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Introduction
Rystad Energy (also referred to as 'RE' throughout this report) is an independent oil and gas 
consulting services and business intelligence data firm offering global databases, strategy 
consulting and research products. One of its main products is a database browsing software called 
the Cube Browser which is used to access data from RE's proprietary databases. The product is 
targeted towards exploration and production companies, investment banks, oil service companies, 
as well as management consulting firms.

Due to the Cube Browser being a proprietary software, it is quite unique, and contains many 
relevant features which are not commonly available in other IT products. Although much of the 
interface is intuitive, the data content greatly increases the complexity of using the software.

Cube Browser is able to display data in chart (Figure 7), table, and map form. Users are able to 
manipulate data over multiple dimensions, selecting and combining data as required. Cube 
Browser incorporates the pivot functionality required to query OLAP databases in a very efficient, 
robust, and user-friendly way. As such, it allows for fast and easy analysis and reporting. 
Requested data can be analysed using flexible built-in tools.

RE currently does not have a structured training program for its new users. However, through 
meetings, workshops, remote sessions, as well as telephone and e-mail support, RE tries to 
provide its users with adequate knowledge and skills to be able to use the software. 

The goal of this project is to evaluate the currently existing informal training program, and based on 
the theory covered in the INF3280 syllabus, provide suggestions for improvements.

Problem Statement
Where does the current training process for Rystad Energy's Cube Browser fail, and what can be 
done to make it more comprehensive?

Background
The methods currently used by RE to provide training to its clients, can be divided into four main 
parts: live interactive demos, written training material, tool tips, client support team, annual user 
conference. In this report we will be focusing on the "physical training" part of Rystad Energy's 
training process, but will also address the other forms of training when relevant.

Physical training

RE uses live demos of its Cube Browser before and after sales, in order to show its clients what 
the application is able to do. Before sales, the focus is primarily on the content of the data. Clients 
are presented several cases which give general insight into complexity of the data content, with 
little emphasis on the technical abilities of the application itself.

However, after a client has purchased a license to the databases, RE provides training sessions 
trough physical meetings as well as online through WebEx (an online collaboration software 
providing video and audio communication along with interactive screen sharing). During these 
sessions, the users are shown the basic skills required to use the Cube Browser software, and are 
able to interact with the software in the presence of sales/support personnel from Rystad Energy, 
and receive help in answering any questions they may have.



Training material

Written training material is available for the Cube Browser, both through the help option in the 
application itself, as well as online on RE website. The written material covers basic and advanced 
functionality of the Cube Browser, as well as some case specific guidance. The Cube Browser also 
includes user interface for learning in the form of tool tips and inline help (Kaasbøll, 2015).

Annual user conference

Every year RE organises a user conference for its most frequent users (super users) in Barcelona. 
The conference consists of presentations by RE representatives who present new features and 
review existing features, as well as super users, sharing their experiences using the Cube Browser. 
RE staff is also present to answer questions, and provide assistance.

Client support

RE has a client support team consisting of analysts responsible for answering content related and 
basic technical questions, as well as tech personnel who are responsible for solving issues of a 
more technical nature e.g. network errors, installation support.

Methods
DECIDE

Using the DECIDE framework which we had extensively covered in our previous Interaction-design 
based subjects (Lazar, Feng and Hochheiser, 2010), we first determined our goals, explored the 
questions we wanted to answer, chose the methods we would use, identified the practical issues, 
decided how to deal with the ethical issues, and finally evaluated, interpreted, and presented the 
data. 

D - Goals: Our goal for the evaluation was to pin point the weaknesses of Rystad Energy's Cube 
Browser training process, based on the theory covered in the INF3280 syllabus.

E - Questions: Based on the goal, our major questions were, what are the users struggling with 
while using the RE Cube Browser? What was the main takeaway from the training process for the 
users? Which part of the training process did the users enjoy and thought was useful? And which 
parts not so much?

C - Methods: We decided to use a combination of interviews, observations, and surveys to assess 
the users' experience. Additionally, we chose to implement these methods using Kirkpatrick's four-
level model, which we saw as extremely relevant for the evaluation of RE's Cube Browser training 
process.

