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Abstract 

Evaluating training is a vital aspect of professional growth, empowering employees to refine their 

competencies, unlock potential, and adjust work behaviors, thereby enhancing their knowledge, skills, 

abilities, and motivation, leading to improved work performance. This paper explores Kirkpatrick’s 

Four-Level Model and its effectiveness in employee training. Drawing from theories in training 

evaluation, including program evaluation and research evaluation, the paper underscores the enduring 

relevance of the original Kirkpatrick model while advocating for the adoption of the World Kirkpatrick 

Four-Level Model to enhance evaluation comprehensiveness. Additionally, recognizing the 

Reductionist nature of the Kirkpatrick model, the paper suggests integrating Complexity Theory and 

Systems Theory to fortify its theoretical underpinnings and address its limitations. 

Keywords 
Training, Effectivesness, Training Evaluation, Kirkpatrick’s Model 

1.0 Introduction 

In the contemporary era of Industry 4.0, the competitiveness within the labor market has intensified 

significantly. The demand for high-quality, competent, and loyal human resources (HR) is crucial for 

organizational success, as their performance critically impacts organizational productivity (Priyono & 

Perkasa, 2024). Training is essential to refresh and enhance the knowledge, abilities, and outlook of 

employees. It is a  systematic process aimed at shaping employees’ competencies, developing their 

potential, and altering work behavior, including enhancing their knowledge, abilities, skills, and 

motivation (Demerouti & Peeters, 2018). It also has transformative impact on driving the improvement 

of their work performances (Gil et al., 2023). Without adequate training, employees’ full potential 

remains untapped (Giday et al., 2023). Conversely, well-trained staff can help achieve organizational 

objectives. They become more productive and are better equipped to handle complex tasks or perform 

their existing responsibilities more effectively and efficiently (Pedrini & Cappiello, 2022). 

Consequently, in the field of organisational development and human resource management, the 

evaluation of the effectiveness of training is of critical importance in order to ensure that investments 

in employee development yield optimal returns. It indicates that effective training brings benefits not 

only to the company but also to the participants (Asghar et al., 2022). Urbancová et al. (2021) argued 

that effective training evaluation serves as a tool for the development and success of the entire 

organization and for the enhancement of its business performance. Furthermore, the evaluation enables 

the ongoing improvement of training quality and the identification of organizational needs (Bęś & 

Strzałkowski, 2024). 

While the majority of formal training and development programs undergo evaluation, significant 

limitations exist. The predominant method of evaluation involves assessing employee responses to the 
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training, typically conducted on the final day, with the employee responses being inadequate (Steensma 

& Groeneveld, 2010). Additionally, the challenges in training evaluation are also about the efficient 

budget to have effective results on the training. Furthermore, the inadequate and poorly executed 

appraisal system, coupled with a lack of awareness of or access to evaluation methods and tools, may 

impede the effectiveness of training (Saad & Mat, 2013; Alsalamah & Callinan, 2021). As a result, a 

number of models have been proposed for the purpose of evaluating the impact of training program. 

One of the most renowned and extensively applied evaluation models for training and development 

initiatives is the Four-level Evaluation Model, which was introduced by Donald Kirkpatrick in 1959. 

The Kirkpatrick Four-level model consists of four levels of training: (1) Reactions; (2) Learning; (3) 

Behavior; and (4) Results. This model has undergone rigorous scrutiny and has gained increasing 

recognition, emerging as one of the most embraced and impactful frameworks in the field. Yet, it 

established a systematic structure for evaluating outcomes and effects, considering both individual and 

organizational performance dimensions. Kirkpatrick recognized the necessity of creating an analytical 

framework to evaluate the degree to which training initiatives enhance learners’ acquisition of job-

related skills, improve service quality and safety, and impact the community. Some studies have 

empirically proven the effectiveness of this model in different industries (Moldovan, 2016; Alsalamah 

& Callinan, 2021; El Nsouli et al., 2023). Steensma & Groeneveld (2010), for example, suggested that 

Kirkpatrick’s Four-Level Model is sufficient to be utilized for evaluating the effectiveness of 

management training. However, it is also important to further synthesize concepts related to Training 

Evaluation Effectiveness that can enrich the understanding of the literature for further research in the 

future, given the shortcomings identified in the adoption Kirkpatrick’s Four-Level Model (Thalheimer, 

2018). 

Zhang et al. (2019) suggest that further research is needed on employee training in modern companies. 

