Response 1 
1) Briefly describe how I would apply Kirkpatrick’s 4 levels of evaluation and Phillips’ extension of the model to include an organizational training of my choice.
Reaction: “the degree to which participants find the training favorable, engaging, and relevant to their job” (Kirkpatrick, 2018).
I will use my recent onboarding training as an example. While the content was in depth, there was no interactive options which caused me to not retain the information as well. Additionally, I kept getting a bit snoozy since I was just listening to an audio recording of someone training an actual class.
Learning: “the degree to which participants acquire the intended knowledge, skills, attitude, confidence and commitment based on their participation in training” (Kirkpatrick, 2018).
Using the onboarding example again: the sessions I was able to have where I was able to ask live questions were quite fruitful. I was able to ask questions and receive answers with examples, which I was then able to apply to my job function.
Behavior: “the degree to which participants apply what they learned during training when they are back on the job” (Kirkpatrick, 2018).
Using the onboarding example: much like I mentioned above, I was able to apply the hands-on learning to my actual job function and daily tasks. The “live” training allowed me to gain comprehension of who my resources are for when I have onsite questions, whereas the audio recording did not provide that because I had no clue who was even speaking.
Results: “the degree to which targeted outcomes occur as a result of the training and the support and accountability package” (Kirkpatrick, 2018).
Using the onboarding example: thought the audio recording did not provide as much in-depth training as the live training, I was able to gain a high-level overview of the processes that I was then able to apply at a future learning session and task interactions.
I think a 5th model would be “retention” as we often learn and appl content readily, but how it holds up over time varies. “The degree in which targeted outcomes as a result of the training are retained throughout long periods of time.”
2) Describe my expected role in the field.
My role here would be to ensure all learners are receiving the appropriate amount of knowledge learned to touch on all 4 levels and beyond.
3) Identify a potential value statement which will guide my involvement in learning and development.
“Ensuring learners of all types are able to absorb and retain knowledge necessary to adequately perform the job function.”
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I feel the response about how you would apply Kirkpatrick’s 4 levels of evaluation is quite relevant. You have clearly discussed each level of evaluation and provided how you applied each in your training. By using your personal experience on your training experience provides stronger evidence which makes your point more authentic and credible. I also like the way you have suggested that the model would be more effective if there was a level five called retention to monitor and evaluate the after training results. Even though the evidence you have provided about your training experience using the Kirkpatrick’s 4 levels of evaluation is sufficient, I feel you could have added some more details such as how the behavior was measured in order to measure learning. I like the way you have explained your expected role in the field because by providing the appropriate knowledge regarding all the four levels would enable employees to come out with effective results. Your value statement is perfect. 

Response 2 
1. I would apply Kirkpatrick's four levels of evaluation to the onboarding training that is offered with the organization that I currently work for; our recruiters are put through a 6 week training period that includes 11 modules and several different types of learning.  Level 1 would be an immediate feedback from the new recruiter focused on their account manager and out recruiter lead - they are the leading teachers throughout those first 6 weeks and would benefit from the feedback the most.  Level 2 would be a six-week evaluation or "test" that puts the new recruiter's knowledge to the test; testing 1:1 their knowledge of the guiding principles, the software we use, and the other employees in the office/their role in the office.  Level 3 would be applied much like in the vignette from Rothwell et al (2016), and the beginning phone calls from the recruiter would be listened in on by other senior recruiters and their account manager.  This would allow for instant feedback and career building from the partner that is shadowing the new recruiter.  Level 4 is something that is already implemented in our organization, but I think would continue to be beneficial; we can measure the level of learning and retention based on the amount of contractors the recruiter has been able to place, as well as their "spread number", or the amount of commissions they are making from their placed contractors.  This form of a level 4 evaluation could evolve into Phillips' extension and return on investment by continually measuring where the recruiter lies in terms of spread based on where others were at the same point in time when they started.  
2. Based on the roles provided by Koszalka (2013), I would say that my role both preset and future would be an Instructional Design Manager.  The ID Manager is in charge of meeting and accomplishing the organization's goals and aligning the training with said goals (Koszalka, 2013).  The Manager is in a position to speak with organizational leaders to understand the expectations, as well as set the tone with the rest of the ID team and the consultants (Koszalka, 2013).
3. "Empower our people so they can't imagine not succeeding."

 I love the way you have explained how you would apply the Kirkpatrick's four levels of evaluation to the training at your organization. You have clearly explained how you would use the evaluations at each level in a clear and easy to understand manner. I like the way you have provided details for each level of evaluation. The evidence you have used to support how you would apply the four levels of evaluations is sufficient and relevant. I like how you have coordinated each of the levels such that any reader would see the transition because it is clear and easy to follow. The expected role you have selected is perfect and the Kirkpatrick's four levels of evaluation would be very applicable. As an Instructional Design Manager, applying each of the four levels effectively would be successful for the training. I like the value statement that you have chosen. It is appropriate for guiding one through the training using Kirkpatrick's four levels of evaluation. 
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