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 This study aims to evaluate the effectiveness of the Practical Office 
Advance (POA) training program at BLK Pasaman Barat using the 
Kirkpatrick Model, with a focus on the gap between competency 
improvement and employment outcomes. A quantitative evaluation 
research design was applied involving 16 trainees selected through total 
sampling. Data were collected using validated questionnaires, pre-test 
and post-test, performance checklists, supervisor interviews, and 
documentation, and analyzed using descriptive statistics, paired 
comparison, and N-Gain. The results showed significant improvements in 
knowledge (33.54 to 74.38) and skills (30.62 to 85.43), with most 
participants achieving moderate to high N-Gain. However, behavioral 
transfer was moderate, and only 31% of participants obtained relevant 
employment. In conclusion, the POA training effectively improves 
technical competencies but has limited impact on employment 
outcomes, indicating the need to strengthen industry linkages and align 
training with labor market demands. 
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Introduction 
In the current era of digital transformation, the demand for workforce competencies in information 
and communication technology (ICT) has increased significantly. Administrative tasks that were once 
performed manually are now highly dependent on digital tools such as word processors, spreadsheets, 
and presentation software. This shift requires job seekers not only to possess basic computer literacy 
but also to demonstrate advanced operational skills that support efficiency, accuracy, and productivity 
in modern workplaces (Masters et al., 2024; Plewka et al., 2023). As a result, vocational training 
institutions are expected to play a strategic role in preparing a workforce that is responsive to these 
evolving demands. 

In Indonesia, the government has strengthened vocational education and training through 
institutions such as Balai Latihan Kerja (BLK), which are designed to equip job seekers with practical 
and job-oriented competencies. One of the programs implemented is the Practical Office Advance 
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(POA) training, which focuses on developing advanced-level office application skills aligned with the 
national competency standards (SKKNI). Despite this structured and competency-based approach, 
concerns remain regarding whether such programs are able to produce outcomes that extend beyond 
classroom learning, particularly in terms of employability and workplace performance (Kirkpatrick et 
al., 2020; Sperber et al., 2023). 

Previous studies have shown that vocational training programs can improve participants’ technical 
knowledge and practical skills, especially when they adopt competency-based and practice-oriented 
learning strategies (Nascimento & Abbad, 2021; Ries & Johnston, 2023). However, these improvements 
are often limited to the learning phase and do not always translate into sustained behavioral changes 
or measurable employment outcomes. This indicates that the effectiveness of training programs cannot 
be assessed solely based on knowledge acquisition but must also consider how learning is applied in 
real work contexts. 

Furthermore, research in training evaluation highlights that learning outcomes are influenced by 
multiple factors, including instructional design, participant characteristics, and workplace 
environment. Contextual elements such as organizational support, availability of technology, and labor 
market conditions play a critical role in determining whether newly acquired skills can be effectively 
utilized. In many cases, a mismatch between training content and job requirements reduces the 
practical relevance of training outcomes, particularly in regions with limited industrial development. 

The Kirkpatrick evaluation model has been widely recognized as a comprehensive framework for 
assessing training effectiveness across four levels: reaction, learning, behavior, and results. While many 
studies have applied this model, most evaluations tend to focus primarily on the reaction and learning 
levels, often neglecting the more complex dimensions of behavioral transfer and long-term outcomes 
(Cordeiro et al., 2025; Olsson et al., 2022). As a consequence, the understanding of whether training 
programs truly contribute to improved workplace performance and employability remains limited. 

Recent studies have increasingly emphasized the importance of linking training outcomes with 
employability and labor market absorption (Huang, 2025; Stanich et al., 2023). Although training 
programs may successfully enhance technical competencies, evidence suggests that these 
competencies do not always align with the actual demands of the job market. This issue is particularly 
evident in regional areas, where employment opportunities are limited and may not require advanced 
technical skills. As a result, many training graduates face difficulties in securing relevant employment 
despite having completed structured training programs. 

