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Introduction


There is a growing mandate throughout the public sector to ensure that learning and development activities are evaluated for effectiveness.  The Government Performance and Results Act of 1993 requires that every agency submit plans to congress that contain performance measures.   Under Chapter 41 of Title 5, U.S.C. and E.O. 11348, training shall be evaluated to determine its effectiveness.  DoD CPM Subchapter 410 emphasizes evaluation plans as a major component of training programs.

Training, under 5 U.S.C. 4101, is defined as the process of providing a planned and coordinated program, course, curriculum, subject, system or routine of instruction in scientific, professional, technical, administrative, or other fields which is specifically designed to improve individual and organizational performance and assist in achieving the agency’s mission and performance goals.  

Reasons to evaluate training are:


· To determine achievement of training objectives.

· To gain information on how to improve the training.

· To decide whether to continue, expand, or eliminate the training.

· To assess training and learning activities as they relate to improved performance and organizational requirements.

· To provide information for the annual training program evaluation.

This handbook provides a tool for managers, supervisors, employees and employee development personnel to evaluate training.   It is designed as a ‘turnkey’ system complete with step-by-step instructions and sample forms.  Individuals responsible for evaluating training include:

Managers/Supervisors


Evaluate training and take action 
                                                          needed to improve results.


Employees



Participate in evaluation processes.

Human Resource 


Develop and administer evaluation

Development Personnel

processes to determine training






effectiveness and take action as needed






to improve training.

HRDD training evaluation processes are modeled after Donald L. Kirkpatrick’s four levels for evaluating training:


· Level 1 - Reaction

· Level 2 - Learning

· Level 3 - Transfer of Learning to the Job

· Level 4 - Organizational Impact

The four levels represent a sequence of ways to evaluate training.  As you move from level 1 to the higher levels, the process becomes more difficult and time-consuming.  Level 1 (reaction) is easy to do and should be accomplished for all training.  The other three levels should be accomplished as warranted.  Levels can be combined to provide thorough evaluations to improve the effectiveness of training.

The next page is a checklist to help you decide “What level of training evaluation do you need?”  The rest of the handbook provides details for each of the four levels, including:

· Recommendations

· Step-by-step Instructions 

· Sample Forms

Four Levels of Training Evaluation
Experts usually distinguish among four levels of training evaluation, which were first published by Donald L. Kirkpatrick in 1959: 

	
	Definition
	Advantages
	Disadvantages

	Level 1:  Reaction
	Measures participants’ opinions about the training.  This is the most common type of evaluation and provides a measure of customer satisfaction. 
	Low cost; easy to administer.  Provides insights into participants’ opinions.  Provides quick feedback regarding successes and failures.


	Reflects a quick reading of participants’ opinions while they are still in training.  Results may not be a solid basis for changing an educational strategy. 



	Level 2:  Learning
	Measures how well participants have mastered the training objectives.   Can include pre- and posttests or questionnaires.

	Compared to reactions, this provides more compelling evidence of whether training  “works.”
	Compared to Level 1, requires more time, resources, and expertise to develop and implement valid measures of learning.

	Level 3:  Transfer of Learning to the Job
	Measures how the knowledge, skills, and values from training are used on the job.  Typically measured 3 to 6 months after training. 


	Provides stronger evidence that training has the desired impact on improved performance.
	Compared to Levels 1 and 2, requires more time, resources, and expertise to develop and implement valid measures of transfer.

	Level 4:  Organizational Impact
	Measures performance improvement and impact on organizational effectiveness.
	Provides the strongest possible evidence that training has the desired impact on an organization.
	Substantial levels of resources and expertise are required to implement this level of evaluation successfully. 




Deciding on a Level of Training Evaluation

Managers/supervisors and human resource development personnel will determine the level of training evaluation.  Answer the following questions to decide on a level of evaluation.

1.  Is the training effort highly visible?


__Yes

__No

2.  Is there a high level of monetary investment?

__Yes

__No

3.  Are a significant number of employees being 
 trained in this activity?




__Yes

__No

4.  Is the training mandated?




__Yes

__No

5.  Does the training use innovative techniques?

__Yes

__No

CONSIDER USING:

LEVEL 1

IF

NO TO EVERY QUESTION

LEVEL 2

IF

YES TO 1 OR 2 QUESTIONS

LEVEL 3

IF

YES TO 3 OR 4 QUESTIONS

LEVEL 4

IF

YES TO ALL THE ABOVE QUESTIONS

RECOMMENDED PERCENTAGE USED FOR HRDD TRAINING 

LEVEL 1

100% of HRDD training should be evaluated at this level.


