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Introduction
Managers are vital in the execution of a company’s goals and objectives as they act as a link between the top management and the lower level employees recruited through the human resource department. Managers with the relevant skills in handling a variety of situations within their workplace promote an improved customer relationship. As such, training is an essential aspect for managers as it equips them with the knowledge regarding how to enhance their relationship with their staff (Albrecht et al., 2015). Through the training, the managers can acquire relevant information regarding the changes within the human resource management that could improve their execution of duties more efficiently. Moreover, the training programs strengthen vital leadership skills that go along in not only improving the corporate image of the company but also boosting a manager's resilient capabilities.

Case Study

Jim Anderson, a training specialist, was contracted with the responsibility of training the middle-level managers across different companies with the prerequisite knowledge regarding leadership across various contexts. Throughout Jim's training, the Supporting quadrant was the most sought training style that was utilized in trying to provide insight to the managers who were attending the in-house training (Ellinger & Ellinger, 2014). After every practice session, Jim provided the managers with constant breaks that allowed them to take timeouts. As such, the managers were accorded time to attend to their errands and relax owing to the nature of the training that was being provided by Jim. Further, the time breaks were endeavored towards ensuring that the middle-level managers were given an opportunity to share their ideas rather than keeping them within the training session for an extended period (Mann et al., 2014). As such, the coffee breaks were geared towards improving their understanding of the leadership styles taught by Jim.

Additionally, Jim’s training was characterized by low levels of timeliness through the training schedules. Throughout the training, Jim had noticed that managers often arrived two hours later than their expected time. The managers were free to come at their pleasure with no obligation to explain what had made them reach during the period. Also, the training was more geared towards networking rather than the specific agenda of the exercise. The managers were treated relatively without considering the central aspect of the training schedule. Thus, the training was low on what was required and not required of the managers during the period of the exercise. 
An analysis of the manager's behavior portrays that they are in the quadrant and development level one (Ellinger & Ellinger, 2014). In the level one quadrant, leaders often feel that any duties that seem to deviate from their regular schedules are regarded as demeaning and less critical towards the overall goals of the organization. Throughout their period at the center, they seem not to be supportive of the training by arriving late while others also head to their errands during and after the coffee breaks. The managers fail to appreciate the training and the possible benefits that they would receive through training. In their discretion, they felt that the practice was not crucial to their development and was a waste of their time.

Also, they felt that the time they were spending at the training center could have been spent elsewhere undertaking more essential duties that would have enhanced their career development. As such, the direction is seen to be minimal with the managers associating the training as a futile exercise that would not improve any of their vital managerial skills. Further, the direction was negligible towards changing the manager’s perspective of the need to undertake their training sessions (Mann et al., 2014). Thus, most managers attending the training felt compelled to attend to their duties rather than supporting the course of the training offered to them by Jim, the training specialist. 
Throughout the training, Jim failed to exercise control over the adherence behavior of managers within the sessions. Within institution’s it is vital for leaders to focus on the unique aspects of their managerial skills that would endeavor to enhance the implementation an experimentation of ideologies for innovative solutions (Mann et al., 2014). There are varieties of issues that Jim failed to consider as a structural leader. First, Jim was unable to provide a guideline of the goals and targets that were to be achieved at the end of each lecture session. Jim did not elaborate to the managers their requirement during and after the training session. The objectives of each meeting session should have been outlined at the start of the coaching session (Mann et al., 2014). The initial outline would provide the managers with the knowledge of how to best perform their activities in collaboration with other departments for improved productivity among employees within the organization (Ellinger & Ellinger, 2014). The managers thus felt left out in the planning of the training which reduced their focus and concentration towards the learning outcomes. 

Again, Jim failed to ensure that the managers were part of the success of the training session. Jim did not delegate the responsibility of letting the managers design their training schedule and provide input regarding their expectations at the ends of the training. Through a training session, Jim did not endeavor to provide a mechanism through which the managers could air their concerns (Mann et al., 2014). Since he took control of the whole training sessions, the managers felt that the responsibility was left with Jim since he did not endeavor to evaluate the performance of each period. Thus, Jim did not take into account the need to manager’s experience during the training period. Though managers reported to the training center on time, Jim failure to take control of time among the managers was viewed negatively leading to the constant neglect of the subsequent training sessions. He did not listen in many cases, and instead, the managers considered the meeting as a coaching time conducted through suggestion making rather than an interactive training session.

Conclusion 

Trainers have a role in ensuring the success of an educative session for different groups of professionals such as managers (Albrecht et al., 2015). There are specific changes that Jim needs to take into consideration to improve future seminars. First, it would be essential to establish a non-negotiable list of the expectations of the trainers during the period. These can include, the need for attendance and their role in ensuring an interactive, participatory session. Second, acquiring effective techniques for questioning in evaluating the effectiveness of learning would go along in improving the teaching environment (Ellinger & Ellinger, 2014). Third, Jim can endeavor to improve his ability to receive more feedback from the audience in ensuring that they are held accountable for their success within their workplaces. Finally, it would be imperative to mutually set clear and realistic goals for the managers in compelling them to enhance their input for a successful session.
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