Despite the growing body of literature, several research gaps remain. First, most studies focus on 
large-scale or urban training centers, while limited attention is given to regional training institutions 
such as BLK in less developed areas. Second, many studies rely on single-source data, particularly self-
reported questionnaires, which may reduce the objectivity of findings when assessing behavioral 
changes and real-world outcomes (Azmy & Setiarini, 2023; Seow et al., 2023). Third, there is still a lack 
of integrated evaluation that simultaneously examines all four levels of the Kirkpatrick model using 
multiple data sources. 

Addressing these gaps requires a more comprehensive evaluation approach that combines 
quantitative and qualitative data to provide a holistic understanding of training effectiveness. 
Integrating multiple data sources, such as performance tests, participant perceptions, supervisor 
feedback, and employment records, can enhance the validity of findings and offer deeper insights into 
how training outcomes are translated into workplace performance. Such an approach is essential to 
move beyond surface-level evaluation and to capture the complexity of training impact in real-world 
settings (Ali et al., 2022; Gupta & Mahajan, 2025). 

Based on these considerations, this study aims to evaluate the effectiveness of the Practical Office 
Advance (POA) training program at BLK Pasaman Barat using the full Kirkpatrick model combined with 
a triangulation approach. The novelty of this study lies in its focus on the alignment between 
competency improvement, behavioral application, and employment outcomes within a regional labor 
market context. By examining not only learning gains but also behavioral transfer and employability, 
this research is expected to provide both theoretical contributions to training evaluation and practical 
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recommendations for improving vocational training programs in developing regions (Simangunsong & 
Purnomo, 2021; Wulandari & Pogo, 2023). 

 

Method 
This study employed an evaluation research design using a quantitative approach to assess the 
effectiveness of the Practical Office Advance (POA) training program at BLK Pasaman Barat. The 
evaluation was guided by the Kirkpatrick Model, which examines training effectiveness across four 
levels: reaction, learning, behavior, and results. This model was selected due to its ability to provide a 
comprehensive and sequential assessment of training outcomes, ranging from immediate participant 
responses to long-term impacts on performance and employability. Each level was operationalized 
through specific indicators, including participant satisfaction (reaction), cognitive and psychomotor 
improvement (learning), application of skills in the workplace (behavior), and performance and 
employment outcomes (results). 

The population of this study consisted of all 16 trainees enrolled in the 2025 POA training program 
in the ICT vocational field at BLK Pasaman Barat. Given the limited population size, a total sampling 
technique was applied to include all participants as research respondents. This approach was chosen 
to ensure full representativeness and to minimize sampling bias. However, it is acknowledged that the 
small sample size limits the generalizability of findings, and therefore the results are interpreted within 
the specific context of the training cohort. 

Data were collected using multiple instruments aligned with the four evaluation levels. At Level 1 
(reaction), a structured questionnaire with Likert-scale items was used to measure participants’ 
perceptions of training organization, materials, instructors, and facilities. At Level 2 (learning), 
cognitive improvement was assessed through pre-test and post-test instruments, while psychomotor 
skills were measured using a performance checklist covering competencies in Microsoft Word, Excel, 
and PowerPoint. At Level 3 (behavior), behavioral transfer was evaluated using both participant self-
reports and structured interviews with workplace supervisors to reduce self-report bias. At Level 4 
(results), outcomes were assessed through questionnaire items, tracer study data, and employment 
records, including job relevance and work performance indicators. 

All instruments were subjected to quality testing prior to data collection. Content validity was 
established through expert judgment, while empirical validity was tested using Product Moment 
correlation, with items considered valid when r-count exceeded r-table values. Reliability testing was 
conducted using Cronbach’s Alpha, with coefficients above 0.70 indicating acceptable reliability. The 
learning test instrument achieved a reliability coefficient of 0.967, while the questionnaire instrument 
reached 0.994, both indicating very high internal consistency. In addition, item difficulty analysis was 
conducted to ensure that test items were appropriately distributed across levels of difficulty. 

Data analysis was carried out using both descriptive and inferential statistical techniques. For Levels 
1, 3, and 4, questionnaire data were analyzed using mean and standard deviation to capture central 
tendency and variability and interpreted based on predefined effectiveness categories. For Level 2, 
learning outcomes were analyzed using paired sample t-tests to determine the statistical significance 
of differences between pre-test and post-test scores. In addition, Normalized Gain (N-Gain) analysis 
was used to measure the magnitude of improvement while controlling for initial differences in 
participant ability, with classifications into high, moderate, and low categories. 