Longo et al. (2023) emphasizes that, in the technological era, it is crucial to seek new approaches to 

enhance training and development effectiveness, as traditional methods are becoming increasingly 

ineffective due to their inability to keep pace with technological advancements and industry changes 

(Fraile et al., 2023). Furthermore, Pedrini et al. (2023) argue that research on the training evaluations 

has been neglected in certain industries, which most of the study focus on empiral evidence. Therefore, 

this paper aims to explore the training evaluation effectiveness of Kirkpatrick’s Four-Level Model, and 

to seek  for a theoretical framework for evaluation effectiveness that supports the model. 

2.0 Theoretical Background 

2.1 Training Evaluation 

Evaluation, in a broader sense, is defined as “an integral part of the design, development, delivery, and 

implementation of programs” (Phillips & Phillips, 2016). Evaluation is needed in training program, as 

it typically utilizes objective-oriented and systems-oriented methods to select the most suitable 

approach for assessing safety training, thus ensuring its efficacy and purposefulness 

(Asari & Leman, 2015). According to Gebrehiwot and Elantheraiyan (2023), training evaluation entails 

assessing the training program to ensure its effective implementation and to measure the returns on 

investment relative to the resources allocated to the operation. Noe (2017, p. 216) refers the term 

“training evaluation” as “the process of collecting the outcomes needed to determine whether training 

is effective.” Similarly, Brown (2007, p. 820) defines the training evaluation as “a process that may be 

used to determine the effectiveness and/or efficiency of instructional programmes.” 

As outlined by Kirkpatrick (1998), the evaluation of training is highly important for the improvement 

of training programs and for identifying potential issues or weaknesses in the evaluation process. 

Moreover, evaluation is utilized to confirm the efficiency of training, making it the preferred approach 
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for this purpose (Khandker et al., 2010). Consequently, training evaluation offers a number of benefits. 

It enables the identification of the necessity for innovation through the implementation of high-quality, 

cost-effective, just-in-time training for all employees. Moreover, for employees, different training 

initiatives are linked to the extent of their impact on both employability and income over the medium 

to long run (Ghirelli et al., 2019). Similarly, on an organizational level, such evaluation contributes to 

measuring the effectiveness in order to deliver the world-class training required to maintain a 

competitive advantage (Kirkpatrick & Kirkpatrick, 2006; Noe, 2017).  

2.2 Training Effectiveness 

Noe (2017, p. 216) defines training effectiveness as “the benefits that the company and the trainees 

receive from training. Benefits for trainees may include learning new skills or behavior.” Training 

effectiveness refers to “the extent to which trainees (and their organization) benefit as intended from 

training (Brown, 2007, p. 820). Thus, Ford (2007, p. 833) emphasized that “training effectiveness 

evaluates whether or not the training achieved its intended outcomes.” The evaluation of training 

effectiveness guides the ongoing enhancement of its quality, wherein selecting the appropriate training 

method is customized to suit the participants’ group, considering their varying experience, skills, and 

knowledge levels (Bęś & Strzałkowski, 2024). Beside those attirbutes, training effectiveness also 

present valuable chances to bolster organizational effectiveness (Al Qudah et al., 2018). Urbancová et 

al. (2021) argued that the process of evaluating the effectiveness of a training and development initiative 

allows for the refinement of future alterations, with the aim of enhancing processes and amplifying 

outcomes across all organisations (e.g., knowledge, skills, attitudes). Therefore, the measure of 

training’s effectiveness should rely on how well participants can put into practice the knowledge, skills, 

and attitudes they have gained from the training (Brinia & Efstathiou, 2012). The outcome of a training 

program depends to a considerable extent on the degree of accuracy with which its effectiveness is 

evaluated. (Karim et al., 2018). 

