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Nigam, Anuradha. Training Programs Improve Job Skills in Northwest Wisconsin

Abstract
To counteract the negative impact of today’s faltering economy, the Northwest Wisconsin
Workforce Investment Board (NWWIB), a regional organization devoted to providing workplace
development services in 10 Northwest Wisconsin counties, sponsored a series of training
seminars to help employed and unemployed workers to enhance their marketability. Trainers
conducted seminars on topics such as value stream mapping and lean principles. These training
programs were evaluated using Kirkpatrick’s level 1 evaluation. To evaluate the impact of these
trainings, researchers at the University of Wisconsin-Stout sent surveys to 137 participants via
the web. The survey asked trainees about their satisfaction with the training and the instructor,
the impact of the training on their employability, and the usefulness of the training on the job.
The results from 30 surveyed participants indicated that attending a training session improved
employability for 80% of unemployed trainees and increased advancement opportunities for 61%
of employed trainees. Over 41% of employed trainees indicated that they used their new skills
every day on the job. These results provided evidence that NWWIB’s training programs were
not only successful but also effective in the professional development of the Northwest

Wisconsin’s workforce.
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Chapter I: Introduction

The Northwest Wisconsin Workforce Investment Board (NWWIB) is a regional
workforce development organization operating in ten counties of Northwest Wisconsin: Ashland,
Bayfield, Burnett, Douglas, Price, Iron, Rusk, Sawyer, Taylor and Washburn. NWWIB has
developed a strategic plan to achieve their goals. The key component of their strategic plans was
“communication” to accomplish their mission by collaborating educators, workforce-
professionals, community leaders, employers, economic developers, and charitable
organizations. The goal of NWWIB is to enhance the quality of the workforce that meets the
demanding and changing needs of the industries of these ten counties. They are responsible for
employment and training programs at eight Wisconsin job centers.

Jobs in the manufacturing industry have become very competitive with the economic
downfall in the country. The recession caused the layoffs throughout the job profiles not leaving
any industry untouched. The Northwest Wisconsin manufacturing workforce had to make sure
that they have an edge to survive in their respective organizations. The manufacturing industry
needs a trained and well-educated workforce to compete with the rest of the industries. The
trainings are evidently essential for the manufacturing organizations to survive in the present
economical scenario. Thus, the manufacturing organizations in Wisconsin should think about
imparting different trainings to improve the effectiveness of the incumbents in the workplace.

The manufacturing training programs delivered by NWWIB in northwest Wisconsin, is
an effort to assist the workforce consisting of job-seekers, incumbent workers, and youth, to gain
an advantage by honing their skills.

Statement of the Problem

The Northwest Wisconsin manufacturing industry needs to upgrade the skills of its

incumbents to tackle the slow economy. The workforce have to face competition within US and

globally. They need to be trained for different manufacturing skills and educated for more
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effective and efficient production. The concern is that the industries have engaged the workforce

in training but the evaluation of those trainings has not occurred. The training evaluation is
significant, as it will ensure that the needs of the Northwest Wisconsin businesses have been met.
Thus, this is an effort pertaining to the effectiveness of the training programs using Kirkpatrick's
evaluation for Level 1, reaction, to determine the level of satisfaction towards the training
imparted to the workforce.
Purpose of the Study
The objective of the research is to evaluate the effectiveness of the lean manufacturing
training in comparison with the other manufacturing training delivered to both the employed and
unemployed workforce in different Wisconsin manufacturing units.
Definition of Terms
Evaluation. A systematic approach to determine conceptualization, design,
implementation, and utility of a training program may be defined as Evaluation (Rossi,
2004).
Kirkpatrick's evaluation-Level I: Reaction. This level measures the participants’
reaction about the training program (Kirkpatrick & Kirkpatrick, 1998).
Limitations of the Study
The limitation of the study is as follows:
1. All the participants were not evaluated because of unavailability of their contact
details.
2. The time gap of the study done and the trainings conducted was considerably long.

3. Not all participants responded to qualitative questions.
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Methodology

The participants were administered the questionnaire primarily via web survey and mail
survey. However, if the need arises, a phone survey follow up will be done. The analysis of the

data was mainly done by statistical correlation.
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Chapter II: Literature Review

The purpose of this study was to evaluate the effectiveness of the NWWIB trainings
delivered at various manufacturing units. Kirkpatrick’s Level 1 evaluation was used to
determine the participants’ opinion towards their satisfaction level of training attended. In order
to have successful training programs it is very important that the training programs are effective
and efficient to fulfill the training needs satisfactorily. The following is the review of the
literature to evaluate the effectiveness of the trainings done at the various manufacturing
industrial units. The need of assessment of the trainings imparted led to the evaluation of the
various trainings. Evaluation has been done using Kirkpatrick’s Level-1 evaluation to determine
participants' opinions by measuring the level of training satisfaction.

Training

Training in an organization is provided for effective functioning of the organization by
increasing the employee effectiveness in performing the assigned tasks (Delaney, 1987). In
other words, the employee will be trained to perform their job in a specific manner that helps in
achieving the goals and mission of the organization. Effective training and education efforts can
reform company culture by helping employees understand ethical standards and their application
to workplace decisions (Leclair & Ferrell, 2000). Several authors emphasized the positive
insights of training in the organization’s workforce than those working for firms without the
training programs in place (Valentine & Fleischman, 2004).

Any organization, may it be an educational organization or any business and industry,
needs to train their workforce for better performance results pertinent to customer service,
product sales, to expand business, and for growth of technology in business and industry. Hence,
needs assessment, training methodologies, and results of an effective training, which play an

important role in evaluation of training will be discussed in the later part of the literature review.
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Needs Assessment

The advancement in technologies, increasing production volume, and increasing number
of employees in an organization is resulting in the need for the training. The economy slow
down has resulted in budget cuts, due to which the training and human resources development
has been affected the most. For this reason, the job of the training and human resources
development department has become very challenging (Callahan, 1999).