To enhance the credibility and validity of findings, data triangulation was applied, particularly for 
Levels 3 and 4. This involved comparing data from participant self-reports, supervisor interviews, and 
documentary evidence such as competency test results and employment records. Qualitative data from 
interviews were analyzed thematically to identify patterns of behavioral change and workplace 
application, and then integrated with quantitative findings to provide a more comprehensive 
interpretation of training effectiveness. 

Finally, this study adhered to research ethics principles. All participants were informed about the 
purpose of the study and provided consent prior to data collection. Confidentiality and anonymity were 
maintained throughout the research process, and all data were used solely for academic purposes. This 
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ethical consideration ensures that the study complies with standard research protocols involving 
human participants. 

 

Results and Discussions 
This study evaluated the effectiveness of the Practical Office Advance (POA) training program at UPTD 
BLK Pasaman Barat using the four-level Kirkpatrick evaluation model: reaction, learning, behavior, and 
results. Data were collected from 16 trainees through questionnaires, pre-test and post-test, skills 
observation checklists, interviews with users/supervisors, and documentation review. The data 
collection was conducted from 12 February to 12 March 2026. 

Table 1. Respondent Profile, Training Overview, and Instrument Quality 

Aspect Description 
Number of respondents 16 trainees 
Age range 18–28 years (productive age) 
Employment status before 
training 

100% job seekers / not formally employed 

Educational background Mostly Bachelor/Diploma graduates; some Senior High 
School/Vocational graduates 

Training standard Based on SKKNI No. 58 of 2018 
Main competency areas Word processing, spreadsheets, presentation software, workplace K3, 

soft skills, and productivity 
Training duration by units Basic Word (40 JP), Basic Spreadsheet (40 JP), Basic Presentation (40 JP), 

K3 (8 JP), Advanced Word (32 JP), Advanced Spreadsheet (40 JP), 
Advanced Presentation (32 JP), Soft Skills (20 JP), Productivity (8 JP) 

Validity test for 
knowledge test items 

26 of 30 items valid; 4 items invalid and revised 

Validity test for 
questionnaire items 

All 26 items valid 

Reliability of learning 
instrument 

Cronbach’s Alpha = 0.967 (very high) 

Reliability of 
questionnaire instrument 

Cronbach’s Alpha = 0.994 (very high) 

The respondents in this study were 16 POA trainees, all of whom were in the productive age 
category and registered as job seekers before joining the training. Their educational background was 
relatively diverse, although most had higher education qualifications. The POA program was 
implemented under the national competency standard SKKNI No. 58 of 2018, covering both basic and 
advanced office application skills, occupational safety, soft skills, and productivity. Instrument testing 
showed that the research tools were of high quality. For the learning test, 26 out of 30 items were 
declared valid, while 4 items required revision. All questionnaire items were valid. In addition, the 
reliability coefficients for both the knowledge test and questionnaire were very high, indicating that 
the instruments were appropriate and dependable for measuring the effectiveness of the training 
program. 

Table 2. Level 1 Evaluation: Reaction toward the POA Training Program 

Indicator Mean Score Category 
Training organizer 4.17 Good 
Training materials 4.01 Good 
Instructor 4.59 Very Good 
Training facilities 2.39 Poor 
Grand Mean 3.79 Good / Effective 

The reaction level evaluation measured participants’ satisfaction with the implementation of the 
POA training program. Overall, the reaction score reached a grand mean of 3.79, indicating that the 
program was generally perceived as good and effective. The highest score was found in the instructor 
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component (4.59), showing that participants were very satisfied with the instructors’ mastery of the 
material, communication skills, classroom interaction, and discipline. The training organizer (4.17) and 
training materials (4.01) were also rated positively, suggesting that the registration process, 
information access, and relevance of the materials were satisfactory. However, training facilities (2.39) 
received the lowest score and fell into the poor category, mainly due to limited workshop comfort, 
inadequate computer specifications, and weak internet connectivity. This finding indicates that the 
main weakness of the program lies in infrastructure rather than instructional quality. 

