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Abstract 

 Training is essential because technology is 
developing at a fast rate. The objective of the 
health care policies process and programmes for the 
delivery of training is to achieve its HRD strategies 
by ensuring the availability of skilled and competent 
employees to meet its present and future 
requirements. Training & Development is essential 
to remove performance deficiencies. There are two 
ways in which T&D influences performance. Training 
and development in the health care industry is an 
ongoing process. The importance of an ongoing 
education cannot be overestimated. Education is 
necessary, as the health care industry grows so does 

the specialization of the different parts of the 
industry. A persons need for education does not stop 
at the diploma. Because the health care industry is 
constantly evolving the training and development of 
the health care workers must be ongoing. The health 
care professional must keep up with the times. 
Health care workers must have a career development 
plan for the future. To understand the effectiveness 
of training the organization must be able to measure 
the knowledge of the employee and the training 
process. 
Keywords: Health Care, Effective Training, Hospital 
Industry, Working Employees 

 

Introduction  

 Training is said to be the acquisition of knowledge, skills, and competencies. It has specific 

goals of improving one‟s knowledge, skills, capacity, capability, performance and productivity. 

Observers of labour market have said that, the initial entry level qualifications for a work need to 

be upgraded and the skills updated, periodically, systematically and continuously. Vigorous 

training and development should be carried out in the organization. Training and development is 

an important branch of Human Resource Management function. It is said that Training & 

Development is the one single entity of Human Resource Management that leads to optimum 

utilization of all the resources of the firm. Traditionally, in the science of Economics, these 

resources were called Land, Labour and Capital. Now, we would add, at least, Machines and 

Methods. Thus, the skills utilized by the human resource of the firm can result in increase of 

output and quality at the company. Training & Development improves efficiency, enhances morale 

of employees, brings about better human relations, helps in reduction of supervision, retains down 

organizational liability & pushes up Organizational flexibility (Ganesh, M. et al., 2015). 

 Training of employees in hospitals is getting to be among the main considerations in the 

hospital operations. In addition, accentuations expanded because of the progressions into various 

areas of operation, new hypotheses and innovation. Through training, public and private hospitals 

have weighed and motivated themselves to prepare strategies and directions.  

 Training is a legitimate obligation to each hospital in the public service. Each hospital ought to 

be in charge of training and development of employees. The motivation behind creating and 

keeping up employee's skills in the hospitals necessitate, training programs as indicated by their 

human asset programs. Above all, and moreover, training has become mandatory with the 

emphasis on certifications such as I S O and NABH in India which fortify and exhibit reliability of 
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the facilities and technology adopted for the common man as well as the elite to see and 

understand at a glance on letter heads, name boards, advertisements, displays and events. 

 

Importance of the Study  

 Every training evaluation programme should state objectives in a generally accepted format 

(i.e., measurable, specific, challenging, etc.). Evaluation proves input to determine if objectives 

are being met. Probably the most common purpose of evaluation is the determine the 

effectiveness 3 of training programme‟s various elements and activities. Training Programme 

components include, but are not limited to, methods of presentation, learning environment, 

training programme content, learning aids, schedule, and the facilitator. Each component makes 

component makes a difference in the training effort and must be evaluated to make improvements 

in the training programme. 

 

Concept of Training Effectiveness  

 Training is a part of the human resource development, along with the other human resources 

activities, such as recruitment, selection and compensation. The role of human resource 

department is to improve the organization‟s effectiveness by providing employees with knowledge, 

skills and attitudes that will improve their current or future job performance. In order to 

implement the right training methods, the training specialist should be aware of the pros and cons 

and effectiveness of each training method. Besides, for evaluating training effectiveness, 

measurement should be done according to the models (Purnima Sharma, 2012). 

 

Reasons to Measure Training Effectiveness 

 Measuring the effectiveness of training programs consumes valuable time and resources. Many 

training programs fail to deliver the expected organizational benefits. Having a well-structured 

measuring system in place can help you determine where the problem lies. On a positive note, 

being able to demonstrate a real and significant benefit to your organization from the training you 

provide can help you gain more resources from important decision-makers.  

 Consider also that the business environment is not standing still. The competitors, technology, 

legislation and regulations are constantly changing. What was a successful training program 

yesterday may not be a cost-effective program tomorrow. Being able to measure results will help 

you adapt to such changing. 

 

Introduction to Hospital Industry  

 Hospitals are the focal points of education for the health professionals and clinical research 

necessary for advancement of medicine. Thus, the hospital is one of the most complexes of all 

administrative organizations. The hospital industry is a sector within the economic system that 

provides goods and services to treat patients with curative, preventive, rehabilitative, and 

palliative care. The modern health care sector is divided into many sub-sectors and depends on 

interdisciplinary teams of trained professionals and paraprofessionals to meet health needs of and 

populations. The hospital industry is one of the world's largest and fastest growing industries. 

Consuming over 10 percent of gross domestic product (GDP) of most developed nations, health 

care can form an enormous part of a country's economy  

(http://en.wikipedia.org/wiki/Health_care_industry). For purposes of finance and management, 

the health care industry is typically divided into several areas. As a basic framework for defining 
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the sector the United Nations International Standard Industrial Classification categorizes the health 

care industry as generally consisting of  

• Hospital activities  

• Medical and dental practice activities  

• Other human health activities  

 

Classification of Hospitals  

 The health sector in India comprises of government sector that provides publicly financed and 

managed primitive, preventive and curative health services and private sector that mostly provides 

curative services and. The private health sector consists of the „not-for-profit‟ and the „for-profit‟ 

health sectors. The not-for-profit health sector includes various health services provided by Non-

Government Organizations (NGO‟s), charitable institutions, missions, trusts, etc. Health care in the 

for-profit health sector consists of various types of practitioners and institutions 

 Irrespective of the classification of hospital, the primary function of a hospital is the provision 

of medical care to a community, to be a centre for education and research for all types of health 

professionals.  