2.3 Kirkpatrick’s Four-Level Model 

The four level of evaluation is a model represent a sequential method for program evaluation, with each 

level’s significance influencing the subsequent one (Kirkpatrick & Kirkpatrick, 2006). The purpose of 

this model is to inspire training directors to recognize the importance of evaluation and to enhance their 

efforts in evaluating their training programs (Johnson & Dick, 2012. p. 99). Kirkpatrick (1998) 

delineates that evaluation serves specific purposes: to validate the allocation of a training budget by 

demonstrating the alignment of the training program with organizational goals and objectives, to 

ascertain the continuation status of a training program, and to gather insights for enhancing future 

training initiatives. Furthermore, Kirkpatrick and Kirkpatrick (2006) asserted that the models exhibit 

interconnectedness concerning (1) discovering pathways for continual enhancement, (2) evaluating the 

effectiveness of endeavors and those involved, and (3) ensuring that organizations' training investments 

yield a suitable return on investment. This model has shifted the emphasis of training assessment 

practices towards outcome-oriented methodologies (Bates, 2004; Alsalamah & Callinan, 2021). Figure 

1 illustrates a spectrum of evaluation from individual to organizational purposes. 
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Figure 1: Kirkpatrick’s Four Level Evaluation Model 

Source: Adapted from Kirkpatrick (1998, 2006) 

Each level of evaluation of the model (Kirkpatrick, 1998; Kirkpatrick & Kirkpatrick, 2006, 2015)  has 

different emphases and is summarized as follows: 

2.3.1 Reaction Level 

Reaction is the first level of Kirkpatrick’s Four-Level Model. It measures the extent of trainee reaction 

to the training program in form of satisfaction or impressions of the program. Evaluation of reaction is 

important because a trainee’s positive or negative reactions towards a training course influence learning. 

If the trainees give positive feedback or reactions to the training, they are motivated to learn and bring 

about more learning. An increase in learning leads to improvised knowledge, skills, and a positive 

attitude towards innovation introduced during the training. 

2.3.2 Learning Level 

Level 2 is Learning, which measures how much trainees gain knowledge, improve skills and change 

their attitudes after attending the course. The necessity for evaluating learning arises from the 

assumption that behavioural changes will not occur unless one or more of the specified learning 

objectives have been attained. The evaluation of learning is of paramount importance, as it precedes 

behavioural changes. In the absence of learning, behavioural shifts are unlikely. Nevertheless, there 

exists a differentiation in measurement that indicates the extent to which learning has occurred. Thus, 

level 2 evaluation aims to ascertain what knowledge was acquired, what skills were enhanced, and what 

attitudinal change resulted from the training. 

2.3.3 Behaviour Level 

Level 3 evaluation aims to measure the extent to which knowledge, skills, and attitudes learned in 

training are applied in the workplace, essentially measuring the change in job behavior resulting from 

attending a training program. In other words, this level of evaluation measures the transfer of what has 

been learned back at the workplace or training transfer. Nonetheless, improvements in employees’ skills 

and knowledge immediately post-training do not guarantee behavioural changes.  

2.3.4 Result Level 

Level 4 represents the most significant and arguably the most challenging stage of the process, as it 

seeks to ascertain the extent to which the training program has influenced the final results. The results 

are determined by the training program’s objectives as well as the stakeholders’ expectations (who are 

administratively responsible for the employee being trained). According to Kirkpatrick and Kirkpatrick 

(2016), results represent a synthesis of the organizational mission and objectives. In a business context 
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driven by profit, this entails the effective delivery of products or services to the market. In non-profit, 

governmental, or military contexts, it involves the fulfillment of the designated mission. 

3.0 Methods 

This paper presents the concept of Kirkpatrick’s four-level training evaluation model and aims to 

explore its effectiveness in evaluating training programs conducted by companies for their employees. 

A Narrative Literature Review was employed to gather relevant data and articles on the topic. Due to 

the inherently non-systematic nature of this approach, the Narrative Literature Review does not follow 

a defined protocol or a specified search strategy, nor does it adhere to formal guidelines, as it is guided 

solely by a topic of interest (Gregory & Denniss, 2018; Demiris et al., 2019). Consequently, this paper 

adopts the procedure suggested by Demiris et al. (2019), which includes (1) conducting a search, (2) 

identifying keywords, (3) reviewing the literature, and (4) summarizing and synthesizing findings.  

In conducting the search, this study employed several databases, including ScienceDirect, PubMed, 

MDPI, and Google Scholar. A combination of the following keywords was used: “Kirkpatrick Model”, 

“Training Effectiveness,” and “Training Evaluation.” The selected articles were journal papers in 

English published within the last five years (2020-2024) that were relevant to the research topic. 

Furthermore, in analyzing the data, this paper synthesized relevant findings, concepts, and theories. As 

Snyder (2019) argued, this process aimed to synthesize the state of knowledge and establish a research 

agenda for further investigation. According to Jaakkola (2019), theory synthesis “seeks to achieve 

conceptual integration across multiple theories or literature streams.” Thus, this study also sought to 

elaborate on the limitations of the model and to identify areas for future research beyond the scope of 

the model. 