To accommodate the increasing demand of the workforce with limited financial
resources, a thorough needs analysis has to be done to identify the gaps between the current
condition and the desired condition. This will also lead to avoiding any unnecessary training
expenses (Gupta, 2007).

The training needs assessment can be further described as the process of identification of
requirements of performance. It also identifies the gaps between the required performances and
the present job performance of an employee. When a gap is identified, the various methods and
procedures are sought out for the closure of the gaps (OPM, 1994).

In another study, a model has been provided for the training needs assessment that is
“input process output” model based on the problem-solving approach (Kaufman, 1990).

Allen (1990) summarized about the needs assessment instruments from several
contributors that were later developed as a trainer’s toolkit. This toolkit was developed from
preciously done needs assessment processes. This collection is a model consisting of various
case studies on needs assessment and illustrations about processes of needs assessment
instruments. The instrument selected for the toolkit model depicted a variety of audiences,
formats, contents, and data collection procedures.

Training Methodologies: Enhancing Effectiveness
Training methodology is an essential component of training. Selecting a structure and

methodology for training are extremely vital steps to achieve the target training objectives. The
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various methods primarily adapted are similar to off-site coaching, on-site training, and open

learning sessions. These methods act as an instrument to determine the appropriateness of the
training methods adapted in comparison to the context of the training objectives and goals set in
the beginning of the training process (Bartram & Gibson, 1999).

Friedman and Yarbrough (1985) suggested incorporating a variety of training methods to
captivate trainee’s attention and thus increase the training material absorption. The authors
emphasized the importance of encompassing training methods such as abstraction level, source
of information, structure, and facets of learning, while assessing the training plan.

Liebman and Balli (1995) developed a unique approach known as 3-5-3 which is a three
step method of developing a broad range of instructional strategies for training methods. The
authors adapted creative training methods to structure the training such as simulation, relay
races, guided imagery, flow charts, and placemats. The combination of traditional and new
innovative training methods in the 3-5-3 approach, led to higher engagement and learning rate of
the trainees resulting in impactful training.

One more study indicated that between several listed training methods such as films,
discussion groups, slide presentations, audiocassette presentations, programmed instructions,
customized and off-the-shelf videotapes, teleconferencing, and interactive video programs, the
trainees preferred the computerized instructional methods more (Anon., 1986).

West (1996) demonstrated that training might not prove to be effective initially when
imparted in the form of a lecture. But when the training is accompanied by practical experience
or demonstration of the lecture, the effectiveness of the training increases.

Training in Different Industries

An organization’s existence and growth, irrespective of the type of organization, either

public or private, is dependent on the quality products and quality services that it renders to the

community. The collective efforts of all employees of an organization helps in setting up a
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standard for the job performance level, though there can be inconsistencies within the

organization as not all employees work at similar levels. This causes a gap between the present
performance and the desired standards of performance. To eliminate the performance gap,
various trainings are organized (Johnson, 1967).

Dean et al. (1995) assessed performance improvement of a northeast community college
in suburban Philadelphia. The target audience was administrator, faculty, and support personnel
of the college. A professional development plan was administered that comprised of few
components from Gilbert’s behavior engineering model (Gilbert, 1978). The effective training
used a combination of models and methods to demonstrate a new strategy for selecting
professional development options.

West (1996) suggested a “buddy system” for the sales representatives of an industry. In
this system, new sales representatives are paired with experienced sales associates who become
their mentor. The mentor assists the new employees and trains them by demonstrating
performance for the job tasks assigned. This helps the new sales representatives to get
accustomed with operations of the organization by learning from observing their mentor perform
the duties.

Herman & Eller (1991) demonstrated and discussed the need of training for hybrid
industry, namely travel, tourism, and hospitality. The authors have discussed the models of
successful consortium and partnership approaches. The authors indicated, Canada’s Stratford
Chef School runs an apprentice program for hospitality industry that helps in development of
skilled workforce by giving them appropriate practical trainings and issuing professional chef
licenses.

Evaluating Training
Evaluation is an imperative outcome of the training function with an approach that is

user-centric. It plays a very crucial role in an organization for making the trainings more
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receptive in the business and industry, by answering some key questions. The user-focused

evaluation process is approachable to the needs of the organization and allows modification at
any point of time (Gill, 1989).

According to Gordon (1996), training evaluation, measurement of effective training, and
return on investment via effective training imply the same meaning, but all have very different
implications. A quality training program adds the maximum contribution towards the benefit of
the organization’s needs in the least time. Training is considered to be significant and
worthwhile if the employees’ on-the-job performance after training has significantly improved.
Thus, evaluating training becomes imperative and facilitates functional development.

Campbell (1998) and Shuell (1986) suggested that most important issues of evaluation
are whether the training material are understood and learned by the trainees, and to ascertain that
the projected training goals have been achieved.

The Kirkpatrick model of training evaluation. To ensure training program
effectiveness, it is necessary to assess whether training program led to desired results. The
training program can be improved by drawing conclusions from the feedback given by
participants.

Kirkpatrick (1987) defined evaluation as determining that how much effective is the
training program. Evaluation is done in order to improve the future training programs and for
eliminating the training programs that are not effective.

Fitzpatrick et al. (2004) explained that there are two types of evaluations: formative and
summative. Formative evaluation is process evaluation that provides information throughout the
entire training. Summative evaluation is product evaluation that occurs at the end of the training.

