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Guidelines for Creating and Assessing Your Curriculum: 

Evaluation Methodology*


A. Does The Curriculum Include Evaluation Guidelines? 

· Are guidelines established so that a trainer understands the advantages of training evaluations?

· Do the guidelines make it clear to trainers how to conduct an evaluation? 

· If yes, do the guidelines include different levels of evaluation? 

Different levels of training evaluation are described briefly, below.  All training curricula should include guidelines and tools for evaluation levels 1 and 2. Ideally, the curriculum will include some guidelines for level 3 evaluation activities. Guidelines for evaluation level 4 are rarely included in curricula.

	Evaluation Levels
	Explanations and Ideas
	Team Notes

	Level 1:

PARTICIPANT REACTION: Did participants enjoy the training? 

This level of evaluation helps a trainer gain immediate feedback about participants’ experience of being in the course or workshop.
	· This evaluation level has little to do with whether the training was successful in educating participants. 

· However, it can provide the trainer with some insight about why participants may have had difficulty understanding some of the content area of the training. 

· This kind of evaluation is usually administered immediately following a training session, but for longer sessions it may be administered at strategic points during the session as well.
	

	Level 2:

LEARNING: Did participants learn something from the training?

This level of evaluation focuses on immediate changes in knowledge, skills, or attitude behavior based upon exposure to the training session or course.
	· Like level 1, this evaluation is usually done at the end of a session by administering a questionnaire. 

· In some instances this may involve asking participants to respond to a questionnaire about what they think they’ve learned (perceived learning). 

· Other methods of level 2 evaluation can require participants to demonstrate what they’ve learned, for example, using: 

· Pre-and post knowledge tests

· Interviews with students

· Observations of student participation in class.
	

	Level 3:

BEHAVIOR OR OUTCOME: How has the training affected the way participants perform on the job?

Participants demonstrate what they learned in the session in a real-life context.

	· Interviews with participants can be effective here, although this still relies on participants’ perceptions and memories. 

· Keeping journals, interviewing those who know of the participants’ behavior, and post-training questionnaires can provide some reliable data at this level. 

· In some situations, direct observation of participants in their work environment may be possible.
	

	Level 4:

RESULTS OR IMPACT: How did the training impact the organization or society or how did the training lead to a reduced number of HIV cases and improved care and support for PLWAs?

Level 4 evaluation measures the longer-term outcomes or impact of a training or intervention.
	· Most health care training curriculum does not include this level of evaluation because of the time and costs associated with it. 

· Because service delivery is so multi-faceted, it is often hard to attribute organizational change to a single training intervention.


	


B. Does The Curriculum Include Evaluation Instruments or Have You Made Arrangements to Use Other Instruments and Resources? 

· Do the evaluation instruments relate to the learning objectives and reflect the content of the course material? 

· If yes, do the instruments include:

	Evaluation Levels
	Information and Instruments
	Team Notes

	Level 1:

PARTICIPANT REACTION:
	Participant reaction instruments may gather information such as:

· Participant perceptions of the content, e.g., how relevant or useful was the content to the work they perform, the quality of the content, etc.

· Trainer/instructor performance — was trainer knowledgeable of material, responsive to questions, etc.?

· Satisfaction with handouts, room arrangement, workshop registration, etc.

· Appropriateness of instruction level, pace, etc.

· What participants liked best about the training

These instruments may be formatted as:

· Training questionnaires

· Comment or reaction sheets

· Interview materials (e.g., interview guides and/or questions), notes from a third-party observer, self-reflection on trainee participation, or some combination of these
	

	Level 2:

LEARNING 

Learning evaluation instruments often focus on what participants think they’ve learned; they are usually given at the end of a session, using a questionnaire.

	Instruments that measure perceived learning might include questions such as:

· What have you learned in the training that you didn’t know when you walked in the door?

· What have you learned that is new?

· What is the most valuable thing that you have learned?

· Will you use the information you learned in this training to implement changes in your clinic?  If yes, what changes will you implement?”

Other questionnaires measuring demonstrated learning:
· The most common technique is a pre- and post-training questionnaire that poses knowledge or attitude questions about material covered in the training. 

· When this method is used, the same data collection instrument should be used before and after the training. 

· Questions should be brief and no more than 10-12 in number. 

· Sample questions:

· “Please describe in one paragraph the treatment options for patients diagnosed with Hepatitis C.”

· "Please describe how to treat the likely side-effects of (X) regimen of ARVs”

· In addition to pre- and post-training quizzes, there are other types of activities can measure learning. Outcome evaluation ideas:

· Interviews

· Course projects

· Classroom exercises carried out at beginning and end of class to determine whether participants have learned key points
	

	Level 3:

BEHAVIOR

Short-term training sessions typically do not predict or attempt to measure impact. However it is possible to measure impact in some cases.
	Examples of behavior evaluation instruments:

· Guidelines for conducting follow-up phone call interviews to determine how participants are using the information they learned

· Instruments to measure the application of new diagnostic techniques, e.g., after a laboratory technician training

· Procedures for doing site visits to organizations as a way of measuring implementation of new policies and practices learned in a management course

· Important considerations: 

· If these instruments are included, are they appropriate for measuring participants’ reaction, learning, and/or behavior? 

· Are items on the instrument linked to specific learning objectives? 

· Do the instruments provide information from participants that would be useful for improving the trainings or assessing the quality?


	

	Level 4:

RESULTS/USING GRADED ASSIGNMENTS OR EXAMS
Does the curriculum include marking criteria for grading or scoring assignments or exams? 


	If so:

· Are the criteria easy for trainers to understand?

· Do the criteria allow for a level of consistency in grading?

· Do the marking criteria provide accurate assessments of participants’ understanding of the material?

· Does the marking provide any feedback for participants so that they can determine how well they reached the learning objectives?

· For example, if the marking consists of a numerical score, is there any additional information provided so that participants can understand why they were given their particular score?
	


NOTES ABOUT EVALUATION: It is important to learn about the processes, skills, and methods used to undertake and complete a comprehensive curriculum evaluation. 

· This might even be an area where you chose to work with a technical organization or consultant specializing in research methods.

· If you are going to undertake the process yourselves, there is a wealth of resources available to guide you through an evaluation at whatever intensity you desire and need.

Adapted from: Levels of evaluation based on Kirkpatrick, D., 1994, Evaluating Training Programs: The Four Levels, San Francisco: Berrett-Koehler.
These guidelines(and the “Guidelines to Creating and Assessing Your Curriculum: Instructional Design Elements and Content Review tool(contain valuable information for you and each member of your team. This information will be very useful during each stage of producing a curriculum. It will serve both as a compass to help you move through the process and will help you understand how steps build on each other and the importance of each. 
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