 Hospitals can be classified as per ownership/control, clinical basis, length of stay of patients 

and teaching or non-teaching status (Goyal R C., 2006). Hospital Administration and Human 

Resource Management, PHI Learning Ltd, Fourth edition. As per ownership basis the hospitals can 

be public, voluntary, private and corporate hospitals. The public hospitals can be further classified 

as Central Government Hospitals and State Government Hospitals. 

 Hospitals are classified into different types depending upon different criteria. Hospitals are 

divided into:  

• Classification based on objectives  

• Classification based on ownership  

• Classification based on system of medicine  

 

Classification Based on type of management and Objectives 

Hospitals are classified into categories based on objectives as follows.  

a. General hospitals  

b. Specialty hospitals  

c. Multispecialty  

d. Super specialty  

e. Teaching-cum-research hospitals  

f. Rural hospital  

g. Isolation hospital  

 
Classification based on ownership 

a. Government hospitals  

b. Semi-government hospitals  

c. Voluntary agencies hospitals  

d. Private hospitals 

e. Charity hospitals  

• Classification based on length of stay of patients  

• Classification based on Clinical basis  

• Classification based on Ownership control basis.  



Vol.5     Special Issue 4   March 2018             ISSN: 2321- 4643 

 

 

201 | P a g e  Shanlax International Journal of Management 

 

Classification Based on System of Medicine 

a. Allopathic hospital 

b. Ayurvedic hospital 

c. Homoeopathic hospital 

d. Unani hospital 

 

Objectives of the Study  

General Objective  

 The main objective of this study was to evaluate the effectiveness of training programme in 

private hospitals in Salem. 

Specific Objectives  

Specifically, the research was sought:  

• To measure the employees‟ reaction with the training programme.  

• To evaluate the effect of training programme on employees‟ knowledge, skills and attitudes  

 

Review of Literature 

 Azmi Bin Ahmad (2011) analyzed effectiveness of learning transfer in national dual training 

system (NDTS). Learning transfer is the ultimate goal of any training programme. The new 

Malaysian skills training is based on the dual learning principle in which trainees alternate between 

attending theoretical classes in the skills training institute and receiving on-the-job training at 

worksite. This new paradigm of skills training is better known as National Dual Training System 

(NDTS). The main problem is that there were complaints from the employers that the 

competencies of the output of the skills training in Malaysia are of poor quality. This was due to 

low absorption of learning transfer performance from training places to workplace. Apart from 

that there were little studies related to the effectiveness of learning transfer due to there is no 

acceptable way and mean to measure the learning transfer 

 Debra L. Truitt (2011) explored the relationships between training experiences and attitudes 

and attitudes about perceived job proficiency. It is incumbent on training and development 

professionals to design, implement, and evaluate the effectiveness of their programs in reducing 

disputes in workplace performance. 

 James Hale Withers (2011) evaluated the effectiveness of safety training. The first major 

focus of the study was on the development and testing of a “model” that could be used to develop 

and then evaluate the effectiveness of the training. The second major focus area was related to 

examining learning and retention of course material; characteristics of the learner that may 

influence learning were also evaluated. The third focus area examined nuances associated with the 

assessment techniques used to measure learning. He concluded with a summary of lessons learned 

information related to each of the three focus areas and suggests that more extensive research be 

conducted and that the day-today safety practitioner can play a key role in advancing the state of 

knowledge of evaluating training effectiveness.  

 Raja Suzana Raja Kasim et al (2011) analyzed the Influence of Training Design on Training 

Transfer Performance among Support Staff of Higher Education Institution in Malaysia. Today‟s 

most progressive organizations have moved from treating selected human resource practices (e.g., 

incentive compensation, employee participation, flexible work arrangements, and training) as 

obligatory cost factors to regarding them as strategic weapons in the battle for competitive 
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advantage. It has become a widely held premise that people provide organizations with an 

important source of sustainable competitive advantage 

 Punia, B. K. et al (2013) examined the factors affecting training effectiveness and its 

implications. To examine the study a literature review has been done on different aspects of 

training. The researchers suggested many factors which affects training effectiveness like 

motivation, attitude, emotional intelligence, support from management and peers, training style 

and environment, open-mindedness of trainer, job related factors, self-efficacy and basic ability 

etc. They revealed models of training effectiveness measurement as well as the implication of a 

training programme. 

 Katherine Anne Perryman (2014) investigated the effects of controlled trials of training 

interventions delivered to primary care practitioners (PCPs) to improve the management of 

psychological distress on process outcomes (practitioner behaviour, knowledge, attitudes). It is 

used to develop a taxonomy of training intervention components for use in the design and 

reporting of healthcare professional training interventions in this area and more widely 

Findings 

 Employees are happy that the time utilized well towards the responses of training programmes 

led in the private hospitals at Salem. Henceforth, it plainly demonstrates that the greater part of 

the workers' responses towards the training programme is great and they feel cheerful about the 

training programme. 

 
Conclusion 

 This exploration conveys an understanding of training and effectiveness of training. To make 

training programs more effectiveness, the private hospitals need to expression at those training 

programs are related with the specific department heads should first encourage employees to 

learn get new abilities and information. To conclude that training programs are directed in the 

private hospitals were observed to be great and the same might be said on the off chance that it 

improves its training programs based on the above findings. 
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