Kirkpatrick (1975) proposed a model for training evaluation, which deals with summative
evaluation. The model has four levels of evaluation:

Level 1 Evaluation: Reaction (Trainees’ first reaction)
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Level 2 Evaluation: Learning (Trainees’ learning transfer)

Level 3 Evaluation: Behavior (Trainees’ on-the-job behavioral change)

Level 4 Evaluation: Results (Trainees’ positive, attributable results)

All four levels of evaluation play a unique role in evaluating trainings. Level 1
evaluation can be described as reaction of trainees about how well did they like the training
program. This is a measure of customer delight. Level 2 evaluation illustrates learning absorbed
by the trainees from the training program. Level 3 evaluation determines whether the change in
behavior of trainees on-the-job, is a result of training program. Level 4 evaluation is the final
result that identifies whether application of training improved organizational performance or not
(Kirkpatrick, 1987).

Evaluation Method

The evaluation method must be selected based on the participants, training program
objectives, content of the training program, types of data to be collected, learning environment,
and cost of training. Several methods for evaluation have been proposed by Phillips et al.(1992).
These methods are: action plan audits, participant feedback, performance contracts, participants’
follow up, and pre and post training examination.

In any organization, the reaction to training programs is very first step towards evaluation
process of trainings delivered. It determines how people feel about training programs, instructor,
and training environment (Kirkpatrick, 2001). Trainee’s thoughts captured in comment sheet,
help executive level management in decision-making.

According to Marsh (1997), student’s evaluation of teaching (SET) is multidimensional
and primarily comprises of nine factors: “teaching-learning/value, enthusiasm, organization,
group interaction, breadth of coverage, examination grading, assignments, individual rapport and
workload/difficulty.” He included the questionnaire regarding instructor effectiveness for

participants to rate their respective training instructors. Kirkpatrick and Kirkpatrick (2006)
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indicated that to ascertain the performance standards for future training programs, the trainers

evaluate and measure the trainee reaction. They also suggested that valuable trainee feedback
helps to evaluate existing programs and to improve future programs.
Summary

The combination of needs assessment, training strategies and methods, carve out a better
way of training evaluation that meets the organizational goals and objectives. The effectiveness
of training program can be measured by using Kirkpatrick's Four Levels of Evaluation. They are
reaction, learning, behavior, and result. Level 1- Reaction is a suitable for measuring trainees’
satisfaction for the training program. The Level-1 evaluation result provides significant
information regarding the training program to can be important information for the program to

modify or make changes in training content, design, or training delivery methods and strategies.
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Chapter III: Methodology

Training evaluation has not been done for trainings delivered at various manufacturing
units or companies by NWWIB. Evaluation will help identify training areas that need
improvement and also will confirm whether organizational goals have been achieved or not.

The method and process used were Kirkpatrick’s Level 1 evaluation, to evaluate the
trainees’ reactions about the training program.

Method of Study

The summative evaluation was followed in this study instead of formative evaluation. A
summative evaluation analyzes more than one learner’s performance to examine the success of
that group on the basis of the learning materials and methods. The purpose of evaluation was to
identify the sections of training that needed improvement to ensure that it achieves the desired
objectives of the training program. The quantitative data from study was used to address the
problem. The online survey was used as a tool to measure the trainees' perception whether they
were satisfied and engaged by the NWWIB training programs or not. An approval from
Institution Review Board (IRB) of University of Wisconsin-Stout was issued before
administering surveys and participants were kept informed about IRB approval (Appendix A).
Development of survey was done online with the help of Qualtrics, web-based survey
development software provided by the University of Wisconsin-Stout. Survey was developed to
accommodate easy accessibility. Participants were primarily emailed the survey via a web link
(Appendix B) and those who did not receive the email were administered the survey via mail.
However, a phone survey follow up will be done for further data collection as needed.
Participants

The participants were from various parts of Wisconsin and Minnesota states. The total
numbers of participants were 195. Categorization of population was done on the basis of age,

education, and employment status. Out of the 195 participants, 137 were administered via online
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web survey due to unavailability of their email addresses. Hence, a mail survey (Appendix C

and D) was also developed for the rest of the participants. However, in this study, we have
presented findings only from online web survey. Another investigator will present the findings
from mail survey.

Instrumentation

The instrument used in the study was a web-based survey. The survey was administered
to participants of NWWIB trainings to measure the level of satisfaction towards the training
program. Survey tools are frequently used to evaluate and measure the opinions of the
participants (Fitzpatrick, 2004).

A well-designed and well-organized survey can contribute detailed information. The
survey was developed from various sources. Both quantitative and qualitative questions were
embedded. Quantitative questions were based on a likert scale and responses ranged from
Strongly Agree, Agree, Neither Agree nor Disagree, Disagree and Strongly Disagree. The
questionnaire in the survey asked what the participants gain from the training, what type of
certificates do the trainees have, did training help the trainees in gaining a promotion or a job.

The survey had total of 20 questions, out of which 4 were qualitative questions. The
email and mail surveys contained an introductory paragraph about the study and participants
were briefly informed that the study has gone through Institutional Review Board. Participants
were also informed that they have all had the right to withdraw at any point while doing the
survey. The survey was developed such that there were no mandatory questions. The survey
link was directed to the Qualtrics survey.

Data Collection Procedures
A 20-question survey was administered to 137 participants. Email invitations were sent

to participants to take survey. Thirty online surveys were completed and returned.