Table 3. Level 2 Evaluation: Learning Outcomes of the POA Training Program 

Component Indicator Result 
Learning Achievement Pre-test Mean (Knowledge) 33.54  

Post-test Mean (Knowledge) 74.38  
Improvement (Knowledge) +40.84  
Pre-test Mean (Skills) 30.62  
Post-test Mean (Skills) 85.43  
Improvement (Skills) +54.81 

N-Gain (Knowledge) High (g ≥ 0.7) 5 (31%)  
Moderate (0.3 ≤ g < 0.7) 10 (63%)  
Low (g < 0.3) 1 (6%)  
Total 16 (100%) 

N-Gain (Skills) High (g ≥ 0.7) 13 (81%)  
Moderate (0.3 ≤ g < 0.7) 3 (19%)  
Low (g < 0.3) 0 (0%)  
Total 16 (100%) 

Competency Test Outcome Competent 14 (88%)  
Did not take competency test 2 (12%) 

At the learning level, the POA training showed substantial improvement in both knowledge and 
practical skills. The average knowledge score increased from 33.54 in the pre-test to 74.38 in the post-
test, while the skills checklist mean rose from 30.62 to 85.43, indicating strong learning gains after the 
training. The N-Gain analysis further confirmed this improvement. For knowledge, most participants 
were in the moderate improvement category (63%), while 31% achieved high gains. For practical skills, 
the results were even stronger, with 81% of participants classified in the high N-Gain category, showing 
that the training was particularly effective in improving hands-on office application competencies. In 
addition, the external competency assessment conducted by LSP-P2 BPVP Padang showed that 88% of 
participants were declared competent, while 12% did not take the test for specific reasons. Overall, 
these findings demonstrate that the POA training effectively improved participants’ cognitive and 
psychomotor competence. 

Table 4. Level 3 and Level 4 Evaluation: Behavior Change and Training Results 

Indicator Mean Score Category 
Level 3: Behavior 

  

Leaving manual calculation and using Excel functions 2.88 Fair 
Using styles/templates consistently 3.75 Good 
Presenting reports visually (charts/graphs) 3.13 Fair 
Sharing office efficiency tips with colleagues 3.44 Good 
Grand Mean Level 3 3.30 Fairly Effective 
Level 4: Results 

  

Faster administrative task completion 3.50 Good 
Improved document quality 3.56 Good 
Reduced input errors 3.50 Good 
Better support for team/division targets 3.31 Good 
Reduced paper use through digitalization 3.25 Fair 
Grand Mean Level 4 3.42 Good / Effective 
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The behavior evaluation showed that the program had a moderate effect on workplace behavior 
change, with a grand mean of 3.30, categorized as fairly effective. Participants reported better use of 
templates and a greater tendency to share office-related knowledge with colleagues, although the 
adoption of advanced Excel functions and data visualization remained limited. Interview triangulation 
with workplace users confirmed that the most visible behavioral changes were improved speed, 
document neatness, and administrative efficiency rather than complex analytical use of office software. 
At the results level, the overall score reached 3.42, meaning that the training was effective in producing 
positive outcomes. Participants perceived improvements in work speed, document quality, and error 
reduction. In terms of post-training employment outcomes, 31% of alumni obtained linear jobs or 
developed relevant freelance work, 25% worked in non-linear positions, and 44% remained 
unemployed. These findings indicate that the POA training successfully strengthened competence and 
produced measurable workplace benefits, but employment absorption remained constrained by the 
limited local labor market. This suggests the need for stronger partnerships with industry and greater 
emphasis on digital entrepreneurship and employability skills. 

In summary, the POA training program at UPTD BLK Pasaman Barat was generally effective based 
on the Kirkpatrick model. At the reaction level, participants expressed positive perceptions of the 
organizers, materials, and instructors, although facilities were rated poorly. At the learning level, the 
training significantly improved both knowledge and practical skills, supported by high N-Gain scores 
and competency test results. At the behavior level, the transfer of learning into workplace habits was 
moderate, with the strongest changes seen in efficiency and document organization rather than 
advanced software usage. At the results level, the program produced positive impacts on work quality 
and productivity, but graduate employment absorption was still limited. Overall, the training 
succeeded in building administrative office competence, yet future improvement should focus. 