I - Practical Issues: One of the main practical issues we faced was waiting for an appropriate 
training session. The employee who was supposed to be trained did not show up at office the day 
of the planned training. So we just waited for a message from the trainer who informed us a few 
hours before he started the training the following day, and we showed up. We made sure we were 
there on time for all of our appointments, and were well prepared with questions for the interviews 
and surveys.

D - Ethical issues: There were two major ethical concerns while conducting this evaluation. First of 
all, Rystad Energy's Cube Browser contained a lot of proprietary data, which could hamper its 



business if it fell into the wrong hands. Additionally, the information and data of the users involved 
during the evaluation process, would have to be handled with care. 

We dealt with the first issue by not using the RE Cube Browser anywhere outside of RE's own 
premises and secure network. This way there was no way for the data to be accessed by anyone 
not authorised to get access. 

We dealt with the user privacy issue by primarily signing a mutual consent form where the users 
were informed about what data we were collecting and what it would be used for. Additionally, we 
did not collect any sensitive data, and assured the users anonymity.

E - We conducted the evaluation in four phases: with a new employee, with a slightly older 
employee, and interview sessions with two different trainers. These are explained in more detail in 
the following sections of the report.

Kirkpatrick's four-level model

The most apparent method of evaluating the training process, was to use Kirkpatrick's four-level 
model. This consists of evaluating the following four points: Reaction, Learning, Behaviour and 
Result (Kirkpatrick, 1959).

Reaction is what the participant thought about the training session, which can be measured during 
the training, by observing comments made by the participant. Additionally the participant could be 
asked to answer questions about the session after he/she has completed it.

Learning can be assessed by looking at the performance of the participant before and after 
training, possibly through some form of exam, or set of questions and tasks.

Assessing change in Behaviour would be to look at how the new technology is being used by the 
participant some time after the training is completed. This can be investigated by asking the user 
about situations when the new technology is helpful, and how it is different from the way of use 
before training.

The Result looks at how the training improves performance on an organisational level. One could 
look at how much less time a participant is using to perform a similar task before and after training. 
One could also look at whether there is any increase in productivity. For example, whether a 
participant is able to produce a larger number of reports over a certain period of time compared to 
the same period of time before training.

Conducting the evaluations  

Initially we had planned to evaluate the 
training process involving external clients 
who use the Cube Browser software, or who 
have recently purchased the software and 
would require training. However, due to most 
of these clients being located outside of 
Norway, this was not possible. We then 
decided to conduct the same evaluation on 
the training internal staff who would also 
have to go through a similar training 
process.

Due to the time constraints we had in this Figure 1 Training session in progress



course, it was not possible to completely adhere to the Kirkpatrick model, and thus, we tried to be a 
little innovative, and conducted a similar evaluation with some adjustments. We did not observe the 
evolution of a single user as he/she went through the processes of reaction, learning, behaviour, 
and result. Rather, we observed/interviewed two users over a shorter period of time, choosing one 
user who was just receiving his/her training (also referred to as Employee 1), while the other user 
had received his/her training a few months earlier (also referred to as Employee 2).

Both users had come from a previous job where, according to them, the Cube Browser would have 
been a very useful tool for their analysis tasks and projects. This fit in very well to the timing of the 
four ways of evaluation presented in Figure 2 (Kaasbøll, 2015).

We sat in on the training of a new analyst on her first day of work. She was coming from a previous 
job as a market commodity analyst, and would be working in the same position in her new job at 
Rystad Energy. She had been presented the Cube Browser during her job interview, and 
subsequently, she had watched videos on Rystad Energy's YouTube channel about RE products, 
as well as skimmed through some tutorial videos on how to use the Cube Browser. However, she 
had never used the Cube Browser before, and many of the terms used during the training were 
new to her. The training session lasted two hours. We observed the entire session, recorded audio, 
and took notes. We also interviewed the employee, as well as the trainer.

Additionally we interviewed an employee who had started a few months earlier in a similar position 
and coming from a similar job setting in another company. 

We had one more interview session with a 'client support and training specialist' in the company, 
who is responsible for providing tailor-made training sessions for global RE clients using Cube 
Browser and the various RE databases.

