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ABSTRACT 
The study's objective was to look at the relationship between the integration of personal and 

professional attributes and the four-level New world Kirkpatrick training effectiveness model in 

Pakistan's vocational and training authority. The trainees in Khyber Pakhtunkhwa's department of 

technical education and vocational training received the questionnaires. Statistical software such as 

AMOS and SPSS was used to compute and analyses the data that had been gathered. To measure 

the outcome, use the path analysis, factor analysis, and structural equation model. The statistical 

result showed that there is a strong chain of relationships among the four levels of training 

effectiveness model and that management support and trainee learning transfer motivation are 

important moderators of the model. The study found that when providing training, trainers should 

take into account the significance of both individual and work-related factors. It was anticipated that 

the study's findings would make a significant contribution to both the academic research project and 

the Human Resource Development (HRD) experts employed in Pakistan. 

Keywords: factor analysis, SEM, training effectiveness, and New world Kirkpatrick.    

 

INTRODUCTION

Training is one of the key functions of human 

resource management (Armstrong & Taylor, 2023). 

It is the process of giving necessary skills to the 

personnel for doing job effectively (Itzchakov, 

Weinstein & Cheshin, 2022).The employee training 

will only be effective when training supports 

learning transformation (Rashidov, 2022).Training 

effectiveness measures the impact of training on 

learner's knowledge, skills, performance, and results 

(Jacobsen et al., 2022). Organizations often 

undermine the significance of measuring training 

effectiveness due to;(i) complexities involved in 

measuring  learning outcomes, behavioral 

modifications and results (Rashidov, 2022),(ii) the 

huge amount of cost (Syam & Achmad, 2022). 

Notwithstanding this, the effectiveness of training 

continues to be a persistent and rising issue in 

workplaces across the globe. (Ali et al., 2022; 

Kodwani & Prashar, 2019; Rashidov, 2022; 

Alsalamah & Callinan, 2021). Consequently, 

prioritizing training evaluation is essential in order to 

unlock its full potential and enhance its effectiveness. 

(Quinton et al., 2022), There are several ways to 

evaluate the training effectiveness (Bergamo et al., 

2022).Among them, the  Kirkpatrick model is 

popular due to its practicality in evaluating training 

programs (Maudsley & Taylor, 2020).This model is 

based on four levels namely trainees’ reactions 

learning, behavior, and results (Ross et al., 2022). 

The Kirkpatrick model, however, has faced criticism 

for its perceived hierarchical nature and complexity 

involved in measuring the trainee’s behavior and 

results (Alsalamah & Callinan, 2021; Lantu et al., 

2021; Kirkpatrick, 2022). On the contrary, Nielsen 

and Shepherd (2022) reported that the Kirkpatrick 

model is quite simple. In order to address these 

limitations in the Kirkpatrick Model Liao and 

Hsu,(2019) proposed  the New World Kirkpatrick 
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Model (NWKM). The NWKM redefines the four 

levels of the Kirkpatrick model and provides new 

explanations (Quinton et al., 2022).Further ,the 

NWKM, argues that L1 (reaction) and L2 (learning) 

should be merged into one broader category while L3 

(behavior) and L4 (result) to the other.  

 

Problem Statement  

Training effectiveness is a persistent and growing 

problem in working organizations everywhere (Ali et 

al., 2022; Kodwani & Prashar, 2019; Rashidov, 

2022; Alsalamah & Callinan, 2021). Training 

effectiveness is often evaluated by Kirckpatrick 

model using only the first two levels i.e. reaction and 

learning, owing to the co-morbidities involved in 

measuring behavior and result (Abdelet al., 2018; 

Gandomkar, 2018). Aside from this, the 

organizations have ignored to compute the hierarchal 

order relationship among four levels of training 

effectiveness (Abdelhakim et al., 2018).These 

deficiencies in training evaluation have been 

overcome by the New World Kirkpatrick 

Model(Quinton et al., 2022).. But this model is rarely 

used empirically (Alsalamah & Callinan, 2021; 

Baluku, 2020). Moreover, the  moderating effect of 

management support and learning transfer 

motivation has not been examined so far(Manzoor & 

Din, 2019).By ignoring these moderating variables 

,the Kirkpatrick model  might lead to the occurrence 

of greater spending, waste of time and resources and 

may have a harmful impact on the business overall 

productivity. Thus the area of training evaluation has 

been deficiently investigated so far and there is room 

for further research in this regard. The current 

endeavor attempts to address these problems in the 

area related to theory and practice of training 

evaluation particularly in the context of Pakistan. 

 

Literature Review 

Trainee Reaction, Learning & Behavior 

Homklin (2014) discovered a strong, positive 

correlation between trainee' learning and their 

behavior on the job. According to Paull & Girardi 

(2016), the relationship between a trainee's response 

and learning is favorable. Thammachai (2018) 

examined a sample of law enforcement officers to 

assess the training's efficacy. The training 

involvement and transformational idea served as the 

research's foundation. Result shown that student 

learning and behavior are favorably correlated with 

result. Baldwin and Ford (1988), revealed 

the positive workplace conduct directly correlates 

with learning outcomes persistence. 

