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This article reports on an atypi-
cal survey. An endeavor was made 
to determine the extent of non-
managerial training being conduc-
ted in industry and the methods 
of training used, After several sur-
veys were located, it became 
apparent that an overview and 
compilation of these surveys 
might be useful to both practi-
tioners and researchers. 

This article is a result of those 
efforts. Instead of reporting the 
findings of each survey in order, 
the results have been grouped into 
three sections. The first includes 
those surveys that determined 
how much training is conducted in 
i n d u s t r i a l organizations. The 
second section contains a sum-
mary of the methods and tech-
niques that are being utilized. The 
final group is surveys that report 
on the amount of training pro-
gram evaluation being conducted. 

Extensiveness of Training 
In a survey conducted by the 

Department of Labor in 1962 of 
8,000 business establishments, 
representing more than 50 per 
cent of the working population, 
the proportion of firms with train-
ing programs was directly related 
to the size of the company. Train-
ing programs existed in 25 per 
cent of firms with 20-99 employ-
ees, 70 per cent of firms with 
500-999 employees, 85 per cent 
of firms with 1,000-2,499 employ-
ees, and 96 per cent of the firms 
wi th over 5,000 employees 
(Frankel, 1969). 

The National Industrial Confer-
ence Board (NICE) surveyed man-
ufacturers in the United States 
(1964). Forty-five per cent of the 
respondents conducted formal 
training programs for nonsuper-
visory personnel. However, tnis 
number varied according to com-
pany size, with formal training 
conducted by 30 per cent of 
manufacturers employing 250-499 
persons and by 83 per cent oi 

those employing 5,000 and more. 
In a second survey, of non-

manufacturing companies, the 
NICE (1965) reported that 59 per 
cent of the replying banking firms, 
56 per cent of the retail organiza-
tions, 53 per cent of the gas and 
electric utilities, 43 per cent of the 
insurance companies, and 24 per 
cent of the wholesale trade re-
spondents conducted formal train-
ing programs. The amount of tor-
ma I training varies according to 
company size, with, for example, 
31 per cent of the insurance com-
panies employing fewer than 250 
persons conducting formal pro-
grams, while 68 per cent of those 
insurance companies employing 
1,000 or more conduct such train-
ing. 

BNA Survey 
In a survey of over 200 mem-

ber industrial representatives, of 
which 60 per cent had more than 
10,000 employees, the Bureau of 
National Affairs (BNA) ascertain-
ed that 75 per cent of the com-
panies had combined formal and 
informal training programs, with 
only six per cent conducting only 
formal training (1969). This num-
ber of combined formal and infor-
mal training programs represents a 
substantial increase over the 1962 
survey, which reported that ap-
proximately half of the respon-
dents conducted combined pro-
grams. 

Although the percentages vary 
somewhat from study to study, 
two conclusions can be drawn: a 
large amount of training is being 
conducted, and the greater^ the 
number of employees in a firm, 
the greater the probability that 
the firm will conduct formal train-
ing programs. Since training ap-
pears to be an important activity 
in industry, it is important to 
determine the methods that are 
being utilized. 

Training Methods Used 
Several surveys have been con-
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ducted to determine the training 
methods that are being utilized in 
industry. In attempting to digest 
the data from these surveys, com-
parisons are difficult because of 
differences among the kinds of 
questionnaires presented to the 
respondents. Often a question-
naire is devised that presents a list 
of training methods and respon-
dents are asked to check the meth-
ods they employ. Other times 
respondents are asked to rate the 
method that is judged most effec-
tive, with no indication of the 
extent of its use. Sometimes re-
spondents are given open-end 
statements and are requested to 
list the methods used. 

Table 1 condenses the results 
of several published surveys. The 
methods are ranked in terms of 
those most widely used, unless 
otherwise noted. In order to in-
clude a standard group of meth-
ods, those listed by Bass and 
Vaughn (1966, p. 131) were selec-
ted. It can be seen that some 
surveys did not include all the 
methods . (Table 1 is on page 12.) 

A survey by Raphael (1971) 
was made of the trade journals 
and training literature in an at-
tempt to ascertain which training 
methods receive the most publi-
city in the literature. It was deter-
mined that television received the 
most publicity, followed by the 
lecture, tape recorders, film strips 
and slides, and programmed in-
struction. 

Publicity vs. Use 
Some interesting thoughts 

emerge when Table 1 is compared 
with the current publicity. When 
mentioned, job instruction train-
ing was utilized most often or 
judged most effective. The lecture 
is used very frequently and re-
ceives a great amount of publicity. 
Television, on the other hand, 
receives a large amount of publi-
city, but does not appear to have 
widespread utilization. 

It can be concluded from Table 
1 that the training methods actual-
ly being utilized do not always 
coincide with popular thoughts. 
For example, based on current 

publicity, some training experts 
today might say that programmed 
instruction and television are the 
"hot" methods, but Table 1 does 
not warrant this conclusion. Per-
haps these surveys are too old to 
reflect current trends, perhaps de-
cisions concerning the selection of 
a training method are not based 
on survey results, or perhaps 
methods are selected based on 
what competitiors utilize. 