20
Data analysis. Survey results were captured in Qualtrics and the data collected was

exported in Microsoft Excel to construct a database for further analysis. The data was analyzed
by using Microsoft Excel Data Analysis.
Summary

Training participants were contacted and asked to complete a brief online that asked
about:
e Satisfaction with training and instructor
e Impact of training on employability
e Usefulness of training

e Employment status
Out of 195 participants, the web-based survey was sent out to 137 participants. Thirty

participants completed and returned the online surveys.
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Chapter IV: Results

In 2009, Wisconsin was one of five states to receive federal funding to implement a State
Sector Strategy as a part of federal effort to revitalize the economy.

What is a State Sector Strategy?

State Sector Strategies create “regional collaborations to address the workforce needs of
employers, and the needs of workers for relevant training to advance into skilled jobs. Sector
partnerships can be particularly effective for low-skilled and low-income workers. Sector
strategies are more responsive to industry demand than traditional job-matching and training
services because they are problem oriented, not program oriented; address needs
interdependently, not independently; and work with employers in an industry collectively, not as
individual firms.” — The National Governors Association (Nigam et al., 2011).

The State Sector Strategy targets key industries in specific regions of a state and provides
the industries in that sector with multiple forms of support, one of which is to provide training to
workers in those industries with cutting-edge skills that enhance industry competitiveness and
worker marketability. In the Northwest Wisconsin region, manufacturing and similar industries
were targeted as they represent the future of the region.

The Northwest Wisconsin manufacturing industry needs to upgrade the skills of its
incumbents to tackle the slow economy. Industries engaged the workforce in diverse industrial
skill trainings to educate them, to achieve goal of effective and efficient production. The
concern is that evaluation of those trainings has never been conducted. Training evaluation is
significant; it ensures that needs of northwest Wisconsin businesses have been met. Hence in
this study, evaluation of trainings was done using Kirkpatrick's level | evaluation: reaction, to

determine level of satisfaction towards training imparted to workforce.
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Demographic Details

The total number of participants was 195. Categorization of population was done on the
basis of age, education, and employment status. Out of 195 participants, 137 were administered
via online web survey. 30 surveys were completed by participants and returned.

Only 11% of participants were under the age of 30. A majority (71%) of participants
were between 30 and 49 years old, and 18% were over 50. A quarter (24%) had a high school
diploma or G.E.D. Over a third (38%) completed some college, and remaining participants
(38%) were college graduates. Most (83%) had a job when they attended a training session, but
some participants (17%) were unemployed post-training and looking for work.

Types of Trainings Evaluated

The University of Wisconsin — Stout, in partnership with other area universities, local
businesses, and the Northwest Wisconsin Workforce Investment Board, provided training to over
200 workers in this region on several topics (See Figure 1).

The major types of trainings given were principles of lean manufacturing, critical core
manufacturing skills, and A3. Out of 195 participants, 41.03% attended the Principles of Lean
Manufacturing, 12.82% participated in Critical Core Manufacturing skills, and 10.26% were a
part of A3 training.

Lee (2003) indicated that Korean auto assembly plants adapted the lean production
systems in mid 1990 by witnessing the success of Toyota and other Japanese auto firms. Luria
(2010) suggested that the lean production system refers to a mass production while maintaining
the quality, systematic organizational learning, minimal waste, and a maximized utilization
initiative of skilled workforce. Similar views were shared by Lieberman et al. (1999) stating that
lean production in the industry used flexible technologies which enabled a flexible work
environment resulting in maximizing the employee efficiency and high productivity while

maintaining quality of the product.
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The other two major trainings evaluated in this study were Critical Core Manufacturing

Skills and A3 training. Sobek II and Smalley (2008) reflected on their experiences of A3
training program evaluation in Toyota and concluded that the A3 training program was utilized
to enhance the intellectual development of the employees to direct their skills towards logical
thinking process and real-time problem solving.

The Welding NTC, Industrial Maintenance Course, Advanced Manufacturing, High
Performance Manufacturing, Industrial Maintenance Flex Lab, Value Stream Mapping, and
Quick Change Over trainings contributed towards the rest of the 35.9% of the participants. The
contributing factor of the low participation rates for the above training programs was that these

trainings might have been provided to highly skilled workforce.
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Figure 1. Types of training provided by NWWIB in various industries across northwest Wisconsin



25
In this study, evaluation of the training was performed by Kirkpatrick’s level-1: reaction.

It presents the preliminary results of an ongoing evaluation of the training programs conducted
by NWWIB. Training participants were contacted and asked to complete a brief online 20-
question survey that was categorized in the following major sections which is discussed in the
later part of the study:

* Instructor effectiveness

* Training effectiveness

* Training usefulness

* Increase in employment
Instructor Effectiveness

In this study, the survey has been used as the evaluation instrument for the trainings
imparted by NWWIB. The survey can enable improvements to be made, as suggested by the
trainees, to provide more effective instructors during the course of the trainings (Phipps et al.,
2005). It is one of the deciding factors to determine the required changes in the delivery of
instructions and the needs of the individuals in a group.

In the study, few survey questions were enquired to understand the trainee’s perspective
of instructor effectiveness (See Figure 2). 97% of participants felt comfortable in learning from
the instructor. 90% of the participants agreed that the instructor helped them in understanding
how to utilize the training on the job. Nearly all the participants (97%) liked the real world
examples used by the instructor during the training program. Clark (2004) indicated that the
instructor’s skills and course structure are two important aspects that can potentially influence
learning. He also suggested that in addition to these factors, the instructor’s ability to use the

illustrations to clarify concepts helps the trainee to understand the topics in a better manner.
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Figure 2. Participants’ (N=30; responses received via web survey) reactions on the effectiveness of the instructor for the trainings

provided by NWWIB
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Training Effectiveness

Effectiveness is the bottom line for almost all of the trainings delivered, but why it is
effective for one trainee and ineffective for the other? This has not been researched thoroughly
(Noe, 1986). The author also emphasized the trainee’s satisfaction with the training stating that
it is significant in the learning process of the trainee.

