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how to evaluate training using the kirkpatrick model is a question that many learning and
development professionals grapple with as they seek effective ways to measure the impact of their
training programs. Whether you’re responsible for employee development, organizational learning, or
educational initiatives, understanding how to assess training outcomes is crucial. The Kirkpatrick
Model remains one of the most popular and practical frameworks for evaluating training effectiveness,
providing a structured method to analyze results at multiple levels. Let’s dive into how this model
works and how you can implement it to get meaningful insights from your training efforts.

Understanding the Kirkpatrick Model: A Framework for
Training Evaluation

The Kirkpatrick Model was developed by Donald Kirkpatrick in the 1950s and has stood the test of
time due to its simplicity and comprehensiveness. It categorizes training evaluation into four distinct
levels, each designed to capture a different aspect of training impact. These levels help organizations
move beyond just measuring participant satisfaction and instead focus on tangible results.

The Four Levels of the Kirkpatrick Model

1. **Reaction** – How did participants feel about the training? This level gauges immediate responses
such as satisfaction, engagement, and perceived relevance.
2. **Learning** – What knowledge, skills, or attitudes did participants gain? This involves assessing
the increase in competence as a direct result of the training.
3. **Behavior** – Did participants apply what they learned on the job? This level measures changes in
workplace behavior and performance.
4. **Results** – What organizational outcomes were influenced by the training? This is the ultimate
measure of effectiveness, looking at business metrics like productivity, quality, or sales
improvements.

By evaluating training across these four levels, you can develop a well-rounded understanding of its
effectiveness and identify areas for improvement.

How to Evaluate Training Using the Kirkpatrick Model
Step by Step

Knowing the theory is one thing, but putting the Kirkpatrick Model into practice requires a thoughtful
approach. Here’s how you can systematically apply each level to evaluate your training programs.



1. Measuring Reaction: Capturing Immediate Feedback

The first step is to understand how participants responded to the training experience itself. This is
often done through surveys or feedback forms administered right after the session. To get valuable
data:

- Ask about the relevance of the content and the instructor’s effectiveness.
- Include questions on engagement and whether participants felt their time was well spent.
- Use open-ended questions to gather qualitative insights.

Collecting honest reactions helps you identify potential issues in content delivery or design before
moving to deeper evaluations.

2. Assessing Learning: Testing Knowledge and Skill
Acquisition

After the initial reaction, it’s critical to determine what participants actually learned. This can be done
through:

- Quizzes or tests that evaluate knowledge retention.
- Practical exercises or simulations to measure skill development.
- Self-assessments or peer reviews to gauge confidence and attitude shifts.

It’s important to align your assessments with the learning objectives defined before the training. Clear
benchmarks ensure the evaluation is focused and meaningful.

3. Observing Behavior Change: Tracking Application on the
Job

Learning is only valuable if it leads to behavior change. To evaluate whether trainees are applying
new skills or knowledge in their daily work:

- Conduct follow-up surveys or interviews with participants and their supervisors.
- Use observation or on-the-job performance metrics.
- Analyze work samples or project outcomes that reflect new competencies.

This level often requires time after the training to see real changes, so plan your evaluation timeline
accordingly. Behavior change measurement provides insights into training transfer and identifies
barriers participants may face.

4. Measuring Results: Linking Training to Business Outcomes

The final level focuses on the broader impact of training on organizational goals. This might involve
examining:



- Increases in productivity or efficiency.
- Improvements in quality, customer satisfaction, or safety.
- Financial impacts such as revenue growth or cost savings.

Collecting this data can be challenging because many factors influence business results. To
strengthen your evaluation, try to isolate variables connected to the training and use a combination of
quantitative data and qualitative feedback.

Tips for Successfully Implementing the Kirkpatrick
Model

While the framework is straightforward, applying it effectively requires some strategic considerations.

Set Clear Training Objectives Beforehand

Without clear objectives, it's difficult to measure success at any Kirkpatrick level. Define what success
looks like from the start, including expected learning outcomes and business goals.

Use Mixed Methods for Data Collection

Incorporate surveys, tests, interviews, observations, and performance data to get a comprehensive
picture. Relying on just one method can limit your understanding of training impact.