4.0 Results and Discussion 

4.1 The effectiveness of Kirkpatrick's Four-Level Model in Training Evaluation. 

The evaluation of the effectiveness of training program can apply to various sectors including industrial, 

commercial, educational, and governmental organizations or agencies (Morrison et al., 2019). As 

proposed by Bowman et al. (2020), the effectiveness of evaluation may be based on the consideration 

of the influence of training interventions, which would involve comparable data and could be achieved 

through the implementation of a potential approach. The effectiveness of training programs continues 

to be a topic of contention in the literature, as there is no consensus regarding the most appropriate 

methodology for evaluating the efficacy of these programs (Bernardino & Curado, 2020). However, 

Kirkpatrick’s Four-Level Model for training evaluation effectiveness has been a cornerstone and most 

frequently used in assessing the impact of training programs across various industries (Alsalamah & 

Callinan, 2021).  

As outlined by Kirkpatrick (1998), the four-level model – reaction, learning, behavior, and result – 

represents an evaluation of the effectiveness of the training program. The model offers an assessment 

of the training’s impact, measuring advancements in skills, knowledge, and attitudes, noting 

performance shifts post-training, and analyzing business outcomes (Urbancová et al., 2021). The 

effectiveness of the training evaluation is demonstrated in the findings of numerous studies. These 

findings indicate that the adoption of each level of the model can positively impact the outcome of the 

training. In this context, the influence of the indicators utilized in the research on the effectiveness of 

the training at each stage of the training, whether this is the effect on the trainee, the trainer, or the 

organization, is of interest. Table 1 shows recent studies on the effectiveness of this training evaluation 

model. The articles under review were published within the last five years. 
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Table 1: Literature Review of Effectiveness of Kirkpatrick’s model of evaluation in different 

industries 

Author/ 

Year 
Research Design 

Kirkpatrick’s 

Level 
Findings 

Bahl et al. 

(2024) 

A quantitative study 

with PLS-SEM 

model. 

Level 1-4 “Reactions of employees (stage 1) have enhanced 

knowledge, and skills and has a positive and significant 

influence on learning (stage 2) and Behavior through job 

performance (stage 3) has a positive impact on results 

(stage 4).” 

Alordiah 

(2024) 

An explanatory 

sequential mixed 

method (QUAN-

qual) with survey, 

interview, and 

observation of data 

collection 

Level 1-4 “The results showed that high level of participants were 

satisfied as their reaction of the training, and in learning 

level, notable advancements in academic writing, 

publication, and research exposure were observed as a 

result of the workshop. While in third and fourth level, the 

participants showed their contribution in article writing, 

publishing, and research visibility skills and knowledge 

that indicated the sucess of workshop (result).” 

Zhao et al. 

(2023) 

Quantitive metode 

with data collection 

using online survey 

Level 1-3 “The findings showed that all participants were highly 

satisfied with the EMI training implementation on the 

reaction level. On the learning level, participants’ scores 

on awareness of EMI teaching techniques increased 

significantly with the training proces, and in the behavior 

level, the participant’s confidence as an EMI instructor 

increased dramatically. 

Barile et 

al. (2023) 

An exploratory 

study based on 

constructivist 

grounded theory, 

with data collection 

using interview 

Level 1-4 “Results show the rise of five core categories, giving rise 

to an integrated model of Kirkpatrick. Their dynamic 

interplay led to a new orientation of Kirkpatrick model 

giving rise to a metalearning ecosystem.” 

Upadhyay 

(2023) 

Quantitive metode 

with data collection 

using survey 

Level 1-4 The results showed the high satisfaction of participants in 

reaction level, and there was a significant increase in 

participants’ knowledge score in learning level, while th 

emajority of them submit the action plan in behavior level 

and most of the participant rate the result (level 4) as good. 

Quinton et 

al (2022) 

A mixed-method, 

with data collection 

using survey. 

Level 1- 2 “Higher levels of programme engagement were positively 

associated with more favourable reactions to the 

programme. Enjoyment positively predicted learning 

outcomes, which was mediated by transfer intention.” 

Bergamo 

(2022) 

A case study with 

questionnaires 

administered to the 

participants. 

