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Abstract  

  The Myanmar government gives precedence to (CSR) Civil Service 

Reform (2017-2020) to establish a more efficient government by raising the 

professionalism and efficiency of the civil service personnel, utilizing of public 

resources in an effective way and appreciating the expectations and trust of the 

Myanmar citizens upon the current Myanmar’s government and civil society. To 

accomplish the CSR, all governmental institutions and organizations have 

responsibilities for fostering the efficient and effective civil servants.  

   In consideration of nurturing and promoting the capacity of the civil 

servants, giving training is essential for them to handle the varieties of day-to-day 

activities and new challenges, to raise profit maximization of individuals and 

organizations and to enhance the on-going development of society. Training is the 

most powerful tool as it gives the raw materials and helps to add the existing value 

of the staff/employees. Thus, this study would attempt to examine the capacity 

development of the civil servants through the training course. For this purpose, the 

surveys would be done on trainees who attended the Post-Graduate Diploma in 

Civil Service Management (Batch No.2) in Civil Services Academy of Myanmar 

Union Civil Service Board. 

  The study is comprised of six chapters: Introduction (Chapter I), 

Background of the Study (Chapter II), Literature Review (Chapter III), Theoretical 
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Background (Chapter IV), Evaluating Effectiveness (Chapter V) and Conclusion 

(VI), respectively.  

  To measure the training effectiveness, the pre-test and post-test surveys are 

used to find the feedbacks of the 110 participants in CSA by applying Kirkpatrick 

evaluation model. Evaluation model is essential to realize the strength and 

weakness of the training programs. Findings in this paper pinpoint that the overall 

feedbacks of the pre-test shift from negative feedbacks to positive feedbacks in 

post-test survey. Through this survey, findings show that training course is weak in 

time allocation, the adjustment of trainers-to-trainees ratio and classroom size. 

Regarding with the subjects conducted in CSAs of UCSB, ICT subject is mostly 

given the negative score by the respondents comparing with the other subjects 

(Political Science, Social Science, Management, Economics, Law and English). It 

means that this subject is difficult to adapt for the trainees. Even though these 

weaknesses are occurred, the training course can raise the capacity development of 

the trainees beyond them. The trainees respond their skill, knowledge and attitudes 

improve and their confident to work as a leader in their job are becoming increase.  

 

Key Words: Training, Capacity Development, Civil Service Personnel,          

Kirkpatrick Model 

Student Number: 2016-29922 
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Chapter I  

Introduction  

 

1.1 Introduction  

   Myanmar, former known as Burma, is in the midst of the transition 

period to democracy under the new administration. Behind the democratic 

transition, the elected government needs to reform in political, economic and 

social sectors and internal conflict as a whole. To meet the needs of such 

reforms, the government needs to change the administrative sector first, which 

is the mainstay for the political and economic progress of a nation. Moreover, it 

is assuredly necessary to change and make strides from the old public 

administration to the new public service. The new public service encourages 

the civil servants to build cooperative relationships with the public for helping 

and sharing interests and motivating public-private partnership in society. To 

drive the administrative sector harmoniously, the civil service personnel are the 

driving force of it.  They can support for accomplishing government policies, 

service delivery betterment, reestablishment of trust between the government 

and the public. It is impossible to run the government’s functions and work out 

the development challenges without the full support of civil servants who are 

the subdivision of government. Likewise, the expectations and trust of the 
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Myanmar citizens upon the current Myanmar’s government and civil servants 

are rising and their demands are more visible. In order to carry out the public’s 

expectations and demands, the Myanmar government needs to nurture the new 

capacity and intensify the capacity enrichment of all civil service personnel. To 

be effectively used the capacity of all existing and new civil service personnel, 

the government needs to make changes in the organizations and link up 

Myanmar with the international community again.  

  In 2016, Union Civil Service Board (UCSB) in partnership with United 

Nations Development Programme (UNDP) collected the “perception survey on 

morality, meritocracy, fair and equal chances”. According to this survey, the 

civil service sector in Myanmar had challenges on mind-set changing of 

individual and organizational culture, lack of expertise, customer-oriented and 

service delivery, lack of transparency and accountability, favouritism and 

nepotism, corruption, limited voice mechanisms and weakness on individual 

and organizational performance. To tackle these above challenges, there is an 

urgent need for the government to enforce Civil Service Reform (CSR). 

Therefore, the government gives privilege to CSR with emphasis on changing 

the thinking habits of the individual and organizational culture, enhancing the 

skills, knowledge, and capability of the individuals and organizations; making 

the weak civil society stronger; catching the public’s trust; and strengthening 
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the public-private cooperation. CSR is vital to change the excessive and 

inexperienced number of civil service in the organization, low paygrades, 

unequipped working environment and incomprehensible and irresponsible 

ethical manner (Emmanuel C. Lukumai, 2006: 4).  

   To accomplish the CSR, all governmental institutions and organizations 

in both public and private organizations have responsibilities for fostering the 

efficient and effective civil servants. In consideration of promoting the capacity 

of the new civil servants and the existing ones, giving training is essential for 

enriching their capacity in a short time. In Myanmar, UCSB is responsible for 

giving training to the different levels of civil servants on behalf of the 

Government. It gives training for the purpose of providing the necessary 

information for future planning of the competent civil servants with a view to 

contribute Myanmar’s ongoing reform process and perform the well-being of 

the citizens. Training is the major asset for both public and private sectors to 

reach the organizational missions, goals and human resource development, 

including capacity development. Systematic and continuous training program 

can develop the positive organizational change and the capacity enhancement 

of civil service personnel. 

   Suresh Chandra Babu and Debdatta Sengupta (2006) stated, that 

“capacity development is defined as the process by which individuals, groups, 
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organizations, institutions, and societies increase their ability to perform core 

functions, solve problems, define and achieve objectives, and understand and 

sustainably deal with development issues”.
1
 It argued that strengthening the 

capacity for the individual, organizational and state levels is the essential part 

for achieving their goals and development as well as for solving problems. De 

Grauwe (2009) supported this idea that “capacity development is a 

fundamental action, without which countries will not achieve their 

development goals. Without capacity, there is no development”
2
. This mean 

that the development of the country is mainly depended on the performance of 

its citizens especially the civil servants. The country cannot reach its goals 

without having the skilful and knowledgeable people.   

  

1.2 Purpose of the Study  

   The main objective of the study is to explore the role of training course 

for the capacity development of the civil servants. The complementary objectives 

of the study are as follows:  

                                                      
1  Suresh Chandra Babu and Debdatta Sengupta. Capacity Development as a Research Domain: 

Frameworks, Approaches, and Analytics. Washington D.C: International Food Policy Research Institute 

(IFPRI). September 2006 Accessed  at: http://ageconsearch. umn.edu/bitstream/56122/2/isnardp09.pdf  
2 Anton de Grauwe. Without capacity, there is no development. Published by: International Institute for 

Educational Planning, France and United Nations Educational, Scientific and Cultural Organization 

(UNESCO), 2009 Accessed  at: http://unesdoc.unesco.org/images/0018/001870/187066E.pdf   
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 To explore the Post-Graduate Diploma in Civil Service Management 

course conducted by Civil Services Academy of UCSB is helpful or not for the 

capacity development of the civil servants  

 To find out the training effectiveness through pre-test and post-test 

surveys  

 Based on the surveys’ results, to explore what UCSB needs to enhance 

its training course.  

  Civil servants are required to give training to tackle the varieties of new 

challenges of the globalization and to be trained as facilitators beyond 

providers in their actual job-place. Gordon (1992) recommended that training 

is a systematically designed the framework which results in the participants 

enhancing the academic and practical skills, experience and competency that 

are necessary for the job related tasks. His study is supported by the 

explanation of H. O. Falola et.al (2014) who assert that the staff are the key 

player for achieving the competitive advantage of the organization/ministry, 

and, the training is prerequisite tool for performing the actualization”
3
. It is that 

training is a crucial tool for enhancing the productivity and development of the 

employees and organization. In this fact, I will focus my study on evaluating 

                                                      
3 H. O. Falola A. O. Osibanjo and S. I. ojo. The effectiveness of training and development  on employees’ 

performance and organization competitiveness in the Nigerian banking industry. Bulletin of the 

Transilvania University of Braşov Series V: Economic Sciences Vol. 7 (56) No. 1 - 2014  
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the effectiveness of training course, which can strengthen the goals and 

productivity of the individuals or organizations to perform an efficient 

government in Myanmar.  

  

1.3 Research Questions  

  The study aims to answer the following questions:  

1) How does the Post-Graduate Diploma in Civil Service Management 

Course conducted by Civil Services Academy help to enhance the 

capacity improvement of the entry level of the gazetted officer/staff 

officer?  

2) Is this training course effective to those civil servants from different 

academic background?  

3) How much does the training meet the Skills, Knowledge and Attitudes 

(SKAs) of those civil service personnel before and after training? 

 

1.4 Methodological Issue  

  The study is done based on both primary and secondary data for 

collection process. Primary data are gathered through questionnaires to the pre-

service officers (entry level of gazetted officer/staff officer) by using pre-test 

and post-test surveys. Secondary data are collected through the published 
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literature, research papers, official documents, websites and official face-book 

page.  

  In my study, I will use the target size of 154 participants from Post-

Graduate Diploma in Civil Service Management (Batch No. 2) of Civil 

Services Academy of Lower Myanmar to evaluate the training effectiveness 

for the capacity development. The duration of the training course lasted 16 

weeks: exactly started from 29 May 2017 to 15 September 2017.  

  The survey questionnaires are generally designed on the research 

questions and explored on the three levels of Kirkpatrick model, which are 

reaction, learning, behaviour levels. The 21 questions are applied to collect the 

feedbacks of participants in the training course. The pre-test survey is collected 

four days after the start of the training course, and the post-test survey is 

collected at the end of the training course. A mixture of both qualitative and 

quantitative methods are used to examine the collected survey data.  

 

1.5 Scope and Limitations of the Study  

  The scope of the study is focused on the effectiveness of training for the 

capacity advancement of the civil service personnel. According to Myanmar 

Civil Service Structure, there are six tiers for ranks of civil service officers. 

Out of them, my study is appraised only the capacity development of the staff 
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officer level because staff officer level is the entry level of the gazetted officer 

and this level is delivered trainings by the UCSB on behalf of all ministries and 

Myanmar Government. Thus, this level is very important for UCSB to nurture 

and enhance the good leaders for all organizations and nation. Capacity 

development could be considered with four different levels: individual, 

organizational, institutional and state levels. However, in my study, I will 

evaluate the capacity development of the individual level, which is the main 

seed of the forward levels of capacity development. This level can link and 

smooth organizational functions, to raise profit maximization and to enhance 

the on-going development of society. This level is evaluated by using 

Kirkpatrick Training Evaluation Model (1994) in terms of the reaction, 

learning and knowledge transfer or behaviour change of the civil servants on 

the training course. Since this study only includes the training course, which 

are delivered to the staff officer level, the findings of this study wouldn’t 

represent the capacity development of all civil servants from different ranks. 
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Chapter II 

Background of the Study  

  

2.1 Civil Service Reform 

  Civil Service Reform (CSR) is an important tool for both developed 

and developing nations to carry out the government operations with a more 

administrative capacity. CSR focuses on the enhancement of the government’s 

administrative capacity in order to manage the main functions of the 

government and arrange the societal development of the public (Emmanuel C. 

Lukumai, 2006). Reforming the civil service is essential in advancing the 

accountability, capability, effectiveness, professionalism, qualified and 

knowledgeable civil service personnel to make better service quality to the 

communities they serve and strengthen public contribution, transparency and 

opposing with corruption. Schiavo (1996) argued that the CSR is to create the 

size of the government employees with the good attitudes, responsibility, 

proficiency and incentives, which can drive not only the effective and efficient 

civil service but also the accomplishment of the government functions. 

Regarding the suggestion of Anne Evans (2008), Civil Service and 

Administrative reform consists of varieties of perspectives concerning with the 

individual and organizational managements, which includes the reduction of 
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the number of staffs, the incentive and pay-scale systems, and the personnel 

information system with computerized database. Even though different 

scholars defined CSR with different perspectives, the main intent of CSR is to 

bring the government closer to the public by integrating the government’s 

developmental policies with public voice as well as arranging a sense of unity 

and social coherence. 

  In Myanmar, CSR is the important and compulsory milestone to set up 

an effective government, which in turn, provides the better livelihoods of the 

citizens, a powerful rule of law and a corruption free zone. In cooperating with 

UCSB and UNDP, the four-year plan (2017-2020) on “the Civil Service Forum 

(CSR) Strategic Action Plan for all Myanmar civil service and the Global 

Study on Intrinsic Motivation in Developing Countries and Knowledge Forum 

on Public Service Motivation” had been launched in Nay-Pyi-Taw from 10-

12
th

 July 2017. This forum was hold to open to all governmental and non-

governmental stakeholders, international communities and media. At the 

official launching ceremony of this forum, the Myanmar State Counsellor H.E 

Daw Aung San Suu Kyi delivered in her opening remark that “the Union 

Government was committed to building the capacity of Myanmar’s civil 
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servants, and equipping them with the skills and expertise in a few years”
4
. 

 There are six main components in Myanmar CSR: Structure and Size, 

Recruiting System, Capacity Building and Human Resource Development, 

Performance and Promotion, Professionalism and Modernization, and 

Accountability.   

Figure 2.1. Main Components of Myanmar Civil Service Reform  

 

  The four-year CSR plan has four main intents, aiming to make the 

Myanmar governance stronger; enhance meritorious and performance-driven 

cultures and systems in the workplace; upgrade a more training opportunity for 

the human resource development and the capacity development of the staff; 

and promote transparent and accountable practices in the civil service society. 

                                                      
4 Khin Maung, (2017). “Civil Service Reform Strategic Action Plan”. Global New Light of Myanmar. 

Accessed at: http://www.globalnewlightofmyanmar.com/civil-service-reform-strategic-action-plan/  
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According to the vision statement of the CSR in  Myanmar, the government 

will manage the CSR with the four core values such as “integrity, honesty, 

objectiveness and impartiality, which is the main arena for the implementation 

of the nine principles such as professionalism, equality, inclusiveness, 

effectiveness, efficiency, meritocracy, accountability, responsiveness, client 

and service orientation”
5
.  Moreover, the government pointed out that civil 

service personnel need to serve the public more responsive, visible and 

accountable through the people-centric approach.  

  

2.2 Civil Service Structure in Myanmar  

  Since 2015, the Union Government in Myanmar was led by the 

president, the two vice presidents, the Attorney-general and the 38 

ministries/organizations with portfolios. The Cabinet is the peak body of the 

Myanmar government, and both minister and deputy minister are the political 

appointees. Under the minister and deputy minister, the Director 

General/Managing Director, who is the highest rank of the civil service 

personnel, leads the department. There are two types of civil servants in 

Myanmar. They are gazetted officer and non-gazetted officer. The gazetted 

officer is a senior official, whose appointment is proclaimed in the government 

                                                      
5 Union Civil Service Board, “Civil Service Reform (2017-2020)”. Accessed: www.ucsb.gov.mm 
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gazette and the non-gazetted officer is the supporting staffs to the gazetted 

officers whose is not appointed in the government gazette. Each type is 

comprised of six tiers as follow: 

Table 2.1. Tiers of Civil Service Personnel  

Sr.  Designation ( Gazetted Officer)  Designation (Non- Gazetted Officer )  

1.  Director General/ Managing Director  Office Superintendent / Supervisor  

2.  Deputy Director General/ General 

Manager  

Branch Clerk / Assistant Supervisor  

3.  Director/ Deputy General Manager  Upper Division Clerk / Technician Grade (6)  

4.  Deputy Director/ Assistant General 

Manager  

Lower Division Clerk /Technician Grade (4)  

5.  Assistant Director/ Manager  Record Keeper / Head Peon  

6.  Staff Officer/ Assistant Manager  Peon / Sweeper  

Total 6 tiers 6 tiers 

  

  All ministries and organizations have the authority to recruit the non-

gazetted officer according to the respective ministerial procedures and 

requirements. However, for the entry level of the gazetted officer, which is the 

staff officer position, Union Civil Service Board is responsible to recruit on 

behalf of all ministries. For the staff officer level, the recruits need to take 

written, psychological and viva tests. For the written-test exam, they should sit 

the exam on three main subjects such as Myanmar, English and General 

Knowledge concerning with the current affairs and civil service concerns. The 
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psychological test aims to standardize the measuring of individual performance 

while viva test is aiming to test the reasons and interests of joining as a life of 

civil service personnel.  

  

2.3 Overview of Union Civil Service Board  

  Under the Government of Burma Act 1935, the Burma Civil Service 

and Civil Service Commission was established in 1937. Burmese Civil Service 

was derived from Indian Civil Service during that time. With regard to the 

1948 Constitution of Myanmar, Public Service Commission Act was enacted, 

and the former commission was renamed as Public Service Commission (PSC) 

in 1953 with the intention of choosing the government functionaries. To 

expand the roles of the PSC, it was changed name as Civil Service Selection 

and Training Board (CSSTB) in favour of both picking out and directing the 

government officials, in conformity with the 1977 Civil Service Selection and 

Training Law. The CSSTB was changed name to Union Civil Service Board 

on October 2010 in regard with the 2010 Union Civil Service Board Law, 

which was enacted in accordance with Section 433 of the 2008 Myanmar 

Constitution. 

  On behalf of the Myanmar Government, UCSB is leading a role in the 

following functions:  
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1) To recruit and select the qualified gazetted officials to be appointed at 

the entry point of ministries and government organizations apart from 

the staff in military and police forces; 

2) To undertake building and enhancing capacities of public service 

personnel based on government’s policies, visions and missions and; 

bear in mind the concept by taking pride of the core values of the 

individuals: Honesty, Integrity, Objectivity and Impartiality; 

3) To cultivate the spirit of individuals for the service personnel those who 

are to serve the public and fulfil the needs of the public in accordance 

with the 2008 Constitutions, Union Civil Service Board Law and its 

Rules, and Civil Service Personnel Law and its Rules and: nurture them 

effectively to better provide service delivery; 

4) To undertake and organize in-house training courses, deputations to 

attend conference, workshops and seminars in order for the 

enhancement of capacity and performance of service personnel; and 

5) To provide the Union Government by means of stipulating the civil 

service ethics, rules, regulations, procedures and norms and; 

determining the policies and directives”
6
.  