All the interviews were semi-structured. We had prepared a number of questions, especially in 
order to assess the learning, and also had some follow-up questions based on the user responses.

In order to be able to ask the right questions, we had to spend a significant amount of time 
understanding the basic functionality of Cube Browser, as well as the content of the training 
material. However, in order not to affect the training, we did not communicate about the content of 
the training with any of the trainers prior to our evaluation.

Analysing markets by 
gathering data from internet Training

2. Learning

1. Reaction 
to training

4. Outcome

3. Behavioural 
change

Analysing markets using data 
from CubeBrowser

Figure 2 Timing of four ways of evaluating training adapted from Kaasbøll (2015)



Observation of training session

The training session started off with the trainer introducing himself in quite an informal manner. He 
also explicitly said that "the training will be quite informal". This set the tone for the training session. 
We observed that the user was quite at ease, but also gave us the feeling that we would find a lot 
of aspects that might be covered during the session with respect to the "Ten golden rules of 
improving IT users' competence" (Kaasbøll, 2015).

The training was done on the trainer's computer. As the trainer began, he realised that the user 
(Employee 1) did not have an active account to log in to the Cube Browser. This was a slight 
setback, which required the trainer to open up an application called "RE User Admin," available to 
all sales, training and support personnel, which is used to administer access rights for users of 
Cube Browser. He used a few minutes to activate her account and give her the necessary 
permissions. This could have been done at a later or earlier point in time in order to avoid wasting 
the user's time for whom it was irrelevant to see the use of RE User Admin.

The training could now begin. A brief introduction was given about how often the data in the main 
database, called "UCube" is updated, as well as how often a new version is released for the 
clients. There was also a brief introduction to all the different available databases, and their uses.

Once the application was open, the trainer went straight into explaining the different types of data 
available through the Cube Browser. There was no introduction to the layout of the interface, or the 
buttons or its functionality. At once there was a question from the user, "Where does all this data 
come from?" To which the trainer explained the sources used to gather data into the databases. He 
also referred to the user manual and mentioned that the explanation of sources can be found in 
more detail in the user manual. The trainer also mentioned that pressing "F1" while using Cube 
Browser would load the Cube Browser 'wiki' page, which contained a lot of information about the 
Cube Browser, including functionality, explanation about content, etc.

At one point, the trainer said, "I can 
use the documentation as a gauge 
to see where to go next," implying 
that he had not really planned out 
what he would cover during this 
training session, but would rather 
just look through the documentation, 
and try to pick out what he felt was 
relevant. We observed that the 
trainer focused much more on what 
type of data he thought would be 
relevant to look at based on his 
work experience (although he was 
not completely aware of the kinds of 
tasks the employee would be 
involved in). There was very little 
focus on application itself.

However, there were certain 
features that were covered, such as 
being able to export tables and 
charts from Cube Browser directly 
to Microsoft Excel or PowerPoint by 
the click of a button (Figure 3). The 
user found this function to be very 
useful. Figure 3 Screen shot of export settings window



Suddenly the head of analysis at Rystad Energy walked into the training session for a brief 
moment. He was meeting the user/employee for the first time, and expressed how glad he was to 
meet her. He also mentioned his plans for the new employee, which included tasks, additional 
training, and planning of new products based on the employee's previous experience. This visit 
from the department head can be considered a "motivational element" (Holton, 1996) displayed in 
Figure 9.

Later on the trainer mentioned some more features of the Cube Browser, such as opening new 
tabs within a single Cube Browser session, merging tabs, using templates to display the most 
commonly used data queries, etc. 

The trainer then continued to explain on how Cube Browser can be used to look into economic 
data for oil and gas fields and companies. Although this may have been the most relevant 
information for the user who would be looking into markets and trading commodities, the trainer 
was very brief in this section (due to his lack of knowledge in this area), and said, "You can read 
more about economic in the documentation" (user manual).

The session concluded with the trainer pointing out the names of the colleagues who could be 
contacted for help, including which areas they each specialised in, and where they were seated 
within the office. 

