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Executive Summary 

 

Project Name: 

Coaching and Mentoring for Educators: Investigating the Cognitive-Affective-Behavioral 

Learning Outcomes of Training 

 
Introduction 

Our world is faced by many challenges and rapid changes in all spheres of life especially socio-

economic and technological.  At both global as well as national levels there has been a renewed 

focus on the importance of education that could develop graduates with 21st century skills to face 

the challenges. With the emphasis on education as one of the key factors to transform and develop 

the world, countries all over the world have initiated reforms in their educational system. An 

interesting feature of the reform process has been the application of the developmental techniques 

of coaching and mentoring (C&M) as one of the important practices that could facilitate many 

aspects of the educational change such as the student centered learning, or teachers’ professional 

development. Researchers have noted that both C&M have proved successful in the reform process 

in many of the developed countries. However, there is not much research to note the application 

of C&M in the educational reform in the developing countries. Hence, this mixed method research 

was designed to empirically investigate the learning outcomes of training program for C&M as a 

part of the educational reform process in Thailand. 

Designing a training program and its subsequent evaluation are important ingredients for the 

success of training. The main focus of this research was to evaluate the learning outcomes among 

the participants as a result of training about coaching and mentoring (C&M). The conceptual 

framework of this research was developed after reviewing relevant concepts and theories in 

training and development, and also behavioral science. The learning outcomes of the training were 

evaluated on the basis of a three dimensional behavioral science model that was developed by 

Kraiger, Ford and Salas (1993); measuring the cognitive-affective-behavioral outcomes. The 

independent variables in this framework were the learners’ characteristics and the instructional 

characteristics. The role of work task motivation was also investigated in the relationship between 
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the independent variables, and the learning outcomes. Furthermore the perceived barriers and 

enablers of the training process were also analyzed.  

The Research Objectives 

There were four objectives of this research. Specifically the research objectives were- 

1. To evaluate the relationship of the learner’s characteristics (in terms of learning goal 

orientation) and the instructional characteristics (instructional clarity) with the learning 

outcomes for the trainers. (Quantitative study) 

2. To evaluate the relationship of work task motivation with the learning outcomes. 

(Quantitative study) 

3. To evaluate the cognitive-affective-behavioral learning outcomes of training outcomes for 

C&M. (Qualitative study) 

4. To understand the factors perceived as barriers and as enablers by the participants in the 

training process. (Qualitative study) 

The Research Method 

This research was designed as a mixed method research (based on the review of paradigms by 

Creswell and Plano Clark, 2011). The sequential exploratory design of research seemed most 

appropriate to meet the research objectives; the first part included quantitative investigation and 

was followed by qualitative in-depth interviews.  

The Participants. The participants in this study were educators who were training to learn about 

C&M, so that they could further train the target population in the educational reform process (such 

as the teachers in schools). The researcher was a trainer for C&M and directly trained these “master 

trainers”. The quantitative phase included participants from a university in Thailand (n=15). The 

2nd study, which had participants from the same group of Thai master trainers in the first study, 

was done using the qualitative approach. There were 11 key informants, which included four 

faculty members, five post-graduate students of this faculty, and two external experts.  

Instruments. For the quantitative phase data was collected using survey questionnaires which were 

adapted from existing questionnaires by various researchers. Instruments were tested for reliability 

and all showed high reliability with Cronbach’s Alpha scores ranging from .79 to .91.  

For the qualitative phase open ended questionnaires were designed for conducting in-depth 

interviews. 
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Data collection and analyses. Data from the two studies was collected over several months in 

2015-16. Participation in the research was voluntary and due to the nature of the training, only 

small sample sizes were present. The data from the different studies was analyzed using 

appropriate techniques and synthesized to answer the research questions. 

Results  

The data was analyzed in two steps- first the quantitative data was analyzed, followed by 

qualitative data analyses.  

Quantitative analyses. The quantitative analyses was done using correlation to answer the first two 

research objectives. The correlation analyses was conducted to investigate the relationships among 

the variables. The results showed that there was a significant positive correlation between 

instructional clarity and learning outcome (r = .55, p<.05). 