Engage Stakeholders Throughout the Process

Involve managers, participants, and leadership to ensure buy-in and access to relevant data. Their
insights can help contextualize findings and support continuous improvement.

Be Realistic About Timing

Some levels, especially behavior and results, require weeks or months to manifest. Plan follow-up
evaluations accordingly to capture meaningful changes.

Common Challenges When Using the Kirkpatrick Model
and How to Overcome Them

Despite its popularity, many organizations encounter hurdles when applying the Kirkpatrick Model.



Challenge: Difficulty Measuring Behavior Change and Results

Behavioral shifts and business outcomes can be influenced by many factors beyond training, making
attribution tricky.

Solution: Use control groups or baseline data to compare performance before and after training.
Also, gather qualitative insights from supervisors and employees to understand context.

Challenge: Limited Resources for In-Depth Evaluation

Comprehensive evaluation can be time-consuming and costly.

Solution: Prioritize the most critical levels based on your organization’s needs. Often, focusing on
reaction and learning initially provides valuable insights, while behavior and results can be assessed
selectively for key programs.

Challenge: Participant Bias in Self-Reported Data

Trainees may overstate their satisfaction or learning due to social desirability bias.

Solution: Combine self-reports with objective assessments and third-party observations to balance
perspectives.

Enhancing Training Evaluation with Technology and
Analytics

Modern learning management systems (LMS) and data analytics tools can greatly simplify how to
evaluate training using the Kirkpatrick model. These platforms allow you to:

- Deploy surveys and quizzes automatically.
- Track learner progress and completion rates.
- Gather performance data linked to training participation.
- Generate reports aligning evaluation metrics with business KPIs.

Leveraging technology not only improves efficiency but also provides richer data to inform decisions
about training effectiveness and ROI.

Why the Kirkpatrick Model Still Matters in Today’s
Learning Landscape

In an era where data-driven decision making is paramount, the Kirkpatrick Model offers a proven



foundation for understanding training impact. Its layered approach ensures that evaluation isn’t
superficial but digs deeper into actual results and organizational value. Additionally, it encourages a
culture of continuous improvement by highlighting what works and what doesn’t.

By mastering how to evaluate training using the Kirkpatrick model, you empower your organization to
optimize learning investments, enhance employee performance, and drive meaningful business
outcomes. Whether you’re running corporate training, workshops, or e-learning courses, this
framework remains a trusted guide to making your efforts count.

Frequently Asked Questions

What is the Kirkpatrick Model for evaluating training?
The Kirkpatrick Model is a widely used framework for evaluating the effectiveness of training
programs, consisting of four levels: Reaction, Learning, Behavior, and Results. It helps organizations
assess how well training meets its objectives from immediate participant feedback to long-term
impact on business outcomes.

How do you evaluate Level 1 (Reaction) in the Kirkpatrick
Model?
Level 1, Reaction, is evaluated by gathering feedback from trainees immediately after the training
session using surveys, questionnaires, or interviews. This level measures participants' satisfaction,
engagement, and perceived relevance of the training.

What methods are commonly used to assess Level 2
(Learning) in the Kirkpatrick Model?
Level 2, Learning, is assessed by measuring the increase in knowledge, skills, or attitudes resulting
from the training. Common methods include pre- and post-training tests, quizzes, practical exercises,
simulations, or assessments to compare learning outcomes.

How can organizations measure Level 3 (Behavior) to evaluate
training effectiveness?
Level 3, Behavior, evaluates how well trainees apply what they learned on the job. This can be
measured through observations, interviews with supervisors or peers, performance appraisals, and
self-assessments conducted several weeks or months after training to determine behavior change.

What strategies are effective for assessing Level 4 (Results)
in the Kirkpatrick Model?
Level 4, Results, measures the impact of training on organizational goals such as increased
productivity, sales, quality, or employee retention. Effective strategies include analyzing business
performance metrics, ROI calculations, comparing pre- and post-training data, and aligning results
with strategic objectives.