Figure 3 illustrates several variables used in this study to evaluate the effectiveness of
trainings provided by NWWIB in the manufacturing industries across northwest Wisconsin. The
study suggests that 90% of the participants said that they learned important skills. 61% of
participants indicated that the training helped them in achieving a raise, promotion, or good
performance evaluation on the job. This suggests that one third of the participants were not
satisfied with the trainings and felt that the training did not give them advancement opportunities
at the workplace. However, two third of population who attended the trainings felt that the
training gave them a personal sense of accomplishment. According to Training Today (2011),
the organizations are relying upon capitalizing the full potential of their human resource capital
and to utilize their full potential, the workforce needs to be trained. The trained employees show
more efficiency and effectively utilize the resources with a great sense of accomplishment in
them.

Dubinsky (1996) investigated sales training program effectiveness of 42 companies on
various assumptions such as: the trainer’s knowledge, product knowledge, selling skills, and
market and company information. He concluded that almost all of the assumptions he made had
significantly no effect on effectiveness of training program, rather designing a quality training
program, giving trainees their independence to bring new ideas in workplace, and maintaining
competitive viability will help in making the training program effective.

Schumaker (2004) established the three dimensional relationship to training effectiveness

with these three elements: organizational environment, pre-training motivation, and relevance of
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training to the job. Similar findings were reported by Orpen (1999), where he discussed that
training program elements had a greater influence on training effectiveness than trainee’s
attitude. Thus, training material and organizational environment are significant markers of

training program effectiveness.
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Increased Employability

In today’s economy, organizations seek for candidates who possess specific skills to
increase their productivity. Training enables the workforce to inculcate those skills and become
more marketable and thus increase their employment rate. According to “Employability Skills
for the Future 2002” report of Department of Education Science and Training, Australia, skills
and knowledge needs to be revised and expanded on a regular basis to accommodate the
demands of an ever-changing world of work, which can be facilitated by imparting training on a
broader range of skills.

In this study, as per Figure 4, more than two third of participants, who were unemployed
before the training, acquired a full time job after successful completion of their trainings. Most
of the trainees who got a job attended the principles of lean manufacturing training program.
This is also supported by the fact that 41% of the trainees attended the principles of lean
manufacturing training program delivered by NWWIB. However, only1/4th of the participants
were unemployed even after receiving the training in various modules. These trainees
participated in the principles of lean manufacturing, critical core manufacturing principles, and
industrial maintenance flex lab. Real facts are unknown for unemployment after these training
courses. However, according to McCausland and Theodossiou (2004), hiring in industry also
depends on demand shocks in economy. Training on specialty skills enhances worker’s
productivity and hence wage rate also increases.

Several comments made by participants of the training were that it increased
employability because it:

*  “Opened my eyes to new methods and possibilities in my career.”
*  “Aligned with what’s going on in marketplace today.”

*  “Is helpful to have training in problem-solving skills.”
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*  “Gave me good information on efficient production methods and workspace

organization.”

Thus, training evaluation is critical in any industry as the evaluation maps the trend of the
training effectiveness on the basis of trainee’s skills, employment status, and various behavioral
characteristics. Organizations, on the basis of employability trend, can also identify which
training program is more beneficial for employees to enhance their skills and make them more

efficient.
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Figure 4. Pre- and post-training employment status of the NWWIB training participants (N=30)
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Training Usefulness

Training effectiveness can be measured as how often trainees utilize the newly gained
knowledge and skills at their work place. Pham et al., (2010) discusses that training transfer can
be introduced in workplace by undertaking the skills and learning developed in training
environment. They also emphasized the importance of providing work-related examples during
the training sessions to help the trainees learn by example and encourage them to utilize the
learning at a regular basis and in an effective manner at their workplace.

In this study, 41% of the participants claimed to utilize learning from the training on the
job on a daily basis (See Figure 5). Nearly half of the participants admitted use of knowledge
gained from various trainings on either weekly or a monthly basis as needed. Only 14% of the
trainees were not able to fit learning from the training programs in their work environment on a
regular basis.

Haskell (1998) described the difference between the learning principles and the principles
of transfers of learning as two different aspects. The self-transfer of learning in different
contexts to situations that are similar to the learning gained during the training programs is very
crucial. He states that increasing the frequency of information about errors to learners during

practice improves their performance. Hence, transfer of learning will also improve.
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Figure 5. Frequency of the participants (N=30) utilizing the skills and learning from NWWIB training programs at the workplace
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Chapter V: Discussion

This study was an effort to evaluate various training programs delivered by the Northwest
Wisconsin Workforce Investment Board (NWWIB) for industries located in 10 counties of
northwest Wisconsin. The goal is to enhance the quality of workforce that meets demanding and
changing needs of industries of these 10 counties. The northwest Wisconsin manufacturing
workforce had to make sure that they have an edge to survive in their respective organizations
during times of economic slowdown. Trainings were delivered as an effort to upgrade skills of
the incumbents to tackle slow economy. As stated in the statement of problem in Chapter I:
Introduction, this study evaluated training program following Kirkpatrick's evaluation for Level
1, reaction and discussed findings in Chapter IV: Results.

The study was conducted with a 20-questions online survey administered to 137
participants of the NWWIB training programs. 30 surveys were completed by the participants
and returned. Based on Kirkpatrick’s evaluation level-1, findings of training evaluation, was
categorized into four groups: instructor effectiveness, training effectiveness, training usefulness,
and increased employability.