Level 1-2 “The majority of the participants showed the high 

satisfaction with the different aspects of training 

(reaction). Similarly, the study found a high percentage in 

knowledge performance in terms of practical learning 

evaluation, but low in theoretical evaluation.” 

Ramadhan 

et al. 

(2022) 

An evaluation 

research methods 

with a quantitative 

approach. 

Level 1-2 “The result indicated the high positive reaction from the 

participant’s evaluation to implementing the BIM WIKA 

Allplan Intermediate Training Program, while the 

learning evaluation found that the training can increase 

BIM knowledge for most trainees.” 

Alsalamah 

and 

Callinan 

(2021) 

A convergent 

parallel mixed-

methods design, 

with data collection 

using survey, semi-

strcutured, and 

literature study. 

Level 1-4 “This framework provides a more holistic understanding 

of the key constructs that ensure the effectiveness of 

training for female head teachers and head teachers” 

“The results indicated that the adapted Kirkpatrick 

evaluation model was very effective in evaluating 

educational training for head teachers.” 
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Yi et al. 

(2020) 

A quasi-

experimental design 

Level 1-2 “This study showed a high overall satisfaction and benefit 

in the reaction level for the IPEP at PUTH, while the 

higher scores in the learning level did not reach statistical 

significance.” 

Sahni 

(2020) 

Quantitive method 

with data collection 

using survey 

Level 1-2 “The results showed that managerial training using 

Kirkpatrick Framework is highly effective for both levels; 

satisfaction and learning.” 

The utilization of Kirkpatrick’s Four-level model from the aforementioned studies is variable, with 

several studies opting for the first and second levels (Quinton et al., 2022; Bargamo, 2022; Yi et al., 

2020; Sahni, 2020; Ramadhan et al. (2022), while another study employed the model up to the third 

level (Zhao et al., 2023). In contrast, five studies from different industries optimized the model through 

whole-level evaluations (Bahl et al., 2024; Barile et al., 2023; Alsalamah & Callinan, 2021; Upadhyay, 

2023; Alordiah, 2024).  

The effectiveness of training evaluations utilizing Kirkpatrick's model, as evidenced by the 

aforementioned studies, exhibits a dichotomous outcome. The study showed the increased in 

knowledge, skills and has significantly affect learning to increase job performance and organization 

performance (Bahl et al., 2024). The model also demonstrated that the effectiveness indicator was used 

for the outcome in each level, including satisfaction, engagement, enjoyment, knowledge, skills, attitude 

(Bahl et al., 2024; Quinton et al., 2022; Bargamo, 2022; Yi et al., 2020). The model also idenitifes the 

key constructs that ensure the effectiveness of the model (Alsalamah and Callinan, 2021), which could 

form the basis of an integrated framework (Barile et al., 2023). While all studies demonstrated the 

effectiveness of the selected Kirkpatrick’s level employed in the research, two studies (Bargamo, 2022; 

Yi et al., 2020) revealed that the second level of the model was not entirely effective in evaluating the 

training. The two studies yielded similar results, with positive findings at the reaction level but 

insignificant results from the learning level test. For example, the study conducted by Bargamo (2022) 

demonstrated significant results on the practical test but insignificant results on the theoretical test. 

4.2 Limitation of the Model 

Despite its numerous advantages, Kirkpatrick's Four-Level Model has faced criticism, with critiques 

highlighting several theoretical and practical shortcomings (Thalheimer, 2018). For instance, an 

opposing viewpoint, presented in numerous studies, suggests that the model is inconsistent with 

research on human learning because it has led to the evaluation of levels 1 and 2 (reaction and learning) 

by the majority of organizations (Salas et al., 2012; Barile et al., 2023). Although the evaluation of 

reactions (Level 1) and learning outcomes (Level 2) is of significant importance in gauging the training 

effectiveness, there is often a discrepancy between the correspondence of these evaluations with 

tangible behavior modification or organizational ramifications. Participants may offer favorable 

feedback without manifesting enhanced performance, which can lead to an erroneous perception of 

effectiveness. Steensma and Groeneveld (2010) argued that this is due to the often unclear connection 

between training and long-term outcomes. Furthermore, this model is constrained by its assumption of 

causality among its levels and its significance regarding the rising levels of learning outcomes 

(Alsalamah & Callinan, 2021). These results are typically influenced by various factors, with training 

being just one potential factor among many. In essence, the model has deficiencies regarding the 

importance of contextual factors and fundamental aspects of the program (Lillo-Crespo, et al., 2017). 

