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Abstract

Many organizations spend a lot of money to provide training courses or programs to improve
their performance in today's competitive environment. Therefore, evaluation plays a critical
role in making judgments about the value or worth of a course or a program that provides
solutions for improving the performance of programs and organizations. However, most
organizations do not actually conduct effective evaluations of their training programs due to
lack of professional knowledge and skills in training evaluation as well as lack of evaluation
resources and instructions. This poster is to introduce fundamental theories and models for
summative evaluation and provide practical guidelines for conducting an evaluation in an
appropriate way. More specifically, this poster 1) explores major evaluation models and
theories emerged in organizations, 2) identify major evaluation tasks and activities required
in each major phase of an evaluation process, and 3) describes appropriate techniques and
tools that are derived from evaluation theories and models to complete each evaluation task
and activity. This poster is designed to inform college faculty who teach an introductory level
evaluation course or performance professionals who want a solid conceptual grounding in
evaluation and a guide for applying such concepts in their own work.

Why Evaluate?

* Decision Making: training effectiveness, drivers and barriers for performance
improvement, program/course revision, personnel decisions, etc.

» Feedback: feedback to course designers, trainers, or trainees

* Marketing for the training programs (Kraiger, 2002)

Evaluation Models

Kirkpatrick’s Four-Level of Evaluation Philips’ Five-Level of Evaluation & ROI
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Training evaluation
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Did the learners behavior chang e
as a result of the training?
What Skills, Knowledge or Attitude changed? ' Did knowledge transfer
1: Reaction
Satisfaction ' anijoy the training?

Did the participants like the training?
Fitzpatrick, Sanders, & Worthen’s
Evaluation Approach

3: Behaviour

Did participants change behaviour on the job?

2: Learning
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System-based Model (CIPP Model)
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Generic Evaluation Process

ANALYZE

* Identify specific
evaluation needs

* Analyze evaluation
context

* Identify evaluation
purpose,
questions, &
criteria

DESIGN

* Make evaluation
schedule

* Select evaluation
models

* Selectdata
collection methods

* Design evaluation
instruments

Phase 1: Needs Analysis

* Identify specific evaluation needs.
* |dentify the organizational goals.

DEVELOP GATHER DATA
* Develop evaluation * Collect evaluation
instruments data

* Establish reliability
& validity for the
instruments

* |ldentify the organizational needs and/or gaps.

* Identify stakeholders and their expectations for evaluation.

ANALYZE & REPORT &

INTERPRET RECOMMEND

* Organize, * Develop evaluation
summarize, and report for findings
interpret * Report evaluation
evaluation data results & provide

recommendations to
stakeholders to
improve performance

* Analyze resources and capability that can be committed to the evaluation E.g., employees needed,
hour estimates, types of tools and technologies).

* Analyze the evaluation context.

* |dentify evaluation purpose, questions, and criteria.

Phase 2: Design

Select/modify appropriate evaluation models for
your evaluation tasks.

Observatior Methods

Make an evaluation schedule including:

Evaluation timeline from beginning

to end.

Development of instruments

Data collection, data analysis, and T

evaluation report

Methods

Select appropriate data collection methods

Design your evaluation instruments Answer e

* evaluation questions.

Measure learning objectives.

Set up validity and reliability for your instrument.

Participant Observation

Foous Group

Nerainal Group Technicue

Delghi Techniques

Interview

Critical Incidert Techniques

Questionraires

Criterion-Referenced Tests

Norm-Referenced Tests

Extant Data Review

Literature Review

Artifacts & Work Products

Data Collection Methods (Guerra-Lopez, 2008)
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* Reliability: It is reliable, if the test — (e s
consistently yields the same results == o T
for a given individual.

» what is the relationship between Test Instrument Design (Hale, 2011)
validity and reliability?

Face Validity Test-Retest

Content Validity Eqguivalent of alternate forms
Concurrent-Criterion Validity Split-Half

Predictive Validity Kuder-Rechardson
Construct Validity Cronbach’s alpha coefficient

Rellable but Not Valid

Valid but Not Reliable

Valid and Reliable

Types of Validity & Reliability Guerra-Lopez, 2008)
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Phase 3: Development

Develop evaluation instruments for gathering data based on your analysis and design. The

following are the examples of developing test items.