The findings of this study indicate that the Practical Office Advance (POA) training program produced 
substantial improvements in participants’ cognitive and psychomotor competencies. The increase in 
knowledge scores from 33.54 to 74.38 and skills from 30.62 to 85.43 demonstrates that the training 
intervention effectively facilitated learning acquisition. These results support human capital theory, 
which emphasizes that structured training contributes to productivity through skill accumulation (S. 
Liu & Zhou, 2025; M. Wang et al., 2025). However, beyond confirming this theory, the findings also 
highlight that such improvements are highly dependent on initial participant readiness and training 
design. 

The N-Gain results further confirm that the program was particularly effective in improving 
practical skills, with 81% of participants achieving high gains. This pattern reflects the nature of 
competency-based vocational training, where hands-on practice plays a dominant role in skill 
acquisition. From a theoretical perspective, this aligns with experiential learning theory, which 
suggests that repeated practice strengthens procedural knowledge more effectively than abstract 
instruction (Li et al., 2025; To & Leung, 2024). Nevertheless, the stronger gains in skills compared to 
knowledge indicate a potential imbalance in instructional emphasis that warrants further 
consideration. 

The moderate improvement in knowledge suggests that cognitive mastery was not fully optimized. 
One contributing factor may be the heterogeneity of participants’ educational backgrounds, which 
ranged from secondary school to higher education graduates. This variation likely influenced learning 
pace and comprehension levels, as participants with lower prior exposure to digital tools may require 
more structured guidance. In addition, the limited duration of advanced modules may have constrained 
deeper conceptual understanding, particularly in complex areas such as spreadsheet functions and data 
processing (Kong et al., 2025; Rehak et al., 2025). 

The external competency test results, with 88% of participants declared competent, provide strong 
validation of the training outcomes. Since the assessment was conducted by an independent 
certification body, it enhances the objectivity of the findings and confirms that the training meets 
national competency standards. However, the fact that 12% of participants did not undertake the test 
indicates a potential gap in program completion or participant readiness. This issue requires further 
attention, as incomplete certification may limit the recognition of competencies in the labor market 
(Drydakis, 2025; S. Wang et al., 2025). 
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At the behavioral level, the findings reveal that the transfer of learning into workplace practice 
remains moderate. This result is consistent with transfer of training theory, which suggests that 
learning outcomes are not automatically translated into behavior without supportive environmental 
conditions. In this study, improvements were observed in routine administrative tasks such as 
document formatting and efficiency, but the use of advanced features, particularly in Excel and data 
visualization, remained limited (H. Liu et al., 2025; Srivastava et al., 2025). This indicates that skill 
transfer is selective and influenced by workplace demands. 

The triangulation results provide deeper insight into this phenomenon. Employers confirmed 
improvements in speed and document quality but also noted that many workplaces do not require 
advanced digital competencies. This suggests a structural mismatch between the training content and 
actual job requirements, particularly in small-scale or informal work environments. As a result, even 
when participants possess higher-level skills, their application is constrained by organizational 
practices and technological infrastructure (Mavrot et al., 2025; Sturmey & Maffei-Almodovar, 2025; 
Zhang et al., 2025). 

At the results level, the program demonstrated positive impacts on individual performance, 
including faster task completion, improved document quality, and reduced errors. These outcomes 
indicate that the training contributes to workplace efficiency and productivity. However, the relatively 
low employment absorption rate, with only 31% of participants securing relevant jobs, highlights a 
critical limitation. This finding reinforces previous studies showing that skill development alone is 
insufficient to ensure employment outcomes without considering broader labor market dynamics 
(Chuan et al., 2025; Whitacre, 2025). 

The limited employment outcomes can be explained by structural factors such as the availability of 
local job opportunities and the alignment between training competencies and market needs. In 
regional contexts with limited industrial development, the demand for advanced office skills may not 
be sufficiently strong. Consequently, many graduates either remain unemployed or work in non-linear 
fields. This finding is consistent with previous research on vocational training and employability, which 
emphasizes the importance of aligning training programs with labor market demand (Sandhu et al., 
2025; Shuyu et al., 2024). 