H1: Trainee reaction has positive effect on trainee 

behavior. 

H2: Trainee learning has positive effect on trainee 

behavior. 

 

Trainee Behavior and Result 

The link between 

behavior and the result of the Kirkpatrick model has 

not been the subject of many investigations. Clement 

(1982) makes the case there are other crucial 

employment-related factors that support their 

association.  Additionally, there aren't many studies 

that try to quantify the link between behavior and 

training efficacy model outcomes. It is because 

training efficacy evaluation is complicated and 

challenging (Thammachai, 2018). Kirkpatrick also 

recognizes a hierarchical relationship between the 

four phases of training efficacy. 

H3: Trainee behavior has positive effect on result. 

 

Hierarchal Relationship among the Four Levels 

of Kirkpatrick Model 

The hierarchal link between the four levels has only 

been assessed in an extremely limited amount of 

research (Manzoor & Din, 2019). Previous research 

has found a weak correlation between student 

reaction and student learning, but a strong correlation 

between student learning, student conduct, and 

student results (Alliger & Janak, 1989). The two 

levels where learning and reaction have a causal 

relationship, as determined by Clement (1978), are 

significant. Homklin (2014) also employed path 

analysis to support the presence of a structured 

connection across each stage and discovered a 

significant positive relationship in the four stages. 

Homklin (2014) further makes the case that there are 

additional crucial employment-related factors that 

influence the causal link between reaction and 

outcome. 

H4: There exists hierarchal relationship amid 

NWKM. 

 

Moderating Effect of Motivation to transfer 

Thammachai (2018) argues that the incentive to 

transfer depends on the learner's anticipated or 

intentional decision to apply the abilities and 

expertise they have acquired during training 

sessions. According to Axtell et al. (1997), a trainee's 

willingness to use the expertise and abilities that they 
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have acquired during training sessions on the job 

serves as encouragement for transferring. Axtell et al. 

(1997) also discovered that trainees' perceptions of 

the positive transfer they felt they had achieved as a 

result of taking advantage of training sessions were 

significantly predicted by trainees' desire for transfer. 

In order to improve trainee behaviors related to the 

job and the efficiency of instruction, transferring 

motivation is important. As the instruction is to be 

transferred, trainee drive and education are essential 

(Gegenfurtner et al., 2009). However, there is 

not enough literature to quantify the modifying effect 

of trainees' willingness to use the expertise and 

abilities they have gained. According to Vroom's 

(1964) hypothesis of expectancy, people have a 

greater desire to learn if they're certain it will 

improve their ability to perform. The moderating 

significance of transfer desire in the relationship 

between student achievement and student behavior 

modification is not well addressed in previous 

studies (Gerner, 2018). The combined effect and 

incentive to apply the taught abilities and expertise 

acquired in training sessions to change or alter 

behavior would likely be high among trainees who 

learn well from sessions of instruction. 

H5: Trainee learning transfer motivation has 

moderates the relationship among trainees’ reaction, 

learning and behavior. 

 

Moderating Effect of Management Support 

A researcher (Kassem, 2018) defined social 

interaction as assistance from others. There remains 

an oversight with regard to job-related 

encouragement, specifically in the evaluation of 

training shifts and efficacy, despite research focusing 

primarily on peer assistance as an essential and 

potent indicator of the knowledge transfer procedure 

(Clarke, 2002). According to employment-related 

assistance, employees are more focused on the 

actions made by employment-related 

representatives, whether they have positive or 

negative effects depending on personal motivations 

(Eisenberger et al., 1986). Organizations provide 

physical and mental rewards in educational settings 

to help students develop their skills in a way that has 

a significant impact on their behavior (Homklin, 

2014). According to an earlier study, social support 

is seen as a crucial element in the shift of instruction 

and greatly influences how training is used in job 

settings (Clarke, 2002). Social assistance is also a 

significant and positive predictor of the knowledge 

transmission process (Clarke, 2002). It adds to the 

notion that there is a significant relationship between 

trainee education and trainee conduct. Another 

investigation confirmed that the participation of 

peers and managers in training sessions is a 

requirement for newly learned or integrated learner 

job abilities and behavior (Cromwell & Kolb, 2004). 

Despite this, there has been little research that looks 

at managerial assistance as a moderating factor in 

connection with trainee learning and behavior 

(Nawaz & Ahmad, 2022)..The following constitutes 

the hypothesis. 

H6: Management support  moderates the relation 

among trainees’ reaction, learning and behavior.
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Proposed Conceptual Framework 

 

 

Research Methodology 

For research methodology onion model of (Saunders 

et al., 2018) will be used. The proposed research 

philosophy will be positivism. The researcher will 

use deductive technique with a survey approach, i.e., 

(questionnaire). The proposed research will use a 

mono-method, i.e., (quantitative). The investigator 

will collect the data on a cross-sectional basis. Lastly, 

the researcher will employ both inferential and 

descriptive statistics on the collected data. 