LEVEL 2

75% of  HRDD training should be evaluated at this level.

LEVEL 3

20% of HRDD training should be evaluated at this level.

LEVEL 4

To be determined by organizational need.

Training may be evaluated using more than one level to obtain desired information.

Level 1 (Reaction) Evaluation

Reaction evaluations typically performed at the closing of a class, measure how those who participated in the training reacted to it.  While this level may not ensure learning occurred, unsatisfactory reactions almost certainly reduce the possibility of learning.  The value and importance of this level should not be discounted.  Valued information regarding training material and the instructor can be gathered and corrective action taken to improve training.  Level 1 evaluations can be the framework for other levels if additional evaluation is necessary to determine the effectiveness of training.

In his book Evaluating Training Programs: The Four Levels, Donald L. Kirkpatrick (1994) provides the following guidelines for level 1 evaluations:

· Determine what you want to find out.

· Design a form that will quantify reactions.

· Encourage written comments and suggestions.

· Develop acceptable standards.

· Measure actions against standards, then take appropriate action.

· Communicate reactions as appropriate.

HRDD recommendations for a level 1 training evaluation:

· 100% of HRDD training should be evaluated at this level.

· Level 1 evaluations are conducted by using end of course evaluations.  Combine level 1 when using other levels of evaluation.

· Complete the training evaluation report with a summary including recommendations for further action.

Steps for Level 1 (Reaction) Evaluation 

The following six steps were adapted from Training Evaluation Toolkit (FAA Office of Human Resource Development, June 1994).

	Step 1
	Plan the evaluation:

· Most Level 1 evaluations use a rating scale of 1-5.  This makes it easier to score and compare with other individuals and training. 

· You can also include space for personal reactions to the training.

	Step 2
	Select the tool:  

· Based on how much information you need, use the Level 1 sample or develop your own evaluation form to measure student reactions.

	Step 3
	Adapt the tool:

· Modify content: Reword, delete, or add items to accomplish your goal.

· Modify the format:  Change rating scale items to open-ended questions, or vice versa, depending on what kind of information you wish to obtain.

· Student reactions:  To obtain general reactions, ask open-ended questions.  To obtain specific reactions to an objective or type of instruction ask detailed questions.

	Step 4
	Implement the evaluation:

· Make enough copies for every student.

· Assure students that the evaluations will be handled professionally and that student comments shall remain anonymous.  Students must understand that their answers should be frank and honest and that the results will be used to improve the training.  (When practical, someone other than the trainer should distribute and collect these forms.) 

· Make sure that every student completes the form.

	Step 5
	Analyze the results:
· Rating scales:  For each item, count the number of responses to each rating and find the average.

· Short answer questions:  Review the comments, categorize them based on similarities, and write a brief summary.


Continued on next page

Steps for Level 1 (Reaction) Evaluation
	Step 6
	Prepare the report:

· Write a short “Training Evaluation Report” summarizing the results and making recommendations for further action.  (See the sample at the end of this guide).

· Always compute mathematical averages of students’ responses, even if you need to convert them to numbers.  If someone gives a rating outside the limits (e.g., “10” on a scale of 1 to 5), convert it to the scale (in this case to 5, since that is the highest score).

· Always include all student comments, either by attaching copies of the forms themselves or, if time permits, by retyping them.

· Send copies of the report to the trainer and to the agency requesting the training, if applicable.




Level 1 Evaluation

Course 
   Date 


Please complete this evaluation by responding to the statements below.  Your feedback will assist the Human Resource Development Division to provide quality training.  This information will be kept confidential and used only for the purpose of evaluating training.