   

                                                      
6 Union Civil Service Board Official Documents. Accessed at: www.ucsb.gov.mm   

http://www.ucsb.gov.mm/
http://www.ucsb.gov.mm/
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  For giving trainings to all levels of civil service personnel, the UCSB 

has been carrying out its responsibility through the two training institutes and 

the training academies. They are Central Institutes of Civil Service (Upper 

Myanmar and Lower Myanmar) and the two training academies: Civil Services 

Academy (Upper Myanmar and Lower Myanmar).  

Figure 2.2. Organization Chart of UCSB  

 

 

 

 

 

 

 

 

 

 

  

  Both training institutes and academies conduct training programs to 

develop the quality of job performance proficiencies by exchanging the ideas 

and experiences among the different backgrounds and positions of all civil 

service personnel who are coming from different ministries/organizations.  

However, the two training institutes mainly focus on giving lectures to civil 

servants only. The two training academies were the subsidiaries of the two 

Civil Service Training and 

Selection Department 

Chairman Office Civil Service Affairs 

Department 

Central Institute of Civil 

Service (Lower Myanmar) 
Central Institute of Civil 

Service (Upper Myanmar) 

Civil Services Academy 

(Upper Myanmar) 

Union Civil Service Board 

Civil Services Academy 

(Lower Myanmar) 
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training institutes and launched under the guidance of the current government 

on 2
nd

 January 2017. They are aiming to Public-Private-Partnership. 

 

2.4 100-days plan of Union Civil Service Board 

  Union Civil Service Board launched its 100-days plan to serve the 

interests of the citizens and the nation by performing the weak civil service and 

civil society to be stronger. The UCSB laid down the 9-implementation 

processes as follows:  

1) To amend the regulations on the Civil Service Law and the Civil 

Service Rules which are not suitable with the current situation;  

2) To upgrade the written exam questions of the entry level of the gazetted 

officer into the civil servant-based question type;  

3) To change the teaching techniques of the Regular Training Courses and 

Management Training Courses which are conducting in the two Central 

Institutes of Civil Service (CICSs);  

4) To review and rewrite the training curriculums which are conducting in 

CICSs in line with the international standards;  

5) To establish the Civil Services Academy under the two CICS;  

6) To arrange the workshop for setting up the Civil Services Academy, in 

collaboration with UCSB and Hanns-Seidel Foundation, Japan;  
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7) To rename the Central Institute of Civil Service (Phaunggyi) to the 

Central Institute of Civil Service (Lower Myanmar) in line with the 

current age;  

8) To scrutinize the waiting lists and the evaluation records concerning 

with the promotion of the director general and the deputy director 

general levels from the ministries and organizations; and 

9) To call off delivering the Special Refresher Course to the teachers, 

tutors and demonstrators. 

  As mentioned above, the implementation processes within 100 days 

generally intend to set up the CSAs and optimize the advancement of training 

curriculum, the training capacities and the civil servant concerns in line with the 

international standards.  

 

2.5 Civil Services Academies (CSAs)  

  In order to reach the overall reforming processes of the Myanmar 

government as well as to follow the 100-days plan of the UCSB, the board 

inaugurated the two Civil Services Academy (CSAs) to nurture more efficient, 

accountable, professional and knowledgeable gazetted officials and leaders. 

These academies were opened at the Central Institutes of Civil Service of both 

Upper and Lower’s parts of Myanmar on 2
nd

 January 2017. They are aimed at 
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sharing experiences between public and private, creating the better relationship 

with the private, giving the better services to people, encouraging the 

transparency and integrating the national development and administrative 

activities with public and private together. Driving Public-Private-Partnership 

(PPP) in training and development plays a pivotal role for developing countries 

more than developed countries. Promoting stakeholder participation in training 

program leverages the skills, knowledge, experiences of the staffs from both 

sectors and bring together the best of the private and public worlds through 

network collaboration.  

  Since the academies were opened recently on 2
nd

 January 2017, it has 

been currently running only one course, which is “Post-graduate Diploma in 

Civil Service Management” for the entry level of the gazetted officer and the 

private employees. Since these training academies are the subsidiary of CICSs, 

the subjects conducting in these academies are derived from the two CICSs. In 

the two CICSs, the six main majors, such as Political Science, Social Science, 

Management, Economics, Law and Military Science, are conducting to the 

different levels of the civil service personnel. After collecting the public poll in 

the mid of 2016 by UCSB, the organization substituted English and ICT in 

place of Military Science. The two substituted subjects are urgently required to 
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master these days for the Myanmar civil society. Consequently, the CSAs are 

currently conducting these seven subjects.  

  The training effectiveness is mainly depended on training curriculum 

because interesting curriculum enriches the employees’ idea and energizes 

their motivation that boosts to their capacity advancement. Therefore, the 

UCSB upgraded its training curriculum to be internationalized based on the 

today’s digitalized world and following the changing working environment in 

its CSAs. Currently, the two CSAs have already finished delivering the “Post-

graduate Diploma in Civil Service Management” to the two batches: Batch No 

(1) and (2). The number of trainees in the two CSAs are illustrated in the 

following Table (2.2).  

Table 2.2. Number of Trainees in Two Civil Services Academies (CSAs)  

Course 

Public Sector 

(No. of Trainee) 

Private Sector 

(No. of Trainee) 

Total (No. of 

Trainee) 

Duration 

(16 

weeks) Male Female Male Female Male Female All 

Batch No.1, 

CSA (Lower 

Myanmar) 

27 28 4 2 31 30 61 

21-1-2017 

to 4-5-

2017 

Batch No.1, 

CSA (Upper 

Myanmar) 

7  50  1  -  8  50  58  

21-1-2017 

to 4-5-

2017  

Batch No.2, 

CSA (Lower 

Myanmar) 

53  100  -  1  53  101  154  

29-5-2017 

to 15-9 

2017  

Batch No.2, 

CSA (Upper 

Myanmar) 

24  124  -  -  24  124  148  

29-5-2017 

to 15-9-

2017  

Source: UCSB Annual Report  
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  In my study, due to the time constraints and limited resources, I will 

collect the data only from the CSA (Lower Myanmar). What’s more, the Post-

Graduate Diploma in Civil Service Management (Batch No.2) from that 

academy is participated by both private and public sector. In addition, the 

amount of male and female participants are not very different like CSA (Upper 

Myanmar). Male participation is half of the female participation and as a result, 

the feedback from this academy is more reliable and harmonized comparing 

with CSA (Upper Myanmar), which is joined by public sector only as regards 

the above Table 2.2. Thus, CSA (Lower Myanmar) is more suitable to collect 

data since CSA is aiming for Public-Private-Partnership.  
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Chapter III 

Literature Review  

  

3.1 Nature of Training and Its Purposes  

  Training is the pro-active fulfilment for enhancing the capacity of the 

civil service personnel to operate extensive operations in providing the welfare 

of the citizens. It is the most powerful tool for motivating the expectations and 

productivities of the individual, organization, state and nation. Staffs can learn 

and re-learn new information and knowledge through the training (Garcia, M.U, 

2005). The mainstay of the training is to equip the appropriate SKAs to the 

staffs for bettering the performance into practice. The more the staffs’ SKAs 

are improved, the more the outcomes of organization are improved. The 

outcomes and future success of the individuals and organization are depended 

on training. In addition, training is a long-term investment in the staff’s 

productivity and capacity for the development of their career and job 

satisfaction (Harshit Topno, 2012). The training programs can lead the short-

term and long-term success of the individuals and organizations (Nassazi, 

2013). Furthermore, the training programs can motivate the staff to put into 

effect on their jobs tasks effectively and raise their involvement on jobs to 
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achieve the organizational mission. Cole, G.A (2002) supported that the 

training can bring about:  

 High morale: The staff who get the training have raised their self-

confidence and inspiration;   

 Lower cost of production: Training can cover to save the risks because 

the trained person can reduce waste in the office through the better use 

of the office equipment and supplies;  

 Lower turnover: Training can bring a safe work environment by helping 

to be avoidable the staff turnovers and absent mindedness in their 

respective professions;  

 Change management: Training can acclimate the advancement of the 

staffs’ SKAs, understandings and participation of how to encounter and 

harmonize the changes both in the current and new situations;  

 Training can strengthen the recognition, accountability and incentives 

like increased pay and promotion;  

 Training can aggrandize the individual satisfaction and attainment, which 

can open up the opportunities for their professional development; and  

 Training can make the availability and capability of the staff better.  

   To maintain the organization status, human resources must be invested 

in training and development programs, which can train the new and existing 
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employees’ job-related needs and responsibilities by using development 

initiatives. Thus, in the modern world, the efficient and effective training is 

necessary to invest and produce the desire results of the organizations. The 

success of the organization’s objectives and the strong participation and 

identification of the individuals reckons on the adeptness training and 

development programs (Pool & Pool, 2007, pg. 353).  

  

3.2 Methods of Staff Organization Training  

  In this digitalized world, training becomes more and more crucial tool for 

all the newcomers, the existing, the inexperienced and prospective employees 

from both private and public sectors. There are varieties of staff training methods. 

The different types of training methods are applied by the different organizations 

relying on the available resources, approaches, aspirations and pre-requisites of 

the organization and the target groups including individuals, department and 

organization (Aidah Nassazi, 2013). Fundamentally, there are two main training 

methods: on-job training and off-job training. 

 

3.2.1 On-job training  

   Both newly and inexperienced staffs can learn the enhancement of their 

SKAs through this type of training with less troublesome of their job, time and 
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income. Thus, both staff and organization prefer this type of training as this 

method is flexible, time-saving and less expensive one, which in turn, is 

beneficial to individual and organizations mutually. This type of training 

mainly focuses on the practical and learning by performing method (Surbhi.S, 

2015). There are many different types of on-job training, but some of the 

mostly used methods are mentioned in the following:  

 

(i). Job rotation and transfers:  

   The focus in this training method is the rotation and transfer of the 

staffs within the same organization. This method aims to raise the broader 

understanding of the department-to-department processes in the organization or 

business and to test their capacity (Dessler, 2005). The staff can transfer new 

experience and knowledge; take diverse official responsibility; and handle the 

different tasks of job assignments concerning with the organizational 

mechanisms within the organization or within the other arms of the same 

organization in a country or in other countries (McCourt, W. & Derek, E., 2003, 

page-356). Through this job rotation and transfers, the staffs can get 

competitive advantages by sharing their existing and new experiences, 

understanding the dilemmas of the other colleagues and departments which are 
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related with their jobs, and the improvement of their interpersonal and 

intrapersonal skills. 

 

(ii). Coaching or mentoring:  

   The focus in this training method is one-by-one training. In this type of 

coaching method, the existing and more experienced officers share their job 

experience to the newly and less experienced staffs (Devanna, Fombrun & 

Tichy 1984; McCourt & Eldridge 2003, 256; Torrington et al. 2005, 394 - 395). 

This type of measure usually intensifies to the newly recruited graduates who 

join the jobs for the first time, not for the existing and older staff in the 

organization. Mentoring can enhance the accountability and the one-to-one 

relationship (Torrington et al. 2005, 394 – 395). Therefore, the relationships 

between staff-to-staff and staff-to-organization will lead to cooperative 

relations, which in turn, benefits to the future success of the individual career 

life and organizational goals.  

  

(iii). Orientation training:  

   This type of training method focuses on conducting the general 

overview of the new job to the new employees to familiarize in the 

organization. Specifically, it involves giving training concerning with the 
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organization culture of the new job, the responsibility and accountability of the 

employees, the organization’s expectations on them and other necessary work-

related process, procedures and conditions, etc. (Aidah Nassazi, 2013).  

 

(iv). Job-instruction training:  

   The focus of this training method is delivering step-by-step training 

program to the staffs according to the job requirement. The general overview 

and expectations about the job concerns is introduced first and then the staff 

need to perform the job based on their specialized expertise.  

  

(v). Apprenticeship training:  

   The focus of this training method is conducting the training through the 

integration of the formal learning and long-term job training (Dessler, 2005). 

This training is usually given to the technical employees including mechanics, 

crafts-men job, electrician and so on in the specialized job.  

 

3.2.2 Off-job training  

   In the off-job training method, the staff can learn the training outside 

their actual workplace, which means they attend at the training centre, academy 

and institute, etc. Since it is the learning outside of the job environment, the 
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participants have more concentration on their learning rather than on-job 

training. However, there can be lack of this participant’s efforts in the 

workplace and it can be the time consumption and cost-leading training for the 

participant. This type of training mainly focuses on theoretical and learning by 

getting knowledge method (Surbhi. S, 2015). There are different types of off-

job training. Out of them, the fundamental off-job training method includes:  

  

(i). Classroom lectures and seminars:  

   The focus of this training method is delivering the formal method 

lectures and seminars by using the traditional instructional model. The staffs 

can learn the lectures and seminars through in-house and visiting senior 

officials. As a result, it can develop the individuals’ perception, conceptual and 

analytical expertise in the workplace. (Dessler, 2005).  

  

(ii). Vestibule training:    

   The focus of this training is giving the job education training by using 

the different technical equipment, which are necessary to apply in the actual 

work environment for the safety of the workplace and the staffs (Dessler, 2005).  
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(iii). Multimedia learning:  

   The focus of this training is conducting the training by using media or 

online system. It includes videos, DVD, computer-aid instruction and other 

online-learning assistances (Dessler, 2005).  

  

3.3 Nature and Levels of Capacity Development  

   According to President Paul Kagame of Rwanda (2011), capacity or 

“the ability to get things done” goes beyond formal qualifications and technical 

skills development to include the cultivation of intangible or “soft” attributes 

such as the ability to drive change and to build processes, organizations, and 

institutions which can deliver public services over the long term
7
. Capacity is 

the attribute of the individual, organization and society as a whole to provide 

their day-to-day activities effectively and successfully (OECD DAC, 2006b). 

Development is providing to develop those capacities. Thus, Capacity 

development (CD) is a process of changing the internal to individuals and 

organization, which can strengthen and uphold the capability over time (OECD 

DAC, 2006b). This idea is supported by UNDP (2008), which defines that CD 

can help to intensify and sustain efficiency to entrench and get success on the 

individual, governmental and societal targeted goals and prospects over time. 

                                                      
7 President Paul Kagame, address to the gala dinner to celebrate the 20th anniversary of the African 

Capacity Building Foundation, Kigali, February 8, 2011.   
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   CD is more than giving training and transferring of knowledge and 

experience (Katherine M. Freeman, 2010). The enhancement of capacity is 

relied on the environment of the individual, organization and society to 

measure how much these entities can absorb the new skills and how to 

acclimate these skills in their respective fields. The existing literature argued 

that CD is taking place at multi levels, but the most commonly focus levels 

include individual level, organizational level and society level.   

 

(i). Individual Level  

   It is the first step for capacity development. This level is the foundation 

level of multi levels of CD and it is the linkage among other levels.  Individual 

capacity is the competency of these persons to catch new skills and knowledge 

and apply them as the driving force for the forward operations (Katherine M. 

Freeman, 2010). Thus, the individuals, who are the asset of the organizations 

and the society should need to develop their SKAs to make ease the operations 

of the organizational in the daily workflows and make better profits of the 

society in advance.  
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(ii). Organizational Level  

   It is the second step for CD. This level is enhancing the structures, 

processes and procedures of the organization in the day-to-day workflows. 

According to Morgan (2006), there are five core capabilities in the organization: 

the capability to act and commit, the capability to deliver on development 

objectives, the capacity to adapt and self-renew, the capability to relate to 

external stakeholders, and the capability to achieve coherence.  

  

(iii). Society Level  

  It is the third step for CD. This level is usually neglected and 

organization in the development theory and identify as an exclusiveness in the 

process of CD (OECD DAC, 2006). It defines that the CD at the society level 

is the laws, policies, the system of governance as well as the broader political 

and cultural environment, and the civil society
8
. This level takes time to 

analyse and not easy to manage.  

  To sum things up, the focus of the capacity development by the 

different enterprises, organizations and ministries cannot be the same. They can 

have their own priority level in line with which levels of capacity fit best to 

their organizational framework, context, culture, value and demands. However, 

                                                      
8 Katherine M. Freeman. (2010). Capacity Development Theory and Practice: Lessons Learnt from CPRD 

and KIRWOBEE in Northern Uganda. Oxford Brookes University.  
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CD at the individual level is the most fundamental level among multi-level of 

CD because this level can raise internal capacity of the individuals, which 

again leads to get better outcomes of the organizational goals and then the 

success of organizational level leads to the national development and the 

enhancement of the livelihood of the civilian. In consequence, the capacity 

development of the individuals is the main root for the achievement of the 

organization, society and nation.  

  

3.4. Relationship between Training and Capacity Development  

  Training is a fundamental component of capacity development. 

Training and development is a bridge, which can justify the gap between job 

requisite and staff current specification (Harshit Topno, 2012). Without 

enhancing the employees’ capacity, the best plan and idea of an organization 

can fail down easily. The need for bettering the individual productivity in 

organization has become universally accepted which, in turn, brings the more 

efficacious organization’s operations. The staff can reduce turnover and 

increase retention. The success of any organization depends upon how to use 

human capital, how to train its staffs’ SKAs development, how to control the 

motivation of the existing employees and the new employees, how to align the 

needs of the staff with the needs of the organizations and how to reduce 
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disputes in the job environment. Every employee/staff can have his/her own 

capacity, but the organization needs to cultivate his/her capacity to face the 

challenges and handle the new functions in his/her work. Thus, training is 

necessary for the staffs to enrich their existing capacity and new capacities in 

their work environment.  

