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Ripples learning are a learning company with a vision to redefine personal and professional 

development. We aim to achieve this through knowledge creation and inspiring action. We work with 

the corporate world, NGOs, government and individuals. 

 

Mission 

 

It is our mission to help people whom we touch creates well-being and fulfillment in their lives. 

 

Our Commitment to you 

 

To ensure you have clarity, understanding of conceptual knowledge and practical skills to succeed in 

the CHRMP Certification Exam.  Please ensure you take responsibility of your learning and demand 

that you’re learning needs be met to your satisfaction. 

 

Customer Service Credo 

 

We strive to deliver the best customer experience in Learning and Personal Development. We are 

pleasant and courteous. If you are dissatisfied with your experience, write to us at 

chrmp.info@rippleslearning.com  

 

What we expect from you 

To help our mission of delivering world class quality education, we request you to be courteous to 

others, professional and dedicated to learning. Mutual respect and focus on personal growth are two 

defining attributes of learners at Ripples.  

 

 

 

 

support@rippleslearning.com 

www.rippleslearning.com 

www.chrmp.com 

www.facebook.com/rippleslearning 

www.facebook.com/chrmp 

www.twitter.com/rippleslearning 

 

 

Participant Guide – Ripples Learning Services 

 

© Ripples Learning Services 

 

All rights reserved. No part of this product may be reproduced, distributed or transmitted in any forms 

or by any means, including photocopying, recording, scanning or other electronic or mechanical 

methods, without the prior permission of Ripples Learning Services.  
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Talent Development 
 

Talent development, earlier called as Training & Development or Learning & Development, as per 

ATD website, is defined as the process of building the knowledge, skills, and abilities of others and 

helping them develop and achieve their potential so that the organizations they work for can 

succeed and grow.  

It is important to note that through the process, not only the event or act of training is considered 

but the outcome of the same. 

Why measure training? 
Training is a cost to organizations and anything that an organization is spending money on must be 

tracked and measured, to be able to derive the maximum benefit out of it. Often, training is also said 

to be a necessary evil. In fact it is a very big cost for the companies. 

Training costs associated 
When organizations look deeper into the training expenses, it is not only the amount paid to the 

vendor company or to the trainer, but there are many other costs attached to training. And they, in 

total, form a huge cost for any company. The costs that can be linked to training are: 

Salary cost: Employees who get trained are being paid their salaries and therefore, salary cost 

becomes a cost for the organization. 

Productivity cost: While employees are going through training they do not produce anything. And 

this costs the organization as the productivity cost. 

Infrastructure cost: Further, the training process requires many arrangements to be made in the 

form of a training room, furniture, projector, etc. and make up for the infrastructure cost. 

Trainer cost: Along with all the above, an obvious cost attached as a part of the training cost is the 

trainer cost or the fees paid to the trainer or training company. 

When all costs are  put together, it forms a great cost for any organization and therefore needs to be 

calculated and tracked. 

Problem statements 
When it comes to the talent development metrics, what the initiatives tries to answer are the 

following broader questions: 

● How well did the training intervention go? 
● Was the training/ learning effective ? 
● Do I see things changing on the ground ? 
● What is the ROI for the organization ? 

 

Cost of training often gets mapped as the effectiveness of training in order to understand whether 

an organization could get any benefit out of a training intervention. 

And, speaking of training effectiveness, Kirkpatrick’s Model for measuring training intervention is 

found to be very useful. This model has four levels at which the effectiveness of any training 

program can be measured. These are L1, L2, L3 and L4. 

L1, also known  as Reaction feedback is conducted keeping in mind that the best people to answer 

about the first question, i.e., How well did the training intervention go are the participants. They 
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have attended the training program and can best provide information with respect to whether they 

liked the event or not, whether the facilitator was knowledgeable or not, whether their queries were 

answered or not, etc. 

An example of L1 feedback is: 

 

This feedback helps collect the reaction of participants and then stops! 

It gives us a quantitative approach to collect basic information about the training. And measures 

whether the participants liked the training or not. 

