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[bookmark: _Toc63628423]1.0 Enterprises need training
Training is an important part of human resource development. The term "human resource development" was put forward by George Washington University Professor Leonard Nadler in 1967, and it was generally accepted in the 1980s. At that time, the design of human resource development included training, education and development. (Xiao Mingzheng,2014)
Employee training usually refers to a series of planned and targeted activities carried out by enterprises to enable employees to acquire some work skills. Employees' skills include theoretical knowledge, professional technology, and knowledge and skills acquired by certain achievements in work, and these skills are used in real life. It can not only improve the work efficiency, but also enhance the work enthusiasm of employees, enhance their sense of belonging to the enterprise and recognition of the enterprise. The training system of enterprise staff itself refers to the training management and management system in accordance with the ideal development goal and direction of the enterprise, so that the quality and vocational skills of employees can be improved and improved. （Zhang Xiayi,2014）If enterprises want to achieve certain success, they must pay attention to staff training. Nowadays, staff training has gradually developed into a global strategy.
[bookmark: _Toc63628424]2.0 Current training situation in China
Chinese enterprises and academic circles began to study enterprise training around 1996. On the basis of Western management experience and theory, gradually began to explore the theory of human resource development and human resource training, these theories were quickly accepted by Chinese researchers. Many scholars begin to focus on the effect of training on human resource development of enterprises, and study the training mode, training methods and training system effect evaluation in training management. (Zhang Xiayi,2014)
In the research of enterprise management training in China, it basically applies and follows the foreign training theory, which is not related to the actual situation of our country. The training system and training methods can-not be studied and evaluated according to the national conditions of our country and the characteristics of our enterprises. However, many scholars have designed the training management system of modern employees from the practical aspect. （Ma Jianjun,2011）According to Z theory, Professor Shi Jintao of Shanghai Jiaotong University puts forward the division of training management system. His view is that the enterprise training system includes three subsystems: training management system, training curriculum system and training implementation system. There are many aspects in the training management system, such as rules and regulations, training information collection and feedback, training actual effect and job promotion, training responsibilities of managers, cost management, training evaluation, training and performance appraisal, training and salary, etc. (Shi Jintao,2007) Qiu Zhao liang's (2002) "organizational learning fish" model shows that the training model consists of the following four parts: action, concept, organizational learning mechanism and organizational promotion and guarantee mechanism. These models not only clarify the basic structure of learning organization, but also explain the relationship between the components. Nowadays, enterprises not only pay attention to the development of human resource training for employees, but also pay more attention to the effect after training. The academic circle is discussing how to grasp and measure the input and output of human resource training. Meng Fan ping's view is that in the process of personal training, benefit evaluation should be carried out through an evaluation cycle, not through the natural year. By calculating the difference in human capital before and after employees enter the enterprise, the calculation table of personal training input and output can be obtained. This is the introduction of accounting in the process of studying the effectiveness of training the content of. (Liu Sanlin ,2000) According to ISO10015, Han Dewei (2003) divided training management into five steps: analysis and confirmation of training needs, design and planning of training contents, provision of training and supporting services, evaluation of training results, and supervision and improvement of training process. Huang Jian (1997) of the Institute of adult education of Shanghai Second Institute of education holds that in the process of developing enterprise training courses, there should be the following seven links: the first is to evaluate and test the training needs; the second is to set certain learning objectives; the third is to create training courses; the fourth is to choose appropriate training strategies; and the fifth is to choose certain training strategies Teaching resources, the sixth is the implementation of training, the seventh is the timely feedback of adverse problems in training. The starting point of enterprises should be to standardize training courses, so as to greatly increase the effectiveness and pertinence of training courses, so as to ensure the efficiency and quality of enterprise education.
Although the training management system is developing rapidly, it has not been applied in most enterprises. Generally, it is used by some large training institutions. There are few unified training management systems in Chinese enterprises, which are generally the same In this way, the training management system suitable for the enterprise does not mean that it can be used in the training management of other enterprises. The differences of enterprise training methods are closely related to the differences of employees' learning methods. Most of the work skills of employees in manufacturing enterprises can be cultivated in internal training institutions, while the skills of communication with customers required by employees in service enterprises depend more on the accumulation in actual work. In some catering industries in China, the "recommendation system" is an important way to recruit ordinary employees. When the recruitment needs of ordinary employees appear, Haidilao will mobilize employees to recommend. The recommended people are usually relatives, friends or fellow villagers of the employees. Because employees are very familiar with the working condition of the enterprise and the recommended person, they will take the initiative to match the person and position in the process of recommendation. And when training employees, they are more familiar with the training process than strangers. This is conducive to reducing the turnover rate of new employees, so that the catering industry has a stable workforce. (Chen Shengjun,2008)
According to the survey, the training of some small and medium-sized enterprises in China is out of touch with the employees in many aspects, ignoring the employees' training needs, ignoring the employees' feedback on the training effect, and failing to publicize the enterprise's training system and training purpose to the employees, which may make the employees lack confidence in the training, and the employees are not just the labor force of the enterprise, It's a kind of investment product and additive. The training of employees is not only limited to one or two vocational skills training, more importantly, it is necessary to let every employee combine with the development of the enterprise to form a win-win situation. And the problems in the training of small and medium-sized enterprises are exactly the core of the talent strategy development of small and medium-sized enterprises, that is, how to do a good job in talent investment. As an enterprise, the author thinks that the investment of the enterprise should face two aspects, one is the investment in products, the other is the investment in talents. Product investment forms output value, while talent investment forms production capacity. Therefore, as the cultivation of talents should be continuous, it needs enterprises to form a series of institutional programs to complete, that is, what we call career planning. Career planning is a deeper interaction between enterprises and employees, and training is one of the important means. Most small and medium-sized enterprises ignore the main body of training, so it is impossible for them to bear more important responsibilities, employees can't really grow, and enterprises can't get qualitative change.