From a theoretical perspective, this study extends the application of the Kirkpatrick Model by 
demonstrating that effectiveness across its four levels is not always linear. While reaction and learning 
levels showed strong results, the transition to behavior and results levels was more limited. This 
suggests that training evaluation should not only assess each level independently but also examine the 
relationships between levels, particularly the factors that influence the transfer of learning and long-
term outcomes. 

In terms of practical implications, the findings suggest that improving training effectiveness 
requires more than enhancing instructional quality. Strengthening industry partnerships, integrating 
job placement mechanisms, and incorporating entrepreneurial skills into the curriculum are essential 
strategies to bridge the gap between training and employment. Additionally, improving training 
facilities and aligning course content with local labor market conditions will help ensure that 
competencies gained during training are relevant and applicable. 

Despite its contributions, this study has several limitations. The small sample size limits the 
generalizability of the findings, and the reliance on self-reported data at the behavioral level may 
introduce bias. Furthermore, the study was conducted in a single training center, which may not fully 
represent other contexts. Future research should involve larger samples, comparative designs, and 
more objective measures of workplace performance to provide a more comprehensive understanding 
of training effectiveness. 

 

Conclusions 
This study concludes that the Practical Office Advance (POA) training program at BLK Pasaman Barat is 
generally effective in improving participants’ competencies, as evidenced by significant increases in 
knowledge and practical skills based on the Kirkpatrick evaluation model. The program successfully 
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achieved positive outcomes at the reaction and learning levels, while moderate improvements were 
observed in behavioral application. At the results level, the training contributed to better work 
performance; however, its impact on employment absorption remains limited. Therefore, while the 
program is effective in developing technical competencies, it requires further improvement in training 
facilities, alignment with labor market needs, and stronger job placement support to maximize its 
overall effectiveness. 

 

References 
Ali, M. S., Tufail, M., & Qazi, R. (2022). Training evaluation models: Comparative analysis. Research 

Journal of Social Sciences and Economics Review, 3(4), 51–63. 
Azmy, A., & Setiarini, N. Y. (2023). Kirkpatrick Model as Evaluation Training Program for Assessor: Case 

Study of Government Employee. International Journal of Management, Accounting & Economics, 
10(9). 

Chuan, Z., Jianming, O., Xin, Z., Tao, P., Yan, Z., Chunyao, X., Hongxia, T., Qingqi, C., & Kai, L. (2025). 
Conducting educational intervention research in general practice: From design to publication. 
Chinese General Practice Journal, 2(3), 100073. https://doi.org/10.1016/j.cgpj.2025.100073 

Cordeiro, A., Leite, R., Almeida, L., Neves, C., Silva, T., Siqueira, A., Catapan, M., & Winkler, I. (2025). 
Preliminary design guidelines for evaluating immersive industrial safety training. Informatics, 
12(3), 88. 

Drydakis, N. (2025). AI business applications training and business outcomes: An inclusive intervention 
for underrepresented entrepreneurs. Journal of Strategy & Innovation, 36(2), 200552. 
https://doi.org/10.1016/j.jsinno.2025.200552 

Gupta, K., & Mahajan, R. (2025). From Workshop to Workplace: Evaluating the Short and Long-term 
Transfer of Objective Structured Clinical/Practical Examination Training using Kirkpatrick’s 
Evaluation Model. International Journal of Applied and Basic Medical Research, 15(4), 230–237. 

Huang, W.-H. (2025). CPR Skill Achievement in Police First Responders: A Cross-Sectional Study Using 
QCPR and Kirkpatrick’s Model. Disaster Medicine and Public Health Preparedness, 19, e222. 

Kirkpatrick, J. N., Hull, S. C., Fedson, S., Mullen, B., & Goodlin, S. J. (2020). Scarce-resource allocation and 
patient triage during the COVID-19 pandemic: JACC review topic of the week. Journal of the 
American College of Cardiology, 76(1), 85–92. 