Additional Resources
How to Evaluate Training Using the Kirkpatrick Model

how to evaluate training using the kirkpatrick model is a question that has gained significant
traction among learning and development professionals aiming to measure the effectiveness of their
training programs. Established by Donald Kirkpatrick in the 1950s, the Kirkpatrick Model remains one
of the most widely adopted frameworks for assessing training impact, offering a structured approach
through four distinct levels of evaluation. Understanding how to apply this model effectively can
provide organizations with critical insights into the value and ROI of their educational initiatives.

Understanding the Kirkpatrick Model’s Framework

At its core, the Kirkpatrick Model breaks down training evaluation into four levels: Reaction, Learning,
Behavior, and Results. Each level builds upon the previous one, creating a comprehensive picture of
training effectiveness from immediate participant feedback to long-term organizational outcomes. By
systematically assessing these layers, trainers and managers can identify strengths and weaknesses
within their programs, ensuring continuous improvement.

Level 1: Reaction – Measuring Participant Engagement

The first and most immediate level focuses on how participants respond to the training. This includes
their satisfaction, perceived relevance, and engagement during the session. Gathering this feedback
typically involves surveys or questionnaires completed immediately after the training event. Although
Level 1 data is often considered the least rigorous form of evaluation, it plays a crucial role in
identifying whether the training environment and content were well-received.

Common questions at this stage probe:

Did participants find the training enjoyable?

Was the material relevant to their job roles?

How effective was the instructor or facilitator?

While positive reactions do not guarantee learning or behavior change, negative feedback can signal
barriers that need addressing before moving forward.

Level 2: Learning – Assessing Knowledge Acquisition

The second level investigates the extent to which participants have absorbed the intended
knowledge, skills, or attitudes. This evaluation can be conducted through pre- and post-training tests,



quizzes, or practical demonstrations. The goal is to quantify learning gains and determine whether the
training objectives were met.

Evaluating learning outcomes requires well-designed assessments aligned closely with training goals.
For example, if a program aims to improve technical skills, a hands-on test may be more appropriate
than a multiple-choice questionnaire. The use of control groups or benchmark data can also enhance
the robustness of Level 2 evaluations by isolating the training’s impact from other factors.

Level 3: Behavior – Observing Application on the Job

Perhaps the most challenging level to measure, Level 3 focuses on whether participants apply what
they learned when they return to their work environment. This stage assesses behavioral change and
the transfer of learning into everyday tasks, which are critical indicators of training effectiveness.

Evaluators often use methods such as:

Direct observation of employee performance

Manager or peer feedback

Self-assessment surveys conducted weeks or months after training

The success of Level 3 evaluation depends on organizational support, including management
reinforcement and adequate opportunities for learners to practice new skills. Without this, even well-
designed programs may fail to produce meaningful behavioral changes.

Level 4: Results – Measuring Business Impact

The final level examines the tangible outcomes of training on organizational goals, such as increased
productivity, higher sales, improved quality, reduced turnover, or enhanced customer satisfaction.
Measuring results often involves analyzing key performance indicators (KPIs) and comparing data
before and after training implementation.

A major advantage of Level 4 evaluation is its focus on return on investment (ROI), which resonates
particularly with senior leadership and stakeholders. However, isolating training impact at this level
can be complicated by external influences, making it vital to use rigorous data collection and analysis
techniques.

Practical Strategies for Implementing the Kirkpatrick
Model

Successfully applying the Kirkpatrick Model to evaluate training requires a strategic approach that



integrates each level into a cohesive evaluation plan. Here are key considerations for professionals
seeking to maximize the model’s potential.

Align Evaluation with Training Objectives

Clear, measurable learning objectives are the foundation for meaningful evaluation. Defining what
participants should know, do, or feel differently after training guides the design of assessments and
data collection methods across all four levels.

Use Mixed-Methods Data Collection

A combination of quantitative and qualitative data enriches the evaluation process. For example,
pairing numeric test scores with participant interviews or open-ended survey responses can uncover
nuanced insights about learning effectiveness and behavioral change.

Leverage Technology for Continuous Feedback

Learning management systems (LMS), mobile apps, and online surveys facilitate timely data
gathering and analysis. Automated reminders and digital tools help ensure that
evaluations—especially those at Levels 3 and 4—are conducted consistently and without delay.

