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Abstract 

Evaluating training effectiveness is central to ensuring that programs achieve their intended 
objectives and contribute to organizational performance. For non-profit organizations, 
where resources are limited and accountability is critical, systematic evaluation provides 
evidence of impact while guiding continuous improvement. This article examines major 
frameworks for assessing training effectiveness, including Kirkpatrick’s Four Levels, 
Phillips’ ROI Model, and Brinkerhoff’s Success Case Method. It discusses formative and 
summative approaches, data collection techniques, and methods of quantitative and 
qualitative analysis. Emphasis is placed on linking training outcomes to key performance 
indicators (KPIs) and organizational goals, ensuring relevance and value. Practical strategies 
such as surveys, tests, observations, interviews, and performance metrics are integrated into 
a broader discussion of applying findings to refine training content, delivery, and evaluation 
processes. By fostering a culture of evidence-based learning, non-profits can improve 
training outcomes, enhance accountability, and ensure sustainability. The analysis 
contributes to academic literature on evaluation while offering practitioners actionable tools 
to strengthen capacity-building initiatives. 
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1. Introduction 

Assessment of training effectiveness is not merely an administrative requirement but a 
strategic necessity. In non-profit organizations, evaluation ensures that scarce resources are 
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directed toward programs that demonstrably improve staff competencies and organizational 
outcomes. Without systematic evaluation, training risks becoming disconnected from 
mission objectives and accountability frameworks. 

This article explores key models, tools, and methods for evaluating training effectiveness in 
non-profits, emphasizing both theoretical foundations and practical application. 

2. Frameworks for Training Evaluation 

2.1 Kirkpatrick’s Four Levels 

• Reaction: participant satisfaction and engagement, measured through post-training 
surveys. 

• Learning: knowledge and skill acquisition, evaluated through pre- and post-tests. 

• Behavior: transfer of learning to the workplace, assessed via observations and 
supervisor feedback. 

• Results: organizational outcomes, measured through KPIs such as productivity or 
service quality. 

2.2 Phillips’ ROI Model 

Adds a fifth level, return on investment, by comparing training costs with financial and 
intangible benefits. Useful for demonstrating accountability to funders and boards. 

2.3 Brinkerhoff’s Success Case Method 

Focuses on identifying the most and least successful training participants. Through 
interviews and case studies, organizations gain insight into contextual factors influencing 
outcomes. 

3. Formative and Summative Evaluation 

• Formative evaluation: conducted during training, allows real-time improvements 
through feedback, polls, or discussions. 
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• Summative evaluation: occurs after training, combining surveys, tests, and 
performance data to assess overall effectiveness. 

Balancing both ensures continuous adaptation and robust post-program assessment. 

4. Data Collection Techniques 

• Surveys and questionnaires: capture satisfaction, relevance, and delivery quality. 

• Tests and assessments: measure knowledge and skill gains through objective 
methods. 

• Observations: structured checklists to evaluate behavior changes in real settings. 

• Interviews and focus groups: provide qualitative insights from participants and 
supervisors. 

• Performance data analysis: examines metrics such as error rates, productivity, or 
client satisfaction pre- and post-training. 

Combining multiple methods creates a holistic picture of training impact. 

5. Data Analysis and Interpretation 

• Quantitative analysis: uses statistical tools (e.g., paired t-tests, descriptive statistics) 
to measure knowledge gains or performance changes. 

• Qualitative analysis: employs coding of open-ended responses and interview 
transcripts to identify themes. 

• Comparative analysis: evaluates pre- and post-training changes. 

• Trend analysis: tracks performance over time to assess long-term impact. 

• Root cause analysis: investigates why training succeeds or fails, using methods such 
as the 5 Whys or Fishbone Diagrams. 

These methods allow organizations to derive actionable insights from evaluation data. 
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6. Applying Findings to Improve Training 

Evaluation is meaningful only when results inform practice. Strategies include: 

• Sharing findings transparently with stakeholders through reports or presentations. 

• Making actionable recommendations, such as revising content or delivery methods. 

• Prioritizing improvements with the greatest potential impact. 

• Testing changes through pilot programs before full rollout. 

• Establishing feedback loops for continuous monitoring. 

• Recognizing and celebrating successes, reinforcing motivation and program value. 

7. Discussion 

Evaluation bridges training design and organizational outcomes. By adopting systematic 
frameworks, non-profits can demonstrate accountability, identify gaps, and adapt to 
evolving needs. Challenges include limited evaluation expertise, resource constraints, and 
difficulties in linking outcomes directly to training. However, integrating both quantitative 
and qualitative approaches, engaging stakeholders, and aligning evaluation with strategic 
objectives mitigate these challenges. 

8. Conclusion 

Assessing training effectiveness is foundational for ensuring relevance, accountability, and 
sustainability in non-profit capacity building. Frameworks such as Kirkpatrick, ROI, and 
Success Case provide complementary approaches to measuring outcomes. For academics, 
evaluation highlights the interplay between learning theories and organizational 
development. For practitioners, it offers concrete methods to strengthen training programs 
through evidence-based improvement. Ultimately, systematic evaluation fosters a culture of 
continuous learning, ensuring that training contributes meaningfully to both individual 
growth and organizational success. 
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