Qualitative analyses. Data gathered from the interviews was analyzed using qualitative analysis to 

answer the 3rd and 4th research objectives. Five themes emerged from the syntheses of the findings 

which were about,  i) the cognitive learning outcomes; ii) the behavioral or skills based learning 

outcomes; (iii) the affective learning outcomes; iv) perceived barriers or challenges during the 

training; and v) perceived enabling factors during the training.  Each theme could be further 

divided into sub-categories.  

Discussion and Conclusion 

The findings of this research showed that the learning outcomes of training could be distinguished 

in terms of three dimensions- cognitive-affective-behavioral along with the perceived barriers and 

enablers of training. Quantitative results showed only one significant relationship, but caution has 

to be taken for analyzing as the sample size was rather small. These findings could be useful for 

developing training programs in the educational reform process.  

This research aimed to contribute towards building empirically based information in the areas of 

educational reform and also training and development, specifically related to coaching and 

mentoring. So it is hoped that the findings of this research could be useful to various groups such 

as educational organizations, trainers and facilitators, and also researchers in the related areas. 

 

Keywords: training evaluation, educational reform, mixed method research, teachers in Thailand.  
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CHAPTER 1 

INTRODUCTION 

 

 In a world that is transforming like never before and is facing rapid changes in the socio-

economic and technological areas, there is a renewed focus on the importance of education that 

could develop graduates with 21st century skills. In 2015, all the countries in the United Nations 

adopted the 17 Sustainable Development Goals (United Nations, 2016), wherein the 4th sustainable 

development goal (or the SDG4) is the one with a renewed and clear focus on “quality education”. 

UNESCO (2016) has actively helped to frame the Education 2030 agenda which is encapsulated 

in SDG4. With the emphasis on education as the key to transforming and developing the world, 

countries all over the world have been reforming their educational system and policies.  

 An interesting feature of the reform process has been the application of the developmental 

techniques of coaching and mentoring (which would be referred to as “C&M” in this report) as 

one of the important techniques to facilitate the student centered learning. Both C&M have proved 

successful in the reform process in many countries as noted by various researchers such as- 

Hargreaves (2008) in the context of UK, Joyce and Showers (2002) in USA, Ehrich (2013) in 

Australia, and Timperley (2009) in New Zealand. This brief research review shows the application 

of C&M in the developed countries. So are the developing nations undertaking educational 

reforms?  

 In their report on “learning from the best school systems in East Asia”, Jensen, Hunter, 

Sonnemann and Burns (2012) highlight the case of 4 outstanding East Asian countries (Hong 

Kong, Korea, Shanghai and Singapore) which have relentlessly pursued educational reforms and 

emerged strong in international standards. As mentioned by Hallinger and Bryant (2013), 
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Thailand, along with other South Asian countries, has been undergoing educational reform to 

support the goals of the globalized world. The context of the current research was one such reform 

policy in Thailand to introduce C&M in schools all over Thailand. Furthermore, in the current 

research, the investigation focused on understanding and evaluating the learning outcomes of the   

participants training about C&M in Thai educational context. 

 So the question then arises how can we train teachers about coaching and mentoring, and 

what are the salient outcomes of such training programs in the context of Asian countries? This 

current research was designed to empirically evaluate the outcomes of training about coaching and 

mentoring in the educational context. This research adopted a multi-method design of 

investigation, wherein in the first phase of quantitative research participants were Thai 

educationists undergoing training to become master trainers in C&M. The researcher was the 

trainer for the group. In the second phase of the research, in-depth qualitative investigation was 

done with the Thai participants to gather deeper insights about the outcomes of the training.  