Limitations

The limitation of study was that due to unavailability of trainees’ contact details, they
could not participate in survey for evaluating the trainings. Also, time gap of study done and
trainings conducted was considerably long. This may have been a factor affecting responses of
participants as an obstacle because of memory recall. Not all of the participants responded to
qualitative questions, which would have helped the researchers in this study furthermore to
restructure and redesign training program.

Conclusions
Results of online survey, returned from 30 participants, were evaluated in an effort to

evaluate trainings delivered by NWWIB. Out of 195 participants, 41.03% attended Principles of
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Lean Manufacturing, 12.82% participated in Critical Core Manufacturing skills, and 10.26%

were a part of A3 training.

Gordon (1974) indicated that a relationship must exist between the instructor and learner.
They should have some connection to make learning process via training session effective.
Instructor effectiveness was reflected in survey results when 90% of participants agreed that
instructor helped them in understanding how to utilize training on the job. Also, nearly all
participants (97%) liked real world examples used by the instructor during training program.

As mentioned earlier in the study, nearly 60% of the participants indicated that the
training helped them in achieving a raise, promotion, or good performance evaluation on the job.
However, two third of population who attended the trainings felt that training gave them a
personal sense of accomplishment.

Muir (2001) supported the notion that adult learning is at its best when the application of
training is relevant to the trainee’s job duties. In the survey, one of the participants commented
that the training gave good information on efficient production methods and workspace
organization.

Trainee’s reaction was studied for evaluating various trainings delivered by NWWIB.
Erffmeyer et al., (1991) supported that trainee’s positive reactions ascertains the future of
training program but favorable reaction may not give assurance that learning has taken place.
They listed the advantages of studying reactions of trainees which is in line with findings of the
study:

e The positive reactions support organization for current and future trainings.

e Trainee’s reaction is also a measure of the training program’s and the instructor’s
success.

e [t provides information to layout the future training program or help in redesigning the

existing training.
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e The data collection is immediate and relatively easy.

Thus, Kirkpatrick’s Level 1 evaluation tool proved to be very critical in this study for
data collection and drawing important inferences, which gave directions to NWWIB for the
future trainings to make them effective. This study also gave insight that evaluation of training
programs has to be performed as soon as the training is completed so as to capture trainee’s

perceptions of training content, training environment, and instructor’s teaching performance.
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seihoal 1he Tellowing sstmmens.

The teacher used ream ples tohelp me ondesstand what | was loarning.

2 Seorgly Disagree (1)

2 Dilsagrren (20

2 Nelther agnec nor LIscanes (31
2 Agroe |4]

2 Seeorgly e ()

| Feelt cnmntoerta bl leaming trom the reaches

2 Stroraly Lzapree (1)

2 Llzagres 12

2 Neither Soree nor Disepgres (3]
2 agree 1)

3 Slurgly Apses s

The teachier helped mes aenderstaed bawes | ooehi gse whal [z o b jnb,

Shriargly Disagres (1)

Trisangrame (210

K elthier Agree ror Dlsegres (3]
Azree (4]

Sty Agrime (5]

LR R R

[

Jvecrall, Twas sathficd with the boacher.

Strorgly Ulsagres (1)

Lilsagres (2}

Nelther faree nar Lilzegres (4]
fpree 4]

Stroraly Agres (0]

oo
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Merw, thinkirgg atont thee Craining aned eropliogeme ol soseecs Thie lallosing questiones, e Fanee i jol

nnwe, Thimk abaut vour correat |ob. B goog doa't e a nh noee, thilnk aboot goer next joh.

Whean Itook the trainira, Thad a Jab.

S oves, | had a full v joboor workzd formegsclf full time ., (L)
Cx vee | had 2 part-time (oboor worked Tor rrveelf par-tima, |2
Cx W, bl Dweas Leyire, Lo geel g job. (3]

Cr mo, o was not treng to foTa ol (4]

Cx brefer notto cay [0

tho company | was with wihen | took e training was supportinc of the training.

3 Sirangly Disagres (1]

O Minagree (2

2 WeitherAgree nor Dizagree (3]
o R TP L

O Alromgly Spree (5

O Tt not hawe a jab when ook the training |6)

I heue & joik: nee.

S oves | hawe o full tiree ok o work for mssel? full tmc, 1)
Ch ves, | have @ part-time pa b oor work fior myself part-tirs. 1)
T3 Mo, Bat ' trgiog to geta jokh (3]

O mo, ardd oot trving To et @ jeb right now, ()

Th Erefar notto cay |20

the treining haloed mo for can help mal getajob.

Cx Slrangly Uizagres |1

2 Mizapree [2)

2 Rether Agrer mn Disdyree 05
L TP E

2 Alrangly fyres (5




48

1he trainirg helped mc forcan helpomch got a job becawse: ok in the box below, and e the
answer.)

The training helpesd me (arcan help e gor 2 raise, prometion, o0 gand performanee: cealuation an the

lok.

b stronchy Dizapres |10

3 Dlssgroe |7

3F Herthor agros nor Lisagroe (3)
CFoagree (4)

O} stranpy agree [0l

| arw sivgg, (or caan s wehisl | lesnsd ie raining on the job:

2 Hocril)
2 Tess than ez Marith (33
2 Oreca Month (3

23 mcsa Month 14

3

3 Unosa sk ()
2R Dimes o Whesk II:I:I
2 Tl 07

arm vral wsdng fur will nel usel whizl | learnes in braining ee Uhe jobogs moch sz D vesuold like becaose:

(el the Do belora, arnd pypee the anwer)

U e jode | supervize [un expecl Lo supersise | olhee people:

2 Mo 1)

13 Less than Crce a Month (2)
2 Tnesa binth (%)

2 2 ATimesa Mool 4]

2 Oreea Week (5

b2 3 Imesa Wk (6
vzl i

| zct pokdlor capoct to pot pald) cnough money to mect my baslc necds,
2 Tesil)

2} Hold

b Motsure )
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The training makes mo more contident that | can geta gred jnb or succced at my curment joh.