However, very often trainers and facilitators might get away with not actually delivering a program 

that meets the objectives that were initially set after the needs analysis process. They might build 

good rapport with the participants and then just make it some kind of event just to entertain the 

audience. 

So, in order to fill the gap brought by the ‘Reaction feedback’, Kirkpatrick’s L2 evaluation feedback 

comes to the rescue. 

L2 or Learning feedback provides clarity on whether the participants learned anything or not. Such 

evaluation, in case of any technical topics, can be done well with the help of an assessment test. 

However, for behavioural training sessions, such measurement might not be possible or relevant. In 

such cases, organizations can create criteria on which they ask participants to self-assess themselves 

before and then after the training. 

For this it is primarily the creation of the criteria and then conducting training that addresses each of 

those criteria that matters.  
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An example of L2 feedback: 

 

So Kirkpatrick’s L2 feedback sets the criteria on which the training program was designed. It 

measures participant’s understanding of the topic as per the objectives set for the program. And 

thus it keeps the facilitator in-line with the content of the session. 

However, only learning does not help if there is no application on ground.  

Kirkpatrick’s L3 level feedback or Behaviour level talks about the point that there must be an 

evaluation at the third level. One way that many organizations proceed with the third level of 

evaluation is the ‘Success case’ where the trainer returns after 45-50 days of conducting the 

program and talks to the participants about how they have been able to apply the behaviours 

learned. Then, they later accumulate all these cases and present to the organization’s management 

proving that the training program was effective. 

Organizations might also break the program into small nuggets each with a single objective, then 

apply it for a period of time [say 10days], return to the session and again take back another learning 

for application. 

Finally, at the end of the day, the purpose of training is to create results for the organization. And 

Kirkpatrick’s L4 level feedback or Result level assesses the outcome for the business after assigning 

the dollar value to the training conducted and the impact created.  

So, L1 and L2 level feedback gives quantitative data on the program and is primarily trainer-driven. 

However, when it comes to the L3 and L4 levels, it not only depends on the trainer but also the 

participants. 
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Resultslab - Kirkpatrick’s L3 Tool 
 

It enables the tracking of application of learning. 

 

Workflow 

 

Through the tool, as per the objective of the training, power questions are asked. Participants 

answer the questions in STAR [S=Situation, T=Task, A=Action and R=Result] format. And this proves 

that participants have been applying whatever they learned during the training.  

Then multiple reports of the responses, number of responses, number of application of ideas, 

number of positive experiences and negative experiences, etc. can be extracted from the system and 

form data points to be used to understand the result of training. 

Few data points collected from Resultslab: 
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This all data can be used to lead to the multiple stories of application of training and then 

accordingly assessing the impact of training. 

 

  



     

9 

Ripples Learning Service © 2007-2020 

Case discussion 
● Workshop  on Leadership Skill  was conducted 

● 5 Key Criteria for Skill enhancement  was set for training 

● 5 Participants attended the training 

● Application of Ideas were done trough Kirkpatrick L3 Tool – Results Lab 

Idea implementation, Recommended responses,  Participation & Participant experience was 

captured. 

Criteria: 

 

Application: Leader1 

 



     

10 

Ripples Learning Service © 2007-2020 

Leader 2:

 

 

Leader 3 

 

  



     

11 

Ripples Learning Service © 2007-2020 

Leader 4: 

 

Leader 5: 

 

Point out the next intervention for each leader by looking at the provided reports.  
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Recommended trainings: 
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ROI Calculation 
 

��� �  ���	 
����
	� / ��	�� ���	�  ∗  100 
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����
	� �  ��	�� ���	 

Example for calculation: 
Buy an artefact for $100 and sell it for $250.  

��	 
����
	 �  $250 �  $100 

Total cost = $100 

��� �  �$150 / $100�  ∗  100 �  150%  

 

Case 
● A long-term training program is expected to reduce absenteeism by 10% for your company. 

● Total cost of absenteeism was $10,20,000 in the previous year. 

● Hiring a trainer would cost $25,000 & Additional overall cost is equal to $5,000. 

● A total of 15 managers will participate in the training for 8 hours a month for 12 months. 

● Average pay for a manager (including benefits) is $60.00/hour. 