   As reported by Wright, P. & Geroy, D. G. (2001), the changes of the 

competency of the staff/employees are depended on the supporting of the 

effective training program. Assefa Gidey (2016) pointed out that training helps 

fulfilling the deficiencies and the challenges of the organization through the 

well-trained staff. The training can smooth the organization’s difficulties and 

future needs. In addition, Akinpeju B. (1999) pointed out that “the process of 

training and development is a continuous one. The need to perform one’s job 

efficiently and the need to know how to lead others are sufficient reasons for 

training and development and the desire to meet organizations' objectives of 

higher productivity, makes it absolutely compulsory”
9
. His study is supported 

by the explanation of Aswathappa, K (2000) in which training can pinpoint the 

hidden talent, rejuvenate the existing quality and develop the new ability. 

Training is a long-term investment for brightening up the individual 

capabilities and the sustainable profitability of the organization.  

                                                      
9 Akinpelu, B. (1999), “Educational Technology and teaching – learning process in the 21st century” in 

Adesomowo, P.O. (Ed), Basic of Education, Lagos Triumph Books publishers.  
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   According to Sue R. Faerman, Robert E. Quinn, and Michanel P. 

Thompson (1987) who evaluated public service training plans in New York. In 

their paper, they found that capacity development of the trainers is relied on 

skill-based curriculum depending on the professional background of the 

trainers. A.S. Huque & L.yas (2008) founded in his paper that it is difficult to 

cope with the task and responsibility of training the entire public service and 

anticipating the future needs in a rapidly changing world.  

   Similarly, Myo Lwin (2013) argued an analytical study on the training 

courses being conducted by the two Central Institutes of Civil Service (CICSs) 

of Myanmar UCSB, met the capacity advancement of all levels of the civil 

servants. The overall result showed that the combination of theoretical and 

practical skills in the training programs led to positive impacts of the 

achievement of the organizations’ operations and, the individual’s personal 

goals and future career development. In his study, he limited to use the post-

test questionnaires of all training courses from clerical level to director general 

level. Evaluating the training effectiveness by using post-test questions only is 

not enough.  

   The stakeholders should know what the trainees are really needed by 

looking the outcomes between pre-test and post-test surveys to develop the 

training program effectively as well as saving the time in using irrelevant and 
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poor-training for the employees. According to Debra L. Truitt (2011), the 

larger the gap between the skills required to perform a task and the actual skills 

available for performing a task, the greater the lack of job satisfaction and the 

greater the increase in employee turnover within the organization
10

. Lack of the 

training directly relates to the low production in the job. Consequently, it leads 

to low ethics and employee dissatisfaction in the workplace.  

   Most of the existing literature mentioned that training is effective to the 

capacity development of the organizations and individuals. However, training 

and development has both positive and negative effects. Some scholars argued 

that training is a waste of government money and the performance 

proficiencies of civil service personnel is not much improved what the 

stakeholders are expectant. Miller, Scott Gerald (1990) states that “Millions of 

dollars a year are spent on the training of employees in the public sector, yet 

effective and empirically sound evaluation procedures are not found in the 

literature and are not being practiced in the field”
11

. Even though the training is 

effective, the staffs rarely applied what they learn in their actual work field and 

such kind of behaviour is a waste of government money and their time as well. 

His study is supported by the explanation of Cheng, E.W. K. & Ho, D.C.K. 
                                                      
10 Debra L. Truitt. (2011). The Effect of Training and Development on Employee Attitude as It Relates to 

Training and  

Work Proficiency. Salisbury University, HH 309, 1101 Camden Ave., Salisbury, MD 21801-6860, USA  
11 Miller,Scott Gerald. Effects of a Municipal Training Program on Employee Behavior and Attitude. 

Arizona State University,1987  
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(2001) that training is assumed as an expensive and worthless investment 

because, even though they spend lots of money on training, most of the 

organizations are failure in doing evaluation to check whether the training they 

arrange is effective or not.   

   In addition, the organizations are lack of awareness on the importance 

of evaluation to know the employees’ feedback. Thus, the organizations/ 

ministries are compulsory to evaluate whether their investment on conducting 

trainings to the staff is an effective spending or not.  

 

3.5 Obligatory Measures of Training and Capacity Development  

   According to Ghosh (2005), the five obligatory measures are required to 

consider as the initial stage of the training and capacity development. They are:   

 Determine who are really needed to be trained   

 Determine the total number of staffs whom are needed to be trained  

 Identify what are the main goals of the training  

 Apply the available resources  

 Identify how to avoid the constraints that can forbid the achievement  
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Chapter IV 

Theoretical Background  

  

4.1 Comparison of Some Existing Evaluation Models  

   Evaluation of training can pinpoint the area that needs to advance and 

contributes which methods are essential to develop this area (Cascio, W. 1989, 

Goldstein & Ford, 2003). There are several types of evaluation models. Of 

them, four level of Kirkpatrick’s evaluation model is the most well-known 

model for over 50 years. After this model, Brinkerhoff (1987), CIPP model 

(Galvin, 1983); Training Validation System (TVS) Model (Fitz-Enz, 1994); 

and IPO model (Bushnell, 1990) are also the popular evaluation models. There 

is also the extension of the Kirkpatrick model, which is Jack Phillips (1996) 

evaluation model. It is the five level of evaluation model with the original four 

levels plus ROI level (return on investment). Nevertheless, the main focus of 

all these models is to give guidance to the organizations or business activities 

concerning with how to evaluate the training programs effectively.   
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Table 4.1. Training Models and Their Criteria  

Sr.  Model  Training Evaluation Criteria  

1.  Kirkpatrick (1959, 

1994)   

Four levels: Reaction, Learning, Behaviour, Results  

2.  CIPP (Galvin, 1983)  Four levels; Context, Input, Process, Product  

3.  IPO (Bushnell, 1990)  Four levels: Input, Process, Output, Outcomes  

4.  TVS (Fitz-Enz, 1994)  Four levels: Situation, Intervention, Impact, Value  

5.  Brinkerhoff (1987)  Six levels: Goal Setting, Program Design, Program  

Implementation, Immediate Outcomes, Intermediate or Usage 

Outcomes, and Impacts and Worth  

6.  Phillips (1996)  Five levels: Reaction and Planned Action, Learning,  Applied 

Learning on the job, Business Results, Return on Investment   

  

   Among the different evaluation models, Kirkpatrick’s evaluation model 

is the most primitive and famous one.  This model addresses on four levels 

such as reaction, learning, behaviour and results. The first level: reaction of the 

trainees is measuring the responses of the trainees after the end of the training 

program. The second level: learning by the trainees is measuring what the 

trainees learn from the training programs and whether the training programs 

meet the trainees’ expectations. The third level: behaviour changing of the 

trainees is measuring the positive or negative changes of the trainees’ job 

performance after finishing the training programs and at the start of joining 

their jobs.  The last level: results of the organizations is measuring to what 

extend the trainees apply what they learn in their jobs and to what extend their 

behaviours and capacities can accomplish the productivity of the organizations.  
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   CIPP model (Galvin, 1983) addressed on four levels such as context, 

input, process and product levels. The first level: context for training program 

is analysing the educational needs to set up the goals and objectives of the 

training program to recognize whether these training goals and objectives can 

meet the needs of the organizational culture and values. The second level: input 

to training is measuring the instructional and training strategies, operations and 

actions, which are relevant to the goals and objectives of the context evaluation. 

This level includes making decision of the policies, budgets and strategies for 

the training programs. The third level: process of delivering the lectures is 

measuring the assessment on the implementation of the training program. The 

last level: product of training is measuring the outcomes of the training 

programs by the implementers. It is interpreting the short-term and long-term 

advancement of the organizations, including positive and negative impacts of 

the organizations.  

   IPO model (Bushnell, 1990) addressed on four levels such as input, 

process, output and outcomes. The first level: input of training is measuring the 

performance indicators of the trainees’ background information like age, sex, 

family background, etc and teaching aids available in the training programs and 

so on. The second level:  training process concerning with conducting lectures 

is measuring the curriculum, design and teaching methods of the training 
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programs. The third level: output of the training is measuring the feedback 

from the training interventions. The last level: outcomes of the training 

program is measuring the perspectives of the trainees on the training programs, 

whether these programs are profitable or not.  

   TVS model (Fitz-Enz, 1994) addressed on four levels such as situation, 

intervention, impact and value. The first level: situation of the training 

programs is measuring the current performance of the trainees in the 

organization through the pre-training assessment to delineate the suggested 

level of future performance. The second level: intervention of the training is 

measuring to catch on whether giving training is the solutions of the gap 

between the current and suggested levels of performance in the organization. 

The third level: impact on the training programs is measuring to analyse the 

feedback differences between pre-training and post-training. The last level: 

value effectiveness on the organization is measuring the amount of return 

investment like services improvement, advance cost savings and productive 

capacity betterment to the organization in terms of dollars. In other words, it is 

the measurement of how much the trainees can make beneficiary to the 

organizations as indicated by the amount of dollars.  

   Brinkerhoff (1987) addressed on six levels such as goal setting, 

program design, program implementation, immediate outcomes, intermediate 
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or usage outcomes and impacts and worth. In this model, the first three levels 

such as goal setting, program design and program implementation are not the 

evaluation of training programs, which mean they are the earlier stage of the 

training process and design. The fourth and fifth levels: immediate outcomes 

and intermediate or usage outcomes levels are measuring the feedback of the 

trainees on the training programs. The last level: impacts and worth is 

measuring the worth of a training program in terms of calculating costs and 

results.  

   Jack Phillips evaluation model (1996) is known as the extension of the 

original Kirkpatrick model. Phillips extended to return on investment (ROI) 

level. Thus, this model addressed on five levels such as reaction, satisfaction 

and planned action; learning; behaviour, application and implementation; 

business impact; and ROI. The edited level (ROI) is the measuring the 

monetary benefits of cost outcomes with the cost of the training program or 

training investment in terms of dollars. This level can be measured in different 

ways: percentage or cost ratio (Phillips, 2005). 

   Comparing Kirkpatrick model with other models, aforementioned, the 

frameworks of CIPP model and IPO models consist of no evaluating learning 

process like Kirkpatrick’s level 2. The frameworks of Brinkerhoff (1987), Jack 

Phillips (1996) and CIPP model are the expansion of the focal point of training 
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evaluation beyond measuring the results of the after-training (Tassanee 

Homklin, 2014). In addition, these two models need multiple steps to collect 

data and take much time for the organizations.  

   IPO model is not well-structured, because its steps jump from input to 

output results. For example, the first two levels: level 1 and 2 are measuring the 

outlook of the trainees such as age, sex, family and academic background, 

working experience, etc. The second level focuses on the training curriculums 

and training process. This model is oversimplified and misleading account for 

the complicated interactions, which acts upon the effort and enactment of the 

organizations (Forsyth, D.R, 2010).  

   The overall frameworks of CIPP model, IPO model, TVS model are 

overlapping and blur for evaluating the effectiveness of the training programs. 

In other words, they mostly focus on the context, objectives, budgets and goals 

of the training programs and outcomes of the organizations rather than training 

evaluation on trainees. In addition, they generally don’t measure the reaction 

and perspectives of the trainees on the training programs like level 1 and 2 of 

Kirkpatrick model. Furthermore, they don’t consider the impacts of 

behavioural changes to the organizations. 

   The ROI level (Phillips, 1996) is the extension of the level- 4 (Results) 

of Kirkpatrick model. This ROI level (beyond results) is difficult to measure 
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for the scholars, researchers and the organizations as it consists of the financial 

affairs and if it is possible to measure, it takes time and long-term process to 

evaluate for them. Harshit Topno (2012) argued that while almost all HRD 

organisations conduct evaluations to measure satisfaction, very few actually 

conduct evaluations at the ROI level, perhaps because ROI is often 

characterised as a difficult and expensive process
12

.     

   Comparing again all above models with Kirkpatrick, one of the biggest 

strength of this model is that its focuses on the outcomes of behavioural 

changing of the trainees among the different evaluations models (S. Mann, and 

L. T. Robertson, 1996). Most of the evaluation models, aforementioned, focus 

on the outcomes of the organizations in the training programs and usually 

forget to evaluate the outcomes of their staffs’ behaviour changes.  

   As stated in Association for Talent Development (ATD, 2016) formerly 

known as ASTD, a survey of 199 participants who are the executive level 

participants from different backgrounds like industry, healthcare, education 

sectors, etc point out that the ratios of each level they use in their workplace. 

According to this survey, the participants use 90% of reaction level (level-1), 

80% of learning level (level-2), 60% of behaviour level (level-3), 35% of 

                                                      
12 Harshit Topno (2012). Evaluation of Training and Development: An Analysis of Various Models.  

IOSR Journal of Business and Management (IOSR-JBM) ISSN: 2278-487X. Volume 5, Issue 2 (Sep-Oct. 

2012), PP 16-22. www.iosrjournals.org  
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results level (level-4) and 15% of ROI level (level5) in measuring the training 

effectiveness. This report proves that the reason of why the over 50-years old 

model is still popular and uses by today society and all over the world among 

the other different evaluation models.  

  

4.2 Kirkpatrick’s Four-Level Evaluation Model   

   In 1959, Donald Kirkpatrick originally created four kinds of outcomes 

for measuring the training effectiveness. In 1977, he clarified these four 

outcomes into four levels evaluation model such as reaction, learning, 

behaviour and results. This model is updated and revised several times based 

on the needs of the changing world. According to the record of the survey by 

the American Society for training and development (ASTD), the Kirkpatrick 

model is the best-known and most widely used framework for classifying 

evaluation (Bassi & Cheney, 1997). This model is practical, easy to apprehend 

and apply in the organization as a model for evaluating the perceptions of the 

staff on the training programs.  There are mainly four levels in this model, 

aforementioned. The detailed information about these four levels are illustrated 

in the following:  
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Figure 4.1. Four Levels of Kirkpatrick’s Evaluation Model  

 

Source: Kirkpatrick (1994), Alliger, G. M., and Janak, E. A (1989) 

 

(i). Reaction Level:  

   It is measuring the reaction of the trainees. This level is grading the data 

of the satisfaction of trainees in terms of how much they like or satisfy on the 

training courses, time allocation of the training, learning and teaching materials 

and the trainers’ teaching methods. In other words, this level is asking the 

perception of the trainees upon the outlook of the training. To strengthen the 

training programs’ quality, the measurement on the trainees’ reactions is 

necessary. This level identifies the future needs of the training aids that are 

Level-1 
(Reaction) 

•Reaction is trainees' feelings for and liking of a trainingprogram.  

•Reaction measure may indicate the trainne's motivation to learn 

Level-2 
(Learning) 

•Learning is defined as "principles, facts and techniques understood and 
absorbed" by the trainees. 

•No change in behaviour can be expected unless on or more of these learning 
objectives have been accomplished 

Level-3 

(Behaviour 

•Defined as " transfering  knowledge, skills and attitudes learned during the 
training  to the job". 

Level-4 
(Results) 

•Results was defined as the final resutls that occurrd because the participants 
attended the program. 

• these could include increased production, improved quality, decreased costs, 
reduced frequency and severity of accidents, inceased sales, reduced turnover, 
and high profits 
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missing or necessary to upgrade for further development. This level can be 

evaluated by using happy sheet, feedback forms, verbal reaction, online survey, 

survey or questionnaires and so on. The main question of this level aims:  

 How did participants feel about the training programs?  

  In accordance with Kirkpatrick, this level alleviates to enhance on the 

conceptualization and training design since it is measuring the satisfaction of 

the participants through the training program.  

 

(ii). Learning Level:  

   It is measuring how much the trainees increase or reduce their skills, 

knowledge and attitude through the curriculum, facts and learning aids that 

they learn in the training program. It is important to measure, because by 

recognizing what the trainees are finding out through the program, the 

stakeholders, the trainers and the training institutes can be aware of what are 

necessary to upgrade the current and ongoing training programs. This level can 

be evaluated by using assessment or tests of before and after the training, 

online assessment, hard-copy sheet, pre-training or post-training survey or 

questionnaires and so on.  The main question of this level aims:  

 To what extend did participants improve knowledge, skills and change 

attitudes due to the training?  
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  The results of the learning outcomes consists of SKAs. However, it 

depends on the demands of the organizations. Some organizations collect the 

knowledge and some emphasize on skills and so on and on. 

 

(iii). Behaviour Level:  

   It is measuring the behaviour change of the trainees after attending the 

training course. In this level, to what extend that the trainees applied or 

transferred what they learn in their work place. It is better to measure the 

behaviour change of trainees in the workplace rather than in the classroom. The 

positive responds of the reaction and learning levels give rise to the change of 

positive performance behaviours (Haslinda, 2009).  

   If the knowledge and skills of the trainees are changed to the positive 

way, the program is effective not only to the capacity of the individuals’ 

personal but also to the capacity and productivity of the organizations. 

Nevertheless, if there is no behaviour changes occur, the training program 

cannot have any effect on individuals and organizations. This level can collect 

data one month or several months later after the training, depending on the 

situation and available time of the researchers and organizations. This level can 

be evaluated by using interview, arbitrary snapshot assessments, online and 
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electronic assessment and survey and so on. The main question of this level 

aims: 

 To what extend did participants change their behaviour back in the 

workplace as a result of the training?  

   This level can be difficult for the organizations to measure, because it 

takes long time to know the behavioural change of the staffs and when and how 

often of the evaluation become the main decision (Winfrey, 2005).  This level 

is the forgotten because it is complex, difficult and time constraint (Kirkpatrick, 

D. L., & Kirkpatrick, J. D., 2006). With reference to Reid Bates (2004), this 

level’s outcomes address either the extent to which knowledge and skills 

gained in training are applied on the job or result in exceptional job-related 

performance
13

. 

