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In scientific and research organizations, the training 
needs facilitator roles and methods have undergone a 
change necessitated by rapid information and techno­
logy boom. There is ample evidence to show that evalua­
tion and objective assessment of effectiveness and 
outcomes of training programmes being implemented 
by organizations are not given due importance as that 
of their planning and implementation. An attempt is 
made in this communication firstly to analyse the 
theories of training evaluation in general; the study 
also illustrates a case study of training evaluation of 
the academic training courses being carried out at the 
Indian Institute of Spices Research by revisiting the 
popular Kirkpatricks's model. The three-step evalua­
tion model is a combination of formative and summative 
approaches using multiple methods which measure 
reactions, perceptions, learning and behavioural com­
ponents of the trainees combining quantitative and 
qualitative tools and aims at assessing the usefulness 
of the course in providing an adequate learning cli­
mate. 
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TRAINING is an essential human resource development 
(HRD) function of any organization. In the Indian organi­
zational development context, the training needs, strategies, 
methods and investments on training have all undergone 
a sea change since the last decade. Science and techno­
logy is growing faster than in the past and to tackle the 
global competition in many sectors, the erstwhile tradi­
tional approach in training policies of organizations has 
undergone a change to one which is more liberal, con­
cept-based, comprehensive, systematic, well planned and 
dynamic l

. For instance, in scientific and research organi­
zations devoted to life sciences, these influences are due 
to fast technological developments in frontier areas like 
biotechnology, bioinformatics, biochemistry and micro­
biology. The challenges opening up provide a wide range 
of opportunities subject to the acquisition of relevant 
skills, knowledge and concepts. Realizing the need for 
HRD support, most scientific institutions have taken up a 
facilitating role in providing infrastructure and academic 
training support to clientele groups. This communication 
is based on the hypothesis that for the success of any aca-
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demic programme, it is necessary that every course should 
have an in-built monitoring and evaluation system. Here 
we first review the contemporary theories of evaluation 
of training programmes in general and secondly, reveal a 
case study on the application of a widely accepted theo­
retical model to evaluate an academic training course 
offered to postgraduate students in life sciences. 

With the changing socio-economic and technological 
relevance of training, the definitions, scope, methods and 
evaluation of training programmes have also changed. 
One of the earlier classic definitions of training is 'bring­
ing lasting improvement in skills in jobs,2. The present­
day definitions take a multi-dimensional perspective en­
veloping the needs of individuals, teams, organizations 
and the society. The steps in the training programme 
development are planning, programme implementation, 
and programme evaluation and follow-up. The evaluation 
of any training system helps measure the 'knowledge 
gap', what is defined by Riech3 as 'the gap between what 
the trainer teaches and what the trainee learns'. Evalua­
tions help to measure Reich's gap by determining the 
value and effectiveness of a learning programme. It uses 
assessment and validation tools to provide data for the 
evaluation. Bramley and Newbl identify four main pur­
poses of evaluation: 

1. Feedback - Linking learning outcomes to objectives 
and providing a form of quality control. 

2. Control- Making links from training to organizational 
activities and to consider cost-effectiveness. 

3. Research - Determining the relationships among 
learning, training and transfer of training to the job. 

4. Intervention - The results of the evaluation influence 
the context in which it occurs. 

Evaluation of training systems, programmes or courses 
tends to be a demand of a social, institutional or economic 
nature5

. The demand of a social nature became stronger 
with the participation of trainees themselves and other 
non-traditional actors like the resource persons in the 
evaluation process. Evaluation is also a growing institu­
tional demand, since the decision-makers not only need to 
understand the processes, but also to control and act to 
improve the effects of their guidelines. Evaluation is still 
an economic demand given the community involvement 
in funding. However, despite the importance of the evalua­
tion process, there is evidence that evaluation of training 
programmes is often inconsistent or missing6
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. The lit­
erature on evaluation needs to be classified into education 
and training. The latter reveals many difficulties as regards 
evaluation. Scientific and quantitative methods are not 
popular. Evaluation appears to be undertaken reluctantly 
and with the simplest of methods. Behavioural objects are 
rarely even set by the trainers. Progress in the techniques 
of evaluation has been slow, though a good deal of res­
earch has been done. The literature is small, but growing9

. 
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