Engage Stakeholders Across the Organization

Involving managers, trainers, and learners in the evaluation process promotes accountability and
ensures that findings translate into actionable improvements. Management buy-in is particularly
critical for observing behavioral change and attributing business results to training efforts.

Comparisons and Considerations

While the Kirkpatrick Model is widely respected, it is not without critiques. Some argue that the
model’s linear, hierarchical nature oversimplifies the complex dynamics of learning and performance.
Others note challenges in objectively measuring Levels 3 and 4 due to external variables and
resource constraints.

Alternatives such as the Phillips ROI Model build on Kirkpatrick by explicitly calculating financial
return, while models like the Success Case Method focus on identifying the most and least successful
training outcomes through case studies. Despite these options, the Kirkpatrick Model remains a
foundational tool due to its clarity, adaptability, and comprehensive scope.

Integrating the Kirkpatrick Model with modern data analytics can further enhance its effectiveness.
For instance, tracking learning behavior through digital platforms provides real-time insights that



complement traditional evaluation metrics.

Benefits and Limitations of the Kirkpatrick Model in
Today’s Training Landscape

One of the principal advantages of the Kirkpatrick Model is its straightforward structure, which
enables organizations of varying sizes and industries to implement evaluation without excessive
complexity. Its emphasis on multiple dimensions of training effectiveness—from initial reaction to
organizational impact—supports a holistic understanding of program success.

However, the model’s reliance on sequential levels can sometimes lead to overemphasis on early-
stage evaluations (like reaction surveys) at the expense of deeper analysis. Additionally, the resource-
intensive nature of Levels 3 and 4 evaluations means that some organizations may struggle to fully
realize the model’s potential.

Despite these challenges, how to evaluate training using the Kirkpatrick model remains a vital inquiry,
particularly as businesses seek to justify training expenses and demonstrate strategic value. The
model’s adaptability allows it to be tailored to diverse training contexts, including virtual learning
environments and blended programs.

Integrating Kirkpatrick Evaluation into Continuous
Learning Ecosystems

In contemporary organizations committed to continuous learning, the Kirkpatrick Model can serve as a
backbone for ongoing evaluation cycles. By embedding evaluation checkpoints throughout the learner
journey, companies can not only assess training outcomes but also identify emerging needs and
trends.

For example, following a Level 1 survey, trainers might adjust content delivery methods or pacing.
Subsequent Level 2 assessments can inform whether those adjustments improved knowledge
retention. Longer-term Level 3 and 4 data enable refinement of coaching practices, resource
allocation, and strategic training investments.

This iterative use of the Kirkpatrick Model supports a data-driven learning culture, where decisions are
informed by evidence rather than intuition alone.

---

The process of how to evaluate training using the Kirkpatrick model offers a systematic pathway for
organizations to gauge the true influence of their training initiatives. By carefully navigating each
evaluation level and integrating findings into program design, businesses can enhance learning
effectiveness and align training outcomes with broader organizational goals.