 

(iv). Results Level:  

  This level is evaluating the organization behaviour. This level figures 

out to what extent the trainees’ behavioural change effect to the organizations 

including any outcomes for the organizations’ profits such as the better 

development of the organizational productivity, goals, improvement of the 

                                                      
13

 Reid Bates,(2004). “ A Critical Analysis of Evaluation Practice: The Kirkpatrick Model and The 

Principle of Beneficence.” Evaluation and Program Planning, Volume 27, Issue 3, August 2004, Pages 

341-347. 

http://libproxy.snu.ac.kr/science/journal/01497189/27/3
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quality of job, lower absenteeism, high moral value and better outcomes and so 

on. This type of evaluation is required to measure organizational level. The 

main question of this level aims:  

 What organizations benefits resulted from the training?  

   Collecting the feedback of the organization related with the trainees’ 

behaviour change is not easy, time consuming and cost-leading job than the 

other three levels, but the result is very effective not only for the training 

programs but also for the individuals and organizations, if it is possible to 

collect the data of this level (Harshit Topno, 2012). This level is the most 

challenging level for all organizations (Kirkpatrick, D. L., & Kirkpatrick, J. D., 

2006).  

    

4.3 Reasons of Choosing Kirkpatrick’s Evaluation Model in CSA  

   There are several reasons of using this model in this study. First and 

foremost, the popularity of this model exists from the post-war era to today’s 

digitalized era. Most of the scholars or researchers who are doing their studies 

based on the training evaluation applied this model in their studies, academic 

and business circles. Widely used by the scholars and different training 

programs including practical training programs, online training programs, e-

learning courses and international organization survey proved that this model is 
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reliable and easily to adopt. Thus, it becomes the most long-lasting and widely 

used model.  

   This model can make the complicated process of training evaluation to 

be easy (Tassanee Homklin, 2014). It addresses the simple and easy-to-

understand guidance concerning with which types of questions, criteria and 

survey should be used for each level when doing training evaluation. Thus, this 

model can be adopted even for a person or organization, which are not initially 

familiar with it.  This model can prevail to the awareness of the thinking and 

appliance on the evaluations of training (Wang, G., 2003). It is sure that this 

model can valuable contribute to the evaluation of training in both thinking and 

practice as well as it can measure the multiple tasks of training effectiveness 

(Tassanee Homklin, 2014).  

   All levels of this model are targeting to the perspectives and 

satisfactions of the trainees; enhancing the trainees’ capabilities; identifying of 

what the trainees’ learnt is effective to not only individuals but also to the 

organizations. Each steps of evaluation draws the attention of the stakeholders 

and organizations little by little. Every steps are linkage with each other and 

targeting only to the training evaluation. For example, the criteria of the 

evaluation model of Brinkerhoff (1987) is ambiguous as it focuses on training 

process rather than training evaluation.  
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   This model is interrelated with each other and with training too. 

Training leads to reaction, which leads to learning, which leads to change in 

job behaviour, which leads to changes in the organization (Hamblin, 1974)
14

. 

This model can reduce the demands of the evaluation process (Tassanee 

Homklin, 2014). The focus of this model is not diversion: it sequentially aligns 

the training evaluation to the trainees and the stakeholders.  

   This model is a fundamental foundation for other evaluation models to 

develop new models. According to the limitations of the Kirkpatrick’s model, 

many model and conceptual framework of training evaluation are adopted and 

modified from Kirkpatrick’s four levels of  criteria such as Kaufman and Keller 

(1994),  Holton’s (1996) and Phillips’s (1996) model
15

.    

  Aforementioned in subtitle 4.1 of this chapter, most of the organizations 

prefer to use level 1, 2 and 3 rather than level 4 and 5 through the survey result 

of Association for Talent Development (ATD, 2016) because these two levels 

are complex to evaluate and time-consuming to the organizations. Based on the 

overall results of the reaction level of this model, the organizations easily 

notice whether this training program should be continued or not. So, it seems 

                                                      
14 Hamblin, A. C. (1974). Evaluation and control of training. New York: McGraw-Hill.  
15 Tassanee HOMKLIN. (2014). Training Effectiveness of Skill Certification System: The Case of 

Automotive Industry in Thailand. Graduate School for International Development and Cooperation, 

Hiroshima University, Japan.  



52 

possible not to use all levels of this model when evaluating the training 

effectiveness.   

   The last reason concerning with the study is that the perception survey 

of the trainees who are attending the Post-Graduate Diploma in Civil Service 

Management program is currently measuring by using the reaction level of 

Kirkpatrick evaluation model in Myanmar Civil Services Academy. In order to 

evaluate this level, the post-training survey is used in CSA. The main purpose 

is to apprehend the feedback of the trainees on the training program; to upgrade 

the necessary lectures in the existing curriculums of the seven different majors; 

to provide the training program in order to meet the actual needs and 

expectations of the trainees; and to show the time spending in this program is a 

good use of their time.   

   For the above reasons, my study is analysed the effectiveness of 

training program on CSA of Myanmar Union Civil Service Board by applying 

Kirkpatrick’s model. In addition, among the different types of evaluation 

model for training effectiveness, there is still an on-going debate, which model 

is better or not. Based on the needs and budgets of the organizations or 

business, different types of models are contributed to their respective work 

environment.  
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4.4 Conceptual Framework  

Figure 4.2. Conceptual Framework of the Study  

 

PGDCSM= Post-Graduate Diploma in Civil Service Management  

CSA=Civil Services Academy  

 

   The above-mentioned conceptual framework (Figure 4.2) is developed 

by integrating Kirkpatrick model with the research objectives to find out the 

results of the research questions based on the effectiveness of the training 

course delivered by Civil Services Academy under Union Civil Service Board. 

The three framework of Kirkpatrick (1994) is used to measure the participants 

from 13 different ministries/organizations and one private company, who are 

attending the batch No.2 of the Post-Graduate Diploma in Civil Service 

Management (CSA).  
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Chapter V 

Evaluating Effectiveness  

  

   This chapter highlights a description of the methodology that is adapted 

in this study. It clarifies the techniques and methods of data collection, 

procession and analysis of the collected data. Both primary and secondary data 

are used in this study. Primary data are collected from the entry level of 

gazetted officer in Post-Graduate Diploma in Civil Service Management course 

(Batch No.2) by using the pre-test and post-test surveys. Secondary data are 

gathered through the published literature, research papers, official documents, 

websites and face-book page.  

  

5.1 Data and Variables  

   There are three main approaches for collecting data, which are 

quantitative, qualitative, and a mixture of both. In this study, a mixture of both 

quantitative and qualitative method is applied to collect the trainees’ reactions 

and perceptions through two surveys, analyse the collected data and draw 

inferences. 

   The data analysis is done through descriptive statistic. Descriptive 

statistic is the use of statistics to summarize the collected data set in order to 
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mention clearly and coherently to the audience in terms of its mean, median, 

mode and standard variance, or diagrammatically, as by a histogram (Collins 

English Dictionary, USA).  

   The interpretation will be based on the feedbacks of pre-test and post-

test surveys of Post-Graduate Diploma in Civil Service Management (Batch 

No.2) in Civil Services Academy (Lower Myanmar). The duration of the 

training course lasted 16 weeks: exactly started from 29 May 2017 to 15 

September 2017. All of the participants are the staff officer and the same level 

of the staff officer such as assistant supervisor, assistant manager, third 

secretary and assistant engineer. As this course is the pre-training course, 

almost all of the participants have no working experiences concerning with the 

public sector.    

   In this study, 154 questionnaires were distributed to the participants on 

29 May 2017. Therefore, the pre-test survey was collected four days after the 

start of the training course. The 133 feedbacks returned as a returning rate of 

86.3% on 26 June 2017. Of the 133 responds, 23 responds are incomplete data 

and the rest 110 questionnaires are complete, which will be used to interpret 

the data analysis of pre-test surveys in this study. To know the responds of the 

participants accurately and truly, the same amount of respondents (110 

respondents) will be used in the post-test survey as well. The post-test survey 
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was distributed on 15 September 2017 and collected the feedbacks at the end of 

the training course. The feedbacks of post-test survey returned on 8 October 

2017.  

   The sampling questions of the two surveys are basically designed on 

the research questions and evaluated the results of surveys based on 

Kirkpatrick model: reaction, learning and behaviour levels. The participants are 

asking totally 21 questions to find out the responds and perspectives of the 

participants regarding with the training course. For the reaction level, 10 

questions are arranged; for the learning level, 6 questions are asking in both pre 

and post-test surveys. For the behavioural level, 5 questions are arranged to 

know the behavioural change and the transfer of knowledge by the participants 

at the end of the training course. Since this level is asking to know the positive 

or negative changes of their behaviour and to what extend they are hoping to 

apply what they learn through this training course in their workplace. Both pre 

and post-test responses were scored over five Likert scale such as No, A Little, 

Some, Much and Very Much with the abbreviation of (N, A.L, S, M, V.M). 

The first two Likert scales is defined as negative score, the middle score as 

neutral and the rest two scales as positive score, respectively. 
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5.2 Demographic Analysis  

  The four demographic factors of the respondents’ characteristics are 

briefly mentioned in this section. They are sex, age, academic background and 

job description of the respondents.  

  

(i). Sex and Age of Respondents  

Table 5.1 Number of Respondents by Sex and Age Groups  

Age 
20-25yrs  26-30yrs  31-35yrs  Total  

M  F  M  F  M  F  M  F  

Numbers  24  40  14  20  4  8  42  68  

Total  64  34  12  110  

Percentage  58.2%  30.9%  10.9%  100%  

 

   The demographic data for sex groups shows that there are 42 

respondents (38.1%) are male and 68 respondents (61.8%) are female out of 

the 110 respondents. Even though the majority of the respondents are female, 

the participation’s rate between female and male ratio is not too much different. 

In addition, there are 58.2% between 20-25yrs age group, 30.9% between 26-

30 age group and 10.9 % between 31-35 age group respectively in the training 

course. 
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(ii). Academic Background of Respondents  

Table 5.2 Number of Respondents by Academic Background  

Major Bachelor Master Ph.D Total 

(Respondent) 

Total 

(%) 

Political Science  4  3  -  7  6.36  

Social Science  1  -  -  1  0.90  

Law  7  8  -  15  13.63  

Economic  6  8  -  14  12.72  

Management  -  2  -  2  1.81  

English  17  14  1  32  29  

ICT  5  6  -  11  10  

Other Majors  16  12  -  28  25.45  

Percentage   50.9%  49.1%  0.9%  110 100%  

    

   For the variable of the respondents’ academic background, 110 

respondents stated their academic background as bachelor degree (50.9%), 

master degree (49.1%) and Ph.D degree (0.9%). Of three types of degree, 

bachelor and master degree holders are the highest numbers joining the 

PGDCSM course. As stated in above table, the specialized majors are divided 

into eight groups: Political Science, Social Science, Law, Economics, 

Management, English, ICT and other specialized majors. Out of 110 

respondents, 32 respondents (29%) are specialized in English, 15 respondents 

(13.63%) are of majoring in Law and 28 respondents (25.45%) are of other 

specialized majors respectively. Other majors include Engineering, Chemistry, 
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Mathematics, Pharmacy, Tourism, Zoology, specialized languages including 

Chinese, French, German, Korean, Thai.  

 

 (iii). Job Description of Respondents  

Table 5.3. Numbers of Respondents by Job Description  

Sr. Ministry/Organization 
Numbers of 

respondents 

Percentage 

(%) 

1.  Ministry of Border Affairs  4  3.63 

2.  Ministry of Construction  15  13.63 

3.  Ministry of Commerce  10  9.09 

4.  Ministry of Electricity and Energy  6  5.45 

5.  Ministry of Foreign Affairs  25  22.72 

6.  Ministry of Health and Sports  6  5.45 

7.  Ministry of Home Affairs  6  5.45 

8.  Ministry of Labours, Immigration and Population  7  6.36 

9.  Ministry of Religious Affairs and Culture  3  2.72 

10.  Ministry of Social Welfare, Relief and Resettlement  5  4.54 

11.  Ministry of State Counsellor Office  11  10 

12.  Ministry of Transportation and Communications  5  4.54 

13.  Central Bank of Myanmar  6  5.45 

14.  Shwe Than Lwin Media Co.,Ltd  1  0.90 

 Total  110  100 

     

   After this training course has finished, the respondents will serve in 

their above mentioned and designated ministries/organizations. According to 

this table, there are 13 ministries/organizations and 1 private company. In 

addition, 25 respondents with 22.7% join Ministry of Foreign Affairs, 15 

respondents with 13.6% join Ministry of Construction, 11 respondents with 10% 
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join Ministry of State Counsellor Office the most. Other ministries and 

organizations include Ministry of Border Affairs (3.63%), Ministry of 

Commerce (9.09%), Ministry of Electricity and Energy (5.45%), Ministry of 

Health and Sports (5.45%), Ministry of Home Affairs (5.45%), Ministry of 

Labours, Immigration and Population (6.36%), Ministry of Religious Affairs 

and Culture (2.72%), Ministry of Social Welfare Relief and Resettlement 

(4.54%), Ministry of Transportation and Communication (4.54%) and Central 

Bank of Myanmar (5.45%). 

 

5.3 Evaluating Effectiveness at the Reaction Level  

  According to Donald Kirkpatrick and Jim Kirkpatrick (2013), reaction 

level is measuring to what degree participants react favourably to the learning 

event
16

. In the reaction level of pre-test survey, 10 close-ended questions are 

asking to know the different responses of each question by respondents based 

on their age, sex and academic background to get the right respondents for the 

survey. 

 

                                                      
16 Donald Kirkpatrick and Jim Kirkpatrick (2013), “Kirkpatrick Four Levels: Audio Recordings Study 

Guide”.Accessedat:http://www.kirkpatrickpartners.com/Portals/0/Products/Kirkpatrick%20Four%20Level

s%20-%20Audio%20 Recordings%20Study%20Guide.pdf  

http://www.kirkpatrickpartners.com/Portals/0/Products/Kirkpatrick
http://www.kirkpatrickpartners.com/Portals/0/Products/Kirkpatrick
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5.3.1  Pre-test Survey Analysis  

Table 5.4. Reaction Level by Respondents based on Sex and Age Groups 

(Pre-test) 

Qs Score 

Age & Sex (%) 
Total 

(%) 
20-25yrs 26-30yrs 31-35yrs 

M(24) F(40) M(20) F(4) M(4) F(8) 

Q1 

No/A little 33.3 27.5 57.1 35 75 50 37.3 

Some 33.3 52.5 21.4 40 25 37.5 40.0 

Much/Very Much 33.3 20.0 21.4 25.0 0 12.5 22.7 

Q2 

No/A little 32.1 35 50 50 50 50 40 

Some 37.5 22.5 35.7 30 25 12.5 28.2 

Much/Very Much 33.3 22.8 14.3 20 25 37.5 31.8 

Q3 

No/A little 50.4 25 35.7 40 50 37.5 35.5 

Some 33.3 25 21.4 25 25 25 26.4 

Much/Very Much 22.9 50 13.4 35 25 37.5 38.2 

Q4 

No/A little 54.2 47.5 35.7 50 50 50 48.2 

Some 25 12.5 35.7 25 25 12.5 20.9 

Much/Very Much 20.8 40 38.6 25 25 37.5 30.9 

Q5 

No/A little 33.3 35 35.7 30 75 62.5 37.3 

Some 45.8 25 35.7 50 25 25 35.5 

Much/Very Much 20.8 40 28.6 20 0 12.5 27.3 

Q6 

No/A little 25 32.5 42.9 30 25 37.5 31.8 

Some 41.7 22.5 35.7 45 25 25 32.7 

Much/Very Much 33.3 45 21.4 25 50 37.5 35.5 

Q7 

No/A little 33.3 47.5 21.4 35 50 25 37.3 

Some 37.5 25 35.7 35 25 37.5 31.8 

Much/Very Much 29.2 27.5 42.9 30 25 37.5 30.9 

Q8 

No/A little 62.5 45 64.3 65 75 62.5 57.3 

Some 29.2 35 28.6 20 25 37.5 30 

Much/Very Much 8.3 20 7.1 15 0 0 12.7 

Q9 

No/A little 25 32.5 7.1 25 25 12.5 24.5 

Some 25 30 35.7 35 50 25 30.9 

Much/Very Much 50 37.5 57.1 40 25 62.5 44.5 

Q10 

No/A little 25 30 28.6 30 25 12.5 27.3 

Some 29.2 27.5 21.4 30 25 25 27.3 

Much/Very Much 45.8 42.5 42.5 40 50 62.5 45.5 
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   The above table shows that among the age of 20-25 years, there are 24 

male and 40 female; among 26-30 year age, there are 20 male and 4 female and 

among 31-35 years age group, there are 4 male and 8 female, respectively. 

   According to the above table, the Q1 is asking about the objectives of 

the training. The study found that the responses of the male respondents 

between 20-25 years age to all Likert scales are the same with 33.3% while 

female respondents between 20-25 years age mostly chose the neutral score 

(52.5%) in Q1. Comparing with female and male, the female respondents in 

this age don’t participate actively. Between 26-30yrs age group, male 

respondents highly chose negative score (57.1%) more than female (35%). 

Comparing with female and male responses, males give negative and lower 

score than female. Similar responses happen between 31-35yrs age group as 

well. In overall of Q1, female respondents in all age groups prefer to choose 

neutral score while male respondents prefer to choose negative score, 

respectively. It means that male respondents don’t satisfy the objectives of the 

training but female clearly understand it. 

   The Q2 is asking about “training course is a good use of the time”. The 

study found that the male respondents between 20-25 years age mostly choose 

the neutral score (37.5%) while female respondents chose the negative score 

(35%). Between 26-30 years age respondents, both respondents equally choose 
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negative score (50%) and choosing neutral score by male respondents are a 

little bit higher than female (35.7% : 30%). Between 31-35 years age, both 

respondents equally choose negative score (50%) again. The 25% of male 

choose neutral and highest score equally while 12.5% of female choose neutral 

score and 37.5% chose highest score. Comparing with female and male within 

this group, female actively participates in all scores. In overall of Q2, female 

respondents in all age groups highly choose both negative and positive score 

while male respondents prefer to choose neutral score. It means that male 

respondents assume training course is normally spending of their time while 

some female respondents think training is good use of their time but some 

thinks it is wasting their time. 

