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It can be difficult for the uninitiated 
to understand in-company training. 
Most companies will say that 
“employees are our most important 
asset” and “we are committed to 
developing our human resources”, 
but managers may still know little 
about the actual return on training 
activity. Has it been useful? For 
whom? What has been achieved?
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If it gets reported as “total numbers of training 
days, trainees and training courses”, then one 
knows that money has been spent and courses 

have been organized. But what about the results? 
Have performance levels improved after training? 
Has the company benefited from greater compe-
tence levels? Has training improved staff morale 
or teamwork?

A review of European companies’ publicly available 
activity reports shows that the field of in-company 
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Respondents’ answers were simultaneously predict-
able and puzzling. For instance, when asked “Do 
you think that training should have an impact on 
the productivity of your company?”, a large majority 
(85.3%) answered affirmatively.

However, when asked how the companies actually 
assessed the effectiveness of training, the responses 
were revealing. Only 50% of the respondents indi-
cated that evaluation was often carried out to assess 
individual or group performance improvement three 
months after the completion of training. 

Only 50% of the respondents 
indicated that evaluation was 
often carried out to assess 
individual or group performance 
improvement three months after 
the completion of training.

When asked “what would be the most useful change 
to undertake” regarding their company’s training 
management practices, 70% of the respondents 
placed “ to link training interventions to corporate 
strategic objectives” as most important. “Increasing 
after-training support to ensure on-the-job applica-
tion” was cited as the second most useful change 
to undertake (24%) in the future.

While line managers are often involved in training-
related decisions – such as who should attend and 
what type of competence needs to be developed – 
they don’t seem to be engaged in defining perfor-
mance improvements that they would like to achieve 
with their training budget, nor in ensuring direct 
links between business objectives and staff training.

When asked what type of quality assurance these 
companies used, the most quoted quality manage-
ment system was ISO 9001. Twenty-two percent 
of respondents indicated that they did not use any 
quality standards at all. Several other standards 
have been mentioned in the “other” category, 
including ISO 10014:2006, Quality management – 
Guidelines for realizing financial and economic ben-
efits; International Computer Driving License (ICDL); 
quality of continuing adult education (eduQua) and 
social accountability standard (SA 8000).

training is full of broad expectations, and that the 
line between formal education and in-company 
training remains vague and confusing. In order to 
gain a better understanding of the current state 
of incompany training, the Centre for Socio-Eco-
Nomic Development – CSEND (see box) – designed 
and conducted a survey of European companies to 
gain a better understanding of the current state of 
incompany training.

[Line managers] don’t seem 
to be engaged in defining 
performance improvements that 
they would like to achieve with 
their training budget.

Surprisingly, ISO 10015, which focuses on quality 
assurance of in-company training, was not men-
tioned. In fact, this is the only ISO standard offering 
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Este artigo foi publicado pela primeira vez na 
edição de Novembro/Dezembro de 2009 da 
ISO Focus - The Magazine of the International 
Organization for Standardization – e foi repro-
duzido aqui com a autorização da ISO Central 
Secretariat (www.iso.org).

This article first appeared in the November/De-
cember 2009 issue of ISO Focus - The Magazine 
of the International Organization for Standardiza-
tion - and is reproduced here with the permission 
of ISO Central Secretariat (www.iso.org).
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guidance on assessing two essential aspects of 
company-based training:

* Assurance of alignment of training investment 
with business needs.

** Assurance of transfer of newly learned skills and 
knowledge to strengthen on-the-job performance.

Training should help an employee become more 
efficient, and help the sponsoring company gain 
improvements in productivity and performance. 
From the perspective of the company, investments 
in training should increase efficiency and bottom 
line. In sum, employees acquire new competence 
and the company benefits from the trainees’ new 
skills in business results.

In times of economic downturn and continuous 
challenges due to uncertainties and competition, 
companies must invest in training to ensure their 
survival. This means ever-expanding innovation 
and adaptability of employees through learning.  


