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Abstract 

The article presents an overview of the main methods of evaluating the effectiveness of training and staff development, and 
recommendations for their use for the evaluation of different forms of education for the achievement of results within the organization. 
The concepts and techniques used to provide support and development of participants of educational process. 
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1 Introduction 

Creating space for the meaningful leaders capable of altering 
the standard approaches to management. Trend is business 
training aimed at increasing awareness of himself, and only 
then, the emphasis is on the process of managing other team 
members of the company. Who determines the motion vector 
of development, what are the stages of proceeds the company 
in the period of the volatility of the market today. Despite the 
toughening of the game, on the field of business, it is important 
to have flexibility in achieving their interests, and create part-
nerships for the commercial success of the company. 

The professional judgment of the Manager is formed, 
chose guideline on the level of professional training, compe-
tencies and skills. In modern campaigns come to the fore such 
concepts that are related to the internal evaluation result: the 
existence, in respect of social, personality, and skill. These 
factors invariably affect the external result of the work of the 
organization, such as timeliness, creating relationships, ac-
tions aimed at the creation and collaboration that allows us to 
isolate those features that determine the competitiveness of 
the Manager in light of future developments. That is, the 
ability to empathize, to adapt and to convince [1]. 

Issues of feasibility, cost- efficiencies of different forms 
of corporate training (consultation, facilitation, training, se-
minars, lectures, internships) is still relevant in the business 
community because, despite the crisis, the need remains and 
even increases the significance of the development and 
efficiency of staff. 

Coaching is an art to enhance the productivity, training 
and development of another person. It is not based on know-
ledge, experience, wisdom, or foresight of the coach, and on 
a person's ability to study and action is not only technique, 
which applies in certain circumstances, the method of inter-
action with people, the way of thinking. Coaching is an art 
to enhance the productivity, training and development of 
another person [3] 

Use of features of the concept of coaching in the app-
roach to management is a management method, the method 
of interaction with people, the way of thinking.In this article 
we will discuss the following methods of assessing the 
effectiveness of training: 

- methods Donald Kirpatrik; 
- method Jack Phillips; 
- method biparametric evaluation; 
- to assess the efficacy of training in integrated systems 

of assessment type of KPI [3]. 

2 The technique of Donald Kirpatrik 

The technique of Donald Kirpatrik involves the assessment 
of the four levels with time intervals: 

 the first level - emotional; 
 the second level of evaluation knowledge, profi-

ciency testing; 
 third - level behavior, the expert assesses how parti-

cipants changed their learning behavior; 
 the fourth level is the output level, expert evaluation, 

copyability the impact of changes on the organiza-
tion as a whole. 

As with any research tool, the method has the appro-
priate limit [4]. 

3 The technique Jack Phillips 

Jack Phillips, for example, suggests that economic efficien-
cy as "the return on investment in human capital". 

With respect to any economic processes often used app-
roach to the assessment of activities based on the profita-
bility of certain processes, and in this case, the approach 
Jack Phillips is a traditional and, in the case where the eco-
nomic effects of staff training are evident and measurable, it 
is advisable to evaluate the profitability of these activities on 
the methodology proposed above. 

4 Methods of assessment biparametric 

McGee offers parametric assessment, i.e. considering the 
effectiveness and efficiency of learning, it also introduces the 
concepts of efficiency and effectiveness and their optimal 
combination introduces the concept of performance training [4]. 

We for our part in the solution of the feasibility assess-
ment, the learning effectiveness of the proposed sequential 
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approach to the solution of this question, we have to aban-
don the idea of developing a universal tool for measuring 
the effectiveness of training in organizations, and to find 
methods of measuring efficiency", given the specificity of 
incident events, and their spectrum is quite wide. If the task 
is to assess the success of activities through the reduction of 
the cost of a business process, in this context, a special case 
is the reduction of costs, the best would be the following set 
of formulas for evaluating the effectiveness of training [4]. 

5 Evaluation of the efficiency of training in integrated 
systems of assessment type of KPI 

Often estimating separate directions of development of the 
company, to apply modern management of a comprehensive 
assessment system that includes a number of specific indi-
cators that reflect the effectiveness of the units, in the frame-
work of models, which successfully applied the methods of 
comprehensive evaluation, for example, elucidating the 
contribution of certain units on the overall performance. 
Among the above models it is possible to note the appli-
cability of each of them for the tasks of evaluating the effec-
tiveness of staff training, highlighting under the Department 
responsible for the training, a specific set of target indicators 
to assess this division of the company. Technology and tools 
of coaching allow you to clearly see your goal, and define 
individual way of its achievement, inspiring and revealing 
the potential of man. Contact with human values, creation 
of vision allow to achieve the best results, contribute to per-
sonal growth, raising the level of awareness, responsibility 
for decisions, confidence, conscious on life and more [1]. 

6 Limitations of methods for assessing the effectiveness 
of training 

Thus, the overall limitations of the above methods of eva-
luation of effectiveness and impact of the following:  

1. To assess the effectiveness of training is usually re-
quired for group evaluation. Methods based on subjective 
assessments of respondents and to obtain a more objective 
picture need to interview a few participants in the learning 
process and third-party observers. In the coaching of the first 
persons in this group score is not always possible. First, 
managers do not always inform others about the lessons 
with a coach. Secondly, they are not always ready to be 
evaluated by subordinates. I.e. from the coach in the case of 
the first persons require special privacy. 

2. The subjectivity. Respondents most often not appre-
ciate the education, and the coach, and the score reflects 

their attitude to learning, per se, but to the person who 
conducted the training. 

3. It is not always obvious causal link between training 
and subsequent events. It is difficult to answer unequivo-
cally, for example, the question whether there has been an 
increase in revenue due to learning or due to changes in the 
economic situation. 

4. All these methods aim to estimate the changes of 
behavior, and do not reflect the changes that have occurred 
at other levels. 

5. These tools primarily measure the symptoms change. 
The coach, to evaluate the effectiveness of their own work, 
it is useful to understand what internal changes happened to 
the man. 

7 Conclusion 

The concepts of usefulness and value are usually used in two 
different ways: (1). the perceived value, the degree of plea-
sure or pain, joy or suffering in the real event and 2). Selec-
table value, the contribution of the expected outcome in the 
overall attractiveness or unattractiveness option. This dis-
tinction is rarely p resultsthe explicitly in the theory of de-
cision making, because it tacitly assumes that the perceived 
value and selected value coincide. This assumption is part 
of the concept of the ideal agent, decision-makers, capable 
of predicting future feelings with high accuracy, and 
accordingly evaluates the options. Ordinary people, how-
ever, compliance with selectable values perceived values far 
from ideal Some of the factors that will affect the sensations 
are difficult to predict, and some of the factors influencing 
the decision is relatively unimportant for the perception of 
events [5]. The paper presents some of the possible tools for 
evaluating the effectiveness of the application of the con-
cepts of coaching, based on the analysis of individual chan-
ges of the semantic space of a person is the reflection of 
inner meanings. 

These methods allow evaluating the work of a coach in 
the mode of individual work with the client, while main-
taining maximum confidentiality, which is important when 
dealing with top managers. Methods are not straightforward 
in their application, due to a wide spectrum of action, and 
with adequate use, you have the possibility to solve the abo-
ve mentioned problem. Development of a system of indi-
cators will not only allow for a comprehensive assessment 
and real-time tracking of the level of effectiveness of these 
measures [4]. 
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