From the material presented, it 
can be seen that training is a major 
activity and that many methods 
are being utilized. Regardless of 
what training program is em-
ployed or what method is selec-
ted, an essential part of the total 
training activity is the evaluation 
of the method to determine its 
effectiveness. 

Training Evaluation 
While there are various ap-

proaches to training evaluation, 
Kirkpatrick (1959) proposed a 
four-step hierarchy in terms of 
significance. The first, or lowest, 
evaluation stage requires the train-
ees to express their reactions to 
the course or technique. The sec-
ond step measures course content 
learning by some type of achieve-
ment measure, while the third 
state measures behaviour on the 
job. The top level in the evalua-
tion hierarchy evaluates training 
methods in terms of economic 
results. It is in the context of this 
hierarchy that the following sur-
veys are presented. 

Analyzing the 75 replies to a 
survey of training directors (mem-
bers of one ASTD chapter) con-
cerning their attitude toward re-
search on their training programs, 
Lippit, McCune, and Church 
(1964) ascertained that 91 per 
cent reported attempting to evalu-
ate training. Improved, knowledge 
or performance was the most-
often stated purpose for evalua-
tion, followed by new knowledge, 
trainee satisfaction, and changed 
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The most common evaluation 
method was trainee reaction ques-
tionnaires, indicated by 40 per 
cent of the respondents, with in-
terviews and supervisor reports 
also frequently employed. Success 
on this job was measured by 11 
per cent of the respondents while 
one per cent used follow-up tests. 
Only seven per cent of the training 
directors indicated, a desire to con-
tinue using their present evalua-
tion system. The most frequently 
noted area of needed research was 
to determine the most effective 
training program type. 

Evaluation of training was con-
ducted by 70 per cent of the 
companies responding to the 
Bureau of National Affairs survey 
(1969); approximately half of 
these accomplished evaluation by 
noting job performance. The re-
maining evaluations involved the 
opinions and critiques of the 
supervisor. Of those conducting 
training evaluation, 33 per cent 
noted deficiencies in their train-
ing, whereas 50 per cent of the 
companies not performing evalua-
tion reported training deficiencies. 
Thus, even though the respon-
dents have opinions about the 
effectiveness of training methods, 
many are dissatisfied with their 
current efforts. 

Effectiveness: 
"'Poor" or "Average" 

In rating the effectiveness of 
their training endeavors, 51 per 
cent of the 146 companies re-
sponding to a survey by Hannon 
(1968) felt their programs were 
poor or average, while only 36 per 
cent felt that they were doing 
good training, and 9 per cent 
estimated their activities as excel-
lent. 

Although dealing primarily 
with the evaluation of human rela-
tions training programs, Catalanel-
lo and Kirkpatrick (1968) deter-
mined from 110 survey returns 
that 77 per cent of the companies 

asked trainee reaction, 51 per cent 
evaluated the learning of training 
program content, 51 per cent 
measured on-the-job behavior, and 
45 per cent evaluated tangible 
economic results. In a second 
questionnaire to those conducting 
evaluations by the latter three 
methods, 41 per cent of the 47 
respondents indicated that on-the-
job behavior was measured most 
often by trainee or supervisor 
interviews. 

Although the surveys cited dif-
fered in terms of their specific 
goals, it seems clear that while 
training efforts are being evaluated 
occasionally, significant discon-
tent exists. In terms of the evalua-
tion hierarchy discussed ear her, it 
appears that the emphasis in train-
ing evaluation is centered on the 
lower half of the hierarchy, name-

ly the reaction and learning stages. 
This trend should be reversed, 
with the emphasis placed on the 
upper end of the hierarchy. Ideal-
ly, this total hierarchy should be 
investigated, but minimum evalua-
tion should include on-the-job be-
havior and economic results. 

Conclusion 
In reviewing the survey results 

it is apparent that a large amount 
of training is conducted with a 
wide variety of methods being 
utilized. Often it is difficult to 
determine exactly which methods 
are being used because many are 
used in combination. 

The key trend emanating from 
these surveys emerges from the 
evaluation area. It is obvious that 
a great deal of dissatisfaction 
exists among those responsible for 
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training. Program effectiveness can 
only be determined by well-de-
signed evaluations, but from the 
studies reviewed, evaluation re-
ceives the least amount of training 
effort. 

Ultimately, if training effective-
ness remains unknown, the result-
ing efforts may lead to losses in 
terms of trainee performance and 
satisfaction and organizational, 
financial, and administrative effec-
tiveness. 

More than a decade ago, in one 
of the only standard training 
texts, McGehee and Thayer (1961, 
p. 23) stated: "We cannot rely on 
the opinions of experts, the en-
thusiasm of our trainees, the 
acceptance of top management, 
and logic alone to answer these 
questions. Empirical reserach — 
decades of research — is neces-
sary." Similar viewpoints have 
been subsequently expressed by 
Tiffin and McCormick (1965) and 
Campbell, Dunnette, Lawler, and 
Weick (1970) and still remain true 
today. This review only serves to 
confirm the previously expressed 
need for further research. 
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