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Development research into measurement tool in occupational training by Instructor-Led Training

for level 1 of measurement evaluation.
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The concern of training effectiveness for business person has been rising in Japan.

The measurement of training evaluation has come to be executed in a lot of organizations in Japan.
At the measurement of training evaluation execution, using general, theoretical frame is "Level 4
framework" that D Kirkpatrick(1959) advocated. The training effectiveness is classified at four
levels in his framework. The name at each level is "level 1: Reaction", "level 2: Learning", "level 3:
Behavior" and "level 4: Result "

I who am the author have actually feeling of being executed in the organization of almost 100%
about "Levell for Reaction measurement". The activity of measurement for learners' satisfaction
after training ends is usually executed for a long time in Japan. Moreover, it is natural even if it
thinks from the viewpoint of customer satisfaction, and an usual activity to confirm the impression
of learners.

However, there is a hidden big pitfall in this situation. It describes repeatedly that "Reaction
measurement" which learner's impressions are collected by using the questionnaire is an usual act.
Therefore, I think it is used very easily. The questions are made without deeply thinking and the
collected data is analyzed and interpreted subjectively by insufficiently knowledge and skills for
research. There are quite a lot of risks of “Reaction measurement” by a just idea and not enough a
plan to do. I think that being executed as “Reaction measurement” in the state covered with
problems is a current Japanese situation.

The purpose of the study is to compose the method of designing the measurement tool by executing
“Reaction measurement”, and to make the development process a procedure. The study is executed
jointly with the project of the development of the reaction questionnaire of the training institute in
the enterprise to which the author belongs. Our project team will develop the measurement tool to
use it for the formative evaluation of the training contents.

The work contents executed by the development process, the data analysis, and the formative
evaluation is arranged. And those work contents are brought together as development execution
flow and a development procedure of the reaction questionnaire. Moreover, the finding obtained

through this development project is arranged as a note in each execution process.
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