2 Sreorgly Disagres 1)

W Dlagres (2

3 Nolthor azrss nor sag oo (3
2 Agres[1]

2 Songly Ages (3]

|hesa are the lastauastlons - please tell us 3 tabout vourself

My sgr i

2w TOL)

2 brlween G0 and 6% | 2)
2 betwecen &0 and 5% 13)
3 betwesen 30 and 47 14)
2 urades 50|5)

3 Preler nol bosey [F

bl kg Lt leee] e enduce o s

coliege grshebr on post gradosie (eemadate's cognae, Bachedors degnee, SMaston"s degroes, cie ] 41)
samc roliegs clasans (2}

high achos! graduabs ar .kl (General educaton Uleloma) (3]

saamice biigh selnnal [4)

ren high scheel |5

Profor nat to soy (6

LR W W

Fyouwish, peazs uss the spacs elow to 1=l us 2y personal ar professionzl stores about how this

tralnirg athected you ar angthing else you would Tee reacarchers o know about the tralning,

[ hark ywou for taking this surecy! 1Fyou Bawe any gucstions about the somecy, plodsc contact Ur. Susan
22179 or Stamges i udehaut sdy

Steaps ot S1=-25
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’ Iepzertimend il Favelialeny
""F.FH:_ 120100 E E 312 MrCunoul XAl

-

: Unireraily of Wiassuzis-3touk
STOUT  Mevomonts Wistzs:

b5 FRrun 7137232 1833

Buzsan | Slagas, Phols

Aearrislo Piolessm Degeatasnl al Fyyclaloopy
220 10% St E., 302 MeC almont Hall

Ulrivarsity of Wissonszin — Stout

Manomonie, Wl 54701

Mhcne’ T10-232-2171

I Al stacanerirasiou s

Caar <Partizipant MNams=:

Cur recards indicate thal you recently completed & Morilrwes! Wisconsin Weorkioree Investment
Board Taining 2eminar. Researchers st the University of Wisconsin-Stout want o hear abour
your experiences with that training, so I'm writing 1o ask vou to complets the enclasad survey
and rstum it to us in tha s=lf-addressed stamped envelope providad. It only takes about &
rinuies to anawer these questiona. snd the irformstion you provide to us is very important. Wa
wAll e whiat vou tell us ta ansurs that othars ke you get tha maozt banafit frene tha NWWWIE
training sessicns. Esfore complatng the survey, pleass reviaw the Consent to Paricipats in
LY -Stout Approved Research page, which descrives the survey and informs you of wour rights
as a ressarch panticipent.

VWe are lsaking forwerd to receiving your fzedbackl

Sincerely,

= Fl ~. & — =
o e T e / £mdE e e

Susan L Slawgs, FroD.
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NWWIE Training Evaluation

Chanli you for agrecing to complome this brict surroy, Floase answer cac question belesw e checddong the
b el oo ansveer chioics ar srilzogg vone smswer. Ga Chroseh Che sorcse Foomsks sore wou @nseer
each questlow Your feedizack 15 very baportant tous, and so 1 your provacy. Thers 1s o way ARTONE wil
I Eaat o baak Pivis simeege o be able te camnest wan booran answeers Yo do nat have pasnserer sy
yusstion Ul mabes vou unemnfrriable Too's thick o coech cbowt bow v weseer cary voe gues oo - just

par vl he senar firsl Feeling or ol rexponse

I attemd e the tolloaing Fraining sessiom
A% Mellio :JI.\

5 Mothod (2]

Adwvancesd Manvfacturing (3]

Crireal ove Manubaernrin g Prnciples [+]
Lligh Ferleroamnes Monulaelusiog [ 5]
Industrial Madnmenance Fleg Lal [0
Tricwsipr ex ol Taesan ar Principies of Tasn "Mannlaciering |7
Quicl: Changrerese Method (2]

Vidue Bleeu Map siog {9]

Don't e o can't remcmber [10]

ooCcCCcoocooan

I ol cerlificale fouv vom pleling Ui Leadniog.
QO ros (1)
LI Naof?)

W TemLlensy oras o'k remaembner 3]

Themeedg Seiece b W Drafadig price csvelvsd aoed it e Jend sl alnin gy Afee sensivad, Rlenae s ponn deven of

mgr2ement wirh each af the fellowiing sharements

The training gave me fmportant lnowledge or skills,
Sy Tisepm=e [ 1]

Lizogree 2]

Mevdhier Apree nor Dizagree (3

3 e
Aprec |_-l_|

CCCOcC

Slrirgly Apre= (5]

Campleting the tralndng pave me 3 personal sense of acceomplishment.
L Serngly Misspese (1]

0 Disagree 2]

L Meither Apree nor Disapres (3

U Aprec 4

2 Sinngly Apres (5]

Overall, [ was satisHied with the Bralning.
B Sroongly Miseg-se (17

0 Misagrec [2]

L Mefther Ao nor Disapree (3]

B Agres (4]

L Srrangly Apres (5]
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NWWIEB Training Evaluartion

[ wouldd like Lo allemd toore Loaining sessioos libe (his voe,
Strongly Maamec 1)

Tisizaree 7]

Mzither Agres nor Dlsagree (2

Aprer: (4]