[bookmark: _Toc63628425]3.0 Foreign training research
Foreign countries began to study enterprise training around 1901. The earliest book about training theory (Taylor, 1911) published "The principles of scientific management" mentioned training theory, which studied the standardized technology and workflow of workers. Since then, the training theory has gradually emerged in practice, and constantly improved and promoted, once again acting in the training process. And achieved important results, such as training needs assessment, training effect assessment, and training system operation mode.
In the theory of human resource development, the most representative basic theory is human capital theory. Becker and Schultz are the founders of modern human capital theory. The starting point of these theories is economics, which thinks that human resource management is an investment, so it focuses on output rather than input. (Lizhongsheng,2012) The earliest training mode widely used in the United Kingdom and the United States is Boydell system mode（MBA，2020）, or Percival system mode (Taodoucs,2014). Its systematic and operational, according to logical steps, planned implementation of training, and then evaluate the plan, as well as audit, after constant revision, is still in use today. Harry Taylor created a transitional training model, which is a systematic training model. Taylor's transitional training model, which not only retains the system model as the basis of training guide, but also puts training in a broader enterprise background. At the same time, it points out that the organization as a whole should adapt to its development. (Zhou Jian,2013)
After studying Solomon model, Martin, an American economist, added "behavior evaluation" and the function of strategic promoter into the training. This is not only the reform of training needs, but also one of the signs of introducing evaluation into training. Later, in the training mode, the concept mode of "internal customers" and personal goals are added, which not only makes the training mode system more perfect, but also makes the training more scientific and feasible. （LBDJ,2021）And in the establishment of the theoretical basis of training evaluation system, American human resource management experts have made corresponding research, especially the four level evaluation model proposed by Donald in 1959, also known as Kirkpatrick Model. This is a well-known and applied model. He believes that the evaluation of the training effect should start from four aspects, namely, observing the reactions of the trainees, checking the learning achievements of the trainees, measuring the work performance before and after the training, and the changes of the company's business performance. It can also be called the result obtained from the reaction layer, the learning layer, the behavior layer, and the result layer. (sougou,2021) Pressman (2011) further proposed five levels of return-on-investment model on the basis of Kirkpatrick Model. He believed that although the fourth level of return-on-investment model has included certain impact on the business. And training has a great cost, but the cost of training is higher than the income, which leads to the failure to achieve the expected income. After that, the comparison of money cost and profit is added to improve the whole evaluation process. Professor Raymond A. noy (2001), a famous American Management Master, once used the standardized process to control the training, which has been effectively improved. There are 28 specific contents and seven construction steps in the process, in which there are a lot of emphasis on the method and purpose of each step. 
[bookmark: _Hlk63560347]In human resource management published by (Robert L. Mathis and John H. Jackson,2004), the following three theories have reached consensus in academic circles: the same factor theory, the incentive promotion theory, and the cognitive theory. According to the same factor theory, the environment and conditions for the transformation of training results only occur when the employees perform tasks in the same state as the working environment. The incentive promotion theory shows that only when the training project is clear can the training results be transformed into each other. Cognitive theory is a learning theory which studies the change caused by experience. It is a cognitive activity of memory, perception, etc. (SOGOU,2020) American human resource management expert Lester (1999) thinks that training is any activity that imparts knowledge and skills to employees, and is any form of education related to work. Her interpretation of training is based on the research of Bernard Taylor and Gordon Lippitt, which sublimates employee training to the perspective of education. Thus, the training form is no longer simple classroom teaching.
In the 1980s, IL Goldstein, E. P. Braverman and h. Goldstein, after long-term research, systematized the evaluation method of training needs and built a Goldstein three-level model. Goldstein three-level model is the basis of training needs analysis. It regards training needs analysis as a system, and classifies it. By integrating the needs of organization, task and personnel, it makes training needs more perfect and the analysis results more comprehensive. （Si Mu,2018）Goldstein regards training effectiveness evaluation as "systematically collecting the necessary descriptive and judgmental information to help make the decision of selecting, using and modifying training programs". Phillips believes that "evaluation is a systematic process used to determine the value or significance of an activity", which is used to predict the future situation of training projects. Bramley believes that in the field of training, evaluation refers to "a process of collecting information for the development of training activities, the purpose of which is to evaluate whether a training project is valuable and has achieved good results”. These researchers define the effectiveness of the training process.
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