Throughout the whole session the communication was mostly in one direction, from the trainer to 
the user (Employee 1). At the same time, Employee 1 tried to be as active as possible by asking 
questions about topics she was interested in as well as some topics which she did not fully 
understand. However, the user did not interact with the application at all, and just watched the 
trainer as he used Cube Browser. 

The trainer referred to many of the supplementary training materials, such as the user 
documentation/user manual, the in-application Cube Browser wiki pages, and the fact that help is 
available through fellow colleagues (super-users), as well as the pre-prepared query templates that 
could be used in the Cube Browser. However, there was no reference to some other useful training 
material, such as video tutorials available publicly on Rystad Energy's YouTube channel, tool tips 
available in the application. A printed version of the user documentation was provided to the user 
after the training session was completed, however the user was not pointed to where a soft copy 
was available on the server in case she needed a new copy. It is worth putting more emphasis on 
training material, as users are twice as likely to find help in a training manual compared to 
searching for answers elsewhere (Novick, Andrade and Bean, 2009). Written instruction sheets 
and or video instructions can be used by users as reference in their work tasks following the 
training. 

Additionally, for the majority of the actions performed by the trainer within the Cube Browser 
application, there was no explanation of what was physically being done (which button pressed, 
which item dragged and dropped), but only an explanation of what kind of data was being 
displayed/presented.

Presentation of data
Reaction

We observed how the new employee reacted to new concepts, and terms, how she reacted when 
she wasn't really understanding some things, as well as how she reacted when she finally did 



understand. For example, when she came across some new terms, she said, "Wait, let me write 
that down."

When the export function was explained, the user said, "This is going to be really useful."

All of the reactions were coded as either positive or negative reactions. Most of the reactions were 
classified as positive, e.g., "My ex-boss would have loved to have this tool!" This led us to believe 
that the overall experience of the user during the session was positive.

However, there were a few reactions that could be classified as negative. For example, towards the 
end of the session, the user had significantly lowered the number of questions she was asking. It 
was apparent from her facial expressions that she was tired after one and a half hours of training 
with no breaks.

Learning

For evaluating a training course, we assess IT use 
competence prior to the course and afterwards. The 
difference between the two levels will tell us what the 
course has contributed with, like Kirkpatrick’s model 
state (Kirkpatrick, 1959).  

In order to asses the learning part of the training program 
we had prepared some very specific questions about the 
Cube Browser tool. The set of questions were split into 
four sections, with each sections having different levels of 
difficulty and complexity. 

The first section had questions to evaluate the "skills" of 
the user. We asked questions about specific buttons on 
the Cube Browser tool, e.g., "Which button do you click 
to switch from 'chart' view to 'table' view?"

The other three sections were encompassing the three major subject matter areas of Information, 
Information Technology and Business Fit, where we marked each section out of 100 points.

For the Information section, we had 5 questions related to specific terms used in the Cube 
Browser software, e.g., "What is a split item?"

For the Information Technology section, we had 5 more questions, which involved knowledge of 
the data structure, e.g., "How would you display the production profile for only one specific 
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Figure 5 Results from assessment test

Figure 4 Screen shot of buttons



company or a selection of companies?" (As opposed to displaying the production profile for all 
companies available through the Cube Browser)

For the Business Fit section, we had two questions, of which the second question was quite open 
ended. The first question was "A client wants to know whether it is profitable to invest in a company 
which is currently valued at a low price in the market. How can you advise him/her?" The second 
question was, "What prospective questions do you see can be answered by using the Cube 
Browser?"

Looking at the results from these questions from the two employees (Figure 5), we could see a 
clear difference in performance between Employee 1, who had just received one training session, 
compared to Employee 2 who had now worked with Cube Browser for several months. During 
which he had the opportunity to ask questions to super-users, try out most of the functionality of 
the Cube Browser, perform more complex tasks, read the tool-tips, along with going through the 
training material more thoroughly.

Employee 1

It is visible from the data, that from the training session alone, Employee 1 had gained 
significant understanding of "business fit". In addition to being able to point out some of the 
correct buttons on the Cube Browser application (skills), she had a clear understanding of 
when it would be useful for her to use the Cube Browser, what kind of information the Cube 
Browser is able to provide, and how she can use the data from the Cube Browser and 
further process it in order to use in presentations, include in articles, etc.

