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Abstract 
The present era is a complex, diversified and global knowledge economy era. 
Adult higher education in China is faced with many challenges in obtaining 
and maintaining its competitive advantage. In order to deal with these chal-
lenges and improve the competitiveness, we must take the increment of hu-
man capital of adult college teachers as the premise, and teachers’ continuing 
education is an important means. However, in the actual operation process, 
many teacher trainings are eager for quick success and instant benefits, and 
fails to grasp the rational training strategy of team building from a strategic 
perspective. At present, some trainers are armchair due to the lack of front-line 
teaching experience, which makes the training effect too wet to be applied in ac-
tual combat or has guiding and reference significance (Shi, 2007). This paper 
takes Zhejiang Open University teaching staff training center in nearly three 
years project as the research subject, through the analysis of the existing 
training effect evaluation model of the commonly used at home and abroad, 
analyzes the model’s application environment and evaluation level and so on, 
is open to Zhejiang university system problems that exist in the teacher 
training effect evaluation activities carried on the investigation and study, and 
analyzes the reasons of these problems. Through the construction of effective 
training effect evaluation system and the corresponding evaluation model to 
solve these problems. Referring to the academic achievements of evaluation 
models and the application examples of enterprises, this paper constructs a 
training effect evaluation system for Zhejiang Open University from the 
perspectives of evaluation objective, evaluation model, main body method 
and training effect evaluation process. For the training effect evaluation sys-
tem designed in the paper also gives the corresponding implementation steps, 
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but also gives the case results. In the evaluation, the four-level classification 
method of Kirkpatrick Model is mainly used for reference, and the evaluation 
of response, learning, behavior and result is carried out at four levels. To ex-
plore the feasibility of applying this training effect evaluation model to Open 
University teacher training system, and to derive the training effect evalua-
tion system and training effect evaluation model which are in accordance 
with scientific principles and the actual situation of Open University. On the 
basis of extensive literature collection and analysis, the expected value of this 
paper is intended to realize the research on training effect evaluation by com-
bining system with emphasis, examples with theory, model display with logi-
cal reasoning, and analyzing practical problems. It is believed that the train-
ing effect evaluation system and the training effect evaluation model designed 
in this paper can provide thinking methods and reference ways for the evalu-
ation of the system teacher training effect of Zhejiang Open University. 
 

Keywords 
Training Effect Evaluation, Kirkpatrick Model, Teachers Training System of 
ZJOU 

 

1. Introduction 

In the 21st century, information and knowledge are the driving force of all in-
dustries. In the human resource management of adult colleges and universities, 
teacher training plays a very important role and has become a strategic require-
ment for the development of adult colleges and universities. Training is an im-
portant way to provide information, knowledge and relevant skills. At present, 
the evaluation of the training effect is not perfect, which affects the teacher 
training to some extent. Most adult colleges and universities in China often en-
counter such questions as: “What are the improvement of teachers’ abilities after 
the training? After the implementation of the training, which teachers will 
transform the training content into the content required for teaching? Has the 
satisfaction of teachers and students improved after the training? Is the training 
effective and to what extent?” Only by clarifying these problems can we know 
whether the training is significant to the increment of human resources. And 
what kind of evaluation model can be used to test the effectiveness and profita-
bility of the training effect and the satisfaction of teachers and students is worth 
studying (Shi, 2007). 

Training effect evaluation is a process to evaluate the degree of training goals 
to achieve, therefore in the process of training effectiveness evaluation to syste-
matically collect information of training program, used to analyze the factors 
that influence the training effectiveness of training teachers in training to learn 
the use of the knowledge, skills and the impact on the organization, thus to judge 
the effectiveness of training activities, and provide reference for improving the 
effect of the future training activities. 
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Zhejiang Open University (formerly Zhejiang Radio and Television Universi-
ty) is a modern open and distance university with distance and open education 
as the main body, diversified education and coordinated development of various 
types of education. The school network consists of ZJOU, 10 municipal-level TV 
universities (except Ningbo), 59 county-level TV universities, and 11 directly af-
filiated colleges (branch schools and teaching sites). Open University to carry 
out the teaching center of Zhejiang Open University teacher’s ethics training, 
training of education theory, education teaching ability training, academic stan-
dard training, physical and mental health promotion work each teacher’s teach-
ing development as the center, through the system effective teacher training, 
teachers plan to gradually increase the Open University, Zhejiang system of dis-
tance education teaching ability, humanities accomplishment, information lite-
racy, management, coordination, etc., to the overall quality of the faculty of the 
Open University, Zhejiang system to a new level. 

From 2018 to 2020, ZJOU has carried out 40 teacher trainings covering the 
whole province, and held 18 teaching competitions of various kinds for a total of 
4076 person-times and 24,934 class hours in three years. Such a huge training 
scale, in the history of Zhejiang Open University system teacher training set a 
new high. However, how to play the role of training, whether to achieve the 
purpose, and what form of training can produce the best effect on the school’s 
teaching and scientific research, these are the problems of concern to the teacher 
managers of Zhejiang Open University system. The author understands, the 
Open University in Zhejiang province at present set up perfect training effect 
evaluation system, the effect after training evaluation work is less, the problems 
existing in the training effect evaluation activity at present are: first, the design of 
the feedback form is relatively flat and thin, not according to the specific training 
objects and training hierarchical comprehensive investigation. Second, the fol-
low-up and feedback after the event did not form a system, but a random and 
individualized behavior. Most training evaluations only assessed the knowledge 
and skills granted in the training course. Third, there is no complete training ef-
fect evaluation system, only some guiding opinions, lack of operability, there is 
no clear evaluation purpose, scientific evaluation standards and standardized 
evaluation process in the actual implementation process, it is difficult to ensure 
the pertinence and practicability of the evaluation. Fourth, lack of professional 
evaluators. Fifth, the evaluation method is single. Sixth, not fully analyze and use 
the evaluation results, resulting in the inefficient use of training effect evaluation 
results (Liu, 2006). 

The reasons for the above problems are as follows: First, the positioning of the 
training work leads to the lack of mechanism. The training work still stays on 
the training management, and there is no corresponding mechanism for the 
evaluation of the training effect. Second, estimates are abandoned largely be-
cause they are difficult or impossible to quantify. Thirdly, there is a disconnect 
in the operation of several links of human resources. The evaluation results of 
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training effect are rarely used effectively in other aspects of human resources, 
and the evaluation work is more of a formality, which is only evaluated for the 
sake of evaluation (Zhao & Hao, 2008). 