Kong, L., Briggs, E., & Xyrichis, A. (2025). What is the effect of different interprofessional education 
teaching strategies on healthcare professions students’ interprofessional learning outcomes? A 
systematic narrative review. Nurse Education in Practice, 83, 104255. 
https://doi.org/10.1016/j.nepr.2025.104255 

Li, M., Hong, Y., Wu, A., Ou, W., Yang, J., Lin, G., Ruan, Y., Chen, Z., Lin, C., & Liang, Y. (2025). The 
effectiveness of blended learning in nursing and medical education: An umbrella review. Nurse 
Education in Practice, 86, 104421. https://doi.org/10.1016/j.nepr.2025.104421 

Liu, H., Fan, J., & Xia, M. (2025). Exploring individual’s emotional and autonomous learning profiles in 
AI-enhanced data-driven language learning: An expanded sor perspective. Learning and 
Individual Differences, 122, 102753. https://doi.org/10.1016/j.lindif.2025.102753 

Liu, S., & Zhou, H. (2025). Does gamified training improve training performance? A dual-pathway 
moderated mediation model. Journal of Business Research, 188, 115086. 
https://doi.org/10.1016/j.jbusres.2024.115086 

Masters, J. L., Josh, P. W., Kirkpatrick, A. J., Kovaleva, M. A., & Sayles, H. R. (2024). Providing clarity: 
communicating the benefits of palliative care beyond end-of-life support. Palliative Care and 
Social Practice, 18, 26323524241263108. 

Mavrot, C., Potluka, O., Balzer, L., Eicher, V., Haunberger, S., Heuer, C., & Viallon, F.-X. (2025). What 
evaluation criteria are used in policy evaluation research: A cross-field literature review. 
Evaluation and Program Planning, 108, 102512. 
https://doi.org/10.1016/j.evalprogplan.2024.102512 

Nascimento, A. de S., & Abbad, G. da S. (2021). Evaluation of a Training Program for Credit Union 
Counselors. Paidéia (Ribeirão Preto), 31, e3131. 

Olsson, T. O., Dalmoro, M., da Costa, M. V., Peduzzi, M., & Toassi, R. F. C. (2022). Interprofessional 
education in the dentistry curriculum: analysis of a teaching-service-community integration 



Nurul, M., et al JPPI	(Jurnal	Penelitian	Pendidikan	Indonesia)	
Vol.	11,	No.	4,	2025,	pp.	634-643	
	   642	

 

Journal homepage: https://jurnal.iicet.org/index.php/jppi 

experience. European Journal of Dental Education, 26(1), 174–181. 
Plewka, B., Waszyk-Nowaczyk, M., Cerbin–Koczorowska, M., & Osmałek, T. (2023). The role of active 

learning methods in teaching pharmaceutical care–Scoping review. Heliyon, 9(2). 
Rehak, D., Splichalova, A., Janeckova, H., Ryska, O., Oulehlova, A., Michalcova, L., Hromada, M., 

Kontogeorgos, M., & Ristvej, J. (2025). Critical entities resilience strengthening tools to small-scale 
disasters. International Journal of Critical Infrastructure Protection, 49, 100766. 
https://doi.org/10.1016/j.ijcip.2025.100766 

Ries, N., & Johnston, B. (2023). Dementia Training for Legal Practitioners: Results from a pilot evaluation 
study and implications for building dementia capability in the legal profession. Journal of 
Psychiatry, Psychology and Law. 

Ries, N., & Johnston, B. (2025). Dementia training for lawyers: results from a pilot evaluation study and 
implications for building dementia capability in the legal profession. Psychiatry, Psychology and 
Law, 32(2), 153–174. 

Sandhu, K., Sarkar, P., & Subburaj, K. (2025). Understanding entrepreneurial thinking for designers: 
Perspectives from entrepreneurs, academicians, product designers, and students. Thinking Skills 
and Creativity, 56, 101728. https://doi.org/10.1016/j.tsc.2024.101728 

Seow, H., Bishop, V. C., Myers, J., Stajduhar, K. I., Marshall, D. I., Incardona, N. K., Levine, O. H., Steinberg, 
L. J., & Bainbridge, D. B. (2023). Outcome measures in palliative care training interventions: a 
systematic review of trial-based studies. Annals of Palliative Medicine, 12(2), 39417–39917. 