How To Evaluate Training Using The Kirkpatrick Model

  how to evaluate training using the kirkpatrick model: Evaluating Training Programs
Donald L. Kirkpatrick, 2009-04 Leaders want to see changes in behavior as a result of what people
have learned and may expect these new behaviors to deliver results for the business. With the third
edition of this book, readers have an opportunity to update their understanding of this classic
evaluation framework and to learn from the case studies about how to effectively apply the
framework to a variety of learning programs. Readers are presented with the tools and the
know-how to tell their own story of value creation.---Foreword by Merrill C. Anderson, Ph.D, Chief
Executive Officer, MetrixGlobal, LLC.
  how to evaluate training using the kirkpatrick model: Kirkpatrick's Four Levels of
Training Evaluation James D. Kirkpatrick, Wendy Kayser Kirkpatrick, 2016-10-01 A timely update
to a timeless model. Don Kirkpatrick's groundbreaking Four Levels of Training Evaluation is the
most widely used training evaluation model in the world. Ask any group of trainers whether they rely
on the model's four levels Reaction, Learning, Behavior, and Results in their practice, and you'll get
an enthusiastic affirmation. But how many variations of Kirkpatrick are in use today? And what
number of misassumptions and faulty practices have crept in over 60 years? The reality is: Quite a
few. James and Wendy Kirkpatrick have written Kirkpatrick's Four Levels of Training Evaluation to
set the record straight. Delve into James and Wendy's new findings that, together with Don
Kirkpatrick's work, create the New World Kirkpatrick Model, a powerful training evaluation
methodology that melds people with metrics. In Kirkpatrick's Four Levels of Training Evaluation,
discover a comprehensive blueprint for implementing the model in a way that truly maximizes your
business's results. Using these innovative concepts, principles, techniques, and case studies, you can
better train people, improve the way you work, and, ultimately, help your organization meet its most
crucial goals.
  how to evaluate training using the kirkpatrick model: Program Evaluation Theory and
Practice ,
  how to evaluate training using the kirkpatrick model: Presence and Beyond: Evaluating
User Experience in AR/MR/VR Richard Skarbez, Missie Smith, Amela Sadagic, Mary C. Whitton,
2022-10-03
  how to evaluate training using the kirkpatrick model: Evaluating Corporate Training:
Models and Issues Stephen M. Brown, Constance J. Seidner, 2012-12-06 We are glad to have the
opportunity to work together again in the planning and preparation of this edited volume on the
evaluation of corporate training. Our respective professional careers have provided us with
experience in this area, both as practitioners and as academicians. It is from both of these
perspectives that we approached the preparation of this volume. Our purpose is to provide training
professionals in business and industry, and students of human resources development with an
overview of current models and issues in educational evaluation. The book is organized around three
themes: context, models, and issues. The chapters in the context section are intended to provide the
reader with an understanding of the social, organizational, and interpersonal factors that provide
background and give meaning to evaluation practice. The models section brings together
contributions from some of the most influential thinkers and practitioners in the field. The chapters
in this section provide perspective on the dominant themes and emergent trends from individuals
who have been, and continue to be, the drivers of those trends. Contributions to the issues section
highlight some pervasive themes as well as illuminate new areas of concern and interest that will
affect how we assess learning interventions in the organizations of today and tomorrow.
  how to evaluate training using the kirkpatrick model: ATD's Handbook for Training and
Talent Development Elaine Biech, 2022-05-24 Start, Build, and Navigate Your Training and TD
Career ATD’s Handbook for Training and Talent Development is the premier resource and
compendium of everything a training and talent development (TD) professional needs to know to
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start, build, and navigate a thriving career. Now in its third edition and grounded by the Talent
Development Capability Model, this is more than a revised volume. This edition offers an up-to-date
view of the growing roles of talent development professionals, our changing world of work, and the
critical need for business alignment. Edited by Elaine Biech, the third edition is divided into eight
sections comprising 57 chapters authored by 100 expert practitioners—the brightest thinkers in the
field—who share foundational and advanced perspectives and information. The Handbook dives
deeply into growing professional expertise and personal skills, virtual learning and remote work,
trends affecting TD, managing organizational and career change, growing roles in TD, and
understanding organizational impact and business alignment. Fifty online tools are available to
download, and there is also a glossary and references. TD professionals, keep this practical,
companionable volume close by; it’s the reference you will always turn to.
  how to evaluate training using the kirkpatrick model: Determining Outcomes and Impacts
of Human Resource Development Programs Narong Kiettikunwong, Pennee Narot, 2024-02-23 This
book takes readers on a comprehensive journey through ten chapters, seamlessly blending insights
from the introductory chapter emphasizing the importance of human resource research with
subsequent chapters delving into the complexities of evaluation, program conceptualization, and the
integration of Theory of Change and Logic Model. The critical examination of prominent evaluation
models, exploration of Participatory Evaluation's role, and the need for an integrated evaluation
model are highlighted. The narrative culminates in a practical illustration of the integrated model,
emphasizing its effectiveness, insights gained, and contributions to the field, while acknowledging
limitations and offering recommendations for improvement. The book serves as a valuable resource
for HR practitioners, evaluators, and organizational leaders, providing practical guidance and
contributing substantively to the improvement of HR practices and organizational performance.
  how to evaluate training using the kirkpatrick model: Evaluating Training Programs ,
  how to evaluate training using the kirkpatrick model: Monitoring and Evaluation Training
Scott G. Chaplowe, J. Bradley Cousins, 2015-10-15 Monitoring and Evaluation Training fills a gap in
the literature by providing readers with a systematic approach to monitoring and evaluation (M&E)
training for programs and projects. Bridging theoretical concepts with practical, how-to knowledge,
authors Scott Chaplowe and J. Bradley Cousins draw upon the scholarly literature, applied
resources, and over 50 years of combined experience to provide expert guidance for M&E training
that can be tailored to different training needs and contexts, from training for professionals or
non-professionals, to organization staff, community members, and other groups with a desire to
learn and sustain sound M&E practices.
  how to evaluate training using the kirkpatrick model: Using Evaluation in Training and
Development Leslie Rae, 1999 Practical in tone, yet firmly based on sound theoretical foundations,
the book clearly shows how evaluation can and should be applied before, during and after training
Guidelines are suggested, methods described and practical, tried and tested, resources detailed.
Structured to allow trainers to develop evaluation models that are ideally suited to their individual
needs, this definitive handbook gives practical advice on all aspects of training evaluation, including
knowledge tests and the use of ranking scales; behaviour observation and self-reporting; the use of
questionnaires; interim evaluation; the evaluation of open and distance learning programmes; and
cost and value effectiveness.
  how to evaluate training using the kirkpatrick model: Encyclopedia of Evaluation
Sandra Mathison, 2005 All humans are nascent evaluators. Evaluation has been with us throughout
history, and in its modern form has moved from the margins to the centers of organizations,
agencies, educational institutions, and corporate boardrooms. No longer a specialized, part-time
activity, evaluation has become institutionalized, a common practice, and indeed an important
commodity in political and social life. The Encyclopedia of Evaluation is an authoritative,
first-of-its-kind who, what, where, why, and how of the field of evaluation. Covering professional
practice as well as academia, this volume chronicles the development of the field--its history, key
figures, theories, approaches, and goals. From the leading publisher in the field of evaluation, this