● Benefits in terms of Absenteeism can be seen for upto 2 years 

Calculate the ROI. 

Recommended solution 

Trainer: $25,000 

15 Managers => 15 x 8 hours/month x 12 months x $60.00 

 = $86,400 

Additional Cost (Cost of training material, facility, miscellaneous cost) = $5,000 

TOTAL COST = $ 1,16,400 

Benefits: 

Estimated reduction of absenteeism of 10% 

Total costs of absenteeism is $10,20,000 

10% x $10,20,000 = $1,02,000 per year 

How long will the effect last = 2 Years 

Total benefits = $2,04,000 

Net benefits = Total benefits - Total cost = $2,04,000 - $1,16,400 = $87,600 

ROI = ���	 
����
	 / ��	�� ���	�  ∗  100 = �$87,600/$1,16,400� ∗  100= 75.25% 
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Succession Planning 
 

Succession Planning is the identification of foreseen job role vacancies across the organization that 

might occur through resignation or retirement, etc, and planning about how internal candidates 

might fill those vacancies when they occur. There are the following focus points for succession 

planning: 

● What is the cost of mistakes in this role? 

● How difficult is it to replace someone in this role? 

● How closely is this role tied to the success of our business strategy 

 

You look at performance data, manager feedback and plan for the future roles.

 

The strategy for the future roles can be decided as per the below graph: 
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Example for mapping key personnel with the existing pool: 

 

The 3E Methodology 
● Education 

● Exposure 

● Experience 

Succession planning is now known as succession development. 
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Employee Lifecycle 
 

Two key terms discussed under the lifecycle are: 

● Absenteeism 

○ Employee not available for work 

● Employee turnover 

○ Employee leaving the organization and the vacancy needs to be filled. 

 

 

Absenteeism formula: 
Direct cost of absenteeism: 

❖ Hourly/ Daily wages 

❖ Benefits (insurances, pensions, holiday pay, etc.) 

❖ Premium pay for temporary help 

❖ Premium pay for overtime work 

❖ HR administrative cost 

Indirect cost of absenteeism: 

❖ Costs to manage the effects of absence and replacement 

❖ Replacement costs of new or temporary employees 

❖ Recruiting 

❖ Training 

❖ Onboarding 

❖ Productivity loss (quality & quantity) 

❖ Client service costs 

❖ Employee morale 
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TCA = [HL (HP + CEB) + S (SHP + CSB) + OC) / E 

● TCA - Total costs of absenteeism per employee 

● HL  - Hour lost due to absence 

● HP - Weighted average hourly pay 

● CEB - Costs of employee benefits per hour per employee (≈ 10-40% of WH) 

● S - Supervisor hours lost in dealing with absenteeism 

 (n of supervisors x average hours lost per supervisor per day x n of days) 

● SHP Average Hourly pay for supervisor 

● CSB Costs of supervisor benefits per hour per supervisor (≈ 20-40% of RH) 

● E Total employees 

 

Absenteeism rate = (No. of man days lost / Total no. of man days schedules) * 100 

Total no. of man-days scheduled = Average no. of workers * Average no. of work-days 

Employee turnover 
 

Cost of attrition 

● Hiring cost 

● Training cost 

● Onboarding cost 

● Salary cost 

● Other cost [HR & Admin mgmt] 

Annual cost of attrition = [(Hiring + onboarding + development + salary + other cost} * {No. of 

employees * annual turnover percentage}] 

%		&
	
�� &�	� �  ���. �� �()��*��� +ℎ� ���	 	ℎ� +�&-��&�� / %.�&�/� ��. �� �()��*����  

∗  100 

Employee turnover: More metrics to track 

● Voluntary turnover rate 

● Talent turnover rate 

● Retention rate per manager  
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Linking data with employee strategy 
 

● Launch specific Employee Initiatives to be Prioritized 

● More Budget to Initiatives which Solve Attrition & Absenteeism Issues 

● Create Intelligent Employee Feedback Mechanism (Surveys & Exit Interviews) 

● Policy Change Mechanism for unpopular policies 

● Better & More Transparent Management Practices 

● Make Organization less Hierarchical & more Agile 