In order to measure and evaluate the efficacy of the Open University in Zhe-
jiang province teacher training, this article selects Kirkpatrick Model of four 
hierarchical Model, mainly USES the research method of case analysis, the Open 
University in Zhejiang nearly three years of teacher training project as the re-
search object, the selection of classic Kirkpatrick Model as assessment tool, com-
bined with the literature method, qualitative analysis and quantitative analysis, 
reasoning method, comparison method, five kinds of methods are studied. 

According to the depth and difficulty of the evaluation, the training effect is 
divided into four progressive levels—response, learning, behavior, and result. 
Thus, a four-dimensional evaluation standard framework is proposed. The first 
and second dimensional criteria (response and learning) are collected before the 
trainees return to work. The third and fourth dimensions (behavior and results) 
measure the degree to which a trainee applies the training in his or her work. On 
the basis of extensive literature collection and analysis, the training effect evalua-
tion model and training effect evaluation system, which are in accordance with 
scientific principles and the actual situation of Open University, are deduced by 
combining system with emphasis, case with theory, model display with logical 
reasoning. Considering the large number of teachers in the system of Zhejiang 
Open University, and the uneven age span, educational background, knowledge 
background and other issues, the content of teacher training is diversified. In 
order to facilitate the evaluation, the training is divided into four categories: 
concept, knowledge, technical and business skills and management skills. In the 
evaluation, the four-level classification method of Kirkpatrick Model is mainly 
used for reference, and the evaluation is carried out at four levels: reaction, 
learning, behavior and result (Yan & Cao, 2006). 

Any training has its value, want to maximize the value of the training, should 
not only focus on the training process, and track the training results, trained to 
understand the teacher on the degree of satisfaction, mastery learning content, 
to help teachers to create more beneficial achievements transformation condi-
tion, also should establish a corresponding system, measures to ensure that 
trained teachers to apply what they have learned in the work, and enhance the 
level of performance. The four-level teacher training evaluation system of Zhe-
jiang Open University based on Kirkpatrick evaluation model lays a theoretical 
foundation for the evaluation of teacher training of Open University, and also 
provides a practical basis, thus effectively improving the scientific and normative 
nature of the evaluation of teacher training of Open University. 

2. Study on Selection of Evaluation Model of Training Effect 

In recent years, US statistics show that the income gap caused by human capital 
and physical capital investment has been further widened. According to the ac-
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tual sampling data, American scholars calculated that the return of physical cap-
ital investment was 1:3.5, while the return of intellectual investment was 1:17.5, 4 
times of the return of physical capital investment. The United Nations Economic 
and Development Organization recognizes and affirms the convergence that ex-
ists between economic and human resources training by emphasizing: 1) the 
human factor, as a factor of production, is assuming a prominent position and 
human resources are viewed as a key factor in school and economic develop-
ment; 2) The development, application and popularization of advanced tech-
nology are the necessary conditions for economic success in a technologically 
advanced society; 3) Education is no longer a synonym for school education. 
Education and training provided by the labor market, schools and various or-
ganizations are playing an increasingly important role in the process of skill 
formation. All these show that the improvement of the quality of talents brought 
by training will provide a broader space for the economic growth of the school 
(Nooyi, 2007). 

As a result, many adult colleges and universities spend a lot of money on 
teacher training in order to gain a competitive edge. How does the training play 
its role, whether it achieves its purpose, and what kind of training can produce 
the best effect on the development of teachers, which are the issues of manage-
ment concern. To understand this, the means of training must be used in the 
training process. However, many adult colleges seldom evaluate the training 
when they train teachers. In view of this, here a brief introduction to the effective 
and widely used training evaluation method—Kirkpatrick 4D training effect 
evaluation Model framework, Kirkpatrick Model by international famous scho-
lar Wisconsin University professor Donald. L. Kirkpatrick is put forward in 
1959, is one of the world’s most widely used training assessment tools, in the 
field of training evaluation is difficult to shake the status, it is used to help man-
agers and training people awareness, understanding and application of training 
evaluation. 

2.1. Kirkpatrick Four-Dimensional Training  
Effectiveness Evaluation Framework 

Kirkpatrick Model divides the training results into four dimensions, thus putting 
forward the four-dimensional evaluation standard framework, as shown in the 
attached table. The first and second criteria (response and learning) are collected 
before the trainee returns to work. The third and fourth dimensions (behavior 
and results) measure the degree to which a trainee applies the training in his or 
her work. 

Among all training effect evaluation models, the four-level Model of Kirkpa-
trick Model has been widely recognized and applied in practice. Many academic 
studies and enterprise practices have proved that Kirkpatrick Model’s training 
effect evaluation Model has high reliability and validity. 

Kirkpatrick Model divides training effectiveness into four progressive le-
vels—response, learning, behavior, and outcome—in terms of depth and diffi-
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culty of assessment. This conceptual model helps determine the kind of data to 
collect and answers four very important questions. 

Kirkpatrick Model’s four-dimensional training effect evaluation framework 
has been widely accepted by many international schools and has great influence. 
However, since 1970, a large number of surveys have shown that many industrial 
schools only use response criteria, seldom use learning criteria, and basically do 
not use behavior and outcome criteria to evaluate training. For more than 30 
years, many scholars have tried to prove the effectiveness of the four-dimensional 
training effectiveness evaluation framework using Kirkpatrick Model in training. 
However, the relationship between the described training results and the train-
ing itself is subjective and weak. Researchers have tried unsuccessfully to isolate 
and ignore the effects of environment in training. In fact, Kirkpatrick Model has 
observed that the evidence provided by training effectiveness assessments has 
not been successfully validated in the changing workplace. The first dimension 
of the Kirkpatrick Model (response) study suggests that it is insufficient to test 
the benefits of training assessment by response alone. Because the trainee’s re-
sponse is a trainee’s preference, there is a risk that this behavior tends to produce 
better considerations than other aspects, such as the actual learning, the mini-
mum cost of completing the learning, etc. Love in the learning process can im-
prove the efficiency of learning, but it is not the final result of training. Even a 
good response does not ensure that learning takes place. If given a test, trainee 
teachers also respond by self-assessing what and how much they need to learn 
(Shi, 2008). 

