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Abstract: Evaluation is needed to justify the existence of online courses and to provide feedback on the performance of them. In this study, Kirkpatrick’s 4-level evaluation model is proposed as a framework for the evaluation of online courses. The model and procedures are explained for collecting and analyzing data at each of the four levels for the ultimate purpose of the evaluation of online courses.
Introduction

Once the design, development and implementation of an online course are completed, it is time to evaluate it. Evaluation is needed to justify the existence of the online course and to provide feedback on the performance of it. Historically, educational perspective has treated the evaluation as the measurement of learning (Hawthorne, 1987). However, in the corporate environment, evaluation focus has been on the enhanced individual and corporate performance. Evaluations of corporate training have traditionally asked four questions. The purpose of this study is to evaluate the effectiveness of online courses by adapting these four questions asked in the corporate environment: 1) What the learners liked and disliked about the online course, 2) The amount of learning that occurred as the result of the online course, 3) To what degree learners have transferred the course attitudes, skills, and knowledge successfully to their jobs, and 4) What Return on Investment (ROI) have the learners’ affiliates received due to participation in the online courses? There are various evaluation models, which can answer the questions above. Kirkpatrick’s model will be used for this study, which is a widely used method of evaluating corporate training programs (Basarab & Root, 1992). Kirkpatrick developed a series of levels to use when deciding the type of data to use and the timeline for collecting evaluation data. In his model, Kirkpatrick calls for four levels. Levels 1 and 2 are formative and levels 3 and 4 are summative.
Methodology
Data Collection Procedures
Level 1: Reaction

A standard reactionnaire form completed by all learners will gather data to implement level 1 evaluation. All learners will complete the level 1 reactionnaire form prior to finishing the online course. The questions used on the reactionnaire will evolve from interviews with online course stakeholders and observations made by the researchers.  Sample questions that might be included are: 1) How did the learners feel about the quality of the subject content, library services, the online learning process, and assessment tools? 2) How did the learners feel about the sequence of the materials? 3) How did the learners feel about the quality of online mentors’ availability, answering questions, and knowledge of subject? 4) How did the learners feel about the course objectives as they relate to the learners’ job requirements, and the applicability to the learners’ job?

Level 2: Learning

The researchers will look for answers to the following questions at this level: 1) By learning objective, what skills and knowledge were acquired in the online course? 2) What amount of learning occurred after the online course? A pre-test and a post-test will be administered for the online course to evaluate the amount of learning gained from the online course in the short term. Online course developers will create the pre-test and post-test instruments.

Level 3: Behavior

Since the learners cannot apply what they learned until they have an opportunity, the measurement of transfer of knowledge, skills, and attitudes can only be done in the long-term. The researchers will look answers to the following questions at this level: 1) How many times have the learners applied course objectives on the job? 2) What are the reasons for not applying the behavior on the job? 3) How the online course impacted the learners’ job performance? 4) What skills have learners had to learn on their own to perform a required job behavior that the online course did not provide? To answer these questions, all learners will complete a post-course questionnaire three months after the course’s completion. The researchers will get additional information by interviewing the people around the participant such as immediate supervisors, subordinates, and peers.

Level 4: Results

For online courses, which don’t have tangible results and therefore a measurement in terms of dollars and cents is not possible, the researchers will observe the learners in the workplace. When performing cost/benefit analysis seems logical, the researchers will still observe the learners, but they will also use the causal model and ROI model to find out if it has been worthwhile to spend money on the online course. The researchers will look answers to the following questions when the casual model and ROI model are used: 1) What was the cost of online course for the learners’ companies? 2) What value the companies has received due to the online course? 3) What is the ROI from the online course?

Data Analysis Procedures
Level 1: Reaction

The researchers will summarize data from reactionnaires finding an average mean score for each item. Patterns will be detected in the open-ended questions.

Level 2: Learning

Statistics calculations such as mean, standard deviation, and t-score will be performed on pre-test and post-test scores for the online course. Using .01 level of significance, t-scores will be performed on pre-test and post-test results to see if the learning gain from online course is a true representation of learning. The percent of gain score indicates what percentage the participant has learned as the result of the online course. After gain scores are computed for each participant for the online course, the average percent of gain score for that online course will be computed. Item analysis of pre-test results will be performed to evaluate what learners knew before entering the online course. Based on this, recommendations will be made to modify course objectives and course content. Item analysis of post-test results will be performed to evaluate what objectives the learners could not master. Based on this, recommendations will be made to modify course content.

Level 3: Behavior

The researchers will compile the results of the questionnaires sent to the learners. To do this, data from questionnaires will be summarized finding an average mean score for each item. Patterns will be detected in the open-ended questions. The researchers will compile the results of the interviews made with the people around the learners. The interview records will be transcribed and analyzed to compare the behavior of the learners before and after the online course.

Level 4: Results

The researchers will analyze the observation records of learners to detect end results gained by the company. If the casual model and ROI model are used, the mean of sales/income for the experimental group and the control group will be calculated. The mean of the control group sales/income will be subtracted from the mean of the experimental group sales to find the value of training. This will be divided by the cost of the online course to find the return rate spent on each dollar. Due to lack of pure experimental design, the researchers will make judgments after the comparison of the data, and will not try to prove its statistical significance.

Conclusions
The data collection and data analysis techniques described above are generated based on the key characteristics and assumptions of Kirkpatrick’s evaluation model. The described procedure does not yet have a strong empirical foundation to support it. Empirical work is needed to understand if the proposed model works.
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