 

Population and Sampling Frame 

The population of the study will be the trainees of, 

Khyber Pakhtunkhwa Technical Education and 

Vocational Training Authority (TEVTA). The 

motive for selecting TEVTA as a population of the 

study is that the TEVTA offers dynamic, 

standardized, demand driven, and assimilated 

technical skill certification programs in Pakistan. 

Proposed population of the study will be comprised 

of trainees of TEVTA Khyber Pakhtunkhwa, 

Pakistan who are getting skill certification training in 

the field of “Computer operator and Dress Making”. 

The reason of selecting these trades will be high 

number of trainee’s enrollment in these training 

programs. The proposed population will be 702 

trainees registered in computer course and 523 

trainees registered in dress making course.  

 

 

Population 

S # TEVTA Computer Course Dress Making 

1 Peshawar 80 75 

2 Mardan 104 65 

3 Charsadda 54 58 

4 Nowshehra 49 48 

5 Abbottabad 95 69 

6 DI Khan 44 39 

7 Kohat 66 55 

Level-1 

Reaction 

Level-2 

Learning 

Level-3 

Behavior 

Level-4 

Result 

Learning 

Transfer 

Motivation 

Management 

Support 
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8 Swat 64 32 

9 Bannu 74 40 

10 Chitral 35 20 

11 Jahangira  37 22 

 Sum 702 523 

Source: TEVTA ,2023 

 

The sample size will be determined through Yamane's (1973). The final sample will be 255 computer course 

trainees and 227 dress making trainees. Below captioned is the formula.  

𝑛 =
𝑁

1 +𝑁 × 𝑒2
 

N=Population 

n=Sample 

e=Error-Chance (5%) 

Calculation  

S# TEVTA Computer Dress Making 

1 Populace 702 523 

2 Calculation 702/1+702*.0025 523/1+523*.0025 

3 Sample 255 227 

Note. Self-Calculated 

The researcher will use the probability sampling technique; stratified sampling with proportionate allocation 

method. The proportionate distribution formula is mentioned underneath. 

i i

n
n N

N
 

 
Proportion 

S # TEVTA Computer Proportion Dress Making Proportion 

1 Peshawar 80 26 75 33 

2 Mardan 104 33 65 28 

3 Charsadda 54 17 58 25 

4 Nowshehra 49 16 48 21 

5 Abbottabad 95 30 69 30 

6 DI Khan 44 14 39 17 

7 Kohat 66 21 55 24 

8 Swat 64 21 32 14 

9 Bannu 74 24 40 17 

10 Chitral 35 11 20 9 

11 Jahangira  37 12 22 9 

 Sum 702 225 523 227 

 

Measurement Instruments 

The questionnaire will be used for data collection based on a Likert scale five points. The below mentioned tables 

depicts the items and its sources.  
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Table 7 Measurements Scale 

S# Variable Items Source Scale 

1 NWKM 22 Liao & Hsu (2019) Likert5 point 

1.1 Reaction 12 -do- -do- 

1.2 Learning 4 -do- -do- 

1.3 Behavior 3 -do- -do- 

1.4 Result 3 -do- -do- 

3 Management Support 5 Kupritz (2002)  

5 Learning Transfer Motivation 5 Gegenfurtner et al. (2009) -do- 

 Total 32   

 

 

Data analysis 

Demographics  

Table 7.1  

Variables Attributes Occurrence Ratio 

Gender Male 399 83.6 

 Female 78 16.4 

Age 17-27 years 358 75.1 

 28-38 years 90 18.9 

 39 & Above 29 6.1 

Experience 0-3 years 345 72.3 

 4-5 years 98 20.5 

 Above 6 years 34 7.1 

Qualification Undergraduate 369 77.4 

 Graduate 108 22.6 

Trainees Computer 252 52.8 

 Dress Makers 225 47.1 

 Total 477 100 

Table 7.2 

Exploratory Factor Analysis 

Factors Weights Commonalities 

Reactions KMO: .810, BTS:.05 1 2 3 4 5 6  

Reaction-1 .901      .782 

Reaction-2 .861      .694 

Reaction-3 .789      .672 

Reaction-4 .698      .571 

Reaction-5 .876      .802 

Reaction-6 .836      .742 

Reaction-7 .489  .158  .381  .124 

Reaction-8 .775      .659 

Reaction-9 .837      .751 

Reaction-10 .387 .257  .471  .422 .207 

Learnings KMO: .856, BTS:.05 1 2 3 4 5 6 Commonalities 

Learning-1  .914     .781 

Learning-2  .875     .801 

Learning-3  .847     .687 

Learning-4  .698     .610 

Learning-5  .821     .702 
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Learning-6  .902     .769 