   The Q3 is asking about “training course is relevant to the job”. In this 

question, the overall responses of female and male are totally opposite response. 

In all age groups, male respondents prefer to choose negative score while 

female prefer to choose positive score. Both groups choosing on neutral score 

are not much different. Regarding their responses, male respondents hope that 

training course is not relevant to their job while female respondents highly 

anticipate that the training course is suitable for their job. 

   The Q4 is asking about “the training course prioritizes to theory-based 

lectures”. All age groups of male respondents choose the neutral score two 
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times higher than female. Among different Likert scales, both sex groups 

mostly choose negative score comparing with others. In addition, the amount of 

positive score is two times lower than negative score in all age groups. It means 

that both groups with all ages assume that training course is giving priority to 

theory-based lectures. 

   The Q5 is asking about “the training content is organized and easy to 

follow”. The study found that the male respondents between 20-25 years age 

prefer to choose negative and neutral score while female choose positive score 

the most. Between 26-30 years age respondents, male respondents highly chose 

positive score (28.6%) while female mostly chooses neutral score (50%). 

Between 31-35 years age, both sex groups highly choose negative score. 

However, male chooses (75%) the most comparing with female (62.5%) and 

there is no positive responses of male in this age group while female has 12.5% 

of positive responses. The overall responses of this question by all age groups, 

especially between 31-35 age group of male respondents think that training 

content is not well-organized and difficult to follow.  

   The Q6 is asking about “the teaching and learning materials (TMLs) are 

enough”. Between 20-25 years age prefer to choose neutral (45.8%) and 

positive score (33.3%) while female choose positive score (45%) and the 

negative score (35%) the most. Between 26-30 years age respondents, both 
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male respondents choose 42.9% of negative score and 35.5% of neutral score 

while female respondents choose 30% of negative and 45% of neutral scores. 

Female mostly choose neutral when male mostly choose negative score. 

Between 31-35 years age, both sex groups highly choose positive score in 

comparison with other scores. In sum, the total response of this question in all 

age and sex groups are similar. It means that they are not clearly satisfied with 

TMLs in the training course. 

   The Q7 is asking about “the ratios of trainers, trainees and classroom’s 

size are balanced”. Between 20-25yrs age of male mostly chooses neutral with 

37.5% and negative with 33.3% while female chooses negative score with 47.5% 

and the neutral with 25% the most. Between 26-30 years age respondents, the 

choice of male and female are different. Male selects positive score (42.9%) 

the most while female selects negative score with 35%. Between 31-35 years 

age, male selects negative score (50%) the most while female selects positive 

score with 37.5%. In sum, the responses of all age and sex groups are 

imbalanced and different. It shows that they don’t clearly know whether the 

ratios of trainers, trainees and classroom’s size are balanced or not. 

   The Q8 is asking about “the time allotted for the training is sufficient”. 

In this question, all the respondents of all ages choose negative score mostly 

and rarely choose the positive score. The overall of negative score is around 
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60-70% out of 100%, which means that all participants equally agree that the 

time allocation in the training course is not enough for them. 

   The Q9 is asking about “the trainers are knowledgeable of the training 

topics and actively invite the questions”. All the respondents of all ages choose 

positive score mostly, sometimes chooses the neutral and negative scores. The 

overall of positive score is around 50-65% out of 100%, which means that most 

of the participants equally agree that the trainers motivate the trainees to 

participate and ask the questions whatever they want to know actively, but 

some of the participants think the opposite site. 

   The Q10 is asking about “the training courses encourage exchanged of 

information and expression of ideas”. All the participants including female and 

male highly select the positive scores around 50-65%. They equally choose 

negative and neutral score around 30%. It means that most of the respondents 

enjoy exchanging of information and expression of ideas in class while a small 

amount of people doesn’t like. 
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Table 5.5 Reaction Level by Respondents based on Academic Background 

(Pre-test) 

Qs 
Academic 

Background 

Score (%) 

No/A Little Some 
Much/Very 

Much 

Q1 
B.A 35.7 39.3 25 

M.A/Ph.D 38.9 40.7 20.4 

Q2 
B.A 44.6 28.6 26.8 

M.A/Ph.D 35.2 27.8 37.0 

Q3 
B.A 37.5 25.0 37.5 

M.A/Ph.D 33.3 27.8 38.9 

Q4 
B.A 48.2 21.4 30.4 

M.A/Ph.D 48.1 24.1 27.8 

Q5 
B.A 41.1 33.9 25 

M.A/Ph.D 33.3 37.0 29.6 

Q6 
B.A 30.4 35.7 33.9 

M.A/Ph.D 33.3 29.6 37.0 

Q7 
B.A 39.3 32.1 28.6 

M.A/Ph.D 35.2 31.5 33.3 

Q8 
B.A 58.9 26.8 57.1 

M.A/Ph.D 55.6 35.2 35.2 

Q9 
B.A 21.4 23.2 48.2 

M.A/Ph.D 24.1 31.5 42.6 

Q10 
B.A 28.6 23.2 48.2 

M.A/Ph.D 24.1 31.5 42.6 

    

   The above table shows that 56 respondents of bachelor degree holders 

and 54 respondents are master and Ph.D degree holders, respectively. The 

results of the questions show how the trainees respond each question based on 

their existing experience.  

   In Q1, it is asking about the objectives of the training. The responses of 

bachelor and master degree holders are not much different except the 

highest/positive score. Bachelor chooses 35.7% of lowest score and 39.3% of 

neutral score as well as master select 38.9% of lowest and 40.7% of neutral 
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scores, respectively. Even though the highest score (25%) is mostly choosing 

by the bachelor degree, the difference between bachelor and master degree 

holders are only 5%. So, the study can point out that bachelor degree holders 

are a little more active to learn the objective of the training than master. 

   The Q2 is asking about “training course is a good use of the time”. The 

neutral and positive scores between bachelor and master holders are nearly 

similar responses. Specifically, the bachelor degree holders mostly choose 

negative score while master degree recently choose positive score. Regarding 

their responses, it is suggested that bachelor holders assume that training 

course is not a good use of their time comparing with master holders. 

   The Q3 is asking about “training course is relevant to the job”. The 

difference between the choice of bachelor and master holders are similar. They 

respond around 35% to the negative score, around 25% to neutral and 38% to 

the positive score, equally. It means that some respondents regard training 

course is not suitable for them but some regard it is suitable for their jobs. 

   The Q4 is asking about “the training course prioritizes to theory-based 

lectures”.  According to Q4, nearly 50% of the respondents in both degree 

holders choose lowest score, which means they don’t the question. It assumes 

that the training course is the mix of theory and practical lectures. Nearly 30% 
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of the respondents choose positive score, which means they agree the question. 

Consequently, they think training course is based on theoretical lectures. 

   The Q5 is asking about “the training content is organized and easy to 

follow”. In it, the negative responses between bachelor and master holders are 

different with the rate of 41.1% by the bachelor and 33.3% by the master 

degree holders. Even though there is not much different for the rest of the score, 

the suggestions of master degree holder is a little higher than bachelor holders. 

In sum, the overall of this question shows that the content of the training course 

is difficult for bachelor comparing with master holders in terms of their 

perceptions.  

   The Q6 is asking about “the teaching and learning materials (TMLs) are 

enough”. The gap between bachelor and master degree holders’ responses are 

not much different except the neutral score. Even though the gap is not much 

different, master holders mostly choose highest score (37%) and slightly 

choose the lowest score (33.3%) comparing with bachelor holders with the rate 

of 30% for the highest score and 34% for the lowest score. In overall, both 

degree holders don’t clearly identify whether the teaching and learning 

materials (TMLs) are enough or not. 

   The Q7 is asking about “the ratios of trainers, trainees and classroom’s 

size are balanced”. The bachelor holders mostly recommend lowest score but 
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slightly choose the highest score. Their choice are opposite with master holders 

who choose highest score mostly and choose the lowest score a little. The 

overall suggestion of this question suggest that bachelors holders donot satisfy 

the trainers, trainees and classroom ratio.  

   The Q8 is asking about “the time allotted for the training is sufficient”. 

Both respondents choose negative score (approximately 58%) the most which 

means that they donot enjoy the time allocation in the class. On the other hand, 

bachelor holders choose the same rate (approximately 58%) for the positive 

score as well. Depending on their different levels of respondents, the 

respondents dislike of the time allocation of classroom with lectures. 

   The Q9 is asking about “the trainers are knowledgeable of the training 

topics and actively invite the questions”. Both respondents mostly choose 

positive score (approximately 40-50%) comparing with the rest of the score 

(around 20-30%). The responses of master holders are 8% higher than the 

bachelor holders in the neutral score, but the differences between negative 

score are not much different. Consequently, most of the respondents especially 

master holders satisfy the quality of the trainers. 

   The Q10 is asking about “the training courses encourage exchanged of 

information and expression of ideas”. The bachelor holders highly choose 

lowest score while master holders choose highest and neutral score the most. In 
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overall of three different score, all respondents choose positive score 

comparing with others, which is regarded that respondents like sharing of their 

experience to the others though this course. 

 

5.3.2 Post-test Survey Analysis  

   Likewise pre-test survey, the following tables are interpreting the 

feedbacks of the survey based on sex, age and academic background of the 

respondents. The same amount of respondents (110 trainees) are participated in 

this survey.  

Table 5.6 Reaction Level by Respondents based on Sex and Age Groups 

(Post-test) 

Qs Score 

Age & Sex (%) 
Total 

(%) 
20-25yrs 26-30yrs 31-35yrs 

M(24) F(40) M(20) F(4) M(4) F(8) 

Q1 

No/A Little 8.3 12.5 7.1 5 0 12.5 9.1 

Some 25.0 30 21.4 35 25 25 28.2 

Much/Very Much 66.7 57.5 71.4 60 75 62.5 62.7 

Q2 

No/A Little 12.5 5 14.3 15 25 12.5 10.9 

Some 8.3 22.5 21.4 20 25 12.5 18.2 

Much/Very Much 79.2 72.5 64.3 65 50 75 70.0 

Q3 

No/A Little 4.2 7.5 14.3 5 0 12.5 8.2 

Some 29.2 25 21.4 10 50 12.5 21.8 

Much/Very Much 66.7 67.5 64.3 85 50 75 70.0 

Q4 

No/A Little 29.2 27.5 35.7 15 25.0 25.0 26.4 

Some 25.0 27.5 21.4 20 0 12.5 22.7 

Much/Very Much 45.8 45.0 42.9 65 75.0 62.5 50.9 

Q5 

No/A Little 25.0 12.5 14.3 20.0 0.0 12.5 16.4 

Some 16.7 20.0 14.3 20.0 25.0 0.0 17.3 

Much/Very Much 58.3 67.5 71.4 60.0 75.0 87.5 66.4 

Q6 
No/A Little 29.2 15.0 28.6 25.0 75.0 37.5 25.5 

Some 8.3 10.0 21.4 10.0 0.0 25.0 11.8 
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Much/Very Much 62.5 75.0 50.0 65.0 25.0 37.5 62.7 

Q7 

No/A Little 33.3 37.5 35.7 55.0 50.0 50.0 40.9 

Some 33.3 22.5 21.4 25.0 25.0 25.0 25.5 

Much/Very Much 33.3 40.0 42.9 20.0 25.0 25.0 33.6 

Q8 

No/A Little 41.7 50.0 64.3 60.0 75.0 50.0 52.7 

Some 20.8 30.0 21.4 20.0 25.0 25.0 24.5 

Much/Very Much 37.5 20.0 14.3 20.0 0.0 25.0 22.7 

Q9 

No/A Little 8.3 7.5 7.1 10.0 0.0 12.5 8.2 

Some 25.0 25.0 21.4 25.0 25.0 25.0 24.5 

Much/Very Much 66.7 67.5 71.4 65.0 75.0 62.5 67.3 

Q10 

No/A Little 8.3 2.5 7.1 5.0 0.0 25.0 6.4 

Some 16.7 25.0 21.4 30.0 25.0 25.0 23.6 

Much/Very Much 75.0 72.5 71.4 65.0 75.0 50.0 70.0 

 

   According to the above table, the Q1 is asking about “the objectives of 

the training course is clearly defined”. The study found that comparing with all 

age groups between male and female, male respondents select positive score 

higher than female and choose negative score lower than female. All the 

respondents in all age groups select the positive score around 65-75%, choose 

neutral score around 20-35% and the negative score under 15%. It means that 

all the participant especially male respondents clearly understand the objectives 

of the training. 

   The Q2 is asking about “training course is a good use of the time”. The 

study found that the overall of the participants in all age groups choose the 

positive score up to 75% out of 100%. The male respondents between 20-25 

years choose 12.5% of negative score and 8.3% of neutral score while female 

choose only 5% of negative and 22.5 of neutral score. Females between 20-25 

years are more positively respond this question rather than males. The choice 
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of participants between 26-30 years age in all Likert scale are not much 

different. Between 31-35 years age, female respondents enjoy the training 

course than other age groups. In sum, the total response shows that 70% of the 

respondents choose positive score while neutral is 18% and negative is 10% 

approximately. Except a few number of participants, most of the participants 

spending time in training course is valuable for them. 

   The Q3 is asking about “training course is relevant to the job”. In this 

question, the overall responses of female and male in all age groups are not 

much different in all scores. But the responses of female to positive score is 

higher than male, which means female responds around 65-85% while male is 

around 50-65%. In addition, males in all age groups agree the neutral score 

(around 25-50%) rather than female around 10-30%.  All participants choose 

negative score around 0-15%. The total percentage of this question clearly 

point out that 70% of respondents satisfy the training course gives relevant 

knowledge related to their job except 8% of the respondents.  

   The Q4 is asking about “the training course prioritizes to theory-based 

lectures”. All age groups choose positive scale (around 40-75%) mostly. It 

means that they agree training course is focusing on theory-based lectures. 

Around 15-25% of respondents prefer choosing neutral and negative. It means 

that this training course is combination of theory and practical course. The total 
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rate of this question shows that half of the respondents assume that training 

course is based on theories while the rest of the respondents assume that the 

training course is mixing of theory and practical lectures. 

   The Q5 is asking about “the training content is organized and easy to 

follow”.  Between 20-25 years age prefer to choose negative score (25%) than 

female (12.5%). Between 31-35 age group of male respondents make no choice 

on negative score while 12.5% of female choose negative score. However, the 

overall of all age and sex groups frequently make choice positive score up to 

90% out of total 100%. All in all, the respondents can follow the training 

content easily and very well. 

   The Q6 is asking about “the teaching and learning materials (TMLs) are 

enough”. Between 20-25 years age prefer to choose negative (29.2%) and 

positive score (62.5%) while female choose negative score (15%) and positive 

score (75%). Between 26-30 years age respondents, both male respondents 

chosen on all Likert scale is higher than female. Between 31-35 years age, the 

gap between male and female responses are high. The 75% of male chose 

negative score but 37.5 of female respondents choose this score. There is no 

male respondents choosing neutral score, but 25% of female choose it. The 

total rate of this question pinpoints that 63% of all respondents satisfy the 

arrangement of TMLs like role-play, group discussion, case-study, individual 
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and group presentation in class. However, the 25% of respondents satisfy only 

a little.  

   The Q7 is asking about “the ratios of trainers, trainees and classroom’s 

size are balanced”. Both sex group between 20-25 years age mostly chooses 

positive score approximately 40%, which means that they agree the ratios of 

trainers, trainees and classroom’s size are balanced. However, on the same time 

nearly 35% of this age group responds they don’t satisfy it. The overall of all age 

and sex groups prefer to select negative score (nearly 55%), which means mostly 

are not enjoyable with the ratios of trainers-to-trainees and classroom’s size. 

   The Q8 is asking about “the time allotted for the training is sufficient”. 

In this question, all the respondents of all ages choose negative score mostly 

and rarely choose the positive score. About 10-35% of respondents suggest that 

time allocation is enough for them. Nevertheless, the overall of negative score 

is around 40-75% out of 100%, which means that all participants equally agree 

that the time allocation in the training course is not enough for them. 

   The Q9 is asking about “the trainers are knowledgeable of the training 

topics and actively invite the questions”. The choice of all Likert scale between 

different age and sex groups are similar. All respondents please the trainers 

knowledgeable and well-prepared of the presentation styles in class and 

motivate trainees to participate the discussions. Their response is 60-75% out 
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of total 100% and the neutral score reaches to 25% also. Regarding their 

answers, they enjoy the trainers’ teaching experience. 

   The Q10 is asking about “the training courses encourage exchanged of 

information and expression of ideas”. Similarly with Q9, the respondents mostly 

enjoy sharing of their experience among each other in Q10. They all groups 

choose up to 75% of positive score. The total rate of score shows that 6% of 

respondents don’t satisfy this question but 70% respondent feel that training 

course highly encourage exchange of information and expression of ideas. 

Table 5.7 Reaction Level by Respondents based on Academic Background 

(Post-test) 

Qs 
Academic 

Background 

Score (%) 

No/A Little Some Much/Very Much 

Q1 
B.A 8.9 28.6 62.5 

M.A/Ph.D 9.3 27.8 63.0 

Q2 
B.A 8.9 23.2 67.9 

M.A/Ph.D 14.8 13.0 72.2 

Q3 
B.A 9.3 18.5 72.2 

M.A/Ph.D 7.1 25 67.9 

Q4 
B.A 32.1 17.9 50 

M.A/Ph.D 20.4 27.8 51.9 

Q5 
B.A 16.1 19.6 64.3 

M.A/Ph.D 16.7 14.8 68.5 

Q6 
B.A 26.8 10.7 62.5 

M.A/Ph.D 24.1 13 63 

Q7 
B.A 41.1 28.6 30.4 

M.A/Ph.D 40.7 22.2 37 

Q8 
B.A 50 26.8 23.2 

M.A/Ph.D 55.6 22.2 22.2 

Q9 
B.A 7.1 23.2 69.6 

M.A/Ph.D 9.3 25.9 64.8 

Q10 
B.A 5.4 21.4 73.2 

M.A/Ph.D 7.4 25.9 66.7 
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   The above table shows that 56 respondents of bachelor degree holders 

and 54 respondents are master and Ph.D degree holders, respectively. The 

results of the questions show how the trainees respond each question based on 

their existing experience at the end of the training course. To know this result, 

post-test survey is arranged.  