2.2. Development of the Kirkpatrick Model Four-Dimensional 
Training Effectiveness Evaluation Framework 

Based on the four-dimensional training effect evaluation framework of Kirkpa-
trick Model, scholars such as Kraiger, Phillips and Alliger classified training and 
evaluation into five categories: cognitive achievement, skill achievement, emo-
tional achievement, performance achievement and return on investment. Are 
used to measure cognitive achievement trainees in this paper, the principle of 
the training program emphasizes the fact that familiarity, degree of technology, 
or process, it includes the Kirkpatrick Model technology or using skills and be-
havior level, it includes skills to learn (learning) and skills in the job application 
two aspects, it has to do with Kirkpatrick Model of the second (learning) and the 
third dimension (behavior). Emotional outcomes are used to measure attitudes 
and motivation towards training programs. Performance results are used to de-
termine how much the department pays for training programs. These measures 
include cost reductions due to reductions in employee turnover or accident 
rates, increases in output, and improvements in product quality or customer 
service. Return on investment measure training costs and yields the ratio of the 
size, training costs include direct and indirect costs, direct costs, including par-
ticipation in training for all employees (after training, training teachers, etc.), 
consultants and project design staff salaries and benefits, training, and facility 
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costs of materials, equipment or to rent or purchase cost, transportation cost of 
the classroom. Indirect costs are the costs not completely directly related to the 
design, development or teaching of training. They mainly include office supplies, 
facilities and related costs. Benefits refer to the value that an enterprise obtains 
from training (Li & Liu, 2006). 

Subsequently, Fredman and Yarbrough put forward the training evaluation 
model, and the center of the evaluation model includes many training methods 
and their combinations, which are adopted according to the training objectives 
of different organizations. In addition, the evaluation model also includes the 
evaluation of multiple training outcomes: 1) the response of the training partic-
ipants (trainees and trainers) (training desire and motivation); 2) the change of 
the attitude, knowledge and skills of the training participants; 3) tangible mea-
surement, such as product sales, the number of lost customers, etc.; 4) Other 
evaluation tools; 5) Implementation of management. As can be seen from the 
above analysis of Kirkpatrick Model, many researchers have studied and ex-
panded the Kirkpatrick Model four-dimensional training effect evaluation 
framework, but these studies are always limited to the training activities them-
selves, and do not consider and study the issues of enterprise training and evalu-
ation from the perspective of corporate strategy (Liu, 2006). 

Four-dimensional training effect evaluation framework has been greatly im-
proved. It can help managers clarify the many evaluation methods in training 
evaluation and the role of multiple training objectives in evaluating training 
outcomes. In addition, it compares various training methods and evaluates their 
influence on training results during the training process. The implementation of 
management is also introduced into the evaluation, that is, to evaluate the im-
pact of management implementation on the training effect. However, partici-
pants’ self-evaluation reports, observations, comments and simple meetings were 
used to evaluate the responses of the training participants, so the accuracy of the 
evaluation was greatly influenced by individuals and the training instructors 
(Liu, 2006). 

2.3. Kirkpatrick Model Application Analysis 

The Kirkpatrick Model’s Model helps determine the kind of data to collect, and 
it also answers four important questions. Because this model is simple and easy 
to operate, it has been widely used in the business world. For example, AT&T, 
Big Blue IBM, Lenovo Group and so on have developed similar four-level evalu-
ation model (Yang, 2007). 

Lenovo Group, a famous company in China, has established a four-level 
training evaluation system: response evaluation, learning evaluation, behavior 
evaluation and benefit evaluation. Lenovo has been bold in the first three levels 
of evaluation and has built up some experience, especially in the behavioral 
evaluation, because any training can only be effective if it is implemented on the 
behavior of the trainees. After the management training and core values training 
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in the president’s office, the enterprise will require each trainee to develop their 
own action plan and check the implementation in the next training. After the 
training of new managers’ management skills, the enterprise will require the su-
pervisor and supervisor of the trainees and the trainees themselves to evaluate 
the behavior improvement of the trainees after the training, so as to examine the 
training effect of the trainees from different perspectives. After the sales skills 
training of key customers, the company will teach the trainees to supervise some 
sales coaching tools, so as to give targeted guidance to the trainees who have 
learned sales skills training (Yang, 2007). 

The Kirkpatrick Model is also widely used in domestic colleges and universi-
ties. Some scholars put forward that Kirkpatrick Model is a solution for enter-
prise training evaluation, and the similarities and differences between training 
and education must be faced up to in order to apply Kirkpatrick Model to class-
room teaching quality evaluation in colleges and universities. Although both are 
improve people’s knowledge, skills and attitude for the purpose, but in most of 
the academic course, college students’ learning is a basic principle and the theory 
of abstract knowledge, university teachers care about is to let students not only 
understand their knowledge in historical background, but also let them know 
about these deeper theoretical knowledge. It can be seen that education is often 
longer than training, focusing on the cultivation of people’s comprehensive 
quality and the impact of physical and mental development (Ma, 2018). 

A large number of literatures show that the domestic teacher training evalua-
tion system in higher vocational colleges based on Kirkpatrick Model consists of 
3 stages, 7 indicators and 24 main observation points. The evaluation system can 
be used to make qualitative and quantitative analysis on the training effect of 
higher vocational teachers, so as to evaluate the training of higher vocational 
teachers accurately. 

The training effect evaluation of the above schools and universities has com-
mon characteristics. First, the most commonly used evaluation is based on the 
four-level Model of Kirkpatrick Model. The second is to scientifically determine 
the evaluation level of different training projects. Third, pay attention to the se-
lection of appropriate assessment time, that is, how long after the end of the 
training to evaluate: the interval time is too short, trainee teachers may not be 
skilled, it is difficult to reflect the long-term effect of training; The time interval 
is too long, and the effect of multiple causes and effects is enhanced, which is 
difficult to evaluate. Fourth, strengthen cooperation with competent authorities 
(Ma, 2018). 

3. Design of Evaluation System for Teacher Training Effect of 
Zhejiang Open University System 

When designing the training effect evaluation system, this paper fully considers 
the large number of teachers in the system of Zhejiang Open University, the un-
even age span, educational background and other knowledge, and the complexi-
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ty of human resources, complex structure and many levels, which leads to the 
diversity of training content. In order to facilitate the evaluation, the training 
contents are classified according to the training objectives. The evaluation me-
thods for the same kind of training are the same, and different levels of training 
can be carried out according to the different training objects and training objec-
tives. In this paper, the four-level classification method of Kirkpatrick Model will 
be used for reference, and the four-level assessment of response, learning, beha-
vior and outcome will be carried out. Combined with the existing problems and 
their causes, the paper designs the training effect evaluation system and con-
structs the model. 