Learning-7 .412 .354 .254  .147  .479 

Learning-8  .789      

Behaviors KMO: .792, BTS:.05 1 2 3 4 5 6 Commonalities 

Behaviors-1   .874    .714 

Behaviors-2   .687    .716 

Behaviors-3   .923    .731 

Behaviors-4   .911    .821 

Behaviors-5   .745    .745 

Behaviors-6 .257  .112  .236  .412 

Result KMO: .749, BTS:.05 1 2 3 4 5 6 Commonalities 

Results-1    .935   .853 

Results-2    .967   .771 

Results-3    .879   .791 

Results-4    .956   .687 

Results-5    .871   .829 

Results-6    .847   .799 

Results-7    .798   .688 

Results-8  .471  .247  .124 .147 

Results-9    .869   .699 

LTM KMO: .763, BTS:.05 1 2 3 4 5 6 Commonalities 

LTM-1     .957  .711 

LTM-2     .879  .765 

LTM-3     .698  .657 

LTM-4     .971  .802 

LTM-5     .902  .833 

MS, KMO: .866, BTS:.05 1 2 3 4 5 6 Commonalities 

MS-1      .924 .832 

MS-2      .921 .801 

MS-3      .878 .798 

MS-4      .769 .829 

MS-5      .811 .704 

Note. EFA with 7 iterations 

 

Table 7.3  

CFA Standards 

Fitness Standards Hu and Bentler (1995) Criterion 

NFI >0.80 

SRMR <..08 

Construct Validity Gaskin and Lim (2016) 

Reliability >0.60 

Composite Reliability >0.70 

AVE >0.50 

Discriminant >0.50 

  Note. CFA standard criterion  
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Table 7.4 

Moderation Evaluation 

Indirect Estimates Beta Error T P 95%CI  Result 

     LLCI UPCI  

LTM x ReactionBehavior .098 .049 1.97 .048 0.002 0.193 Support 

LTM x LearningBehavior .116 .046 2.50 .012 0.024 0.204 -do- 

MS x ReactionBehavior .011 .047 .236 .813 0.105 0.080 Reject 

MS x LearningBehavior .114 .045 2.53 .011 0.027 0.201 Support 

DISCUSSION 

The initial estimate of the trainee reaction's direct 

impact on learning, behaviour, and result showed 

that the trainee reaction was a strong positive 

predictor of learning, behaviour, and result. The 

outcome was in line with or compatible with earlier 

research, such as (lim & johanson, 2002; maister, 

2008).Second, the moderating variables which are 

the trainees learning transfer motivation and 

management support in relationships between 

reaction, learning and behavior. The learning transfer 

motivation significantly moderates the relationship 

between trainee reaction, learning and trainee 

behaviour, while the relationship between trainee 

reaction and trainee behavior insignificantly 

moderates. The outcome was in line with or 

compatible with earlier research, such as (lim 

&johanson, 2002; maister, 2008). 

 

CONCLUSION 

The current study examined the variables influencing 

trainees' behaviour, learning, and response to 

outcomes. The importance of the pre-training phase, 

learning transfer motivation, and management 

support are all highlighted in the study as factors that 

affect how effective training is. An analysis of 

training requirements and the kind of training that 

influences an outcome. Training efficacy via 

learning motivation. The association between 

behaviour and outcome was also affected by trainees' 

management support for their training and their 

ability to transfer motivation. The most significant 

factor influencing training effectiveness among all 

the factors was found to be learning transfer 

motivation. The study's findings will encourage 

practitioners to incorporate trainees' attitudes 

towards training and these organisational level 

variables into training effectiveness models. 

 

 

 

 

Limitations and scope for future research 

Like many research projects, this one has its share of 

drawbacks. First off, the study's findings may not be 

applicable to other workplaces because the 

participants were limited to one organisation. 

Subsequent investigations ought to cross check the 

current results in diverse organisational 

environments. Furthermore, method bias cannot be 

completely ruled out even with efforts to reduce 

biases connected to the method. The respondents' 

identities were kept private and they were given 

confidence regarding the same. The use of single 

respondents for data collection, which could result in 

measurement error, is the study's second 

shortcoming. However, with informed respondents, 

these mistakes are less likely to happen. Three times 

were the data collected: prior to training, during 

training, and following training. A high sample size 

is necessary for the results of the future study to be 

generalizable, and it should be attempted to gather 

effectiveness data from multiple sources in order to 

entirely eliminate the bias associated with common 

methods. 

 

Reference. 
Abdel-All, M., Thrift, A. G., Riddell, M., Thankappan, K. 

R. T., Mini, G. K., Chow, C. K., & Kartik, K. (2018). 

Evaluation of a training program of hypertension for 

accredited social health activists (ASHA) in rural 

India. BMC health services research, 18(1), 320-

332. 

Ali, S., Tufail, M., Bashir, F., Khan, Z., & Shah, S. T. H. 

(2022). The Mediating and Moderating Role of 

Learning and Self-Efficacy in the Relationship 

between Reaction and Behavior: Evidence from 

Social Enterprises of Pakistan. International Journal 

of Special Education, 37(3). 