   In Q1, it is asking about the objectives of the training. The responses of 

bachelor and master degree holders are not much different in all Likert scale. 

Among three scales, all participants select the highest score with the rate of 

nearly 63% while they chose the lowest score with around 9% and the neutral 

is around 29%. With reference to the response, the study shows that most of the 

63% of respondents clearly understand the training’s objectives, some of the 29% 

understand, except a small amount of 9% people understand a little. 

   The Q2 is asking about “training course is a good use of the time”. The 

bachelor holders mostly recommend neutral score while master holders prefer 

to choose negative and positive scores. Comparing the negative and positive 

scores between bachelor and master holders in all age groups, the response of 

master degree holders is 5% higher than bachelor holders, respectively. 

Regarding with neutral score, bachelor holders choose 23.2% while the 13% of 

master holders. In overall of this question, choosing the positive score with 
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around 65-75% out of 100% by all respondents shows that they love to spend 

time in the training course and assume it is a valuable spending of their time. 

   The Q3 is asking about “training course is relevant to the job”. The 

responses of lowest score by all degree holders are not different which is under 

10%. For the rest of the scores, master holders prefer to choose neutral score 

but bachelor holders would like to choose the highest score. They give 

feedbacks like 25% of neutral and 68% of positive scores by the master holders 

and then 18.5% of neutral and 72.2% of positive scores by the bachelor holders. 

The overall result shows that both degree holders especially bachelor holders 

accept training course is relevant to their job and the lectures they learnt can be 

applied in their actual work. 

   The Q4 is asking about “the training course prioritizes to theory-based 

lectures”.  According to Q4, nearly 50% of the respondents in both degree 

holders choose highest score, which means they agree the given question. Thus, 

they accept the lectures in the training course are based on theories. The 

bachelor holders answer the lowest score with 32.1% while master holders 

choose 20.4% of this score. It means that bachelor holders assume this course 

is the mix of theory and practical typed lectures rather than master holders. In 

conclusion, the result shows that half of the respondents suggest the training 

course is giving priority to the theory-typed lectures. 
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   The Q5 is asking about “the training content is organized and easy to 

follow”. The responses of bachelor and master degree holders are similar in all 

Likert scale. Of three scales, both degree holders respond that training course is 

not difficult to follow with the highest rate of nearly 70%, the 20% for the 

neutral and the rest are the negative scores.      

   The Q6 is asking about “the teaching and learning materials (TMLs) are 

enough”. The responses of Q6 is similar with Q5. There is not much different 

among all scores by all respondents. Among three scores, the neutral score is 

chosen the least, the positive score is the most and the negative score is chosen 

normal. Negative responses is half of the positive responses by all respondents. 

Despite of 60% approve TMLs is enough, 25% dissatisfy with TMLs in class.  

   The Q7 is asking about “the ratios of trainers, trainees and classroom’s 

size are balanced”. Both degree holders mostly recommend lowest score with 

nearly 40% and neutral is 30%. However, master holders give high score of 37% 

during the time bachelor holders give 30%. The amount between them is only 7% 

different. With regard to their feedbacks, the ratios of trainers, trainees and 

classroom’s size needs to adjust.   

   The Q8 is asking about “the time allotted for the training is sufficient”. 

Both respondents choose negative score (approximately 55%) which means 

that the time allocation is not satisfactory in the class. On the other hand, both 
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holders choose the same rate (approximately 20-25%) for the neutral and 

positive score as well. Depending on their different levels of respondents, the 

respondents dislike of the time allocation of classroom with lectures. 

   The Q9 is asking about “the trainers are knowledgeable of the training 

topics and actively invite the questions”. Both respondents mostly choose 

positive score with the rate of approximately 70% while under 10% of negative 

and nearly 20% of neutral scores are given by all respondents. Comparing with 

the highest and lowest scores by all respondents, the differences is too high, 

which is defined as nearly all respondents especially bachelor holders please 

the trainers knowledgeable and well-organized the presentation styles in class 

and motivate trainees to participate the discussions. 

   The Q10 is asking about “the training courses encourage exchanged of 

information and expression of ideas”. The bachelor holders highly choose 

lowest score while master holders choose highest and neutral score the most. In 

overall of three different score, all respondents choose positive score (nearly 

75%) comparing with others. In addition, they choose 7% of negative score, 

too. All their responses shows that respondents feel that training course highly 

encourage exchange of information and expression of ideas. 
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5.3.3 Comparison of Pre-test and Post-test Surveys  

  The following figure clearly points out the differences between pre-test 

and post-test training results on reaction level.  

 

Figure 5.1. Comparison of the Results of Pre-test and Post-test Surveys on 

Reaction Level  

 

 
 

 
    According to these above tables, the finding points out that the ratio of 
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question. The ratio of participants who responds negative in pre-test survey are 

significantly decreased to 10% in post-test survey, except Q7 and Q8. Likewise, 

the rate of respondents who answer the middle score in pre-test reduce mostly 

half in post-test survey’s result. In addition, respondents who choose the 

highest score become increase nearly half in post-test survey comparing with 

pre-test result. 

   The average result between pre-test and post-test at the reaction level 

shows that 37.61% of the lowest score responses decrease to 20.5% in post-test; 

30.4% of the neutral score responses reduce to 21.8% and 32%  of the highest 

score responses increase to 57.6%. With reference to this overall result, the 

respondents satisfy the training course and gain more skill, knowledge and 

attitudes at the end of the training course because their participation in class is 

active.  

   The negative responses in pre-test shift to positive responses in post-test. 

Positive reaction of the respondents means that the participants enjoy the class, 

and they eager to apply what they learn in the actual work in anyway. 

Furthermore, the positive reaction of this level by the trainees can raise the 

attention of the currently attending trainees to attend future programs.  
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5.4 Evaluating Effectiveness at the Learning Level  

   According to Donald Kirkpatrick and Jim Kirkpatrick (2013), this level 

is measured to what degree participants acquire the intended knowledge, skills 

and attitudes base on their participation in the learning event
17

.  

 

5.4.1 Pre-test Survey Analysis  

Table 5.8. Learning Level by Respondents based on Age and Sex Groups 

(Pre-test)   

Qs Score 

Age & Sex (%) 
Total 

(%) 
20-25yrs 26-30yrs 31-35yrs 

M(24) F(40) M(20) M(24) F(40) M(20) 

Q1 

No/A Little 29.2 40 28.6 45 75 37.5 38.2 

Some 29.2 25 35.7 20 25 25 26.4 

Much/Very Much 41.7 35 35.7 35 0 37.5 35.5 

Q2 

No/A Little 41.7 35 35.7 40 75 62.5 40.9 

Some 25.0 27.5 28.6 30 25 25 27.3 

Much/Very Much 33.3 37.5 35.7 30 0 12.5 31.8 

Q3 

No/A Little 33.3 30 28.6 35 25 37.5 31.8 

Some 29.2 37.5 35.7 35 50 50 36.4 

Much/Very Much 37.5 32.5 35.7 30 25 12.5 31.8 

Q4 

No/A Little 25.0 37.5 21.4 30 50 37.5 31.8 

Some 41.7 30 35.7 45 0 12.5 33.6 

Much/Very Much 33.3 32.5 42.9 25 50 50 34.5 

Q5 

No/A Little 25.0 17.5 14.3 15 0 25 18.2 

Some 33.3 42.5 42.9 30 50 25 37.3 

Much/Very Much 41.7 40 42.9 55 50 50 44.5 

                                                      
17 Donald Kirkpatrick and Jim Kirkpatrick (2013), “Kirkpatrick Four Levels: Audio Recordings Study 

Guide”. Accessed 

from:http://www.kirkpatrickpartners.com/Portals/0/Products/Kirkpatrick%20Four%20Levels%20-

%20Audio%20 Recordings%20Study%20Guide.pdf  

http://www.kirkpatrickpartners.com/Portals/0/Products/Kirkpatrick
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   According to the above table, the Q1 is asking about “I hope training 

course improve my overall SKAs”. The ratio of male responses from 20-30yrs 

age groups on negative score is lower than female responses in that age. 

Between 31-35 years age, the male responses on negative score is two times, 

which is 75%, higher than female. Regarding with neutral score, the responses 

of male in all ages is higher than female. For the responses of the highest score, 

male responses is higher than female from 20-30 years old age, but there is no 

response of male between 31-35yrs in this score rate, which means the female 

rate is 37.5% higher than male. In overall of this question illustrates that 

between 20-30yrs of male groups mostly choose the highest score rather than 

the female of the same age and the same sex of different age between 31-35 yrs.  

The overall result of respondents in all ages, especially male respondents from 

20-30yrs age eager to improve their overall SKAs improvement when 

attending the training. 

   The Q2 is asking about “I hope training experience will meet my 

personal and professional needs”. Mostly all ages choose the lowest score more 

than the other scores. Specifically, from 20-30yrs age group and both sexes 

greatly choose the neutral score rather than the highest score. Between 20-

25yrs age and between 30-31yrs age, male groups mostly choose the lowest 

score rather than the female of the same age. However, between 26-30yrs age, 
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female group mostly choose the lowest score higher than male. All ages on 

neutral score are around 25-30%, which is not much different in all ages. The 

overall result of respondents in all ages, especially male respondents from 20-

30yrs age don’t think the training will meet their personal and professional 

needs but male and female from 31-35yrs age and female from 20-30yrs age 

groups highly agree this question.  

   The Q3 is asking about “I hope training experience will positively 

change my attitudes and behaviour”. Mostly all ages choose the neutral score 

more than the other scores in general. Categorically, between 20-30yrs age 

group of male give positive score (around 37%) mostly while female in this age 

groups give neutral score (around 37%) mostly. From age 31-35yrs, both sex 

groups equally choose 50% rate of neutral score. The overall results describe 

that they cannot clearly define either their attitudes change or not in this 

question of pre-test survey, but male respondents from 20-30yrs age group 

answers their behaviour will definitely change through this training course. 

   The Q4 is asking about “I will get the required knowledge for the job”. 

Between 20-25yrs age, male respondents select neutral score (41.7%) in the 

meanwhile female chooses the negative score (37.5%) mostly. During this age, 

male group chooses positive score with 33.3%, but female group chooses 

32.5%. However, the negative score choosing by male is 10% lower than 
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female with the rate of 37.5%. Between 26-35yrs age groups, most of the male 

and female, except from 26-30yrs of female, choose the positive score 

remarkably. Female respondents from 26-30yrs age select the neutral and 

negative score rather than positive score. In sum, the regarding with their 

responses as well as the result of the total amount of this question clearly 

illustrates that they are not surely clarify either the training course can give 

their knowledge for the job or not.  

  The Q5 is asking about “Outside lectures of high level officers upgrade 

my existing knowledge and experiences”. In this question, all ages of all 

respondents choose the positive score with the rate of 50% and around 37% of 

neutral score, mostly. The 15-25% of respondents think outside lectures can 

enhance their knowledge and experience a little. However, the majority of the 

all ages and sex groups express that the trainees enjoy the outside lectures 

delivered by expertise from different ministries and organizations. 

   The overall of this table points out that over half of the trainees have 

low impression on this training course. They think training course cannot 

improve their capacity, knowledge, attitude and expectations. So their 

motivation in this course becomes low.  
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Table 5.9 Learning Level by Respondents based on Academic Background 

(Pre-test)  

Q6. 

If you have the academic backgrounds or knowledge related with the seven different 

subjects, what is your overall understanding of each subject before joining this course? 

Subjects 

conducted 

in CSA 

Score 

B.A, M.A, Ph.D Degree Holders (%) 

Total 

(%) P.S 

(7) 

S.S 

(1) 

Law 

(15) 

Eco: 

(14) 

Man 

ag: 

(3) 

Eng: 

(32) 

ICT 

(11) 

Other 

Majors 

(28) 

Political 

Science 

No/A Little 14.3 100 46.7 50.0 50 46.9 63.6 46.4 47.3 

Some 57.1 0 33.3 42.9 50 37.5 27.3 39.3 38.2 

Much/ 

Very Much 
28.6 0 20.0 7.1 0 15.6 9.1 14.3 14.5 

Social 

Science 

No/A Little 42.9 0 66.7 57.1 50 65.6 63.6 50.0 58.2 

Some 28.6 100 26.7 28.6 50 25.0 18.2 42.9 30.9 

Much/Very 

Much 
28.6 0 6.7 14.3 0 9.4 18.2 7.1 10.9 

Law 

No/A Little 71.4 100 13.3 42.9 100 71.9 63.6 75.0 60.9 

Some 28.6 0 40.0 50.0 0 21.9 36.4 21.4 29.1 

Much/Very 

Much 
0.0 0 46.7 7.1 0 6.3 0.0 3.6 10.0 

Econo 

mics 

No/A Little 71.4 100 73.3 14.3 100 62.5 45.5 64.3 58.2 

Some 28.6 0 13.3 21.4 0 31.3 36.4 32.1 27.3 

Much/Very 

Much 
0.0 0 13.3 64.3 0 6.3 18.2 3.6 14.5 

Manage 

ment 

No/A Little 57.1 0 46.7 57.1 0 68.8 72.7 64.3 60.9 

Some 42.9 0 40.0 35.7 0 25.0 27.3 28.6 30.0 

Much/Very 

Much 
0.0 100 13.3 7.1 100 6.3 0.0 7.1 9.1 

English 

No/A Little 28.6 0 20.0 21.4 0 6.3 18.2 35.7 20.0 

Some 57.1 100 66.7 57.1 50 31.3 63.6 57.1 51.8 

Much/Very 

Much 
14.3 0 13.3 21.4 50 62.5 18.2 7.1 28.2 

ICT 

No/A Little 42.9 0 46.7 57.1 0 53.1 18.2 60.7 49.1 

Some 42.9 100 40.0 35.7 100 40.6 45.5 32.1 40.0 

Much/Very 

Much 
14.3 0 13.3 7.1 0 6.3 36.4 7.1 10.9 

  

   According to this above table, there are 7 trainees of Political Science 

specialization, 1 trainee of Social Science specialization, 15 trainees of Law, 14 
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trainees of Economics, 3 trainees of Management, 32 trainees of English, 11 

trainers of ICT and 28 trainees from other different specializations, respectively. 

Relating with Q6, the trainees are asking about their overall score of 

understanding on the seven different subjects, that are conducted in this 

training course in order to know how much knowledge they already have 

before joining this course. According to this table, the trainees who have the 

academic backgrounds of the respective major responds they are familiar and 

know very well of their respective fields. Generally, most of the trainees gives 

low score in all subjects except English. It means that they know more about 

this subject. In addition, comparing with other majors, the English major 

degree holders are the high numbers of participants who join this course.  

 

5.4.2 Post-test Survey Analysis 

Table 5.10. Learning Level by Respondents (Post-test Survey)  

Qs Score 

Age & Sex (%) 
Total 

(%) 20-25yrs 26-30yrs 31-35yrs 

M(24) F(40) M(20) M(24) F(40) M(20) 

Q1 

No/A Little 8.3 10 14.3 5 0 12.5 9.1 

Some 25.0 22.5 14.3 20 25 25 21.8 

Much/Very Much 66.7 67.5 71.4 75 75 62.5 69.1 

Q2 

No/A Little 12.5 10 14.3 15 0 12.5 11.8 

Some 33.3 12.5 28.6 25 25 12.5 21.8 

Much/Very Much 54.2 77.5 57.1 60 75 75 66.4 

Q3 No/A Little 8.3 10 7.1 5 25 12.5 9.1 
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Some 25.0 17.5 28.6 20 25 37.5 22.7 

Much/Very Much 66.7 72.5 64.3 75 50 50 68.2 

Q4 

No/A Little 12.5 10 14.3 5 25 37.5 12.7 

Some 33.3 22.5 21.4 5 25 37.5 22.7 

Much/Very Much 54.2 67.5 64.3 90 50 25 64.5 

Q5 

No/A Little 12.5 7.5 7.1 5 25 12.5 9.1 

Some 12.5 22.5 14.3 20 25 37.5 20.0 

Much/Very Much 75.0 70 78.6 75 50 50 70.9 

    

   At the end of the training course, the above questions are arranged to 

know how much the trainees learn from this course, whether the training 

behaviour, attitude, skill will improve or not. 

   According to the above table, the Q1 is asking about “I hope training 

course improve my overall SKAs”. More specifically, the responses of the 

male and female ratio between 20-25yrs age on the same score are not much 

different. They give lowest score around 8-10%, neutral score around 25% and 

the highest score around 68%. However, the responses of the male and female 

ratio between 26-30yrs age on the same score are a little different. The 

responses of male is 5-10% lower than female responses in neutral and positive 

score rates but male rate is nearly 10% higher in the negative score rate than 

female. Between 31-35yrs of age, there is no male response for lowest scale but 

12.5% of female response in it. Both male and female respond the same rate to 

the neutral score. Generally, the male respondents frequently choose highest 

score rate except the male groups of 26-30yrs age. In addition, the overall 
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result shows that mostly all ages choose the highest score more than the other 

scores. Thus, all of the respondents feel they improve their skill, knowledge 

and attitudes after the training course. 

   The Q2 is asking about “I hope training experience will meet my 

personal and professional needs”. Mostly all ages choose the highest score 

more than the other scores.  Between 20-25yrs age, female responses to 

negative and neutral score are lower than male and positive score is higher than 

male. It shows that female feels that training experience meet their personal 

and professional needs more than male. Between 26-20yrs age, female 

responses are also leading to the positive outcomes than male. The similar 

results happen again in this age also. Between 31-35yrs age, there is no male 

response to the negative scale but female has 12.5% of this score rate. Male 

choose neutral scale more than female, but both choose same rate of positive 

score. In this age, male responses feel more positive outcome than female. In 

sum, all respondents, especially female groups from 20-30yrs and male group 

from 31-35yrs age agree that the training course gives their personal and 

professional needs than they expected. 