From the data, one can also see that there is a lower level of understanding when it comes 
to information and IT. From this we can conclude that one of the weaknesses of the two-
hour training was the content referring to Information and IT.

Employee 2

From the data, it is apparent that a few months after the training, the employee is able to 
answer most questions at a satisfactory level, demonstrating an understanding for Skills, 
Information, IT, and Business Fit. A major difference is visible (compared to Employee 1) 
especially in the understanding of Skills, Information, and IT. This goes to show that the 
employee had gained a lot of his understanding in the above mentioned areas during the 
months following the training. 

From the interview questions, it was apparent that Employee 2 had, over the past months 
had the opportunity to work with complex tasks, requiring the use of advanced Cube 
Browser functionality. He also was able to communicate and interact with super-users who, 
according to him, were extremely knowledgable and helpful. "I learned a lot from my senior 
colleagues who have been working here of a long time. They really know how to use the 
Cube Browser to its maximum potential and run very complex queries to extract very useful 
data."

Additionally, Employee 2 had recently been approached by newer employees who have 
received similar training, and have had questions regarding the use of Cube Browser. 
Employee 2 was easily able to answer many of the basic questions, and explain some 
additional functionality to the new employees although it was not covered in the training 
session. This shows a certain level of exploration from Employee 2, which enabled him to 
find the solutions to these problems, and an understanding of solving IT problems 
(Kaasbøll, 2015). However, this level of understanding and problem solving ability could 



have been specific to Employee 2, as the extent to which the training results translate to 
work performance changes can be influenced by trainee characteristics (ability, motivation, 
self-efficacy, perceived benefits of training), training design and work environment 
(Grossman and Salas, 2011). 

Behaviour

From the interview questions related to change in behaviour, we could see there was a significant 
change in behaviour of the user before and after going through the training process. We were told 
that before being introduced to the Cube Browser the main source of information for the employees 
that were interviewed, as well as many clients, was mainly news articles on the internet, and 
occasionally some specific database products that provide information on markets and commodity 
trading in general. 

One of the employees said, "None of these products focused on the Oil and Gas industry, and it 
was very difficult to get detailed information about what we were actually interested in, Oil and 
Gas." Because these employees/clients are specifically interested in detailed information within the 
Oil and Gas industry, the Cube Browser became a very helpful tool to gather very detailed 
information through a very user friendly interface. Instead of having to log into many different 
licensed database products, and reading through pages and pages of articles, one can just click a 
few buttons, and use a few minutes to do what would have required hours. 

Rystad Energy has an application which is able to monitor the use of its databases on a user level. 
Referring to data from this application, the training specialist we interviewed informed us that when 
it comes to external clients, we found out that many of the clients, after having purchasing access 
to one of the RE databases (accessed through Cube Browser), had not started using the product 
for months, until a representative from Rystad Energy had physically visited their offices for a 
training session. After which, many were using the Cube Browser on a daily basis.

Result

In addition to measuring the 
learning and behavioural 
change, we also measured the 
results of the training in a 
quantitative manner. We 
decided to take a look at two 
factors before and after the 
training.

Firstly, with data taken from 
Rystad Energy's client support 
system, which tracks with the 
help of tags, what type of 
issue an e-mail is addressing. 
We looked at the number of 
support questions received by RE 
support personnel from a group of five clients using Cube Browser. We looked only at clients who 
had access to Cube Browser for some time before they received any training. We see that after the 
training, the number of questions related to the Cube Browser from the same group of clients 
decreased significantly. 
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Figure 7 Screen shot of completed task
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Another factor we were interested in observing, was the time it took a user to perform a certain 
task. We asked the users to install an app called "RescueTime" available for free download. The 
RescueTime app is able to keep track of how much time is used on any specified application. 
Therefore, all users were asked to keep this app running in the background while performing the 
given task, after which we could go into the RescueTime to see how long they used. The task 
involved launching Cube Browser, logging in, choosing the correct database, opening a new tab, 
and presenting, in a chart, the total production forecast from the year 2015 to 2025 for the top 10 
producers of gas in South America, split by company (Figure 7). The users were asked to close the 
application as soon as they had completed the task successfully. We received some help from a 
super-user who was to make sure the task was complete.

