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Answers to the end of chapter review questions 
 
1. Define the following: internal validation, external validation and evaluation. 
 
• Internal validation can be defined as the measurement of whether a training 

programme has achieved its behavioural objectives or programme outcomes. The 
most common form of internal validation is the end-of-course reaction questionnaire 
or happy sheet. This provides a ‘snap-shot’ of the learners’ perception of the event. 
However, it has some flaws such as: learners are often in a hurry to leave and do not 
give it their full attention; some learners do not want to be totally honest for fear of 
upsetting the trainer; there is insufficient time for adequate self-reflection. Additional 
validation techniques that could be used during the training event itself are questions 
and answers; tests; exercises etc.  

 
• External validation is concerned with looking at the learning process and identifying 

whether the activity was based on a valid identification of training or learning needs 
that related to the organisational criterion of effectiveness. 

 
• Evaluation is concerned with measuring the impact the training or learning has had 

on individual performance in the workplace and the contribution this makes to overall 
organisational performance. 

 
 
2. What are some of the main barriers to the transfer of learning/training to the workplace? 
 

Barriers include: participants who are afraid of change and are lacking in confidence, 
managers who do not provide support, and HRD practitioners who are suffering from 
work overload (Gilley et al, 2002). Further barriers are: lack of support from peers; 
systemic problems which inhibit the application of new knowledge and/or skills; 
ineffective training; lack of motivation to implement learning; timescale (long delays 
inhibit effective application of learning). 

 
 
3. Explain the four levels of the Kirkpatrick model. 
 

The Kirkpatrick model comprises four levels: 1. Reaction (What are participants’ 
reactions at the end of the training? Were they happy with the training?); 2. Learning 
(What did the participants learn from the training? Were the learning objectives 
achieved?); 3. Behaviour (Has job performance changed? Did the participants change 
their behaviour based on what was learned?); and, 4. Results (Did the behaviour 
change have a positive effect on the organisation?). 

 
 
4. What are some of the principal criticisms of evaluation models? 
 

Criticisms include:  
 

• Not supported by research: Research has consistently shown that the levels within 
the taxonomy are not related, or only correlated at a low level. 
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• Emphasis on reaction measures: Research has shown that reaction measures 

have nearly a zero correlation with learning or performance outcome measures. 
• Not used: The model is not widely used. Despite decades of urging people to use it, 

most do not find it a useful approach. 
• Can lead to incorrect decisions: The model leaves out so many important variables 

that four-level data alone are insufficient to make correct and informed decisions 
about training program effectiveness. 

• The relationship between Kirkpatrick’s learning evaluation levels, while logically 
antecedent to one another, is “neither linear nor causal”. 

• Lack of definition about what constitutes a business need. 
• Some models are more of a checklist. 

 
 
5. What are the potential advantages to using the return on investment (ROI) model? 
 

• Is business focused (which, in turn, can enhance the credibility of the HRD 
function); 

• Attempts to quantify benefits and therefore the HRD function avoids accusations of 
using ‘soft’ measures; 

• Is , therefore perceived as a rigorous approach to evaluation; 
• Can be used in the not-for-profit sector as the focus of the formula is on savings 

generated not profits produced; 
• Can also be used as a diagnostic tool to assist the review of programme design 

and needs analysis. 
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