  

 

Figure 1.1 The background of the research  

Educational reform process to achieve the
goals of SDG4

Improtance of Coaching and Mentoring in the
educational reform process

C&M training process in the educational
context

Evaluation of learning outcomes of training
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 To summarize the flow of information starting from understanding the background and 

leading towards the current research, we can refer to the figure 1.1. This shows the links at macro 

level wherein education is necessary to meet the sustainable development goals (United Nations, 

2016), especially the SDG4. Next aspect of the research is the importance of coaching and 

mentoring (C&M) in the reform process. To develop the understanding and competency about 

C&M, there is first the requirement to train about C&M in the educational context. Finally this 

flowchart leads to the current research which focuses on the evaluation of the training outcomes 

of C&M. 

 

Significance of the Research 

 The raison d'être steering this research was mainly to contribute towards the applied 

behavioral science knowledge about training development in the field of coaching and mentoring. 

Another key aspect of this research was to empirically test the effectiveness of the training 

programs for developing educators to use coaching and mentoring techniques as tools to bring 

about reforms in their educational contexts. Other intended contributions from this research are 

enumerated further. Firstly, very few documented research efforts note the impact of how training 

could be made effective in developing the techniques of C&M. Secondly research is limited in the 

educational reform contexts in Asia. Thirdly, the researcher was a part of C&M training programs 

and this role provided valuable insights. Hence, the researcher aimed to not only evaluate the 

outcomes of the C&M training from the behavioral science perspective but also contribute towards 

the applied field of training development.  
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This first chapter of the report further outlines the research problem, and the research 

objectives; followed by the scope of research, the significance of the study and ends with the 

organization of the subsequent chapters in the report. 

 

The Research Problem 

Review of research shows that C&M techniques are valuable tools in the educational 

reform process and also for the development of human resources.  The ensuing question is how to 

develop C&M competencies in educationists? Training is one way to develop these competencies. 

Training programs for building C&M in the educational field have to be designed and implemented 

effectively with a deep understanding of the requirements and the objectives of the educational 

reform. So the next issue is, can we empirically test the impact of training? The current research 

aimed to investigate the process of training for C&M through a focus on the trainers of master 

trainers. The final issue was how do we measure the learning outcomes? To answer this, the 

research questions were designed to evaluate the impacts or the learning outcomes of the training 

program on the participants. Furthermore, the learning outcomes were measured in three 

dimensions based on the cognitive-affective-behavioral theoretical model. The study applied 

mixed methodology by the use of both quantitative and qualitative methods to study the research 

objectives. 

 

The Research Objectives 

 The main purpose of this research was to investigate the learning outcomes of training 

among the trainers of coaching and mentoring. There were three objectives of this mixed methods 

research, which first aimed to quantitatively investigate the relationships between the two 

independent variables of the learner’s characteristics and the instructional characteristics with the 
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dependent variable of learning outcomes. The role of work motivation was also investigated. In 

the next phase, qualitative investigation was done to develop a deeper understanding about the 

cognitive-affective-behavioral dimensions of the learning outcomes, and also to find out the 

enablers and barriers of the training process. Combining both the phases of the research, the 

research objectives were- 

1. To evaluate the relationship of the learner’s characteristics (in terms of learning goal 

orientation) and the instructional characteristics (instructional clarity) with the learning 

outcomes for the trainers 

2. To evaluate the relationship of work task motivation with the learning outcomes. 

3. To understand the cognitive-affective-behavioral dimensions of the learning outcomes 

among the trainers. 

4. To find out the factors that may be perceived as barriers and as enablers by the 

participants in the training process. 

 

The Scope of Research 

The scope of the research is described in four main aspects, the content, the method, the 

research plan and the definition of the key terms. 

The Content 

The main focus of this research was to evaluate the learning outcomes among the 

participants as a result of training for coaching and mentoring (C&M). The conceptual framework 

of this research was developed after reviewing the behavioral science approach, particularly the 

person-environment interaction theories and also the relevant concepts and theories in training and 

development. The learning outcomes were evaluated with reference to the three dimensions of a 
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behavioral science model, namely the cognitive-affective-behavioral dimensions, based on the 

work of Kraiger, Ford and Salas (1993). 

