, so the primary reasons what can be accomplished 

with this are referenced underneath:  

 

Literature Review 
 

An Integrated Model of Training Evaluation and 

Effectiveness (Kaye Alvarez, Eduardo Salas) 

 

This paper focuses on the attitude and behaviours of an 

individual in order to know the effectiveness of the training 

session. Assessment estimates saw as identified with post 

training perspectives were intellectual picking up, preparing 

execution, and move execution. Preparing viability factors 

saw as identified with post training perspectives were 

pretraining self-adequacy, experience, post training 

authority direction, learning standards, and post-preparing 

intercessions. 

 

Influences of individual and situational characteristics 

on measures of training effectiveness (John E. Mathieu, 

Scott I. Tannenbaum and Eduardo Salas) 

 

The purpose of this paper is to observe the how the 

individual and situational characteristics can impact the 

effectiveness of the training session. Here with the help of 

university employees the findings and conclusion were 

done. Also, a relationship between training motivation and 

perceived reaction was noted. 

 

Execution 

 

Getting ready improves delegate's ability and capacities and, 

along these lines, improves labourer’s display both in sum 

and quality. Better or extended agent execution really 

prompts extended operational productivity and extended 

definitive advantages. Improvements in specialist 

execution/benefit in developed countries' advance support to 

this declaration.  

 

Turnover and Absenteeism 

 

Getting ready makes an assumption of trust in the cerebrums 

of the workers. It gives them a security at the workplace. As 

needs be, work turnover and non-appearance rates are 

lessened.  

 

Management 

 

A readied master is free. He knows his work and way to deal 

with perform it well. Consequently, his work requires less 

administration. The manager can give his time on 

progressively basic works.  

 

Resolve 

 

Getting ready not simply improves the limit and capacity of 

delegates, yet what's more changes specialist air toward 



PSYCHOLOGY AND EDUCATION (2020) 57(9): 3441-3446      ISSN: 00333077 

 

3442 
www.psychologyandeducation.net 

 

positive. Better, work satisfaction, boss strength and streets 

for internal progression lead to high certainty among the 

delegates. High affirmation, along these lines, makes 

laborers' legend dedicated to the affiliation.  

 

Quality 

 

In formal getting ready projects, the best strategies for 

performing occupations are standardized and a while later 

instructed to agents. This offers two-overlay benefits. At 

first, consistency in work execution improves the idea of 

work or organization. Also, better instructed, or state, 

arranged workers are less disposed to submit operational 

mistakes.  

 

Self-awareness 

 

Getting ready improves labourer’s ability, data and 

capacities and, subsequently, prevents agent's obsolete 

nature. This makes agents improvement orchestrated.  

 

Innovation update 

 

Advancement is changing at a brisk pace. The workers must 

learn new strategies to use advance development. As such, 

getting ready should be treated as a steady methodology to 

invigorate the laborers in the new procedures and 

techniques. 

A brief study of the 5E learning model for the purpose of 

training was done. The stages can be explained as  

Engage: To learn participants must have the option to 

contextualize this experience and have promptly accessible 

exercises to control them.  

Explore: Usually a gathering action, this stage centres 

around helping participants comprehend and grow new 

aptitudes.  

Explain: As a coordinator and coach, stress why the past 

stage was pertinent for this meeting and for your more 

noteworthy objective.  

Elaborate: Employs members to sharpen in those 

reasonable aptitudes by actualizing useful preparing 

exercises.  

Evaluate: This stage applies to coordinators and 

participants the same. Both must finish up and disguise the 

exercises learned all through. 

 
 

Research Methodology 
 

The following methods were used: 

a) Questionnaire 

b) Interviews 

For this purpose, we have conducted a telephonic interview 

as well as circulated questionnaire. In the questionnaire, we 

have covered three periods which are before, during and 

post training behaviour of individuals also, considering the 

work environment, their preparations and after training 

behavior towards their working. The main consideration was 

to focus on the participants internship time period as 

hypothetical situations won’t result in accuracy.  

Whereas in the telephonic interview, some of the 

participants were contacted in order to know better about 

their internship experience. Here, the main focus was on 

participants with no prior work experience either full time or 

part time. It was mandatory to know their level of 

productivity, satisfaction, quality and morale especially this 

time where WFH (work from home) culture is trending.  