work is a must-have for all social science libraries, departments that offer courses in evaluation, and
students and professional evaluators around the world. The entries in this Encyclopedia capture the
essence of evaluation as a practice (methods, techniques, roles, people), as a profession
(professional obligations, shared knowledge, ethical imperatives, events, places) and as a discipline
(theories and models of evaluation, ontological and epistemological issues). International Scope
Despite the fact that evaluation practice is not institutionalized in the same way around the world,
the encyclopedia recognizes the international growth of the profession, due in large part to
organizations such as UNICEF, the World Bank, and USAID. Entries cover the following:
Afghanistan, Belgium, Cambodia, Ethiopia, Germany, Greece, Guyana, Israel, Netherlands, Niger,
Scotland, South Africa, Spain, and Uganda. In addition, the international group of authors includes
contributions from more than a dozen nations. There are a number of stories about evaluation
practice around the world that are set off as sidebars in the text. These stories provide a glimpse
into the nature of evaluation practice in a diverse set of circumstances, delineate the common and
uncommon issues for evaluators around the world, and point to the complexities of importing
evaluation from one culture to another. Interdisciplinary Methodological Coverage Much of the
practice of evaluation has grown out of the social science research tradition. While psychological
methods and psychometrics continue to be useful, evaluation research today draws from a wide
range of disciplines, including anthropology, education, political science, literary criticism, systems
theory, and others. This Encyclopedia covers all of the relevant methodologies, including both
qualitative and quantitative approaches. Evaluators and Theories The Encyclopedia of Evaluation
includes significant coverage of the major figures in the field throughout its history. Many of these
figures are well known for a particular theory or approach, and whenever applicable, the entries
make this connection for the reader as well as provide references for further reading. Good
examples include Michael Quinn Patton and Utilization-Focused Evaluation, David Fetterman and
Empowerment Evaluation, Daniel Stufflebeam′s CIPP Model of Evaluation, and Huey Chen and
Theory-driven Evaluations. Key Themes * Concepts, Evaluation* Concepts, Methodological*
Concepts, Philosophical* Concepts, Social Science* Ethics and Standards* Evaluation Approaches
and Models* Evaluation around the World, Stories* Evaluation Planning* Evaluation Theory* Laws
and Legislation* Organizations* People* Publications* Qualitative Methods* Quantitative Methods*
Representation, Reporting, Communicating* Systems* Technology* Utilization Key Features * More
than 100 contributors from around the world* Single, affordable volume with nearly 600 entries
arranged alphabetically* Entries written by an international team of experts, including narratives
that depict evaluation practice around the world* Reader′s Guide arranges entries into 18 thematic
categories to facilitate browsing among core topics Editorial Board Ross Connor, University of
California, IrvineLois-Ellin Datta, ConsultantMelissa Freeman, University at AlbanyRodney Hopson,
Duquesne UniversitySaville Kushner, University of the West of England, U.K.Yvonna S. Lincoln,
Texas A&M UniversityCheryl MacNeil, Community Activist and Evaluation ConsultantDonna M.
Mertens, Gallaudet University, Washington DCJames Mugaju, UNICEFZenda Ofir, EvalNetMichael
Quinn Patton, Union Institute and UniversityHallie Preskill, University of New MexicoDebra Rog,
Vanderbilt UniversityPatricia Rogers, Evaluation Practitioner, Researcher, and EducatorThomas A.
Schwandt, University of Illinois, Urbana-ChampaignMichael Scriven, Auckland University, New
ZealandElizabeth Whitmore, Carleton University, Canada
  how to evaluate training using the kirkpatrick model: The ASTD Handbook of
Measuring and Evaluating Training Patricia Pulliam Phillips, 2010-06-16 A follow-on to ASTD's
best-selling ASTD Handbook for Workplace Learning Professionals, the ASTD Handbook of
Measuring and Evaluating Training includes more than 20 chapters written by preeminent
practitioners in the learning evaluation field. This practical, how-to handbook covers best practices
of learning evaluation and includes information about using technology and evaluating e-learning.
Broad subject areas are evaluation planning, data collection, data analysis, and measurement and
evaluation at work.
  how to evaluate training using the kirkpatrick model: A Practical Guide to Training and