Instructions:  Check the appropriate rating according to the scale provided:

Excellent = 5       Very good = 4        Good = 3           Fair = 2              Poor = 1

	INSTRUCTOR DELIVERY


	5
	4
	3
	2
	1

	 1.  Instructor was knowledgeable of the subject. 


	(
	(
	(
	(
	(

	 2.  Instructor effectively presented the training material.


	(
	(
	(
	(
	(

	 3.  Instructor was well organized.


	(
	(
	(
	(
	(

	 4.  Instructor responded effectively to students.


	(
	(
	(
	(
	(

	TRAINING DESIGN


	5
	4
	3
	2
	1

	 5.  Training objectives were met.


	(
	(
	(
	(
	(

	 6.  Training met my expectations.


	(
	(
	(
	(
	(

	 7.  I benefited from class participation.


	(
	(
	(
	(
	(

	 8.  Training was related to my duties/job assignments.
	(
	(
	(
	(
	(

	 9.  Topics covered will improve my performance.


	(
	(
	(
	(
	(

	
	
	
	
	
	


	Excellent = 5, Very good = 4, Good = 3, Fair = 2, Poor = 1
	5
	4
	3
	2
	1

	10.  Training was presented in a logical sequence.


	(
	(
	(
	(
	(

	11.  Pace of training was appropriate.


	(
	(
	(
	(
	(

	12.  Exercises contributed to learning.


	(
	(
	(
	(
	(

	13.  Training materials were effective.


	(
	(
	(
	(
	(

	14.  Facilities were conducive to learning.


	(
	(
	(
	(
	(


The most beneficial part of the course was 


The least beneficial part of the course was 


Comments and or/suggestions



 ________________________________________________________________________________

Would you like for someone from the Human Resource Development Division to contact you about this training?         _____Yes           ______No

Name (optional)_______________________________Phone_____________________

Level 2 (Learning) Evaluation

Learning can be defined as the extent to which participants change attitudes, improve knowledge, and/or increase skill as a result of training.  Learning evaluations can be pre-and posttests taken at the training site or an evaluation sent to students at a later date.  This level can be used to determine the effectiveness of the training material and if participants mastered the training objectives.

The following guidelines were taken from Level 2 (Learning) from Kirkpatrick’s book, Evaluating Training Programs: The Four Levels.

· Use a control group, if practical.

· Evaluate knowledge, skills, and/or attitudes both before and after the training. 

· Try for a 100 percent response.

· Use the results of the evaluation to take appropriate action.

HRDD recommendations for a level 2 training evaluation:

· 75% of HRDD training should be evaluated at this level.

· Pre- and posttests may be conducted during the training or questionnaires may be conducted after the training.

· Utilize evaluation results to modify course content to improve learning.

·  Use level 1 and 2 evaluations for thorough information.

· Complete the training evaluation report with summary including recommendations for further action.

Steps for Level 2 (Learning) Evaluation

The following six steps were adapted from Training Evaluation Toolkit (FAA Office of Human Resource Development, June 1994).

	Step 1
	Plan the evaluation:

· Level 2 evaluation is used to determine if students have reached a satisfactory level of understanding and mastery of the training objectives.  Indications for revisions to the course materials are also revealed.

· Talk to others in about the level of evaluation you propose and the costs and benefits of this evaluation.

· If your need for evaluation data is significant, plan a more sophisticated study and budget appropriately.  In addition to questionnaires, such a study is likely to include pre- and posttests of performance and/or interviews.

	Step 2
	Select the tool:  

· Based on how much information you need, use the Level 2 samples provided or develop your own evaluation to measure student learning. 

	Step 3
	Adapt the tool:

· Modify content: Reword, delete, or add items to achieve your goals and measure learning objectives for this training.

· Modify the format: Change rating scale items to open-ended questions or vice versa, depending on what kind of information you wish to obtain.


Continued on next page
Steps for Level 2 (Learning) Evaluation
	Step 4
	Implement the evaluation:

· Announce and explain the use of this evaluation and its purpose at the beginning of the training.

· Allow enough time to complete the evaluation.

· Participants turn in their evaluations when finished.  You may have those who are finished leave the room so as not to distract others.

	Step 5
	Analyze the results:  

· To analyze this self-assessment measure, subtract the “before” rating from the “after” rating.  

· Total the results and divide by the number of items to find the average perceived gain for each individual.  The higher the number, the greater the impact of the training.

· Use this process to find the average for the whole class or the aggregate of classes.

	Step 6
	Prepare the report:

· Write a short “Training Evaluation Report” summarizing the results including recommendations for further action.

· Always compute mathematical averages of students’ responses, even if you need to convert them to numbers.  If someone gives a rating outside the limits (e.g., “10” on a scale of 1 to 5), convert it to the scale (in this case to 5, since that is the highest score).

· Always include all student comments, either by attaching copies of the forms themselves or, if time permits, by retyping them.

· Send copies of the report to the trainer and to agency that requested the training.