Since in this pandemic situation, almost all the organisations 

are providing their trainings sessions via online mode which 

includes video conferencing apps like zoom, google meet, 

jio video conferencing app, Microsoft teams and many 

more. We, with the help of our survey, will identify about 

the effectiveness of training via online mode and also see 

whether this method can be used in future.  

 

Findings 
 

Basically, the findings have been divided into three 

categories which mainly are 

1. Pre-Training period 

2. During the training period 

3. Post training period 

*Few screenshots of the questions asked to the participants 

have been attached for the analysis purpose.  

In the first phase, the major focus was to evaluate and 

analyse the readiness and the participants outlook regarding 

the session. A proper communication of the objectives and 

goals is a must, along with the environment should be made 

available. In this pre training period, we questioned our 

respondents based upon  

a) the current knowledge and skills they possessed 

b) and the knowledge and skills they need to possess which 

will help them to perform their job in a more efficient 

manner. 

With the training session, we must focus on the alignment of 

its needs as well as the goals of the organisation. Build up 

the unmistakable relationship between organization business 

objectives and the aptitudes the students will learn and 

create when they complete the course. This encourages you 

rouse the student and make your group mindful of what they 

are really going after to create. Setting up of the goals is the 

first most important part in the training process. A training 

session without clearly stated goals and objectives will not 

prove to beneficial for both the interns as well as for the 

organisation. 

To inspire your crowd of students, supervisors must 

guarantee that they meet probably some of them before the 

preparation and educate them concerning the importance of 

the material—how the learning results line up with the 
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organization's business objectives and how they can advance 

along their vocation ways with the information they procure. 

Supervisors ought to understand the essentialness of the 

learning and see how they can encourage the learning 

procedure for their colleagues and make open doors for 

them to apply the information. 

In the pictures below, 1 is assigned as least satisfactory 

where 5 is assigned as most satisfactory responses. In the 

pre-training preparation, we are looking at the attitude and 

behaviours of the respondents. Here, from the charts we can 

see that some of our respondents were not satisfied with the 

initial session which might lead to dissatisfaction among the 

employees/interns. Indirectly will result in more 

absenteeism and higher attrition rate and less productivity. 

The same was the case in terms of educational and 

knowledge environment. In this pandemic situation, the 

training effectiveness can vary with the office/workplace 

training session due to virtual mode of communication. 

Many of the respondents rated office/workplace sessions to 

be much more effective. 

  

 

 

 
Nowadays, we see immense amount of technological 

advancements happening every day, with this, new ways of 

training for the workforce should be done which will not 

only engage the respondents level of participation but can 

also, motivate to perform efficiently in both the session as 

well as imply the learnings in the working environment for 

the betterment of the individual as well as the organisation. 

Looking at the present situation, i.e., Covid19, every 

organisation is focusing towards the virtual mode of 

communication not only for the employees but also for their 

interns. With this, we not only have to look at the online 

mode but at the same time, work to improve the efficiency. 

In such a case, the amount of video conferencing is at its 

peak. In the interview rounds also, the respondents seem to 

be very much comfortable with these modes of training no 

matter they are being trained in virtual or office 

environment. Their main objective of selecting this mode 

was convenience, can go through them again and again in 

comparison to the case of an instructor training them. 

According to some research being conducted in the subject 

psychology, the results showed that the effectiveness of 

video modes and picturization in terms of learning are better 

because in this, humans tend to remember articles for a 

longer period of time.  

 
 

In terms of prioritizing the purpose of training, the 

maximum number of respondents voted for learning 

experience as the motivating factor for their training session. 

With the help of interviews with the few respondents, I, 
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analysed that respondents voted as learning experience as 

first, following which were more productivity and 

certificates respectively. In other words, the preferred 

motivating factor for a person is learning experience so that 

to have a better career opportunity and future growth, this 

includes both personal and professional. Gone are the days 

where only certificate used to be the prime reason for an 

individual to undergo the training session. Here, the main 

focus was put on the generation Z respondents because in 

the next few years they are the ones who will be categorized 

as the workforce population.  