Allen, L. M., Hay, M., & Palermo, C. (2022). Evaluation 

in health professions education—is measuring 

outcomes enough?. Medical Education, 56(1), 127-

136. 

 

https://ijciss.org/


[ 

https://ijciss.org/                                            | Shah et al., 2024 | Page 2637 

Alsalamah, A., & Callinan, C. (2021). Adaptation of 

Kirkpatrick’s four-level model of training criteria to 

evaluate training programmes for head 

teachers. Education Sciences, 11(3), 116. 

Al-Zoubi, M. O., & Twaissi, N. M. (2022). Exploring the 

relationship among structured-on-the job training, 

mentoring, job rotation, work environment factors 

and tacit knowledge transfer. VINE Journal of 

Information and Knowledge Management Systems, 

(ahead-of-print). 

Armstrong, M., & Taylor, S. (2023). Armstrong's 

Handbook of Human Resource Management 

Practice: A Guide to the Theory and Practice of 

People Management. Kogan Page Publishers. 

Baluku, M. M., Mugabi, E. N., Nansamba, J., Matagi, L., 

Onderi, P., & Otto, K. (2020). Psychological capital 

and career outcomes among final year university 

students: the mediating role of career engagement 

and perceived employability. International Journal of 

Applied Positive Psychology, 3(1), 1-26. 

Bergamo, P. A. D. S., Izart, C., Streng, E. S., Rosenkranz, 

J., & Ghorbani, Y. (2022). Use of Kirkpatrick 

evaluation model in simulation-based trainings for 

the mining industry-A case study for froth 

flotation. Minerals Engineering, 188, 107825. 

Gandomkar, R. (2018). Comparing Kirkpatrick’s original 

& new model with CIPP evaluation model. Journal 

of Advances In Medical Education & 

Professionalism, 6(2), 94-95. 

Gegenfurtner, A., Veermans, K., Festner, D., & Gruber, 

H. (2009). Integrative literature review: Motivation 

to transfer training: An integrative literature 

review. Human resource development review, 8(3), 

403-423. 

Gerner, R. L. (2018). The effect of an adult ESL project-

based literacy training on teacher practice. 

Dissertation. University of Arkansas, Fayetteville. 

 

Han, J., Sun, J. M., & Wang, H. L. (2020). Do high 

performance work systems generate negative 

effects? How and when?. Human Resource 

Management Review, 30(2), 100699. 

Hazan-Liran, B., & Miller, P. (2020). The relationship 

between psychological capital and academic 

adjustment among students with learning disabilities 

and attention deficit hyperactivity 

disorder. European Journal of Special Needs 

Education, 3(2), 1-14. 

Itzchakov, G., Weinstein, N., & Cheshin, A. (2022). 

Learning to listen: Downstream effects of listening 

training on employees' relatedness, burnout, and 

turnover intentions. Human Resource Management, 

9(3), 88-110. 

Jacobsen, C. B., Andersen, L. B., Bøllingtoft, A., & 

Eriksen, T. L. M. (2022). Can leadership training 

improve organizational effectiveness? Evidence 

from a randomized field experiment on 

transformational and transactional leadership. Public 

Administration Review, 82(1), 117-131. 

Jones, C., Fraser, J., & Randall, S. (2018). The evaluation 

of a home-based paediatric nursing service: concept 

and design development using the Kirkpatrick 

model. Journal of Research in Nursing, 23(6), 492-

501. 

Kodwani, A. D., & Prashar, S. (2019). Exploring the 

influence of pre-training factors on training 

effectiveness-moderating role of trainees’ reaction: a 

study in the public sector in India. Human Resource 

Development International, 22(3), 283-304. 

Kupritz, V. W. (2002). The relative impact of workplace 

design on training transfer. Human resource 

development quarterly, 13(4), 427-447. 

Lantu, D. C., Labdhagati, H., Razanaufal, M. W., & 

Sumarli, F. D. (2021). Was the training effective? 

Evaluation of managers’ behavior after a leader 

development program in Indonesia’s best corporate 

university. International Journal of Training 

Research, 19(1), 77-92. 

Liao, S. C., & Hsu, S. Y. (2019). Evaluating a continuing 

medical education program: new world Kirkpatrick 

model approach. International Journal of 

Management, Economics and Social Sciences 

(IJMESS), 8(4), 266-279. 

Malik, N., & Mudrifah, M. (2020). High Involvement 

Work System and Performance of Indonesian 

Banking Sector. Jurnal Reviu Akuntansi dan 

Keuangan (JRAK), 10(2), 219-233. 

Manzoor, S. R. & Din, Z. (2019). Measuring the Training 

Effectiveness in the Police Sector of Pakistan: A 

Kirkpatrick Model Intervention. Journal of 

Managerial Sciences, 13(2). 

Nawaz, F., & Ahmed, W. (2022). A meta analytical review 

of Kirkpatrick model. Business & Economic 

Review, In press. 