Level 2 Evaluation 

Sample One: After Training Questionnaire

Name 


Course 
   Date 


	Training Objectives


	Before Taking This Class
	After Taking This Class

	As a result of taking this training, I am able to:
	Before taking (Course Name), my level of knowledge or competency for this objective was:
	After taking (Course Name), my level of knowledge or competency for this objective is:

	1. Write training objective. 

Example:  Understand procedures to process retirement actions.
	1
2
3
4
5
Low 
Moderate
High
	1
2
3
4
5
Low 
Moderate
High

	2.  Write training objective.


	1
2
3
4
5
Low 
Moderate
High
	1
2
3
4
5
Low 
Moderate
High

	3.  Write training objective.


	1
2
3
4
5
Low 
Moderate
High
	1
2
3
4
5
Low 
Moderate
High

	4.  Write training objective. 


	1
2
3
4
5
Low 
Moderate
High
	1
2
3
4
5
Low 
Moderate
High

	5.  Write training objective.


	1
2
3
4
5
Low 
Moderate
High
	1
2
3
4
5
Low 
Moderate
High

	6. Employee comments or suggestions:




Sample Two: Pre- and Posttest

(These are sample questions from a pre- and posttest used to evaluate learning for level 2 evaluations.  Generally tests administered at the time of training have 20-25 multiple-choice questions that are specific to the training content and objectives.) 

Name:__________________________________________________________________

Course:_____Basic HRD________________________ Date: 17-20 Nov 2004_______

1. ______ 
Which of the following is prohibited when approving training for
                         employees?

a. Approving training for sole purpose of obtaining a degree.

b. Approving training for improving job performance.

c. Approving training for projected duties.

d. Approving training for retraining purposes.
2.  ______
 Which of the following is NOT a part of the career counseling 
                         process?

a. Vision

b. Assessment

c. Planning

d. Budgeting

3. _______
What does the HRDD Evaluation Handbook include?



a.  Step-by-step instructions and examples.


b.  Return on investment formulas.
                 
c.   Maslow’s hierarchy of needs.


d.   Reasons to improve human relations skills.

4. ________    What are the two key human resource management missions?



a.  Position classification and recruitment.
 

b.  Reducing payroll costs and retraining.
                        c.  Hiring a quality, representative workforce and maximizing 
                             performance.
                   
d.  Making merit promotion selections.

Level 3 (Transfer of Learning to the Job) Evaluation

Level 3 evaluations measure how the knowledge, skills and values from training are used on the job or transferred to the workplace.  Results at this level can provide stronger evidence that training has the desired impact on improved performance or what is needed to improve the training.  Use of this level combined with level 1 (reaction) and level 2 (learning) can also determine if workplace factors are impacting on transfer of learning to the job.   For example: level 3 may reveal that employees failed to practice their new skills or training when they returned to the job, although level 1 (reaction) and level 2 (learning) was favorable.  

Supervisors can implement the following practices to improve the transfer of learning to the job:

·  Assign work that provides opportunities to practice new skills or training.

·  Arrange for refresher training; expect and deal with ‘relapses.’

·  Provide objective performance feedback and support for training.

In his book Evaluating Training Programs: The Four Levels, Donald L. Kirkpatrick (1994) provides the following guidelines for Level 3 (Transfer to the Job) evaluations:

· Use a control group, if practical.

· Allow time for behavior change to take place.

· Evaluate both before and after the program if practical.

· Survey and/or interview one or more of the following: trainees, their immediate supervisor, their subordinates, and others who observe their behavior.

· Try for 100 percent response or a sampling.

· Repeat the evaluation at appropriate times.

· Consider costs versus benefits.

HRDD recommendations for a level 3 training evaluation:

· 20% of HRDD training should be evaluated at this level.

· Identify specific skills or performance to be evaluated.

· Establish schedule for routine follow-up of participants.

· Evaluation survey can combine learning (level 2) and transfer (level 3) objectives.

· Complete the training evaluation report with summary including recommendations for further action.

Steps for Level 3 (Transfer of Learning to the Job) Evaluation

The following six steps were adapted from Training Evaluation Toolkit (FAA Office of Human Resource Development, June 1994).

	Step 1
	Plan the evaluation:

· Evaluate to confirm the effectiveness of the training.  List specific values and skills that you will measure.

· Talk to others about the level of evaluation you propose and the benefits of the evaluation.  