3.1. Training Effect Evaluation Objectives and Principles 

The different objectives of training effect evaluation require different evaluation 
means and methods. Based on the theoretical discussion on the evaluation ob-
jectives of the training effect and the existing problems in the evaluation of the 
school’s training effect, the objective of the evaluation of the teacher training ef-
fect of Zhejiang Open University system is as follows: 

First, improve the training plan, improve the quality of training. Establish the 
province level, at the two reasonable division of labor and coordinated training 
management system, in which the branches of the personnel department every 
year at the end of next year’s report to provincial school training needs, provin-
cial school teaching center staff to these training needs analysis summary, after 
next year’s training program, including select training experts, organizers and 
the training object, arrange training time, place, content and way, to ensure the 
scientific nature and feasibility of these decisions must be clear advantages and 
disadvantages of previous training programs, what factors led to the differences 
in training effect and the anticipated goal, is an expert in training the level of the 
problem? Or is the quality and learning enthusiasm of the trained teachers in-
sufficient? Is the training content lack of targeted? Or does the training style af-
fect the learning effect? And so on. Because there is no systematic training effect 
evaluation system at present, the answers to the above questions can only be 
judged by the experience of training managers, which means that the training 
work lacks sufficient scientific basis from the beginning of the analysis of training 
needs and the formulation of training plans (Fan, Jin, & Li, 2019). 

Second, enhance the learning effect, promote the province’s teachers in the 
actual work of the use of training learned knowledge and skills. Before the im-
plementation of a training project, the provincial school should clearly carry out 
the evaluation of the training effect, so as to arouse the attention of all partici-
pants in the training. The training experts will try their best to improve the 
teaching professional level and teaching skills, and carefully choose the training 
materials and teaching methods. Trainee teachers will cherish the training op-
portunities more, enhance the enthusiasm and consciousness of learning; the 
organizer and manager of the training will try their best to provide perfect aux-
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iliary facilities. All these factors are important to ensure the effectiveness of the 
training. 

Third, provide feedback to the training designers, managers, training experts 
and trainee teachers. The evaluation of the training effect can provide informa-
tion feedback to the training decision-makers, the training managers and the 
training teachers. The training decision-makers must know whether the training 
plan is reasonable, whether the training project has achieved the expected goal, 
and whether the training can create high-quality and efficient teachers. The 
manager of the training project must know how the training is organized and 
implemented. Training experts must know how to choose training materials and 
arrange teaching schedule for specific trainees. Trainee teachers must know 
whether their knowledge and skills can promote the improvement of job per-
formance. If there is comprehensive and objective training effect evaluation in-
formation to provide feedback to relevant personnel, it will improve the scientif-
ic and targeted training decision-making, the order of training management and 
the enthusiasm of the training teachers to learn. 

The principles of training effect evaluation are as follows: 
The scientific nature. The selection of training effect evaluation level, evaluation 

index and evaluation method should be based on the operation mechanism of the 
training system, the training effect evaluation principle, as well as the specific 
training content and training objectives. Qualitative and quantitative evaluation 
methods should be adopted comprehensively to carry out multi-angle evaluation. 

Normative. The evaluation level, evaluation method and evaluation process 
should be carried out in accordance with the steps of the evaluation program, 
and the principles and instructions must be observed. The evaluation results of 
each training project should be fed back to the designated parties concerned, and 
the links that directly affect the achievement of the evaluation objectives should 
not be deleted at will. 

High efficiency. Evaluation scheme for the training content and to assess the 
level of the scheme evaluation index must be aimed at training target to design, 
the choice of evaluation methods for the corresponding training content and 
evaluation level, the results of the assessment analysis must focus on the ex-
pected purpose of the training program and effect assessment target, so as to 
ensure the realization of the aim of training effect evaluation. 

Practicality. According to the difficulty and cost of the assessment, combining 
the existing technical resources of the school and the number, quality and struc-
ture of the assessment personnel, one or more assessment methods recom-
mended in each assessment plan can be selected. On the premise that necessary 
information can be collected, the assessment method with relatively low cost and 
difficulty of operation can be selected (Lan, 2015). 

3.2. Training Effect Evaluation Process Design 

A process is a series of activities that are logically related and constantly chang-
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ing to achieve a goal. The principle of efficiency should be followed first in the 
process of evaluating the effectiveness of teacher training in Zhejiang Open 
University. The evaluation activity is a value-added activity, and the selected 
evaluation program can be successfully carried out without wasting resources. 
The second is the principle of feasibility. That is to say, the objective to be 
achieved by the evaluation scheme is logically possible; the required data can be 
obtained, personnel, equipment, funds can be implemented. Third, the integrity 
principle. The evaluation process should be a series of evaluation activities logi-
cally connected circular chain, this chain is a closed model, but also does not ex-
clude the absorption of external useful information. From the main body of 
training evaluation, evaluation object and content analysis, evaluation method, 
training evaluation results feedback and other aspects should be carefully consi-
dered, and fully consider the reasonable allocation of resources, with more eco-
nomic input, obtain reliable and rich output. The process of training effect eval-
uation is shown in Figure 1. 

3.3. Training Evaluation Index System Design 

Kirkpatrick Model divides the training results into four dimensions and propos-
es a four-dimensional evaluation standard framework. The first and second cri-
teria (response and learning) are collected before the trainee returns to work. 
The third and fourth dimensions (behavior and results) measure the degree to 
which a trainee applies the training in his or her work. 

Kirkpatrick Model divides training effectiveness into four progressive le-
vels—response, learning, behavior, and outcome—in terms of depth and diffi-
culty of assessment. This conceptual model helps to determine the kind of data 
to be collected and, at the same time, answers four very important questions (Lin 
& Feng, 2015) as shown in Table 1. 

Level one, response assessment, that is, level one assessment. 
Response assessment is the lowest level of training effect assessment, which is 

used to evaluate the trainee teacher’s response to the whole training project,  
 

 
Figure 1. Training effect evaluation flow chart of ZJOU. 
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Table 1. Kirkpatrick Model four-level evaluation model. 

level problems Method of measurement 

1. Reaction 
What aspects of the training program are 

participants satisfied with? 
The written test 

2. Learning 
What do participants learn from the 

training program? 
The written test, The performance test 

3. Behavior 
Has the student’s behavior changed 

through the training? 