In order to test for this, we used a between group experiment. By doing so, we could give the same 
task to all the users, and avoid the learning effect. Five of the users had not received any training 
while the other five had recently received training. It is apparent from the data that, on average, 
those who had received training were able to conduct the task faster than those without the training 
(Figure 8).

Analysing the data
By looking at the data from the evaluation, it is clear that the training provided by Rystad Energy for 
its Cube Browser has a positive impact in improving skills and understanding the product. 

Looking through the four parts of the Kirkpatrick model, we see that when evaluating the learning, 
we could conclude that generally the training session was useful, and a positive experience for the 
user. This positive attitude may have compensated for the lack of structure of the training session 
as well as the lack of preparedness of the trainer (De Waal and Batenburg, 2012).

In the learning stage, we could clearly see signs of learning, where the users have greatly 
increased their understanding of Cube Browser. However it is also apparent that the training 
session itself was not able to increase the skills or the understanding of the IT. This was caused, as 
mentioned in the detailed description of the training session, by the lack of preparation by the 
trainer, and the lack of structure. The trainer was not aware of what the most important and basic 
skills that should have been taught right at the beginning of the training session before going 
forward with addressing the Information Technology and Business Fit. Additionally, the training 
session was lacking in several relevant points from the "Ten golden rules of improving IT users' 
competence" (Kaasbøll, 2015) such as the following:

• User was not provided with detailed instruction sheets until after the session was over
• There was only one form of teaching, where only the trainer was presenting information without 

any opportunity for the user to try out the program for herself, although there were a few times 
when a user manual was referred to.

• The system was installed in the user's computer after the training session

These weaknesses can primarily be due to the fact that RE has never really set up a formal 
training module. When it comes to internal training, the company most commonly requests an 
available super-user to train any new employee. Therefore the quality of the training sessions vary 
greatly depending on the individual trainer holding the training session. Therefore, a larger part of 
the learning comes from the amount of time an employee spends using Cube Browser performing 
different tasks, as well as asking fellow colleagues.

However, on an external level, many of the training sessions are conducted by more experienced 
trainers, who are able to address the most common challenges/problems faced by users. 
Additionally, preliminary training sessions are followed up with additional training sessions, remote 



training sessions through WebEx video conferencing, as well as through the client support system 
on phone or e-mail on a regular basis.

In both cases, external and internal training, there is no academic basis for the training process, 
and it is done purely from experience gained through using the Cube Browser, some user 
feedback/requests, as well as experience from previously conducted training sessions.

We see an obvious change in behaviour after the training sessions. Primarily because many 
users are not even using the product before they receive some form of training. And secondarily, 
because during the training, there was a high level of emphasis on the usefulness of the tool. 
According to the technology acceptance model, the extent of use of a technology system is 
influenced by the perceived usefulness of the system for increasing productivity, efficiency or 
performance, and its perceived ease of use (Davis, 1989). In Davis’ study, the perceived 
usefulness was found to be particularly strongly correlated with technology usage, indicating that 
the relevance of a technology to a user’s specific work tasks can play an important role in 
transferring the skills learnt during training to on-the-job performance. 

Consequently, we see that the results indicate a clear improvement in understanding from before 
to after a training session. Training, along with regular support from colleagues and super-users, 
shows an increased level of learning. Ngoma, Kaasbøll and Aanestad (2008), in an evaluation of a 
health worker training program in Zanzibar, showed that formal training sessions followed by 
regular on-the job support improved organisational performance. This seems to be the case for 
Rystad Energy's training process as well.

Limitations
A limitation of the Kirkpatrick four-level model discussed in Holton (1996) is the implied causality 
between the levels, and the possibility of drawing wrong conclusions based on these assumed 
simple links. The authors argue that a more complete model is needed to be able to draw 
conclusions of causal relationships between e.g. users’ reaction to training and learning, or 
learning and behaviour change. That is, there may be factors not accounted for in the model that 
influence the outcome of the training. These factors, such as motivation to learn, individual ability, 
organisational environment, presented in Figure 9, need to be considered, particularly when trying 
to understand why a training program is not successful and how its design can be improved. 