Reio et al. (2017) has proven it by exploring the lack of utilization of the model in the context of job 

performance and organizational impact of training, as well as the limitations in formative and process 

evaluations. 
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Although Kirkpatrick’s model is designed to provide a comprehensive evaluation, it is considered 

resource-intensive due to its complexity, high implementation costs, and time-consuming nature (Jain 

et al., 2021; Sahni et al., 2020; Housawi et al., 2020). This complexity arises from the different types of 

data and methodologies involved. Consequently, companies must decide whether the financial 

investment in the model will lead to enhanced workplace performance and a return on investment from 

the training (Jain et al., 2021; Urbancová et al., 2021). Reio et al. (2017) noted that while the model is 

useful, implementing all four levels can be challenging. Cahapay (2021) highlighted the difficulty in 

directly observing behavioral changes in the workplace, as these changes require concrete evidence 

beyond participant perceptions typically gathered from surveys. Alordiah (2024) acknowledged this 

limitation, particularly in accessing data for level four when participants are from different companies 

or units within a company. As a result, some studies have preferred to focus on measuring training 

program outcomes at level four, rather than aligning training results with organizational goals 

(Upadhyay, 2023; Rahman et al., 2019; Alordiah, 2024). 

4.3 Beyond the Model 

Kirkpatrick’s Four-Level Model has served as a fundamental framework for evaluating the effectiveness 

of training programmes in diverse industries. The limitations of the model, as previously noted, entail 

significant implications for the effectiveness of evaluation, which may benefit employees involved in 

the evaluation process. Furthermore, the implications and possibilities for pursuing research on the 

effectiveness of training evaluation are far-reaching. A clear understanding of the model, together with 

a relevant instrument for measuring it and addressing its shortcomings, offers the potential to assist in 

comprehending the more comprehensive and contextual training evaluation measurement and to guide 

improvement efforts. Training evaluation, as a training process, is a significantly more involved 

approach to pursue its evaluation effectiveness. Kirkpatrick’s Four-Level Model is one of the model 

that has been effective for some decades but also has difficulties in expensive in its implementation 

(Johnson & Dick, 2012). Kirkpatrick and Kirkpatrick (2006, p. 18) posit that the most common rationale 

for evaluation is to “determine the effectiveness of a program and ways in which it can be improved.” 

This paper thus opens the door to an understanding of the conceptual framework of the model and the 

possibilities of synthesizing the model with other training evaluation approaches for the improvement 

of future research on comprehensive effective training evaluation. 

Kirkpatrick’s Model is strongly influended by Reductionist theory, which views knowledge as distinct, 

identifiable, objective, and impersonal (Allen, 1991). As a result, the model anticipates that training 

outcomes will enhance the participants’ knowledge, skills, and attitudes through the subsequent four 

levels. The Reductionist theory perceives learning as static and additive, implying that it can be 

dissected into sequential elements, which these each elements equal as a whole (MacInnis, 1995). This 

theory is reflected in the model, where Kirkpatrick (1998) argued that the evaluation is conducted in a 

sequential manner, with the four levels being inextricably linked, yet not occurring simultaneously. In 

particular, levels 3 (behaviour) and 4 (results) are concerned with long-term measurement (Kirkpatrick 

& Kirkpatrick, 2006). This introduces a degree of complexity into the evaluation process, given that a 

multitude of extraneous factors other than the training can influence level 4 outcomes. In light of the 

complexity of this model, this paper analyzes the main shortcomings of Kirkpatrick's original model, 

and synthezising them with theories, concepts and evaluations for the development of this model. 

As posited by Frye and Hemmer (2012), educational programs, such as training programs, exhibit 

complexity, involving numerous interactions among participants and the environment. They argue that 

system theory or complexity theory might be more appropriate for guiding program evaluation. 
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Consequently, the New World Kirkpatrick Model (NWKM) has been developed as a new version of the 

original Kirkpatrick’s Four Level Model (Kirkpatrick & Kirkpatrick, 2016). The revised model diverges 

from the original Kirkpatrick framework by prioritizing the sequence of events during the planning 

phase of training evaluation. This sequence initiates with level 4 and advances to level 1. Following 

implementation, the levels are assessed in sequential order, starting from 1 and culminating at 4, 

although this is not necessarily in a linear sequence. Due to this framework, NWKM has been linked to 

the Complexity Theory (Gandomkar, 2018). In contrast to the linear progression assumed by the 