Nielsen, K., & Shepherd, R. (2022). Understanding the 

outcomes of training to improve employee mental 

health: A novel framework for training transfer and 

effectiveness evaluation. Work & Stress, 1-15. 

Quinton, M. L., Tidmarsh, G., Parry, B. J., & Cumming, 

J. (2022). A Kirkpatrick model process evaluation of 

reactions and learning from my strengths training for 

life™. International Journal of Environmental 

Research and Public Health, 19(18), 11320. 

Rashidov, A. S. (2022). Using of problem educational 

technologies in the development of students'creative 

and logical thinking skills. Berlin Studies 

Transnational Journal of Science and 

Humanities, 2(5), 99-110. 

Ronald, S., N. (2012). Positive psychological capital: The 

mediating role of psychological capital on high 

involvement work system and employee 

https://ijciss.org/


[ 

https://ijciss.org/                                            | Shah et al., 2024 | Page 2638 

counterproductive work behaviours. Master Thesis 

Human Resource Studies. University of Tilburg. 

Ross, B., Penkunas, M. J., Maher, D., Certain, E., & 

Launois, P. (2022). Evaluating results of the 

implementation research MOOC using Kirkpatrick’s 

four-level model: a cross-sectional mixed-methods 

study. BMJ open, 12(5), e054719. 

Saunders, B., Sim, J., Kingstone, T., Baker, S., Waterfield, 

J., Bartlam, B., ... & Jinks, C. (2018). Saturation in 

qualitative research: exploring its conceptualization 

and operationalization. Quality & quantity, 52(4), 

1893-1907. 

Song, Z., Gu, Q., & Cooke, F. L. (2020). The effects of 

high‐involvement work systems and shared 

leadership on team creativity: A multilevel 

investigation. Human Resource Management, 59(2), 

201-213. 

Syam, R. Z. A., & Achmad, W. (2022). Online Learning 

in Higher Education: Analysis during the Pandemic 

Covid-19. Jurnal Mantik, 5(4), 2256-2261. 

Wolfe, S. E., McLean, K., Rojek, J., Alpert, G. P., & 

Smith, M. R. (2022). Advancing a theory of police 

officer training motivation and receptivity. Justice 

Quarterly, 39(1), 201-223 

Abdel-All, M., Thrift, A. G., Riddell, M., Thankappan, K. 

R. T., Mini, G. K., Chow, C. K., & Kartik, K. (2018). 

Evaluation of a training program of hypertension for 

accredited social health activists (ASHA) in rural 

India. BMC health services research, 18(1), 320-

332. 

Abdelhakim, A. S., Jones, E., Redmond, E. C., Griffith, C. 

J., & Hewedi, M. (2018). Evaluating cabin crew food 

safety training using the Kirkpatrick model: an 

airlines’ perspective. British Food Journal. 120(7), 

1574-1589. 

Ahmed, A., & Shah, S. M. (2022). Skills Mapping for 

Selected Industries of Special Economic Zones: Job 

Creation for Unemployed Youth of Balochistan. The 

Pakistan Development Review. 

Al-Omari, Z., Alomari, K., & Aljawarneh, N. (2021). The 

role of empowerment in improving internal process 

customer satisfaction, learning and growth. 

Management Science Letters, 10(4), 841–848 

Alsalamah, A., & Callinan, C. (2021). Adaptation of 

Kirkpatrick’s four-level model of training criteria to 

evaluate training programmes for head 

teachers. Education Sciences, 11(3), 116. 

Appelbaum, E., Bailey, T., Berg, P., & Kalleberg, A. L. 

(2000). Manufacturing advantage: Why high-

performance work systems pay off. Cornell 

University Press. 

Baldwin, T. T., Kevin Ford, J., & Blume, B. D. (2017). 

The state of transfer of training research: Moving 

toward more consumer‐centric inquiry. Human 

Resource Development Quarterly, 28(1), 17-28. 

Baluku, M. M., Mugabi, E. N., Nansamba, J., Matagi, L., 

Onderi, P., & Otto, K. (2020). Psychological capital 

and career outcomes among final year university 

students: the mediating role of career engagement 

and perceived employability. International Journal of 

Applied Positive Psychology, 3(1), 1-26. 

Bates, R. A., Holton. E. F. III, Seyler, D. A. & Carvalho, 

M. A. (2000). The role of interpersonal factors in the 

application of computer-based training in an 

industrial setting. Human Resource Development 

International, 3 (1), 19-43. 

Bergamo, P. A. D. S., Izart, C., Streng, E. S., Rosenkranz, 

J., & Ghorbani, Y. (2022). Use of Kirkpatrick 

evaluation model in simulation-based trainings for 

the mining industry-A case study for froth 

flotation. Minerals Engineering, 188, 107825. 

Bernardino, G., & Curado, C. (2020). Training evaluation: 

A configurational analysis of success and failure of 

trainers and trainees. European Journal of Training 

and Development, 44(4–5), 531–546. 