· Determine which employees will be included.  Ideally, you should include everyone who has taken the training.  If time and budget are a constraint, consider using a sample group.

	Step 2
	Select the tool:  

· Post-training surveys: Questionnaires are sent to employees and/or their managers three to six months after training.  Their purpose is to determine which skills learned in the training are being used.  Based on how much information you need, use the level 3 sample or develop your own questionnaire to measure transfer of learning.

	Step 3
	Adapt the tool:

· Modify content: Reword, delete, or add items to make them fit your learning objectives.

· Modify the format:  Change rating scale items to open-ended questions, or vice versa, depending on what kind of information you wish to obtain.


Continued on next page

Steps for Level 3 (Transfer of Learning to the Job) Evaluation
	Step 4
	Implement the evaluation:

· Determine when to send the evaluation.  Send the evaluation and other relevant information to the employee. 

· Send reminders to those who are slow to return the forms and keep records of the collected evaluations to ensure good return.

· Consider measuring both student responses and the responses of their managers or supervisors.

	Step 5
	Analyze the results:  

· For each item, count the number of responses to each rating and find the average.

· Review the comments, categorize them based on similarities, and write a brief summary.

· Total the results and divide by the number of items to find the average perceived gain for each individual.  

· Use this process to find the average for the whole class or the aggregate of classes.

	Step 6
	Prepare the report:

· Write a short “Training Evaluation Report” summarizing the results and making recommendations for further action.

· Always compute mathematical averages of students’ responses, even if you need to convert them to numbers.  If someone gives a rating outside the limits (e.g., “10” on a scale of 1 to 5), convert it to the scale (in this case to 5, since that is the highest score).

· Always include all student comments, either by attaching copies of the forms themselves or, if time permits, by retyping them.

· Send copies of the report to the trainer and to agency that requested the training.




Level 3 Evaluation

Name 


Course 
   Date 


	Specific Task
	Prepared


	Use
	Importance

	
	How well did the training prepare you to perform this task?
	How often do you use this knowledge or skill on the job?
	How important is this skill or knowledge to your job?

	Write specific task.

Example:  Accurately code personnel actions reflecting changes in pay.


	( Poorly

( Somewhat

( Very well
	( Seldom

( Sometimes

( Very often
	( Not at all

( Somewhat

( Very much

	Write specific task.


	( Poorly

( Somewhat

( Very well
	( Seldom

( Sometimes

( Very often
	( Not at all

( Somewhat

( Very much

	Write specific task.


	( Poorly

( Somewhat

( Very well
	( Seldom

( Sometimes

( Very often
	( Not at all

( Somewhat

( Very much

	Write specific task.


	( Poorly

( Somewhat

( Very well
	( Seldom

( Sometimes

( Very often
	( Not at all

( Somewhat

( Very much

	Employee comments or suggestions:




Level 4 (Organizational Impact) Evaluation

Organizational impact can be defined as the final impact or result that occurred because participants attended the training.   For example, the final impact or result may include increased production, improved quality, decreased costs, reduced errors, improved morale, or changed attitudes. 

In his book Evaluating Training Programs: The Four Levels, Donald L. Kirkpatrick (1994) provides the following guidelines for Level 4 (Organizational Impact) evaluations:

· Use a control group, if practical.

· Allow time for results to be achieved.

· Measure both before and after the program if practical.

· Repeat the measurement at appropriate times.

· Consider costs versus benefits.

· Be satisfied with evidence if proof is not possible.

HRDD recommendations for a level 4 training evaluation: 

· Limit level 4 evaluations to learning and development activities having organizational impact.

· Concentrate on organizational expectations for performance improvement.

· Encourage 100 percent survey participation.

· Complete the training evaluation report with a summary including recommendations for further action.

Steps for Level 4 (Organizational Impact) Evaluation

The following six steps were adapted from Training Evaluation Toolkit (Office of Human Resource Development, June 1994).

	Step 1
	Plan the evaluation:

· Level 4 evaluation is used to determine whether organizational benefits have resulted from the training.  The goal is expressed in terms of organizational results, which are measured and can be related to training.  Results can be in the form of performance improvements or financial benefit.

· Talk to others about the level of evaluation you propose and the benefits of this evaluation.

· Determine which employees will be included.  You should include everyone who has taken the training.  If time and budget are a constraint, consider using a sample group.