 
 

Here, talking about the methods of training. We see the most 

preferred methods are simulations, classroom training, Job 

shadowing, team training and case studies being the last in 

the list. Simulation is the imitations of the real working 

condition via online mode. Job shadowing refers to an 

informal way to learn what is like to perform a particular job 

at a workplace. Classroom lectures are the oldest way of 

training where, there is an instructor and few students. Team 

training refers to a situation where a group of individuals 

come together in order to accomplish a particular objective. 

Case studies refers to a situation where a paper-like reading 

material based on the real-life problems faced by the 

organisations are provided to the participants and the 

solutions are identified. 

 All the methods are focusing on the real-life working 

conditions. The importance of this is to improve the overall 

focus of the individuals. The exchange of learning is 

programmed and easy if the student knows about the 

suitability of the material; to his/her work environment. The 

grown-up student is spurred to apply his/her recently 

obtained information just in the event that he/she is sure that 

it will assist him/her with handling his/her genuine 

difficulties.  

Here are a few hints on the best way to build up importance 

by making a course that imitates reality:  

 Fuse sensible situations that mimic the issues 

looked by the students at the working environment. Here are 

a few hints on the best way to make pertinent situations.  

 Fuse down to earth practices that are like what 

students will be relied upon to perform at the working 

environment. For example, in a course for call focus 

representatives, make exercises like noting calls submitting 

general direction to contents and layouts. These common 

sense activities give the course the similarity to the real 

world.  

 Incorporate non-models from genuine to allow 

students to learn, in a sheltered situation, what can turn out 

badly and how to fix issues. 

 
 

During the training session, it becomes mandatory to focus 

on the module and the sequence and flow of the session. 

There are a few preferences of scattering and conveying 

your course in modules, yet above all, it has to do with the 

exchange of learning. At the point when individuals come 

back to work in the wake of finishing every module, they 

get a chance to apply their recently obtained information. 

Since there isn't a lot of slack among learning and 

application, it is more uncertain that individuals will 

overlook the substance. In the analysis part also, we observe 

that the respondent’s preferences are very much intact in this 

theory of clear and separate module to improve in the 

learning and productivity of the individual. The more 

interesting the modules are, the more likely will be the 

chance of effectiveness of training.  

During the interview, majority of the participants responded 

that the more interesting the modules are, the more 

interesting it seems to them towards learning.  
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In the final phase, we analyse the performance and the 

behaviour of the individuals post the training session. We 

can observe that few respondents were not satisfied with the 

overall training session while some didn’t even complete the 

training module. These can end up in either zero or less 

improvements in the actual workforce area. In the third 

chart, we see non-responsive nature of the respondent which 

might result in less beneficial. 

In the training period, our focus should be on the realness of 

the session, which in the final phase will reflect. If the 

individuals are provided training lessons based on some 

unrealistic grounds, then the practical examination will be 

hampered. Various examination considers have stressed the 

significance of rehashed practice to solidify one's recently 

obtained abilities. Representatives ought to be given 

sufficient open doors at the working environment to 

rehearse the abilities they have gained from the preparation 

program. As indicated by contemplates, not having these 

open doors can restrain a representative's capacity to apply 

his aptitudes to take care of genuine issues.  

The importance of follow ups is of immense value. Follow 

ups is one of the most effective approaches to solidify the 

information, recognize holes in preparing, and distinguish 

the barrier(s) to a solid exchange of learning. You can send 

follow-up messages to individuals after about a month to 

strengthen key learning focuses. You can orchestrate post-

preparing follow-up meetings to give valuable exercises or 

utilize these chances to let students practice their aptitudes 

or talk about their encounters as they attempt to apply their 

insight at work.  

These meetings are likewise perfect occasions for learners to 

consider whether they are confronting difficulties as they try 

to utilize their abilities at work, and how they have 

actualized the key ideas and what were the outcomes? The 

responses to these inquiries give important experiences to 

mentors about how fruitful has been the learning move, so 

they can devise approaches to advance the exchange 

procedure. 
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From the pictorial representation above, we suggest that 

there can be various reasons why an individual is less likely 

to complete their training session. From being unrealistic 

approach to individuals lack of dedication, the effectiveness 

can get hampered. Both the parties involved i.e., trainer and 

the trainee are equally responsible for the successful 

completion of the training process. 