 In this current research both the learners’ characteristics, and the instructional 

characteristics were also evaluated in terms of their relationship with the learning outcomes of the 

C&M training. The role of work task motivation in the relationship between the learners and the 

instructional characteristics, and the learning outcomes were also assessed. Furthermore the 

perceived barriers and enablers of the training process were also investigated.  

The Method 

This research was designed as a mixed method research, having two phases of 

investigation. The sequential design of research was based on the work of Creswell and Plano 

Clark (2011). The research began with a quantitative investigation and was followed by qualitative 

in-depth interviews. The quantitative phase included a study wherein the participants were from a 

university in Thailand, followed by the second study wherein some of the participants from the 

previous study were involved in an in-depth qualitative investigation. The participants in this study 

were educators who were training to learn about C&M and become master trainers for teachers 

and educational practitioners working in the government schools of Thailand. 

The data from both the studies in the research was analyzed using appropriate techniques 

and synthesized to find answers for the four research objectives. 

The Research Plan 

The duration of the research was approximately 18 months, from the time of preparing the 

research proposal to the time of publishing the research report which began in April 2015 and 

completed in October 2016.  
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Definition of the Terms 

The definitions of the main variables in the research are as follows. 

Coaching 

 Coaching as defined by the International Coaching Federation 

(https://coachfederation.org/about/): “Coaching is partnering with clients in a thought-provoking 

and creative process that inspires them to maximize their personal and professional potential 

which is particularly important in today’s uncertain and complex environment.”  

Mentoring 

Shea & Gianotti (2009) define mentoring as “a developmental caring, sharing, and 

enabling relationship in which two people collaborate by investing their time to enhance growth, 

knowledge, and skills”. 

Training evaluation 

The process of examining the training program to measure its impact is referred to as the 

evaluation of training. Hamblin (1974) defined training evaluation as, “any attempt to obtain 

information (feedback) on the effects of training program and to assess the value of the training 

in the light of that information”.  

Mixed methodology 

The use of mixed methodology in the research is based on the explanation by Creswell 

(2003) which refers to- “Integrating quantitative and qualitative data collection and analysis in a 

single study or a program of enquiry”.  

  

 

 

https://coachfederation.org/about/
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Organization of the Report 

The contents of this report are organized in the form of 6 chapters. The chapter 2 consists 

of ‘Review of Literature’ which sheds light on the main constructs and the context of the research; 

chapter 3 entails the ‘Research Methodology’; the chapter 4 shares the ‘Quantitative Research 

Findings’ from the quantitative phase; the chapter 5 shares the ‘Qualitative Research Findings’ 

from the qualitative phase; and the last chapter 6 is the ‘Discussion and Conclusion’, which 

integrates the of the research findings from previous two chapters, and also includes the 

recommendations. 
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CHAPTER 2 

REVIEW OF LITERATURE 

 

This chapter presents the review of literature related to the research, by first explaining the 

context of the research, firstly by explaining the educational goal and the need for reforms, 

followed by sharing the Thai context of educational reform. This is followed by the explanation 

of the main concepts of coaching, mentoring, and their application to the educational reform 

process. The review goes on to deliberate upon the theoretical background of training 

development; followed by the research objectives and the development of the conceptual research 

framework.  Finally the chapter describes the research methodology selected for the investigation 

with a focus on the mixed methodology, and how it was applied to the current research. Figure 2.1 

summarizes the flow of information in this chapter. 

 

Figure 2.1 The flow of information in the research review 

Educational 
context

•Educational goals and the need for reforms

•Educational reforms in Thailand

C&M

•Coaching and mentoring (C&M)

•Application of C&M to educational reforms

Theorectical 
Underpinnings

•Behavioural science perspectives

•Person-environment theories

•Training evaluation theories

Mixed Methods

•Research objectives and the conceptual framework

•Choosing mixed methodology



10 
 

The Educational Context of the Research 

The educational context of the research is presented in three parts- first with an overview 

of the goals of education and the significance of reforms, then the educational reforms in Thailand 

and finally the context of the reform that lead to the C&M project- investigated in this research. 