   The Q3 is asking about “I hope training experience will positively 

change my attitudes and behaviour”. Mostly all ages choose the neutral and 

positive scores more than the negative score in general. Between 20-25yrs age, 
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female responses to neutral score (17.5%) is lower than male responses (25%) 

and positive score is 6% higher than male rate (66.7%). The negative score are 

not different, which is around 10%. The result of this age level shows that 

female feels that training experience will positively change their attitudes and 

behaviour more than male. Between 26-30yrs age, female responses to 

negative and neutral scores are 5-10% lower than male but positive score is 11% 

higher than male. So, the results of female are also leading to the positive 

outcomes than male. Between 31-35yrs age, the overall differences between 

female and male are equilibrium. In sum, all respondents, especially female 

groups in all age groups totally accept the training experience changes their 

attitudes and behaviour to the positive way. 

   The Q4 is asking about “I will get the required knowledge for the job”. 

Between 20-25yrs age, the negative responses between male and female are not 

different. However, the male respondents select neutral score 11% higher than 

female score (22.5%) but 14% lower than positive score (67.5%) of female 

response. Generally, it can be regarded that female receive more knowledge 

than male. Between 26-30yrs age groups, male responses on negative and 

neutral scores are 10-15% higher than female but male responses on positive 

scale is over 30% lower than female. Therefore, female in this age gets more 

and more knowledge related with the job than male. Between 31-35yrs age, the 
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male response is higher in positive score although low in the rest of the scores. 

Similarly, female score in positive is lower even though the rest is higher. 

Generally, in this age, male gets more knowledge than female. In brief, mostly 

all ages choose the positive scores more than the others in general. All 

respondents, especially female respondents from 20-30yrs age and male 

respondents from 31-35yrs age aware that they get the required knowledge 

from the course that can applied in their work.  

   The Q5 is asking about “Outside lectures of high level officers upgrade 

my existing knowledge and experiences”. The responses of negative score by 

male groups in all ages are higher than female. Reversely, the responses of 

neutral score by male groups in all ages are lower than female. All ages of all 

groups choose higher score than others. In brief, both male and female in all 

age groups enjoy getting lectures from the high level expertise of different 

ministries and organizations. They totally agree that the training course raises 

the value of their competency, proficiency and mind-set. The overall of this 

table from Q1 to Q5 shows that nearly 70% of respondents out of 100% get 

what they expected from the course and improve their SKAs.  
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Table 5.11 Learning Level by Respondents based on Academic 

Background (Post-test) 

Q6. 

If you have the academic backgrounds or knowledge related with the seven different subjects, 

what is your overall understanding of each subject after attending this course? Comment? 

Subjects 

conducted 

in CSA 

Score 

B.A, M.A, Ph.D Degree Holders (%) 

Total 

(%) 
P.S 

(7) 

S.S 

(1) 

Law 

(15) 

Eco: 

(14) 

Man 

ag: 

(3) 

Eng: 

(32) 

ICT 

(11) 

Other 

Major

s 

(28) 

Political 

Science 

No/A Little 0.0 0 0.0 7.1 0 22.7 9.1 21.4 11.8 

Some 42.9 100 33.3 28.6 8 40.9 36.4 21.4 30.0 

Much/Very 

Much 
57.1 0 66.7 64.3 92 36.4 54.5 57.1 58.2 

Social 

Science 

No/A Little 14.3 0 13.3 21.4 0 16.1 18.2 8.0 14.5 

Some 14.3 0 26.7 28.6 50 32.3 36.4 20.0 26.4 

Much/Very 

Much 
71.4 100 60.0 50.0 50 51.6 45.5 72.0 59.1 

Law 

No/A Little 14.3 0 6.7 14.3 0 18.8 18.2 18 18.2 

Some 28.6 100 26.7 28.6 50 34.4 36.4 21 29.1 

Much/Very 

Much 
57.1 0 66.7 57.1 50 46.9 45.5 61 52.7 

Econo 

mics 

No/A Little 28.6 0 40.0 14.3 0 25.0 18.2 25 24.5 

Some 14.3 100 13.3 21.4 50 15.6 36.4 25 20.9 

Much/Very 

Much 
57.1 0 46.7 64.3 50 59.4 45.5 50 53.6 

Manage 

ment 

No/A Little 14.3 0 20.0 14.3 0 15.6 27.3 21 18.2 

Some 14.3 100 26.7 21.4 0 12.5 9.1 18 17.3 

Much/Very 

Much 
71.4 0 53.3 64.3 100 71.9 63.6 61 64.5 

English 

No/A Little 28.6 0 20.0 14.3 0 6.3 9.1 25 15.5 

Some 14.3 100 13.3 21.4 50 21.9 27.3 25 22.7 

Much/Very 

Much 
57.1 0 66.7 64.3 50 71.9 63.6 50 61.8 

ICT 

No/A Little 14.3 0 13.3 21.4 0 37.5 18.2 39 28.2 

Some 28.6 100 26.7 21.4 50 18.8 27.3 21 23.6 

Much/Very 

Much 
57.1 0 60.0 57.1 50 43.8 54.5 39 48.2 

 

  Relating with Q6, the trainees are asking about their overall score of 

understanding on the seven different majors to know how much knowledge 
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they gain from the training course. According to this table, most of the trainees 

accept that their overall knowledge on each subject increase comparing with 

before getting training. 

 Regarding with Political Science, the person who already have the 

academic background of this subject responds 0% of negative, 42.9% of neutral 

and 57.1% of positive scores. Management degree holder give 92% of the 

highest score rate while English degree holder gives 36.4% of the positive score 

rate. The rest gives around 50-70% of the highest score rate. For the negative 

score rate, English and other major degree holders give around 22% score rate 

while economic and ICT degree holder gives under 10%. The rest degree 

holders give 0% of the negative scale. Except social science and management 

degree holders, the rest give around 20-40% of neutral score. The overall of the 

respondents (60%) show that they learn the basic political theoretical concepts 

of local and international countries and the importance of political science with 

case studies, but some of the respondents like English degree holders show they 

know some of the knowledge of political science subject than before. 

 Regarding with Social Science, there is only one person who already 

have the academic background of the social science and he responds 100% of 

positive score rate. For the negative score, management, social science and 

other major degree holders give under 10% of the responses while the rest gives 
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10-20% of the score rate. For the neutral score rate, political science degree 

holders give 14.3%, management degree holders give 50% and the rest of the 

degree holders give 20-40%. For the positive score rate, political science and 

other major degree holders give over 70% while the rest of the degree holders 

give around 45-60%. In brief, the total of 60% of the respondents agree that 

they learn their communication skill be smart and good to improve their 

environment with the help of the social knowledge but 26.4% of  respondents 

remark that they get some knowledge about social science and 14.5% remark 

they need to know more about this subject. 

 Regarding with Law subject, the person who already have the academic 

background of the law responds 6.7% of negative, 26.7% of neutral and 66.7% 

of positive scores. For the negative score, most of the degree holders except 

social science and management degree holders give under 20% of the score rate. 

For the neutral score rate, social science and management degree holders give 

50-100% of score rate while the rest gives around 20-35% of the score rate. For 

the positive score rate, law and other major degree holders respond over 60% of 

the score rate while the rest chooses 45-60% of the score rate. In brief, over 50% 

responds that they learn the legal rights and responsibilities not only as a citizen 

but also as a civil service personal and the civil service law, rules and regulation 

and basic interdepartmental rules. 



96 

 Regarding with Economics subject, the person who already have the 

academic background of this subject responds 14.3% of negative, 21.4% of 

neutral and 64.3% of positive scores. For the negative score, law degree holder 

give 40% while the rest of the degree holders give 15-30% of the score rate. For 

the neutral score, social science and management degree holders choose 50-100% 

score rate and the rest choose under 30%. For the positive score, law and ICT 

degree holders give under 50% of the score while the rest of the degree holders 

except social science give around 60%. In brief, the total amount of the 

respondents on positive score is over 50% while the negative score is 24%. 

Generally, they respond that they are aware of the economic sense and 

knowledge about Myanmar economic development and failures.  

 Regarding with management subject, the person who already have the 

academic background of the management responds 100% of positive scores. 

For the non-academic degree holders, under 30% of each degree holder choose 

both the negative and neutral score rate. For the positive score, law degree 

holders give over 50% of the score while the rest of the degree holders give 60-

70% score. In brief, the total score rate shows that nearly 65% accept that they 

learn knowledge of how to manage the time and job effectively. 

 Concerning with English subject, the person who already have the 

academic background of the English responds 6.3% of negative, 21.9% of 
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neutral and 71.9% of positive scores. For the negative score, ICT and 

economics degree holders respond around 10% while the other degree holders 

except English holders give under 30% of score. For the neutral score rate, all 

the degree holders except social science and management degree holders 

choose under 30% of the medium score rate. For the positive score, 

management and other majors degree holder give 50% score while the rest give 

nearly 60-70% of the score rate. In brief, the 61% of total respondents 

understand that English subject should be learnt to develop communication 

skills in workplace, and enhance presentation skills and improve English 

language skills that is used widely in daily lives nowadays. However, 15% of 

the respondents agree that they need to learn more about that subject.  

   Regarding with ICT subject, the person who already have the academic 

background of the ICT responds 18.2% of negative, 27.3% of neutral and 54.5% 

of positive scores. English and other majors degree holders give 40% of 

negative score while the rest gives around 20% of this score rate. All of the 

degree holders except social science and management degree holders choose 

under 30% of the medium score rate. For the positive score, English and other 

major degree holders choose around 50% of score while the rest choose 50-

60%. In brief, the total responses of around 50% of respondents accept they get 

basic knowledge of this subject.  
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5.4.3 Comparison of Pre-test and Post-test Surveys  

   It is interpreting how the participants react the training course before 

training and after training. The comparison is done to know how much 

differences happen based on the participants’ feedbacks. 

 

Figure 5.2. Comparison of the Results of Pre-test and Post-test Surveys  
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  In consonance with the above figures, all Likert scale are changing and 

shifting to the positive responses. The ratio of participants who responds 

negative and neutral scores dramatically decrease in post-test survey, but the 

respondents who choose positive score rate become increase nearly half in 

post-test survey. 

   The overall result between pre-test and post-test at the learning level 

shows that 32.1% of negative responses decrease to 10.3% in post-test; 32.2% 

of neutral score rate reduce to 21.8% and 35.6% of positive responses increase 

to 67.8%, respectively. Based on this result, the respondents address that they 

learn more than what they expected. The more they learn, the more they can 

share and apply in their job and in their professional advancement.  

    

5.5 Evaluating Effectiveness at the Behaviour Level 

   According to Kirkpatrick model, behaviour change is measuring to 

what degree participants apply what they learned during training when they are 

back on the job
18

.   

 

                                                      
18 Donald Kirkpatrick and Jim Kirkpatrick (2013), “Kirkpatrick Four Levels: Audio Recordings Study 

Guide”. Accessed 

at:http://www.kirkpatrickpartners.com/Portals/0/Products/Kirkpatrick%20Four%20Levels%20-

%20Audio%20 Recordings%20Study%20Guide.pdf  

  

http://www.kirkpatrickpartners.com/Portals/0/Products/Kirkpatrick
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Table 5.12. Responses of Behaviour Level by Respondents  
 

Qs Score 

Age & Sex (%) 
Total 

(%) 
20-25yrs 26-30yrs 31-35yrs 

M(24) F(40) M(20) M(24) F(40) M(20) 

Q1 

No/A Little 8.3 12.5 7.1 5 0 12.5 9.1 

Some 25.0 30.0 28.6 30 25 37.5 29.1 

Much/Very Much 66.7 57.5 64.3 65 75 50.0 61.8 

Q2 

No/A Little 29.2 20.0 14.3 16 0 25 21.4 

Some 33.3 27.5 21.4 21 33 25 23.3 

Much/Very Much 37.5 52.5 64.3 63 67 50 55.3 

Q3 

No/A Little 8.3 7.5 14.3 10 25 13 10.0 

Some 33.3 25.0 28.6 30 25 38 29.1 

Much/Very Much 58.3 67.5 57.1 60 50 50 60.9 

Q4 

No/A Little 16.7 15 21.4 5 0 13 13.6 

Some 25.0 20 14.3 20 25 25 20.9 

Much/Very Much 58.3 65 64.3 75 75 63 65.5 

Q5 

No/A Little 29.2 13 21.4 15 0 13 18.2 

Some 20.8 23 21.4 20 25 38 21.8 

Much/Very Much 50.0 65 57.1 65 75 50 60.0 

 

   The Q1 is asking about “I feel my behaviour develop after training”. 

Between 20-25yrs age, the negative (8.3%) and neutral (25%) responses of 

male groups are nearly 5% lower than female groups. On the contrary, male 

groups between 20-25yrs chose the positive score 5% higher than female score 

rate (57.5%). This age of male group believes that their behaviour develop after 

attending this course. Between 26-35yrs age groups, the differences between 

the same scale are not different in each level. Both sex groups choose around 7% 

of negative score, about 30% of the neutral score, and 65% of the positive 
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score. Therefore, this question is equally effective to this age group. Between 

31-35yrs age, there is no response of negative scale by male group and they 

choose 75% of positive score rate rather than female. In brief, all of the 

respondents, especially male respondents in all age groups, feel that the 

training course can change their existing behaviour and develop how to behave 

and manage themselves and their jobs. 

 The Q2 is asking about “the overall training program meet to my 

purposes and objectives of study”. Between 20-25yrs age, the responses of male 

in all scales are nearly 10% lower than female who chooses 20% for negative 

score, 27.5% of neutral score and 52.5% of positive score. Therefore, the 

female respondents feel the overall training program meet to their purposes and 

objectives of study rather than male. Between 26-35yrs age groups, the 

differences in each scale are not different. Both sex groups choose around 15% 

of negative score, about 21% of the neutral score, and 65% of the positive score. 

Therefore, this question is equally effective to this age group. Between 31-

35yrs age, male respondents actively choose 33% of neutral score and 67% of 

positive score but female chooses 25% of each of negative and neutral score 

and 50% of the positive score, respectively. The overall of this question shows 

that all the respondents except male respondents from 20-25yrs age feel that the 

overall of training program meet to their purposes and objectives of study. 



102 

However, the 21% of respondents responds the training course meets their 

needs a little. 

   The Q3 is asking about “my confident to work as a staff officer or 

leader in job improve.” Between 20-25yrs age, male groups prefer to choose 

neutral score (33.3%) while female would like to choose positive score (67.5%). 

The neutral and positive score of male is only 5% lower than female responses. 

Between 26-35yrs age groups, the responses rate of all scale between both sex 

groups are similar. Both sex group select around 10-15% of negative score, 

around 30% of neutral score and 60% of positive score. Between 31-35yrs age, 

female response is leading to positive suggestions rather than male. In brief, 60% 

of respondents are confident to serve as a staff officer in their respective jobs.  

  The Q4 is asking about “I will apply and transfer what I learn to my 

colleagues. Between 20-25yrs age, the negative score between this age group is 

similar. However, male chooses on neutral score 5% higher than female rate 

(20%). Male respondents select on positive score 5% lower than female (65%). 

Based on the result of this age group, females eager to apply and transfer what 

I learn to their colleagues more than male. Comparing with male and female 

respondents between 26-35yrs age groups, the responses rate of all scales by 

female are heading to positive perspectives because 5% of the negative and 75% 

of positive scores prove this result. Between 31-35yrs age, male response is 
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leading to positive suggestions rather than female. In brief, 65% of all 

respondents are confident to apply and share their knowledge and experience 

from the training course to their partners in workplace. The more they please 

the training course, the more their confident level is increased. 

   The Q5 is asking about “I feel this training course brings the gap 

between high levels and employees together.” Between 20-25yrs age, the 

negative responses of male is two times higher than female rate (13%), the 

neutral response is 5% higher than female (23%) and the positive scale is 10% 

lower in comparing with female rate (65%). Thus, it can assume that female 

believe that training experience can bring the gap between high level and 

colleagues together. Between 26-35yrs age groups, the negative and neutral 

score by female is 5% lower than male while positive score is 10% higher than 

male. Between 31-35yrs age, male response is heading to positive suggestions 

rather than female. In brief, 60% respondents, especially female respondents 

believe that training experience can bring the gap between high level and 

colleagues together to accomplish the organization goals and productivities.  
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Chapter VI  

Conclusion   

 

6.1. Summary of Findings  

   This paper aims to evaluate the effectiveness of civil service training 

course for the capacity development of the civil service personnel. The 

complementary purposes include: to explore the Post-Graduate Diploma in 

Civil Service Management course delivered by Civil Services Academy of 

UCSB is helpful or not the capacity development of the trainees from different 

background; to analyse the training effectiveness through pre-test and post-test 

surveys; and to explore what UCSB needs to enhance its training course. The 

training institutes are necessitated to provide future leaders with the knowledge, 

skills, and abilities necessary to be competent and confident, and to foster 

social and professional attitudes and behaviours benefitting to the personal and 

organizational goals.  

   Using the Kirkpatrick’s evaluation model, this paper specifically 

examines: (i) the reactions of the civil servants to the training program; (ii) the 

level of learning by the civil servants through the program; and (iii) the 

behavioural change or knowledge transfer through the training. After 
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interpreting the feedbacks of the two surveys, the findings of this study 

highlight some of the strength and weaknesses of the training. 

   

(i). Reaction Level    

   This level refers to get trainees’ satisfactions for like or dislike of the 

training program based on course structure, teaching and learning accessories, 

teaching methods and training schedule and then along. The descriptive 

analysis of the sample population showed that the ratio of the female is higher 

than the male with the 68 females and 42 males. Out of the two sex groups, 20-

25 years age group mostly join the training course. Regarding with the 

educational background, the ratio of bachelor and master degree holders are the 

same. 