Strangly Apres (5

CCOLCLC

Thinemg abaur the reacherwho tawght e rramig sexstan, pleaze rare powr lovel of agreement virh each af

roe fallowing stobeenr

The teacher nsed cxamples to help me naderstand what L was lcarning.
Shrorghy Tissp=e [ 1]

Mhsamree 2]

Meliber Agres nur Dissigree U5

agrec (4]

Sirngly Apres (5]

CoOocCcC

[ felt comfortable learnlng from the teacher,
W Sernngly Misapo=e [ 1]

0 Mizogree (2]

O Metther Agree nor Disagees (1]

L ."'.Erm* |'_-l_'|

Q

Atnmngly Agre= (8]

The teacher helped meunderstand hav [eanld nse what 1 learned an the jol.
O Suoogly Disagese (1

O Disagrec (2]

L1 Meither Anres nor Disapres (3]

L Aprecid)

0 Slroogly Agres (5]

Owveerall, T was satisliesl wilh 1he wacher,
O Slrongly Wisagoee [1]

O DMssgrec (2]

el Meither Avres oor Disigres (7]

2 Agree 1)

| . | |||||;_=.I:;,- Apros [_E_I

Now Sifnling about the Saining and cmploymend Gueaer e fiawimg aucsrons §F vou ove @ foi mees
thfne aboud vawe cueranr fab. ooz doi thowee @ job nove Hioee ebout vawr next joh

When [ ioube the Lisiining, [l o jubs.

vizs, Lhad a fdl thne ol or worleed for masclf fal e, (L)
Faan, T learla prart=tirme job o sorksd loe rmpsedl -t 2]
Mo, ke Luras frving to getajoh (3]

B el Lwins ool Lryiog Lo gelajub. (1)

Frofor motTo a3y (2]

ooCcco

[ %
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NWWIH T'raining Evaluation

The cennpany Tway wilh when T oeok Lee Uraining was sopporiive of the training.
Strongly Hsageae (L)

DMsazrec 2]

Multher Anrses por Thssres [5G

Agree (1)

Strongly Agre= (5]

o not bave 2 oowhen L ook the malntag (07

LououL Ly

T have o juks now.

ez, L have afull-thne feb o work for meself Gl e, (1)
o Dhave apart tme oo o work for mypscl part toe, (2]
Maw bt Tare beyinng e el jorte. 055

I . it 2 ik T rar (4]
Tan amed oo nat noyingT toet 2 ok mipght e (4]

L LLLU

Trreler mul Lo say (5

The training biclped me {or can help me) get a joby,

A Srtranply Misscpres (1)

= [Mzagres (2]

- Metther Agree pee Tisagres [3)
d Apres 4]

| !-'.h'm1|3|3,-';'.31'.'-'~ i_!;_l

Toveerrmieiiany bisbpnee) anen Sor raree ksl ) el w jdy oo (0eek fre dhe Foee Redan, aon wee e Do amserr)

The tnaimiog helped me Jor can help me ] peb o caise, preosmstion, o poorl peeeforcmanes evaloaion an
the [oh.

| Erl'nnEI.':,-'TII-'-.-'grrn {_I_'|

Thisireres |2

Madthier .".l_y':!! (3 ]a TJi-:;;jl--:' |_R_:|

Aures 1)

strongly Agroe ()

L UL L




NWWIB Training Fvaluation

I am nslog [or can use) what 1 lcarned in tralolong on the Job:
Mewer 1)

Lecs than dhoce o Month [2)

e 2 Monith I_Ft;l

220 Tiowex a Mooll (1]

Daiee o Week (5]

2-3 Thes 3 Wealk (]

-I.-I:I:_.' [_'-‘ ]

COoCoOoCcocC
I

Dam dat using fer i nag wpeel wient § learned fn matnieg on fae Job oe pawch g2 D esonld e hevanse:s [Sheek

R T LE LAy P - CUTRT o8

= bR arsanr |
4

Com e jarh, T xupervise for pxpect b supervise ) olfer greople:
Mewer [1)

Tems than QOoee a2 Month |2

Qgeew o Mooth [3

2% Ui a Month (4]

Oce o Wesk (4]

2 A Timrs a Wesle (1]

Duily (7]

ocooocao
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NWWID Training Evaluation

Lg=t pald [or expect to get paid] enongh money to meest iy basic needs.
L Yes(1)

QO Huf3)

O Mot zure [3)

The training weakes nns moore e liident thal T pela pasned jab o soecesd 2l my coreenl jol
O #lrcaely Dizagres [1])

L Dissipres (5]

O welther agree nor Disagree (3]

L A [4)

b

Slrenely Spres (7]
wheso wig thoe last onestons ploase toll ur o B akout voursel’

Ply e is:

L1 fwear T[]

O petwvesn ol and 6% (2]
W Retveeon Siand B (3R
LI Aelvessn S0l &9 (&)
2 Undar 3020

Q

Preler ol b sy (6]

My Lighes level of educalivo s

Cillepe sracdius e or posi-pgracd s e | AssoiEie s denrse, Taisior's e ede, Blasier's depres, ol (1]
some collage clozzes (2]

Etgh school gradwacs or Q2D [ Goneral Edwcatlon Diplomal 3]

Aamnie hiiph sefoal (2]

Mo higl schoal [5]

Preder roel 1 sy (6]

oOoCcCcCcocC

I pew wish, pleose wee De spoce befow o deill e ooy pecsunad or professiorad siories alead Lo 0y droiragy

TR L A TR Ak Py T I LR R A

S cesemnarnlae s B knone i Rl Loy

Whank won for rerdng S svert Faon Rove op ouestions ghout the survey, please conmed A Susan Shagos
on FIG-222-29179 or -:mg&:-r@uw.'rmur.ﬂdu