Development Michael Moskowitz, 2008-07-23 To stay ahead of the competition, today?s
organizations must investin ongoing training that continuously improves their employees?knowledge
and skills. A Practical Guide to Training andDevelopment is a comprehensive resource that offers
atheoretical, strategic, and practical foundation of the entiretraining process. The book outlines a
step-by-step approach forassessing, designing, delivering and evaluating training.
  how to evaluate training using the kirkpatrick model: Air Force Journal of Logistics ,
2008
  how to evaluate training using the kirkpatrick model: PHR/SPHR Exam For Dummies
with Online Practice Sandra M. Reed, 2021-01-27 Ace those challenging PHR and SPHR exams! In
the competitive field of Human Resources, measurable demonstrations of credibility and
commitment will get you ahead—and there's no better way to show your dedication than by adding
the Professional in Human Resources (PHR) or Senior Professional in Human Resources (SPHR)
qualifications to your resume. Fail rates are high, but the right combination of knowledge and
practice (and a little grit) will see you a pass with flying colors—which is where PHR/SPHR Exam
For Dummies comes in! In a friendly, step-by-step style, Sandra M. Reed, owner of the HR consulting
firm epocHResources, takes the intimidation out of these challenging tests by letting you in on what
to expect—as well as teaching you proven techniques for success. Work through the book's thorough
content and subject review, sample questions, and suggested strategies, and then go online to find
additional practice tests and more than 500 flashcards. With these resources, you can approach your
exam with confidence. Take sample tests in the book and online Follow detailed answers and
explanations Know how the exam is scored Study with more than 500 flashcards online Whether
you're a student or an experienced professional, PHR/SPHR Exam For Dummies will give you the
power to pass—and pass well—and go on to achieve the successful HR career of your dreams!
  how to evaluate training using the kirkpatrick model: Evaluating Training Programs
Donald L. Kirkpatrick, James D. Kirkpatrick, 2006-01-15 An updated edition of the bestselling classic
Donald Kirkpatrick is a true legend in the training field: he is a past president of ASTD, a member of
Training magazine's HRD Hall of Fame, and the recipient of the 2003 Lifetime Achievement Award
in Workplace Learning and Performance from ASTD In 1959 Donald Kirkpatrick developed a
four-level model for evaluating training programs. Since then, the Kirkpatrick Model has become the
most widely used approach to training evaluation in the corporate, government, and academic
worlds. Evaluating Training Programs provided the first comprehensive guide to Kirkpatrick's Four
Level Model, along with detailed case studies of how the model is being used successfully in a wide
range of programs and institutions. This new edition includes revisions and updates of the existing
material plus new case studies that show the four-level model in action. Going beyond just using
simple reaction questionnaires to rate training programs, Kirkpatrick's model focuses on four areas
for a more comprehensive approach to evaluation: Evaluating Reaction, Evaluating Learning,
Evaluating Behavior, and Evaluating Results. Evaluating Training Programs is a how-to book,
designed for practitiners in the training field who plan, implement, and evaluate training programs.
The author supplements principles and guidelines with numerous sample survey forms for each step
of the process. For those who have planned and conducted many programs, as well as those who are
new to the training and development field, this book is a handy reference guide that provides a
practical and proven model for increasing training effectiveness through evaluation. In the third
edition of this classic bestseller, Kirkpatrick offers new forms and procedures for evaluating at all
levels and several additional chapters about using balanced scorecards and Managing Change
Effectively. He also includes twelve new case studies from organizations that have been evaluated
using one or more of the four levels--Caterpillar, Defense Acquisition University, Microsoft, IBM,
Toyota, Nextel, The Regence Group, Denison University, and Pollack Learning Alliance.
  how to evaluate training using the kirkpatrick model: The Financial Times Guide to
Business Training Tom Bird, Jeremy Cassell, 2013-07-09 Everything you need to know to become a
first class business trainer, from working out how people learn, to finding out if you can be a trainer,
through to showing you the tools and models that will allow you to be a successful educator and