   In overall, the responses of males and females of all ages are not much 

different in every question. Specifically, the females in all age groups and 

males between 20-25yrs age groups actively participate in classroom lectures 

and activities. According to their responses on reaction level, there are four 

points that the respondents dissatisfy and want to adjust for the enhancement of 

the training course. Firstly, the 50% of respondents in all age groups, especially 

bachelor degree holders suggest the preparation class is giving priority to the 

theory-based lectures. Secondly, even though 60% of all respondents approve 
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teaching-learning materials (TMLs) is enough, 25% dissatisfy with TMLs 

imbalance in class. The 25% is the big amount to be considered one of the 

limitations of training effectiveness. Thirdly, despite 30% of respondents 

satisfy the ratios of trainers, trainees and classroom’s size, about 50% of 

respondents prove that it is needed to adapt. Lastly, 55% of respondents feel 

that the time allocation for the training is not enough. They suggest making 

lessen the tight timelines. 

   Except the above weakness, most of the respondents were happy with 

the content lists of the training, the exchanged of information and expressions 

of ideas and the trainers’ style of facilitating the presentations and lectures. The 

70% of respondents, especially bachelor holders, please the trainers’ 

knowledgeable and well-organized presentation styles in class and motivate 

trainees to participate the discussions by the trainers. Similarly, 75% of 

respondents enjoy that training course highly encourage exchange of 

information and expression of ideas. It is provided in Figure 5.1. With 

reference to this figure, the overall result between pre-test and post-test surveys 

at the reaction level is heading to positive responses. Most of the respondents 

prefer to choose positive Likert scale like (Much, Very Much) in overall 

responses of each question. 
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   A positive reaction and SKAs betterment are the sign of training 

effectiveness and the requisites of HRD program (Norsiah Binti Mat & Alyahta, 

Mohammed Saad, 2013). According to Kirkpatrick, positive reactions of the 

participants cannot guarantee learning but a negative reaction by the 

participants can make lessen its possibility. He also argued that the satisfaction 

of the trainees is the bottom line because the more the trainers enjoy, the more 

they will participate to learn from the course.  

 

(ii). Learning Level  

  Evaluation on learning is to gauge how much the participants develop 

in skill, expertise and mind-set by virtue of learning process, principles, idea 

and so on. In accordance with the surveys, all the participants of all age groups 

indicated higher scores for skill, knowledge and attitude (SKAs) development, 

which means training program effectively support to the capacity development 

of their personal skills, which is really needed in their actual workplace. In 

addition, the overall result between pre-test and post-test at the learning level in 

Figure 5.2 shows that all Likert scale in pre-test are changing and shifting to 

the positive responses in post-test survey. The overall result between pre-test 

and post-test at the learning level shows that 32.1% of negative responses 
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decrease to 10.3% in post-test; 32.2% of neutral score rate reduce to 21.8% and 

35.6% of positive responses increase to 67.8%, respectively. 

  On the other hand, comparing with master and bachelor degree holders, 

some of the master degree holders give lower and middle score rate more than 

bachelor degree. This is probably due to their better awareness of the training 

lectures and they want more of what they already know regarding with their 

educational background. However, most of the master degree holders admit 

that their existing knowledge with the related subject increase a little after 

attending this course. Bachelor degree especially who have no existing 

academic background and knowledge of the conducted subjects in this course 

respond that they get more than they expected in each subject. The more they 

learn, the more they can share and apply in their job and in their professional 

advancement. 

   In comparison of the amount of knowledge gain between the trainees 

who already have the respective degree and who don’t have, the latter gets 

more knowledge than the related-fields degree holders. Therefore, training is 

more effective to a person who has no academic background with the related 

fields comparing with the person who already have the academic background 

of the conducted subjects in CSA. 
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   Based on their overall result of seven different majors by respondents, 

ICT subject is mostly given the negative score, which is the 30% of lowest 

score and around 40% of the highest score by all trainees comparing with other 

subjects, which are given around 50-60% of positive score in general. It means 

ICT subject is weak and unsatisfactory by the respondents. Even though the 

positive responses of the rest of the subjects are around 50-60%, there are 25% 

of negative score in Economics subject, 15% responses in Political Science, 

Social Science and English subjects, and 20% of negative score in Law and 

Management subjects, respectively. Of the negative responses on different 

subjects, the responses on Economics, Law and Management subjects are still 

weak, which means these subjects are either difficult to follow or unfamiliar by 

respondents in terms of their academic background. 

   In conclusion, the trainees are happy, and they have higher level of 

learning after joining the training. The relationship between reaction and 

learning level is strong. The satisfaction of trainees is substantial to make 

training effective, which in turn leads to learning enhancement (Kirkpatrick, 

1994). Evaluation of this level is important since without learning, behavioural 

change will not occur (Kirkpatrick, D. L., & Kirkpatrick, J. D., 2006).
19

  Unless 

                                                      
19 Kirkpatrick, D. L., & Kirkpatrick, J. D. (2006). Evaluating training programs: The four levels (3rd ed.). 

San Francisco, CA: Berrett-Koehler Publisher                  
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the learning objectives achieve, the participants’ behaviour can be expected, no 

change happens (Kirkpatrick, 1994). So behavioural change can prove how 

much the training learn from the training course again.  

 

(iii). Behaviour Level 

   Behaviour change or transfer of knowledge refers to the extent to which 

a change in behaviour has developed in the classroom or workplace. Through 

the survey, the overall responses of female respondents between 20-25yrs age 

and between 31-35yrs age as well as male respondents between 26-30yrs age 

and 31-35yrs age groups are actively participating in the training course. 

According to the questions related with the behavioural change at the end of 

training, around 60% of respondents please the training course since they 

notice their behaviour change related with how to manage time in their 

personal and professional environment, how to make better communication in 

society, how to follow the civil service law, rules and regulations and so on. 

Since their capacity increases and knowledge gains through this course, they 

feel confident of themselves when they go back their job although they don’t 

have any experience in concerning with the civil society. In addition, they have 

confident to apply what they learn in their respective ministries/organizations, 

and share their knowledge and experience from the training course to their 
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partners in workplace. According to Donald Kirkpatrick and Jim Kirkpatrick 

(2013), the changes of behaviour should have the willingness to change by the 

trainees and giving necessary knowledge and skills through training.  

   In conclusion of all levels, the negative responses in pre-test shift to 

positive responses in post-test. Positive reaction of the respondents means that 

the participants enjoy the class and they will apply what they learn in the actual 

work in anyway and share what they know to their colleagues. They believe 

that training experience can bring the gap between high level and colleagues 

together to accomplish the organization goals and productivities. Furthermore, 

the positive reaction by the trainees can raise the attention of the currently 

attending trainees to attend future programs.  

   Improvement in training effectiveness can directly be facilitated with 

the awareness of the trainees’ on the objectives and contents of the training 

courses, continuity and utilization of training in the actual workplace and 

proper implementation of the training programs (Norsiah Binti Mat & Alyahta, 

Mohammed Saad, 2013).  Since there are positive empirical evidences for the 

levels of reaction, learning and transfers of knowledge through the training 

program. This study advocates that the post-Graduate Diploma in Civil Service 

Management conducted by Civil Services Academy was effective hence, it is 
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better to continue and upgrade conducting the existing training programs and 

arranging the new courses in the near future.  

 

6.2. Discussion and Policy Suggestion  

  This study would particularly contribute to the policy-maker in the 

Civil Services Academy of Union Civil Service Board in Myanmar, as the 

collected data might be helpful for the organization to justify the return on 

investment of the training’s and trainers’ efforts in existing and future 

programs. Since UCSB is delivering the civil service training programs on 

behalf of the Myanmar government, the feedbacks of surveys and the 

evaluation model is important for measuring training effectiveness. Currently, 

UCSB is using level 1 of Kirkpatrick model to know feedbacks of the trainees. 

Since all levels of this model are sequentially linkage with each other, the 

result of one level can effect to the next level as well. If all levels in this model 

are fully applied in the civil service training programs, the policy-maker in 

UCSB can easily notice how to justify the training courses with the 

expectations of the trainees in order to apply in their daily workflow. Since 

UCSB is aiming to launch Post-graduate diploma for mid-level officials and a 

Master program for the senior level officials in CSAs, this study is anticipating 
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to help even a little not only for the existing and future training programs but 

also for the civil society improvement. 

   In this study, the sample size of survey was used a small amount of 

civil service personnel from various ministries and organizations, attending at 

the civil services academic. In the course of time, the study should evaluate a 

wide area for data collections from more respondents in the same course or 

different courses that will bring on a more comprehensive analysis. 

   In this study, the perceptions of the trainees are collected the results of 

before and after training. Through this study, it is suggested to measure the 

trainees’ feedback before, during and after training results. It is more accurate 

and specific for the training advancement. In addition, the training 

effectiveness should be measured by collecting the suggestions of the trainers 

also, which means training feedbacks should be based on the 360-Degree 

feedback. Due to the time and resource constraint, the surveys are collected by 

using three levels of Kirkpatrick model. This study omits the results level, 

which is measuring how the behaviour change of trainee effect to the 

organizational level. It is also a kind of measuring the return of investment. 

   Depending on the result of the findings, the organization should adjust 

the theory-based lectures because these types of lectures can divagate the 

objectives of the training course. To avoid wasted efforts and expedite the 
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continuous improvement, the organization should combine theory with more 

case study or practical lectures, because it makes clearly understanding for the 

trainees and better off not only for them but also for both trainers and the 

organizations. In addition, allocation of time is important for the classroom. 

Even though the good trainers deliver good lectures, the training can have little 

effective if the trainees feel stress of time imbalance.   

   Furthermore, teaching and learning materials (TMLs) should arrange 

sufficiently enough including trainers-trainees ration and classroom size. 

According to Donald H.Chanda et.al, (2000), TMLs support the trainer to 

deliver the lectures and learning concepts easily and effectively, help learning 

to be easily interested in the minds of the trainees for a long time, and enable 

trainees to relate what is being taught of real life situations. Thus, active 

classroom can produce active learning, which in turn produce active outcomes. 

On the other hand, the trainers should be trained to follow and accustom to the 

new teaching materials or activities. Regarding with the subjects conducted in 

CSAs, the UCSB should find out how to adjust the weak subjects like ICT with 

the trainees’ understandings and available resources. 

   These above weaknesses are the best steps of the improvement of the 

training course in CSAs of UCSB. Aforementioned, the weaknesses or gaps of 

CSA in UCSB hope to be one of the important seeds for other organizations 
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and countries as well. Whenever the quality of the training course progress, the 

capacity of the trainees also improve, which in turn leads to the advancement 

of the organizations and the country. 

   Finally, this study recommends future research and other organizations 

to explore a wide range of training and development concerns in a more diverse 

range of organizations and different types of training courses. In addition, a 

future research should explore how the curriculum development and capacity 

development of the trainers effect to the training’s quality because the 

appropriate curriculum and the aptitude of the trainers are highly influence to 

the effectiveness of the training.  
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Appendix 

Pre-test Survey 

 

 Background of Staff  
    

1)  Gender  a)  M (  )  b) F (  )  

2)  Age  a)  20-25 (  )  b) 26-30 (  )  

 c)  30-35 (  )  d) 36-40 (  )  

3)  Department  ----------------------------------------------------------- 

4)  Rank  -----------------------------------------------------------  

  

 

Part 1- Reaction  

Sr.  Questionnaires  
No  

A 

Little  
Some  Much  

Very 

Much  

Q1.  Objectives of the training are 

clearly defined  
          

Q2.  Training course is a good 

use of my time  
          

Q3.  Training course is relevant 

to my job.  
          

Q4.  The training course 

prioritizes to theory-based 

lectures.  

          

Q5.  The training content is 

organized and easy to 

follow.  

          

Q6.  The teaching and learning 

materials are enough.  
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Q7.  The ratios of trainers, 

trainees and classroom’s size 

are balanced.  

          

Q8.  The time allotted for the 

training is sufficient.  
          

Q9.  The trainers are 

knowledgeable of the 

training topics and actively 

invite the questions.  

          

Q10.  The training courses 

encourage exchanged of 

information and expression 

of ideas  

          

  

  

 

  

Part 2- Learning  

Sr.  Questionnaires  
No  

A  

Little  Some  Much  
Very 

Much  

Q1.  I hope training course 

improve my overall SKAs.  
          

Q2.  I hope training experience 

will meet my personal and 

professional needs.  

          

Q3.  I hope training experience 

will positively change my 

attitudes and behaviour  
          

Q4.  I will get the required 

knowledge for the job.  
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Q5.   Outside lectures of high 

level officers upgrade my 

existing knowledge and 

experiences.  

          

Q6.  If you have the academic backgrounds or knowledge related with the 

seven different subjects, what is your overall understanding of each 

subject before joining this course?  

• Political Science  

• Social Science  

• Economics  

• Management  

• English  

• ICT  
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Post-test Survey 

 

  Background of Staff  
 

1) Gender   c) M (  )  d) F (  )  

2)  Age   e) 20-25 (  )  f) 26-30 (  )  

   g) 30-35 (  )  h) 36-40 (  )  

3)  Department  ------------------------------------------------------------ 

4)  Rank  ------------------------------------------------------------ 

  

Part 1- Reaction  

Sr.  Questionnaires  
No  

A  

Little  
Some  Much  

Very 

Much  

Q1.  Objectives of the training 

are clearly defined  
          

Q2.  Training course is a good 

use of my time  
          

Q3.  Training course is relevant 

to my job.  

          

Q4.  The training course 

prioritizes to theory-based 

lectures.  

          

Q5.  The training content is 

organized and easy to 

follow.  

          

Q6.  The teaching and learning 

materials are enough.  
          

Q7.  The ratios of trainers, 

trainees and classroom’s 

size are balanced.  

          

Q8.  The time allotted for the 

training is sufficient.  
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Q9.  The trainers are 

knowledgeable of the 

training topics and actively 

invite the questions.  

          

Q10.  The training courses 

encourage exchanged of 

information and expression 

of ideas  

          

  

 

Part 2- Learning  

Sr.  Questionnaires  
No  

A  

Little  
Some  Much  

Very 

Much  

Q1.  I hope training course improve 

my overall SKAs.  
          

Q2.  I hope training experience will 

meet my personal and 

professional needs.  

          

Q3.  I hope training experience will 

positively change my attitudes 

and behaviour  

          

Q4.  I will get the required 

knowledge for the job.  
          

Q5.   Outside lectures of high level 

officers upgrade my existing 

knowledge and experiences.  

          

Q6.  If you have the academic backgrounds or knowledge related with the 

seven different subjects, what is your overall understanding of each 

subject after attending this course? Comment?  

• Political Science  

• Social Science  

• Law  

• Economics  

• Management  
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• English  

• ICT  

          

          

  

  

Part 3- Behaviour Change  

Sr.  Questionnaires  
No  

A  

Little  
Some  Much  

Very 

Much  

Q1.  I feel my behaviour develop 

after training.  

          

Q2.  The overall training program 

meet to my purposes and 

objectives of study  

          

Q3.  My confident to work as a 

staff officer or leader in job 

improve.  

          

Q4.  I will apply and transfer what 

I learn to my colleagues.  
          

Q5.  I feel this training course 

brings the gap between high 

levels and employees 

together.  
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요약 (국문초록) 

공무원 훈련 과정의 효과 성 분석: 미얀마 공무원 사관학교 사례 연구 

 

  미얀마 정부는 공무원의 전문성과 효율성을 제고하고, 공공 자원을 

효과적으로 활용하여 시민 사회의 기대와 신뢰를 높이기 위해 2017-2020 년에 

공무원 개혁 (CSR)에 우선 순위를 부여하였다. 공무원개혁(CSR)을 달성하기 

위해 모든 정부 기관은 효율적이고 효과적인 공무원 육성에 대한 책임이 있다. 

   

공무원의 역량 증진을 고려할 때, 훈련은 개인과 조직의 이윤 극대화와 

사회 발전을 향상시키기 위해 다양한 종류의 일상적인 활동과 새로운 도전에 

하는데 효율적이다. . 훈련은 원자재를 제공하고 직원 / 직원의 기존 가치를 

추가하는 데 도움이 되므로 가장 강력한 도구라고 할 수 있다. 본 연구는 

공무원의 역량 개발을 위한 공무원 훈련 과정의 효과성을 검토하고자 한다. 

이를 위해 미얀마 공무원 아카데미 (Batch No.2)의 대학원 졸업 후 수료증을 

받은 연수생을 대상으로 설문조사를 실시하였다.  

  본 연구는 서론 (제 1 장), 배경 (제 2 장), 기존연구검토 (제 3 장), 이론적 

배경 (제 4 장), 효율성 평가(제 5 장) 및 결론 (제 6 장)으로 구성됩니다.  

  훈련 효과를 측정하기 위해 커크패트릭 평가 모델을 적용하여 

CSA에서 110명 참가자의 피드백을 찾기 위해 사전 테스트 및 사후 테스트 

설문 조사를 사용하였다. 평가 모델은 훈련 프로그램의 강점과 약점을 
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발견하기 위해 필요하다. 평가 결과, 전반적으로 부정적이었던 사전 테스트 

피드백은 사후조사에서 긍정적인 피드백으로 바뀌었다. 이 설문 조사를 통해 

훈련의 약점은 훈련 과정의 시간 배분, 훈련생의 비율 및 교실 크기에서 

나타났다. UCSB의 CSAs에서 실시 된 과목들과 관련하여, ICT 과목은 대부분 

다른 과목들과 비교하여 응답자들 사이에서 가장 부정적인 점수를 받았다. 

이러한 결과는 이 과목이 적용하기 어렵다는 것을 의미한다. 약점이 발견되긴 

하였지만, 훈련은 연수생의 역량 개발 향상을 넘어 연수생의 기술, 지식 및 

태도의 향상과 자신의 직업에서 지도자로서의 자신감이 높아지는데 큰 역할을 

한다는 것을 알 수 있다.  

 

주요어: 훈련, 역량 개발, 공무원, 커크 패트릭 평가모델 

학번: 2016-29922 
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