Shuyu, H. O. U., Xin, Z., Tingting, W., Biao, M. O. U., Yu, L. E. I., Fuju, W. U., Xiaohong, L. U. O., & Chuan, Z. 
O. U. (2024). Research on continuing education for general practitioners in China over the past 
decade: a systematic review. Chinese General Practice Journal, 1(4), 100033. 
https://doi.org/10.1016/j.cgpj.2024.11.002 

Simangunsong, J., & Purnomo, L. (2021). An evaluation of the Petty Officer Training program of the 
Republic of Indonesia police using the Kirkpatrick model. REID (Research and Evaluation in 
Education), 7(2), 88–105. 

Singhaphandu, R., & Pannakkong, W. (2024). A Review on Enabling Technologies of Industrial Virtual 
Training Systems. International Journal of Knowledge and Systems Science, 15(1). 
https://doi.org/10.4018/IJKSS.352515 

Sperber, N. R., Boucher, N., Hughes, J. M., Bruening, R., Zullig, L. L., Decosimo, K., Tucker, M., Christensen, 
L. A., Allen, K. D., & Hastings, S. N. (2023). Mandated caregiver training in the veterans health 
administration: caregiver inquiry informs national dissemination. The Gerontologist, 63(3), 534–
544. 

Srivastava, A. K., Logar, B., Sanghvi, S., Vaghela, A., & Adwani, M. (2025). Vocational training and 
employability: A study in reference to skill development program from Gujarat, India. Evaluation 
and Program Planning, 110, 102554. https://doi.org/10.1016/j.evalprogplan.2025.102554 

Stanich, J., Sunga, K., Loprinzi-Brauer, C., Ginsburg, A., Ingram, C., Bellolio, F., & Cabrera, D. (2023). 
Teaching palliative care to emergency medicine residents using gamified deliberate practice-
based simulation: palliative gaming simulation study. JMIR Medical Education, 9(1), e43710. 

Sturmey, P., & Maffei-Almodovar, L. (2025). 5 - Applications: Basic teaching strategies. In P. Sturmey & 
L. Maffei-Almodovar (Eds.), Handbook for Behavioral Skills Training (pp. 99–124). Academic Press. 
https://doi.org/10.1016/B978-0-443-16066-0.00006-8 

To, W. M., & Leung, V. W. S. (2024). Training orientation, organizational support and training 
satisfaction – the mediating role of perceived value of training. Journal of Workplace Learning, 
36(1), 1–26. https://doi.org/10.1108/JWL-05-2023-0091 

Wang, L., Zhou, Y., Sanders, K., Marler, J. H., & Zou, Y. (2024). Determinants of effective HR analytics 
Implementation: An In-Depth review and a dynamic framework for future research. Journal of 
Business Research, 170, 114312. https://doi.org/10.1016/j.jbusres.2023.114312 

Wang, M., liu, Y., Guo, W., Kang, T., & Jiang, Q. (2025). The influence of narrative pedagogy on academic 
achievement and humanistic care ability of Chinese nursing students: A systematic review and 
meta-analysis. Nurse Education in Practice, 83, 104288. 
https://doi.org/10.1016/j.nepr.2025.104288 

Wang, S., Liu, K., Tang, S., Wang, G., Qi, Y., & Chen, Q. (2025). Interventions to improve patient health 
education competence among nursing personnel: A scoping review. Nurse Education in Practice, 
83, 104258. https://doi.org/10.1016/j.nepr.2025.104258 

Whitacre, D. (2025). A program evaluation of the new choices workforce development program: An 



 
 

643 
 

Journal homepage: https://jurnal.iicet.org/index.php/jppi 

Evaluation	of	the	practical	office	advance	(POA)	training	program	using	the	…	

appreciative inquiry approach. Evaluation and Program Planning, 108, 102507. 
https://doi.org/10.1016/j.evalprogplan.2024.102507 

Wulandari, S., & Pogo, T. (2023). Evaluating the Effectiveness of Office Administration Training Using 
the Kirkpatrick Model (Case Study at PT Supportindo Prima Mandiri). Indonesian Journal of 
Business Analytics, 3(4), 1201–1222. 

Zhang, H., Wu, L., & Wang, J. (2025). Research on innovative models of industry-education integration 
to promote sustainable education in agricultural machinery majors. Sustainable Futures, 10, 
101072. https://doi.org/10.1016/j.sftr.2025.101072 

 