If there comes a situation where either of the parties 

involved is not satisfied with the entire process, then the 

overall result can get hampered. Just like in the above 

charts, we observe that some respondents were either not 

satisfied with the process or didn’t want the follow-ups 

which is actually important. Whereas in case of successful 

completion of the course, the overall benefits will be visible, 

not only in the working of the employees/interns but at the 

same time, will reflect in the organisation’s working and its 

financial statements.  

 

Conclusion 
 

With our findings, we can conclude that training has turned 

out to be very much crucial in every organisation. With the 

right type of training being imparted to their employees, it 

will help achieve the goals of the organisation. Also, the 

attrition rate and absenteeism rate will be lowered, which 

will directly help the organisation gain a positive feedback 

from the employees and enhance the brand of the 

organisation.  

We observe that there are other factors which actually will 

hamper the training sessions like not providing the right 

environment, not being clear about the goals and objectives 

of the session, boredom, non-serious approach of the 

candidates and not so engaging training activities and their 

follow ups are just a few reasons. Morale and personal 

growth of the individuals might diminish.  

In this pandemic situation, we observe that online training 

via video conferencing apps are being trending. Also, the 

respondents express their likelihood to the usage of online 

medium, but at the same time, there are few participants 

which respond that offline mode to be a better medium of 

imparting the training session. Along with this, there are few 

important points to be considered which proves to be very 

much crucial for the session which are 

a) clarity in the objectives and goals of the training session. 

b) realistic training. 

c) methods of training. 

d) follow ups is a must. 

e) self-assessment of an individual is a must. 

f) plans to retain and improve motivation. 

Last but not the least, we can say that both the offline and 

online modes of imparting the training session are effective. 

There are few situations where offline mode can prove to be 

much more useful and the reciprocal can also be said. In 

other words, both methods can co-exist.  

 

Future Research 
 

For this purpose, there are few things which can be studied 

in the future which are mentioned below likeMore detailed 

study of the factors can be done. Apart from the mentioned 

factors of motivation are there any other reason which can 

motivate a candidate in the training session. Also, a 

quantitative approach for the purpose of analysis cane be 

done. Training session post the pandemic can also be looked 

upon. A brief comparison of offline vs online mode can be 

figured out. To improve the efficiency. 

 

References 

 

[1] https://d1wqtxts1xzle7.cloudfront.net/4315

9934/thesis_2.pdf?1456660487=&respons

e-content-

disposition=inline%3B+filename%3DInter

national_Journal_of_Business_and_Ma.pd

f&Expires=1594382509&Signature=A4n6

fSuCc~UaQ5EkitXjAYSdzhpyi9eRMJ0e

QmjeTYSIqbWbc5fJ2m6CziV5dCRgz2St

h7HZfqWm6osrdjN4e7jew0cgPGaz9yn0u

JJOIYN3kXq7u~SND~P3eWaqK3P7Mek

yufJ1IlVc4QtnNL70YKA5p1NDTaZ3Bsq

ec3L2CM8ANKcMbHtmc4Ra1goPdhziC

pyoQZWMei3ImW5TIuQ-bA-

40jdYy22Cmw2nrUkK6NWhwEb5SOJ3

GyqtQygXtic7dwuEJ3lWz8FhlkRjMzswl

DLEHHKW1i1vo4p9nlMX74NpIxtwW32

cZBwT7i1WVjP~W60VAGyIgzYPKw2h

nigXxg__&Key-Pair-

Id=APKAJLOHF5GGSLRBV4ZA 

[2] https://apps.dtic.mil/sti/citations/ADA2815

19 

[3] https://journals.aom.org/doi/abs/10.5465/a

mr.1986.4283922 

[4] https://journals.sagepub.com/doi/abs/10.11

77/1534484304270820 

[5] https://journals.aom.org/doi/abs/10.5465/2

56317 


	Introduction
	Literature Review
	Research Methodology
	Findings
	Conclusion
	Future Research
	References