traditional Kirkpatrick model, complexity theory acknowledges that training outcomes may not 

necessarily follow predictable pathways. Instead, minor alterations in the training environment or 

contextual factors can result in disproportionate effects or tipping points, which in turn influence the 

effectiveness of training interventions in unforeseen ways. Complexity theory offers researchers a 

robust and scientifically grounded framework for investigating and comprehending human 

organizations. It emphasizes acknowledging complexity, patterns, and interconnections instead of 

merely dwelling on superficial assumptions (Sapir, 2020). In an organizational context, managing 

employees’ careers is complex, so complexity theory provides valuable insights into how to deal with 

unpredictability and uncertainty in career management systems (Walton, 2016). The complex system 

within a business organization, as elucidated by Gatrell (2005), is one that is open to feedback from the 

wider environment within which it exists. The complexity approach may assist evaluators in gaining 

deeper insights into the contextual factors shaping training effectiveness and in developing more 

adaptive and holistic evaluation approaches that align with the dynamic nature of training programs 

within complex organizational systems. 

The challenges associated with adopting the traditional four-level model is that it is not context-specific 

for certain training evaluation settings. The complexity approach has generated the Context evaluation, 

Input Evaluation, Process evaluation, and Product evaluation (CIPP) model, which deals with 

contextual aspect of the training evaluation program. 
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Figure 2: Conceptual Framework 

The dynamic interplays between its constituent elements and the external surroundings are 

acknowledged within the model. As a result, CIPP gives both direct and indirect focus to the program’s 

context, treating contextual evaluation as a distinct facet among four interrelated sets of assessment 

studies, while also discerning contextual elements across other facets of the model through the 

utilization of diverse qualitative methodologies (Gandomkar, 2018). Vali and Ataollahi (2022) in their 

qualitative study over training evaluation argued that CIPP model is a comprehensive, functional model 

that considers all aspects of the program or system. The context dimension encompasses all crucial 

elements specific to a particular environment, such as needs, challenges, and opportunities. Meanwhile, 

the input dimension assesses the strategies, action plans, and resources designated for achieving 

objectives. The process dimension scrutinizes the actions and documentation required for training 

completion, while the product dimension identifies both the intended and unintended outcomes of the 

endeavor (Stufflebeam, 2003). A recent study has reported the effectiveness of the model for training 

evaluation as it found that  employee’s understanding level is highest in the training demand, learner’s 

overall understanding level of sub factors of CIPP evaluation model is higher in the satisfaction, and 

employee’s understanding level of outcome of training has bring significant satisfaction to them (Jeon 

& Lee, 2014). 
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In terms of contextual aspects, systems theory views organisations as complex systems composed of 

interconnected parts that influence each other and the system as a whole (Lai & Lin, 2017). Ludwig von 

Bertalanffy, who proposed the general systems theory, argued that a system is '”a set of elements that 

stand in relation to each other and to the environment.'” (Bertalanffy 1972). Systems theory, which 

generates the logic model for evaluation, has been widely used for training evaluation effectiveness. 

The model, which consists of input, activities, outputs and outcome, could be useful for research on 

Kirkpatrick's four-level model to englight the training outcome difficulties perceived in the model, as 

the logic model is explisictly focus on outcome. For example, Damasceno et al. (2012) investigated the 

effectiveness of the Logic Model on organisational performance. Another study showed the importance 

of the model for performance measurement (Besharov & Call, 2016). 

5.0 Conclusion 

This paper provides an in-depth exploration of training evaluation, with a particular focus on defining 

the concept of Kirkpatrick’s Four-Level Model and outlining the effectiveness in training evaluation 

from adopting the model. In conclusion, Kirkpatrick’s Four-Level Model is still relevant for use in 

examining the effectiveness of training evaluations. The relevance of this model can be seen from the 

accuracy of the model indicators used, despite the inability of this model to be implemented contextually 

in all organizations. This is evident in the utilization of various levels and the contextual discrepancy in 

employing levels 3 and 4 of the model. Thus, the New World Kirkpatrick Model (NWKM) serves as a 

preferred framework for future research to rectify the limitations of the original model. In addition, 

theoretical foundations related to Training Evaluation, such as Complexity Theory and System Theory 

and their derived evaluation models are suggested to be incorporated into research using the Kirkpatrick 

Model to underpin the key constructs of the model and optimize the overall outcome of evaluation 

results. 
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