Gandomkar, R. (2018). Comparing Kirkpatrick’s original 

& new model with CIPP evaluation model. Journal 

of Advances In Medical Education & 

Professionalism, 6(2), 94-95. 

Gegenfurtner, A., Veermans, K., Festner, D., & Gruber, 

H. (2009). Integrative literature review: Motivation 

to transfer training: An integrative literature 

review. Human resource development review, 8(3), 

403-423. 

Gerner, R. L. (2018). The effect of an adult ESL project-

based literacy training on teacher practice. 

Dissertation. University of Arkansas, Fayetteville. 

Han, J., Sun, J. M., & Wang, H. L. (2020). Do high 

performance work systems generate negative 

effects? How and when?. Human Resource 

Management Review, 30(2), 100699. 

Hazan-Liran, B., & Miller, P. (2020). The relationship 

between psychological capital and academic 

adjustment among students with learning disabilities 

and attention deficit hyperactivity 

disorder. European Journal of Special Needs 

Education, 3(2), 1-14. 

Holton, E. F. (1996). The flawed four level evaluation 

model. Human Resource Development Quarterly, 

7(1), 5–21. 

Homklin, T. (2014). Training effectiveness of skill 

certification system: The case of automotive industry 

in Thailand. Unpublished doctoral dissertation. 

Hiroshima University, Hiroshima, Japan. 

Hughes, A. M., Gregory, M. E., Joseph, D. L., Sonesh, S. 

C., Marlow, S. L., Lacerenza, C. N., ... & Salas, E. 

(2016). Saving lives: A meta-analysis of team 

training in healthcare. Journal of Applied 

Psychology, 101(9), 1266. 

 

https://ijciss.org/


[ 

https://ijciss.org/                                            | Shah et al., 2024 | Page 2639 

Jain, G., Sharma, N., & Shrivastava, A. (2021). Enhancing 

training effectiveness for organizations through 

blockchainenabled training effectiveness 

measurement (BETEM). Journal of Organizational 

Change Management, 34(2), 439461 

Jiang, K., Chuang, C. H., & Chiao, Y. C. (2015). 

Developing collective customer knowledge and 

service climate: The interaction between service-

oriented high-performance work systems and service 

leadership. Journal of Applied Psychology, 100(4), 

1089. 

Jones, C., Fraser, J., & Randall, S. (2018). The evaluation 

of a home-based paediatric nursing service: concept 

and design development using the Kirkpatrick 

model. Journal of Research in Nursing, 23(6), 492-

501. 

Kirkpatrick, J. (2019). An Introduction to the New World 

Kirkpatrick® Model. Kirkpatrick Partners. 

Kirkpatrick, J. D., & Kirkpatrick, W. K. 

(2016). Kirkpatrick's four levels of training 

evaluation. Association for Talent Development. 

Kirkpatrick, M., Akers, J., & Rivera, G. (2019). Use of 

behavioral skills training with teachers: A systematic 

review. Journal of Behavioral Education, 28(3), 344-

361. 

Kirkpatrick. (2022). The Kirkpatrick model. Kirkpatrick 

partners. 

Kodwani, A. D., & Prashar, S. (2019). Exploring the 

influence of pre-training factors on training 

effectiveness-moderating role of trainees’ reaction: a 

study in the public sector in India. Human Resource 

Development International, 22(3), 283-304. 

Kumar, A., Wallace, E. M., East, C., McClelland, G., Hall, 

H., Leech, M., & Nestel, D. (2017). Interprofessional 

simulation-based education for medical and 

midwifery students: a qualitative study. Clinical 

simulation in nursing, 13(5), 217-227. 

Kupritz, V. W. (2002). The relative impact of workplace 

design on training transfer. Human resource 

development quarterly, 13(4), 427-447. 

Kuruppu, C. L., Kavirathne, C. S., & Karunarathna, N. 

(2022). The impact of training on employee 

performance in a selected apparel sector organization 

in Sri Lanka. Global Journal of Management and 

Business Research: A Administration and 

Management, 21(4), 5–12. 

Lantu, D. C., Labdhagati, H., Razanaufal, M. W., & 

Sumarli, F. D. (2021). Was the training effective? 

Evaluation of managers’ behavior after a leader 

development program in Indonesia’s best corporate 

university. International Journal of Training 

Research, 19(1), 77-92. 

Liao, S. C., & Hsu, S. Y. (2019). Evaluating a continuing 

medical education program: new world Kirkpatrick 

model approach. International Journal of 

Management, Economics and Social Sciences 

(IJMESS), 8(4), 266-279. 

Luo, Z., Ma, E., & Li, A. (2022). Driving frontline 

employee’s performance through mentorship, 

training, and interpersonal helping: The case of 

upscale hotels in China. International Journal of 

Tourism Research, 23 (5), 846–857. 

Lussier, R. N., & Hendon, J. R. (2022). Fundamentals of 

human resource management functions, 

applications, skill development (Second Edition ed.). 