Using Structured Interviewing to Select and Hire Desirable Job
Candidates

POST-TEST

Test Instructions

The purpase of this test is to determing what you understand and remember from this course, This test
s 25 questions of various types. You wil be given 45 minutesto take the Post-Test. I you complete
the test earl, you can take a break and return when the time is up (TIME VARIES ON CLASS), We will
then review the answers together as a group.

You are encouraged to select the best possible answer for each question. We wil provide feedback
during the test review period. If you miss more than six questions, you willneed to retake the test
onfine at  fater date, You will be encouraged to take the course again or review the materials on your
own prior to retaking the test,

Scores for this test will be reported to Human Resources, Falling this course does not negatively affect
our performance review.

Questions

Question 1
Fill in the blank.
The best predictor of a candidate's future job performance s his or her ;
Question 2
What is a defining feature of structured interviews? (Select the best answer)
a. Questions are asked in either chronological or topical order,
b. Interviews must be conducted by a highly experienced interviewer.
¢. Al candidates for a particular posting are asked the same questions.
d. Interviewers are encouraged to pursue points of interest during the interview.

Question 3
You are developing questions for an upcoming interview. The job description includes technical skills
and performance skills, Categorize the following skills in Column A.

Choase the skill type in column B that best fits the skill in column A. You may use a skill type more than

once,

Column A Column B
1. Supervise two help desk representatives. A. Required Technical Skills.
2. Data-entry skills using popular software programs. B. Required Performance Skills.
3. Problem solving skills,

4. Apply customer service guidelines in help desk field.
5. Ability to use common help desk software.

Question 4

Which of the following is not an important guideline when developing interview questions? (Select the

best answer)

22. What do you need to do to complete reference checks?

A Give them to a coworker to check.

B. Forward the reference list to Human Resources. Rationale: Corporate policy
dictates HR. does the reference check

C. Ignore them

D. Forward to your superior

23. What 15 the purpose of developing a performance chari?

A To organize and to review fairly and objectively. Rationale: In order to identify
viable candidates a performance chart allows vou to organize and review faurly
and objectively

B. Create a paper trail

C. To organize paperwork.

D. Review only the best thought of candidates.

Test Instructions " Testltems Feedback
Phase 4: Data Analysis
Quantitative Data Analysis Qualitative Data Analysis
Descriptive statistics: to summarize or describe data. The 1. Review the interviewees' transcriptions and your

most commonly used descriptive statistics are measures
of central tendency, measures of variability, visual
representations, and measures of relationships.

Describe numbers:

* Measures of Central Tendency: Mode, Median, & Mean
* Measures of Dispersion {Variability): Range, Semi-

notes during the interview or observation.

2 Recognize recurrent themes and code them
accordingly. To generate codes, you highlight

words or phrases that described important themes

or meaning using different colors, and labeled each
code with a term in the margins of the transcripts.

Interquartile Range, & Standard Deviation 3. Using these codes, create categories and

Graphical Representations of Data: Bar graph, line

chart, pie chart, etc.

Interpreting and drawing conclusions.

%\
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subcategories for each statement/term. To design a

category system, categories of the same “order”

should have approximately the same level of

abstraction. Based on the level of abstraction,
create subcategories, if necessary.

e o

¢J

to clearly define categories as well as kept codes

e “‘j"lﬁ‘i‘i 4.  Repeatedly read each statement and endeavored
o semantically close to the terms they represented.

o)} After categorizing, compare all categories to find
similarities, differences, and patterns among
categories

6. Draw conclusions (Maxwell, 2005).
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Phase 5: Report & Recommendations

How do you communicate your findings with stakeholders?

Ongoing communication with the evaluation stakeholders in each step of an

evaluation process.

Step 1: List all of | Step 2- Check the reasons for
your & ion’s | c with each

icaty nee d dfor

decision

(Preskill & Russ-Eft, 2005)

What are important considerations for developing a useful and effective

evaluation report?

Based on your stakeholders’needs and preferences, summarize:

* Needs Analysis

Data Collection

Data Analysis & Interpretation

Conclusion & Recommendation
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