It could have been a good idea to follow this approach by building on the Kirkpatrick model, while 
also considering additional influences on training outcomes (ability, motivation, job attitudes). This 
would have provided an even more comprehensive evaluation of the training.

Additionally it is important to reflect on the reliability and validity of the evaluation (Lazar et al., 
2010). 

Reliability
Since we had a written test to assess the learning, a list of questions for our interviews, and a 
method to gather our statistics which is not dependent on the person conducting the evaluation, we 
can say that our evaluation was quite reliable. However, some of the questions that were asked 
were based on responses to previous questions on the spot, which may have slightly decreased 
reliability.

Validity
The validity on the other hand can be considered to be quite low, primarily due the number of 
subjects involved in the evaluation. For example, if we had observed more than just one training 
session, our data would have been more valid. Much of the results from this one training session 



depended on the trainer and his way of conducting the training, and may not enough to represent 
the training program in general.

Discussion
To be effective, training needs to be both comprehensive and integrated into an organisation’s 
overall strategy. In this way, a training program is designed and conducted with an organisation’s 
goals in mind and is more likely to result in learning translating to behaviour change and ultimately 
a performance improvement (Olfman, Bostrom and Sein, 2003). 

Looking at training as a ten-step process (Kirkpatrick and Kirkpatrick, 2006), we can see many 
aspects of Rystad Energy's training sessions that could be improved. 

1. Determining needs — there should be interaction with the users, as well as bosses, prior to 
training in order to pin point the priorities and usefulness of the training content
2. Setting objectives — there should be clear goals as to what the company is trying to accomplish 
by training the users, what behaviours are needed to accomplish this, and what knowledge, skills 
and attitudes are needed to accomplish these behaviours
3. Determining subject content — find out what exactly should be covered in the training
4. Selecting participants — choose the participants that would benefit from the training
5. Determining the best schedule — find a time that suits best for the participants, and that 
accommodates a better learning environment
6. Selecting appropriate facilities — make sure the facilities accommodate all the activities planned 
during the training, including interaction with the concerned technology, in our case the Cube 
Browser
7. Selecting appropriate instructors — choosing trained, knowledgeable and qualified trainers and 
not just a random employee who has time.

Figure 9 Conceptual evaluation model (Holton, 1996)



8. Selecting and preparing audiovisual aids — prepare multiple forms of training material, including 
written instructions, videos, as well as interactive tasks
9. Coordinating the program — provide clear information about what is happening where, when 
and with who
10. Evaluating the program — finally evaluate the training that has been conducted in order to 
make improvements to any future training sessions

In addition to following the above ten steps, it is also important to provide an overall positive 
experience for the participants. De Waal and Batenburg (2012) discuss the importance of user 
attitude towards a technology system on the success of training in the use of that system. The 
authors find that a user’s attitude influences the relationship between the training and successful 
implementation. Moreover, the conditions of the user training, such as training environment, 
procedure and time, were found to have an effect on implementation success. However, the 
negative effect of poorly organised training arrangements was found to be somewhat mitigated by 
a positive user attitude. It is therefore important to consider how attitudes towards a system can be 
improved during a user training, with user participation in the design of the training and its goals 
being one factor discussed in the literature (Markus and Mao, 2004). 

Conclusion
As apparent from the evaluation conducted, Rystad Energy's current training process is able to 
increase the level of understanding of the Cube Browser for its users. However, it lacks structure, 
academic basis, and reliability, with plenty room for improvement. Rystad Energy has set up and 
created many forms of training material, such as written documentation, in line help, as well as 
video tutorials in addition to many different types of training methods including client support, user 
conferences, and training sessions. However, the company fails to create a synergy between these 
different platforms. This synergy, in addition to improved quality of each of the individual training 
platforms, especially the physical training sessions, would provide users with a more 
comprehensive and effective training program.

We believe that if Rystad Energy uses some time and resources to review its training methods in 
light of the above mentioned factors, they could be providing their clients and employees with a 
much more effective training program. This will lead to increased confidence and understanding of 
the product, which will in turn lead to increased and improved use.
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