	Step 2
	Select the tool:  

· Post-training surveys: Questionnaires are sent to employees and/or their managers after training.  Their purpose is to determine which skills learned in the training are being used.  Based on how much information you need, use the level 4 sample or develop your own questionnaire to determine organizational impact.

	Step 3
	Adapt the tool:

· Modify content: Reword, delete, or add items to make them fit your learning objectives.

· Modify the format:  Change rating scale items to open-ended questions, or vice versa, depending on what kind of information you wish to obtain.

	Step 4
	Implement the evaluation:

· Organizational results are usually observed 3 to 6 months after the training.

· Send the evaluation to managers who can observe organizational results.

· Send reminders to those who are slow to return forms and keep records of the collected evaluations to ensure good return.


Continued on next page
Steps for Level 4 (Organizational Impact) Evaluation
	Step 5
	Analyze the results:  

· For each item, count the number of responses to each rating and find the average.

· Review the comments, categorize them based on similarities, and write a brief summary.

· Total the results and divide by the number of items to find the average perceived gain for each individual.  

· Use this process to find the average for the whole class or the aggregate of classes.

	Step 6
	Prepare the report:

· Write a short “Training Evaluation Report” summarizing the results and making recommendations for further action.

· Always compute mathematical averages of students’ responses, even if you need to convert them to numbers.  If someone gives a rating outside the limits (e.g., “10” on a scale of 1 to 5), convert it to the scale (in this case to 5, since that is the highest score).

· Always include all student comments, either by attaching copies of the forms themselves or, if time permits, by retyping them.

· Send copies of the report to the trainer and to the agency that requested the training.




Level 4 Evaluation


 Student name 


Name of Supervisor or Manager 


Course 
   Date 


I took the course.   (
I supervise the student named above.   (
	Organizational Result
	Rating



	
	Strongly

Disagree
	
	Strongly

Agree

	1.  Write desired organizational result here.

Example:  Less than 20 percent of retirement actions have been returned for correction.
	1
	2
	3
	4
	5

	2.  Write desired organizational result here.


	1
	2
	3
	4
	5

	3.  Write desired organizational result here.


	1
	2
	3
	4
	5

	4.  Write desired organizational result here.


	1
	2
	3
	4
	5

	5.  Write desired organizational result here.


	1
	2
	3
	4
	5

	6.  Comments and suggestions:




Sample Training Evaluation Report 

Class: 
Program Planning & Development

Dates: 
November 10-13, 2004

Instructors: 
Mary Smith, Jim Jones

Students:
12

Evaluation averages:
	Relevance to your job
	4.8

	Clarity of objectives
	4.7

	Course length and pace
	4.6

	Course materials
	4.6

	Instructors
	4.9

	Facilities
	4.2

	Overall quality
	4.8



Scale:  1 = Poor, 2 = Satisfactory, 3 = Good, 4 = Very good, 5 = Excellent

Student Comments:

“I would have liked more time on the case studies.”

“This class has done a great deal to increase my overall knowledge and confidence as a supervisor.”

“Instructors were very helpful given the wide disparity of levels of knowledge!”

“Terrific; this information will help me in my new job.”

Special issues: One student left class at lunch on the second day due to illness and did not complete the final test or fill out an evaluation form.

Recommendations:  Average ratings were high--4.6.   Highest ratings given to instructors ability, clarity of training objectives, and job relevance.  No action needed at this time.

References:

Information about this handbook or HRDD Training Evaluation processes:  

Alan Cole HRDD  375-9805  


Information on planning and conducting training evaluations:

The Federal Aviation Administration, Assistant Administrator for Human Resource Management.  “How to Do Training Evaluation:  A Practical Handbook.”  October 1994.  
United States Office of Personnel Management, Human Resources Development Group, Office of Research and Information.  “Establishing the Value of Training:  Resource Guide.”  March 1994, HRDG-023.

US Department of Transportation, Training Program Review, 1996.

Information on Kirkpatrick’s four levels of evaluation:

Kirkpatrick, Donald L.  Evaluating Training Programs: The Four Levels.  San Francisco:  Berrett-Koehler Publishers, 1994.

Information on transfer of learning:

Broad, Mary and Newstrom, John,  Transfer of Training.  Reading:  Addison-Wesley Publishers, 1992.

Federal Human Resource Development Council, May 1997,  Getting Results Through Learning

Regulations:

5 US Code Chapter 410

5 CFR part 410

AR 690-400, Chapter 410/412

AR 690-950

Civilian Personnel Manual, Subchapter 410