teacher. The Financial Times Guide to Business Training shows you how to develop, design and
deliver outstanding business training. Written by two of the UK’s leading business trainers and
based on extensive research into what the best trainers say and do, this book: · Is a single reference
for anyone involved in business training whether you are newly qualified or experienced, a freelance
trainer or already embedded in learning and development departments · Provides a comprehensive
resource of ideas, tools and approaches · Will help you improve the quality of all aspects of your
training needs, including analysis, planning and delivery · Reveals the secrets of outstanding
business training so that you can improve your reputation and results · Answers commonly asked
questions · Offers support on your training journey via www.ftguidetobusinesstraining.com
  how to evaluate training using the kirkpatrick model: Strategic Training and Development
Robyn A. Berkley, David M. Kaplan, 2019-07-31 Strategic Training and Development translates
theory and research into practical applications and best practices for improving employee
knowledge, skills, and behaviors.
  how to evaluate training using the kirkpatrick model: Measuring and Improving Patient
Satisfaction Patrick J. Shelton, 2000 Measuring and Improving Patient Satisfaction provides a
detailed how-to approach to establishing an effective patient satisfaction measurement program. The
reader learns how to measure patient satisfaction and act upon the information obtained from
patient satisfaction surveys. The book is based on the author's own experience in creating and
implementing a patient satisfaction measurement program for the Med-Partners Friendly Hills
Health Network in Southern California.
  how to evaluate training using the kirkpatrick model: Evaluation In Organizations
Darlene Russ-Eft, Hallie Preskill, Joshua B. Jordan, 2024-07-09 Take control of your resources and
get the most out of your work with this helpful guide to organization and productivity From new
product launches to large-scale training initiatives, organizations need the tools to measure the
effectiveness of their programs, processes, and systems. In the third edition of Evaluation in
Organizations, learning theory and evaluation experts Darlene Russ-Eft, Hallie Preskill, and Joshua
B. Jordan integrate the most current research with practical application to provide the definitive
resource on organizational evaluation for managers, human resource professionals, students, and
teachers. From designing surveys and interviews to analyzing data to communicating results, the
authors present a systematic and rigorous approach to conducting evaluations and using them to
foster learning and enhance performance at all levels. Fully revised and updated to reflect new
developments in the field, this comprehensive new edition of Evaluation in Organizations is designed
to be accessible to as many different learning styles as possible.
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