Performance tests are conducted by 
colleagues, training teachers and training 

management teachers 

4. Result 
Does the change in behavior have a 
positive impact on the organization? 

Teaching accident rate, attendance rate, 
turnover rate, teaching quality, teacher 

morale 

 
including the views on the training materials, trainers, facilities, methods, con-
tent, etc. At this level, the assessment usually takes the form of questionnaire to 
obtain the required information. On this basis, further quantitative analysis can 
be conducted, such as measuring the trainees’ satisfaction degree (or liking de-
gree) to the training materials, trainers, training contents and methods, and fa-
cilities, and then calculating various satisfaction rate indicators. 

Level two, learning assessment, that is, level two assessment. 
In the assessment of the learning level, it is necessary to assess what the trainee 

teachers have learned from the training program and how much they have ab-
sorbed. For example, what knowledge has been learned, what skills have been 
learned or improved, and what attitudes have changed. 

Evaluation of learning, though at a low level, is also very important and essen-
tial, because without the acquisition and change of knowledge, skills or attitudes, 
it is difficult to lead to changes in behavior and results. The methods of written 
test, operation test, grade scenario simulation test, or before and after compari-
son, setting control group and so on were used to evaluate the learning effect of 
the training. 

Level three, behavioral assessment, that is, level three assessment. 
Behavioral assessment focuses more on the changes in the working behavior 

and performance of the trained teachers after receiving the training. In fact, it 
evaluates whether the attitude, knowledge and skills of the trainees have been 
improved after they return to work and to what extent? It is more complex and 
more difficult to operate than the assessment at the response and learning levels 
described above. 

The fourth level, the outcome evaluation, namely the fourth level evaluation. 
The Kirkpatrick Model is one of the most important and most difficult part of 

the operation, it is used to evaluate “the (reaction), learning, behavior changes 
visible on organizational development and positive role”, as a result, four evalua-
tion should be in a good one, two, three evaluation, based on development 
projects that can assess trained teachers’ individual performance and the degree 
of organization performance improvement (the specific results due to behavior 
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change). 
According to the four-level evaluation Model of Kirkpatrick Model, the evalu-

ation of teacher training effectiveness of Zhejiang Open University system 
should also include the evaluation of response layer, learning layer, behavior 
layer and result layer. In the index system design, the evaluation results of re-
sponse layer and learning layer are mainly related to the organization and im-
plementation of training. The behavioral layer evaluates the work situation after 
training, and the outcome layer evaluates the changes to the organizational per-
formance. Therefore, the evaluation indicators of training effect are divided into 
three parts (first-level indicators), which are the organization and implementa-
tion of training, the work situation after training, and the change of organiza-
tional performance. According to the main components of the first-level indica-
tors, a number of second-level and third-level indicators have been established 
under the three first-level indicators. The composition of all levels of indicators 
uses quantitative indicators as the main, qualitative indicators as the auxiliary, 
the combination of qualitative and quantitative methods, and fully consider the 
scientific nature, feasibility, simplicity of the principle of combination (Lin & 
Feng, 2015). 

A training project may contain concepts, knowledge, skills and other aspects 
at the same time. When selecting the evaluation level, the training effect evalua-
tion professionals shall make the choice according to the main objectives of the 
training, the importance of the training, the resources required for the evalua-
tion and the difficulty. Therefore, we should choose the evaluation level perti-
nently, so as to design the specific indicators of training efficiency evaluation of 
Zhejiang Open University, as shown in Table 2 and Table 3. 

 
Table 2. Evaluation index of training effect of ZJOU. 

Assessment level 
 

The training content 
reaction layer Learning layer Behavior layer Results in the layer 

Concept of class 
Training organization 
and implementation 

satisfaction 

Training organization and 
implementation satisfaction, attitude 

change, values 

Work condition after 
training 

Work condition after 
training 

knowledge 
Training organization 
and implementation 

satisfaction 

Satisfaction with the organization and 
implementation of training, breadth 

and depth of knowledge, self-learning 
ability 

Work condition after 
training 

Work situation and 
performance changes 

after training 

Business skills 
Training organization 
and implementation 

satisfaction 

Satisfaction with the organization and 
implementation of training, proficiency 

in the application of new technology, 
standardization of the application of 
new skills, and confidence increase 

Work condition after 
training, frequency of 
applying new skills, 

problem solving ability 

Work situation and 
performance changes 

after training 

Management skills 
Training organization 
and implementation 

satisfaction 

Training organization and 
implementation satisfaction 

Work condition after 
training, work habits, 
communication skills, 

motivation skills 

Work situation and 
performance changes 

after training 
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Table 3. Evaluation index system of training effect of ZJOU. 

 Level 1 indicators Level 2 indicators Level 3 indicators 

Evaluation of 
Training Effect 

Training 
organization and 
implementation 

The training content 

Make up the knowledge deficiency 

Meet developmental needs 

Updating concept 

Training methods and 
techniques 

The use of modern educational 
technology 

Modern Training Methods 

Training organization 

Faculty Management 

Organization of training process 

Trainee teacher management 

Administration and Logistics 

Work condition 
after training 

Skill levels 

 Work attitude 

The spirit of innovation 

3.4. Evaluation Methods 

1) Evaluation methods during the training. In order to find out whether the 
expected behavior changes of the trainees occurred during the training period, 
we used tests, interviews and questionnaires to review and improve the training 
work. When these methods are used, it is necessary to give the whole course high 
marks for liking the teacher. Or because of a certain element of dissatisfaction 
and the overall denial of the course, in the assessment of the following solutions. 
For example: emphasize the purpose of evaluation, request everyone to coope-
rate; Encourage everyone to write opinions and suggestions; Comparison with 
historical data or other school data; Test a course before rolling it out; Combine 
the use of questionnaire, interview, discussion and other ways; When classes on 
different topics are held together, feedback should be given in time, and ques-
tionnaires should be filled out immediately. 

2) Evaluation method for the completion of training. By means of test, skill 
verification, simulation exercise, role play, questionnaire survey, symposium and 
so on, we can understand the learning situation of trainees and evaluate the 
achievement of training objectives and the actual results. 

3) Evaluation methods of work performance. It takes time to transform 
knowledge into ability. Therefore, the evaluation of job performance Trainee 
teachers undergo a number of evaluations to determine their pre-training level 
of competence before they are to be trained. After receiving the training, work 
for a period of time, and reassess the ability. Through the comparative analysis 
of the two evaluation results, the influence and effect of training on the ability 
development of trained teachers are determined. Specific methods such as ques-
tionnaire survey, interviews and talks can be used to obtain the relevant infor-
mation and opinions of the graduated trainees and their supervisors, and then 
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collate, analyze and study, and evaluate them. 
4) Evaluation method of the result layer. The utility formula (utility = YD × 

NT × PD × V-NT × C) is adopted, which is a qualitative and quantitative me-
thod. 