SAGE Publications Ltd. 

Malik, N., & Mudrifah, M. (2020). High Involvement 

Work System and Performance of Indonesian 

Banking Sector. Jurnal Reviu Akuntansi dan 

Keuangan (JRAK), 10(2), 219-233. 

Manzoor, S. R. & Din, Z. (2019). Measuring the Training 

Effectiveness in the Police Sector of Pakistan: A 

Kirkpatrick Model Intervention. Journal of 

Managerial Sciences, 13(2). 

Maudsley, G., & Taylor, D. (2020). Analysing synthesis 

of evidence in a systematic review in health 

professions education: Observations on struggling 

beyond Kirkpatrick. Medical Education Online, 

25(1), 1-10. 

Michie, S., Van Stralen, M. M., & West, R. (2011). The 

behaviour change wheel: a new method for 

characterising and designing behaviour change 

interventions. Implementation science, 6(1), 1-12. 

Nawaz, F., & Ahmed, W. (2022). A meta analytical review 

of Kirkpatrick model. Business & Economic 

Review, In press. 

Nielsen, K., & Shepherd, R. (2022). Understanding the 

outcomes of training to improve employee mental 

health: A novel framework for training transfer and 

effectiveness evaluation. Work & Stress, 1-15. 

Nzowa, G. (2021). Assessment of teachers‟ nonmonetary 

motivational factors on job satisfaction among public 

secondary schools in Arusha district, Tanzania. East 

African Journal of Education and Social Sciences, 

1(2), 1–10. 

Parker, K. (2013). A better hammer in a better toolbox: 

considerations for the future of programme 

evaluation. Medical Education, 47(5), 440-442. 

Praslova, L. (2010). Adaptation of Kirkpatrick’s four level 

model of training criteria to assessment of learning 

outcomes and program evaluation in higher 

education. Educational assessment, evaluation and 

accountability, 22(3), 215-225. 

Ronald, S., N. (2012). Positive psychological capital: The 

mediating role of psychological capital on high 

involvement work system and employee 

counterproductive work behaviours. Master Thesis 

Human Resource Studies. University of Tilburg. 

Ross, B., Penkunas, M. J., Maher, D., Certain, E., & 

Launois, P. (2022). Evaluating results of the 

implementation research MOOC using Kirkpatrick’s 

https://ijciss.org/


[ 

https://ijciss.org/                                            | Shah et al., 2024 | Page 2640 

four-level model: a cross-sectional mixed-methods 

study. BMJ open, 12(5), e054719. 

Saunders, B., Sim, J., Kingstone, T., Baker, S., Waterfield, 

J., Bartlam, B., ... & Jinks, C. (2018). Saturation in 

qualitative research: exploring its conceptualization 

and operationalization. Quality & quantity, 52(4), 

1893-1907. 

Song, Z., Gu, Q., & Cooke, F. L. (2020). The effects of 

high‐involvement work systems and shared 

leadership on team creativity: A multilevel 

investigation. Human Resource Management, 59(2), 

201-213. 

Vroom, V. H. (1964). Work & motivation. New York, 

NY: Wiley. 

Tabachnick, B.G., & Fidell, L.S. (1996). Using 

multivariate statistics (3rd ed.). New York, 

NY:Harper Collins. 

Quinton, M. L., Tidmarsh, G., Parry, B. J., & Cumming, 

J. (2022). A Kirkpatrick model process evaluation of 

reactions and learning from my strengths training for 

life™. International Journal of Environmental 

Research and Public Health, 19(18), 11320. 

Patki, S., Sankhe, V., Jawwad, M., & Mulla, N. (2021, 

June). Personalised employee training. In 2021 

International Conference on Communication 

information and Computing Technology 

(ICCICT) (pp. 1-6). IEEE. 

Adamson, P., & Caple, J. (1996). The training and 

development audit evolves: is your training and 

development budget wasted? . Journal of European 

Industrial Training, 20(5), 3-12.  

Al-Sada, M., Al-Esmael, B., & Faisal, M. N. (2017). 

Influence of organizational culture and leadership 

style on employee satisfaction, commitment and 

motivation in the educational sector in Qatar. 

EuroMed Journal of Business, 12(2), 163- 188.  

Alexander, Thanacoody, R., & Hui, W. (2011). The 

impact of employee perceptions of training on 

organizational commitment and turnover intentions: 

A study of multinationals in the Chinese service 

sector. The International Journal of Human Resource 

Management, 22(8), 1765-1787.  

Algabbani, F. M. (1989). In-Service Training Needs 

Assessment in Saudi Arabia: Present and Future 

(PhD), The Florida State University USA. 

Alvelos, R., Ferreira, A. I., & Bates, R. (2015). The 

mediating role of social support in the evaluation of 

training effectiveness. European Journal of Training 

and Development, 39(6), 484-503.  

Analoui, F. (1994). Training and Development: The Role 

of Trainers. Journal of Management Development, 

13(9), 61-72.

 

https://ijciss.org/