YD—The number of years that training has had an impact on the job. 
Nt—Number of people trained. 
PD—Differences in job performance between trained and untrained persons. 
V—Value, a monetary calculation of performance. 
C—The cost of training facilities for each member. 
On the number of training to influence work in formula (YD), trainers and 

did not receive trainers difference (PD) on the job and the work performance of 
currency terms (V) on the confirmation of using the qualitative interviews and 
observation of trainers I in-depth interviews and group interview and supervisor 
to attend trainer interview leaders, colleagues and subordinates the same; At the 
same time, combined with on-the-spot sampling observation, the improvement 
of the work of some trainers after training spot check; As well as literature and 
practical data analysis for confirmation (Liu, 2006). 

3.5. Data Analysis Method 

1) Grading proves a law. All the feedback questionnaires from the trained 
teachers were collected together to form a document to test the training effect. 

2) Score and text analysis. In addition to data analysis, refer those textual 
statements and explanations to him. 

What have we learned in the training, what will be the effect of these gains, 
combined to judge the training effect. 

3) Frequency distribution analysis. By analyzing the distribution of test scores, 
we can see where the scores are concentrated. It mainly includes simple mean, 
median, mode and so on. 

4) Departure analysis. There are three commonly used in the evaluation: 
range, standard deviation and four-point difference. Range is the most com-
monly used indicator in evaluation practice. This indicator shows the maximum 
and minimum extremes of a set of scores. If the range is large, it is time to re-
think the process of grading the test or the training program itself. 

4. A Case Study on Teacher Training System  
of Zhejiang Open University 

The contents of teacher training in Zhejiang Open University system include 
teacher ethics training, education theory training, education and teaching ability 
training, academic norms training, physical and mental health improvement 
training, etc. From 2018 to 2020, the following contents have been carried out in 
the teacher training system of ZJOU: teaching design training, such as the 
teacher training of “Application of China Open Learning Network”; Humanities 
training such as teacher etiquette training, new teacher training, etc.; New tech-
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nology training includes teacher training for digital learning and new media ap-
plication, teacher training for distance education in the era of Internet+, teacher 
training for information technology ability of TV University teachers in the 
province, and teacher training for e-commerce held in cooperation with Alibaba 
Business School. In addition, there is an annual professional (a total of nine ma-
jor categories) teaching and research activities. 

4.1. Present Situation of Teacher Training Effect  
Evaluation in the Whole Province 

First, the design of the feedback form is relatively flat and thin, and there is no 
comprehensive survey conducted at different levels according to specific training 
objects and training courses. When using the standard feedback form, there is 
no good summary after the feedback, and it cannot really reflect the real opi-
nions and ideas. 

Second, tracking and feedback after the fact does not form a system, but is a 
random, individual-to-person behavior. Some measures, actions and planned 
goals required in the training class have no clear channels to implement and 
track after the training, and the responsibilities are unclear. After the training, 
no one pays attention to them, which is just a formality. 

Third, the purpose of assessment is not clear. Most of the training staff and 
teachers regard the effect assessment as the means to test the learning effect, but 
ignore the effect of the knowledge and skills in the work application. 

Fourth, lack of professional evaluators. It is basically the work of ordinary 
management personnel replacing professional evaluators. There is a large gap of 
evaluators, which cannot meet the requirements of a large number of training of 
system teachers (Cao & Zhang, 2019). 

Fifth, the evaluation method is single. The evaluation method of training 
evaluation is simple, deep and difficult. There are qualitative and quantitative 
evaluation methods, and there are many specific methods, such as ex ante and ex 
post test method, cost and benefit method, control experiment method and so 
on. However, the current method is single, only in the form of filling in the sa-
tisfaction questionnaire and examination. The evaluation work is only at the 
primary level, less in-depth training teachers’ work behavior, the change of atti-
tude, the improvement of work performance, the improvement of ability and 
bring social benefits for the school. 

Sixth, lack of tracking evaluation. Training effect evaluation is limited to 
training satisfaction survey, or write about the learning, but also for these also 
there is no scientific evidence for the selection of evaluation methods, evaluation 
is emphasized at the end of the training is to master the knowledge and skills, 
without pay attention to training teachers in the practical work in the future ef-
fect for the application of new knowledge, new skills, whether can improve indi-
vidual performance and organizational performance. 

Seventh, failure to fully analyze and use the evaluation results. There is no 
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in-depth and systematic analysis of the information collected by satisfaction 
survey and examination, and there is no sufficient communication and feedback 
with the training teachers, the training organization management personnel and 
the school decision-making level, thus resulting in the inefficient use of the 
training effect evaluation results (Cao & Zhang, 2019). 

4.2. Teachers’ Feedback on Training in the Whole Province 

Through the training summary and survey of 2018-2020, the question “Do you 
think it is necessary to participate in the training? This question, a total of 138 
respondents made an effective answer, accounting for 99.0% of the total number 
of respondents (140). The overall mean was 1.31 (responses ranged from 1 to 5, 
with L being very necessary and 5 not necessary at all) and the standard devia-
tion was 0.49. Explanation: Respondents generally believe that training is very 
necessary and have a relatively full understanding of the necessity of training. 

In the questionnaire answered by the respondents, 47.38% of them recognized 
the point of “improved working ability and personal quality”; the second is 
“broaden the scope of knowledge, increase the amount of information”, ac-
counting for 10.85%; “Broaden horizons, update ideas, change the way of think-
ing” accounted for 32.24%. Compared with the trainee teachers’ expected goal, it 
shows that the training basically realizes the trainee teachers’ goal of increasing 
knowledge, improving skills and updating ideas, and also reflects the high effec-
tiveness of training in these aspects from one side. 

In terms of the training system, the trainee teachers hope to improve it fur-
ther. In terms of the training form, the trainees agree with the current training 
form of the school, and hope to further combine the characteristics of the train-
ing objects to choose the training method suitable for the training content. In 
terms of training time, trainees basically believe that the school can consider the 
characteristics and requirements of trainees in the selection of training objects 
and the arrangement of training time, but sometimes some conflicts exist. 

After the training, according to the existing conditions, we used questionnaire 
survey, in-depth interview, monitoring the teaching effect and other forms to 
evaluate the training effect. Through the collection and sorting of data, we can 
conclude that the training has achieved a good effect, and suggest the leadership 
to continue to strengthen the training of teachers. 

4.3. A Provincial Teacher Training Evaluation Process Based on 
Kirkpatrick Model Evaluation Model 

1) Define the purpose of evaluation. Through the analysis of the implementa-
tion process and results of the training project, this paper discusses the factors 
that affect the training effect, finds out the problems existing in the training, and 
puts forward some suggestions to improve the training work. 

2) Determine the assessment subject. Including training department, person-
nel department. 
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3) Determine the assessment work plan. January 2021 Questionnaire design, 
interview outline design, work plan of the evaluation project, preparation of re-
levant technical tools; February 2021 survey study; Statistical analysis of survey 
data in March 2008 to make an evaluation report. 

4) Determine the assessment level. This evaluation mainly uses Kirkpatrick’s 
four-level evaluation model to evaluate the response layer, learning layer and 
behavior layer of the trained teachers. Considering the application and benefit 
principle of evaluation, the result layer is not evaluated this time. 

5) Evaluation methods 
Questionnaire survey: 200 copies of questionnaire A and B were sent out, and 

44 incomplete and invalid questionnaires were eliminated after collection and 
sorting. 256 valid copies of questionnaire A and 160 valid copies of question-
naire B were obtained. The effective recovery of volume A was 85.35%, and that 
of volume B was 53.3%. Study layer uses written examination form. The online 
examination was conducted for 200 trained teachers, and 180 papers were re-
covered with an effective recovery rate of 90%. 

Knowledge test has the training implementation department, according to the 
training content to formulate the knowledge points of the test paper, for all the 
training teachers in the training before and after the training were tested respec-
tively. 

Expert consultation. For the training content and the establishment of the 
evaluation system, we consulted the experts from the education authorities in 
the form of questionnaires, as well as the experts who have been engaged in staff 
training for many years. 

Qualitative interviews and observations. In addition to the interview and ob-
servation of the trainer himself, the trainer’s superiors, colleagues and subordi-
nates are also interviewed (Song et al., 2019). 

4.4. Evaluation and Analysis of Provincial Teacher Training Effect 

1) Reaction layer evaluation 
Through the analysis of the evaluation data, the average value of trainee 

teachers’ satisfaction with various factors of training implementation, imple-
mentation and learning outcomes is 4.101, and the value of the lowest satisfac-
tion is also 3.714, indicating that trainee teachers have high satisfaction with 
various measures of training implementation and implementation. According to 
the data analysis, the items that the trainees have a high degree of satisfaction 
with are the training hardware facilities, the overall environment and the clean-
liness of the environment, etc., and they also agree that they can learn new 
knowledge concepts and skills during the training, indicating that the main 
purpose of the training can be achieved. Trainee teachers’ sense of harvest has 
two of the five lowest items of measuring project satisfaction of the implementa-
tion and implementation of the training, indicating that the trainees have a low 
degree of satisfaction with the measuring project. 
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2) Evaluation of learning level 
The excellent rate of examination results in learning level is 58.6%; the good 

rate was 40%; Qualified is 1.4%. According to the data analysis, during the train-
ing period, trainee teachers can take training opportunities seriously and master 
the training content well in a short time. Specific data are shown in Table 4. 

3) Evaluation of behavior layer 
The average value of the top five items of satisfaction was 4.112, which indi-

cated that the main objectives of the training, such as improving the working 
methods of the trainees and enhancing their professional knowledge and skills, 
could be achieved. 

4) Statistical analysis of evaluation 
Using the concise statistical analysis software, the top two items and the bot-

tom two items in terms of the satisfaction of the trainee teachers in terms of the 
implementation and implementation of the training are statistically analyzed, as 
shown in Table 5. 

Using the concise statistical analysis software, the statistical analysis of the top 
two items and the bottom two items for the satisfaction of the change factors in 
the work behavior of the trainees by the training supervisor is shown in Table 6. 

4.5. Trainee Teachers’ Feedback on the  
Evaluation of the Training Effect 

In the 2018-2020 trainee teacher training survey on how to evaluate the training 
effect, 42.04% suggested using the practicability of the knowledge and skills 
learned in the training to measure the training effect, and 37.08% suggested us-
ing the follow-up survey after the training, especially the performance changes of 
the trainee teachers and their departments. This indicates that the trained teachers  

 
Table 4. Examination score sheet. 

Grade of examination excellent good pass 

As a percentage of the total population (%) 58. 6 40 1.4 

 
Table 5. Statistical analysis table of the top two and the bottom two students’ satisfaction 
with each project of training implementation. 

Satisfaction Measurement Project 
The  

average 

The  
standard  
deviation 

The  
minimum  

value 

The  
maximum 

The  
median 

Satisfied with the brightness of the lighting in 
the training room 

4.282 0.049 4.200 4.350 4.290 

New knowledge, concepts and skills can be 
acquired during training 

4.269 0.065 4.100 4.340 4.285 

In class, the teacher can grasp the learning 
dynamics of the students 

3.742 0.2662 3.280 4.200 3.790 

satisfied with the teaching hours of the training 
subjects 

3.714 0.2665 3.200 4.100 3.770 

https://doi.org/10.4236/chnstd.2021.102009


J. Du 
 

 

DOI: 10.4236/chnstd.2021.102009 142 Chinese Studies 
 

Table 6. Statistical analysis table of the top two and the bottom two training supervisors’ 
satisfaction with the factors of work behavior change of trainees. 

Satisfaction Measurement Project 
The  

average 

The  
standard  
deviation 

The  
minimum  

value 

The  
maximum 

The  
median 

Training can improve the working methods of 
trainee teachers 

4.129 0.339 3.350 4.460 4.265 

The training will help the trainee teachers in 
their current teaching 

4.119 0.330 3.280 4.430 4.265 

After the training, the trainees will actively look 
for relevant materials to learn 

3.252 0.155 3.02 3.56 3.235 

After the training, the teachers’ work 
enthusiasm is improved 

3.122 0.168 2.800 3.36 3.15 

 
focus on the practicability of the knowledge, skills, thinking mode and the im-
provement degree of work performance for the training effect. 

Among the suggestions on improving training, 43.18% involved training or-
ganizations, including expanding the scope of trainees, carrying out various 
forms of training, and improving the level of training teachers. Among the fac-
tors that affect the training effect answered by the respondents, the organiza-
tional aspects of the training include whether the training content is reasonable 
(ranking first); The level of teachers trained (second); Timing of training (third); 
Training methods (4th); Teaching environment (5th). Therefore, there is a big gap 
between the training organization and the expectation of the trainees. It is ne-
cessary to focus on the practicality and pertinence of the training contents, im-
prove the professional level of the teachers, improve the rationality of the time 
arrangement, and carry out various forms of training courses. 

According to the evaluation of the training effect by the trained teachers, among 
the reasons that the training effect is good, the first reason is that the training is 
targeted and meets the practical needs. Among the reasons that the training effect 
is not good, “training is not targeted, disconnected from reality, and ineffective” is 
the first. Therefore, trainee teachers are extremely concerned about whether the 
training can be targeted and whether it can meet the needs of trainee teachers for 
improving skills, updating knowledge and broadening horizons. 

As for how to measure the effect of training, trainees of different ages, senior-
ity and educational levels tend to measure the practicability of training and the 
improvement degree of performance of trainees and their departments after 
training, so do managers and internal staff in this aspect. 

4.6. Evaluation Analysis and Application of Training Effect 

1) Reaction layer evaluation 
Through the analysis of the evaluation data, the average value of trainee 

teachers’ satisfaction with various factors of training implementation, imple-
mentation and learning outcomes is 4.101, and the value of the lowest satisfac-
tion is also 3.714, indicating that trainee teachers have high satisfaction with 
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various measures of training implementation and implementation. 
According to the data analysis, the items that the trainees have a high degree 

of satisfaction with are the training hardware facilities, the overall environment 
and the cleanliness of the environment, etc., and they also agree that they can 
learn new knowledge concepts and skills during the training, indicating that the 
main purpose of the training can be achieved. Trainee teachers’ sense of harvest 
has two of the five lowest items of measuring project satisfaction of the imple-
mentation and implementation of the training, indicating that the trainees have 
a low degree of satisfaction with the measuring project. 

2) Evaluation of learning level 
The excellent rate of examination results in learning level is 58.6%; The good 

rate was 40%; Qualified is 1.4%. According to the data analysis, during the 
training period, trainee teachers can take training opportunities seriously and 
master the training content well in a short time. 

3) Evaluation of behavior layer 
The average value of the first five items of satisfaction was 4.112. 
The data analysis shows that the main objectives of the training, such as im-

proving the working methods of the trainees and enhancing the professional 
knowledge and skills of the trainees, can be achieved. Trained teacher training 
after work behavior dimensions change factors, satisfaction sorting last five 
project training is training teachers leave situation reduce, teachers will be active 
to find things to do after training, training makes teachers have confidence in 
the prospect of the school, belongs to the trained teachers personal work wil-
lingness, attitude, work spirit and mental problems. 

5. Conclusion 

Based on extensive literature collection and analysis, on the basis of the existing 
training effect evaluation model of a mature at home and abroad has carried on 
the profound analysis, explore the Zhejiang Open University teacher training 
system, the feasibility of application of existing training effect evaluation theory, 
and the problems existing in the training effect evaluation activities carried out 
investigation and study, and analyzes the reasons of these problems. Through 
the construction of effective training effect evaluation system and the corres-
ponding evaluation model to solve these problems. 

At present, adult colleges and universities generally exist problems in the 
training effect evaluation activities mainly for the following three reasons: First, 
the positioning of the training work leads to the lack of mechanism, training 
work still stay in the training management, training effect evaluation work has 
not established the corresponding mechanism. Second, estimates are abandoned 
largely because they are difficult or impossible to quantify. Thirdly, there is a 
disconnect in the operation of several links of human resources. The evaluation 
results of training effect are rarely used effectively in other aspects of human re-
sources, and the evaluation work is more of a formality, which is only evaluated 
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for the sake of evaluation. 
Referring to the academic achievements of the evaluation model and the ap-

plication examples from all walks of life, this paper constructs a training effect 
evaluation system for the teacher training of Zhejiang Open University system 
from the perspectives of evaluation objective, evaluation model, main body me-
thod and the process of training effect evaluation. The corresponding imple-
mentation steps of the training effect evaluation system designed in this paper 
are also given, and the relevant data of Zhejiang Open University are also eva-
luated and analyzed. In the evaluation model, a multi-dimensional, multi-level 
and multi-method evaluation model (DLM) is designed for schools. 

Through the above research process, the following conclusions are drawn: 
First of all, DLM training effect evaluation method is not affected by school 

size or development stage. It can be applied to both the mature provincial adult 
colleges and universities and a new branch of adult colleges and universities. 
According to the specific training activities and courses carried out, the targeted 
methods in the DLM training effect evaluation model were selected to effectively 
evaluate the training effect, and the training effect evaluation work was incorpo-
rated into the daily work. 

Secondly, “training” and “training evaluation” are all schools and teachers 
growth, development and expansion of necessary means and ways, in order to 
make the training more effective transformation, the training of learning as a 
long-term system of school work to do, both training and training effect evalua-
tion is not a one-off, but a systems engineering, schools and teachers to develop 
must continually accept the new knowledge, new skills, therefore, with the con-
tinuous development of training, and constantly changing, continuous innova-
tion, we conducted the training effect evaluation of innovation. 

Thirdly, training evaluation is the guiding ideology and basic requirement to 
guide and develop follow-up training. Training evaluation is a highly technical 
work, and whether the evaluation can be organized scientifically has an impor-
tant impact on the quality of training and the reliability and effectiveness of the 
results. 

Finally, the ultimate goal of training effect evaluation is to training to maxim-
ize the effect of myself into training teachers, into the reality of labor, to create 
value, improve efficiency, therefore, the training effect evaluation smoothly to 
the school each related department’s support, also needs to have the relevant 
supervision and guarantee system, combining training and training effect evalu-
ation is very good, can make both promote each other. 

The shortcomings of this paper are as follows: 1) There are still some variables 
in the evaluation method of the result layer, and the data have not been obtained 
yet, which need to be further analyzed in the future. 2) In the design of the eval-
uation index system, it fails to be well combined with the model. It is necessary 
to further establish the evaluation index that is in line with the reality and easy to 
operate. 3) In the design of evaluation method, the existence of non-training 
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factors should be fully considered to find an economic and effective evaluation 
method to improve the accuracy of evaluation of training effect. 
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