 

Educational Goals and Reforms 

Education is a significant development goal for the progress of counties across the world 

and especially for the developing countries. The role of education has been gaining in prominence 

both at a global level and also nationwide policy structuring. The following section traces the 

development and the significance of the current educational policies by first explaining the macro 

level perspective, followed by the reform process taking place in the education system in Thailand. 

Globally, education has been recognized as one of the important goals for the development 

of any country and this has can be comprehended by taking a look at the goals of United Nations, 

UNESCO and others. On 21 May 2015, the Incheon Declaration  for "Education 2030” agenda 

was adopted at the “World Education Forum 2015” by 120 ministers, heads and members of 

government delegations from 160 countries and development partners 

(http://www.unesco.org/fileadmin/MULTIMEDIA/HQ/ED/ED/pdf/FFA_Complet_Web-

ENG.pdf). Education 2030 goal states, “Towards inclusive and equitable quality education and 

lifelong learning for all".  

In September 2015 the United Nations adopted the 17 sustainable development goals 

(United Nations, 2016), wherein the 4th sustainable development goal (or the SDG4) is the one 

with a renewed and clear focus on “quality education”. SDG 4 aims to "Ensure inclusive and 

equitable quality education and promote lifelong learning opportunities for all". Another world 
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body focused on promoting education, UNESCO (2016), (http://en.unesco.org/education2030-

sdg4) had actively helped to frame the Education 2030 agenda which is also encapsulated in SDG4. 

Furthermore, the Incheon Declaration clearly recognized the importance of empowerment 

of teachers and educators. As explained by UNESCO (2016) the 1600 participants from 160 

countries committed to “ensure that teachers and educators are empowered, adequately recruited, 

well-trained, professionally qualified, motivated and supported within well-resourced, efficient 

and effectively governed systems”. It is this feature of educational reforms that has been in focus 

in the current research- training teachers as a part of educational reform. 

Educationists and researchers have been highlighting the need for reforms in education to 

achieve the educational goals. For instance, as Rotherham and Willingham (2009), wrote that 

policy makers urge for developing the 21st century skills in the children. However these skills have 

been always been the target outcome of education. What needs to be done is it to incorporate the 

educational goals into the national policies, in a way to make their implementation effective at 

individual and collective levels. 

 

Educational Reform in Thailand 

The context of the current research was the educational system in Thailand, a country 

which actively initiated the process of restructuring education since 1999 when the first national 

policy was formally launched as the “National Education Act (1999)” (as noted in Education 

System Thailand, 2011). Consequently, the first decade of Thai educational reforms were launched 

from 1999-2009. Presently, Thailand is in the 2nd decade of the Educational Reform (2009-2018). 

As a part of the educational reform, various programs have been launched to develop the educators 

to incorporate the needed changes and achieve the national educational objectives. UNESCO 

http://en.unesco.org/education2030-sdg4
http://en.unesco.org/education2030-sdg4
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Bangkok (2011), also reiterates the importance of this reform, wherein the ultimate goal is to 

develop 21st century skills in the learners so as to enable them to thrive in the globalized world. 

Fry and Bi (2013) have shared that the “Vision of the 2009‐2018 Education Reform Decade:  All 

Thai people will have access to high quality lifelong learning” (quoting the Office of the Education 

Council, 2009). 

In their review “The evolution of educational reform in Thailand”, Fry and Bi (2013) have 

highlighted the fact that reforms in Thailand have a long history but the desired goals are yet to be 

achieved. Previously too researchers such as Kantamara, Hallinger and Jatiket (2006) have noted 

that though the reforms initiated by Thailand match those of the western nations, yet the biggest 

challenges have been in their implementation.  

 

Thailand’s Educational Reform and the “Coaching Lab”  

To meet up to the challenges of the educational reform process, the Ministry of Education 

and other educational bodies in Thailand continuously work to assess and review the reforms. As 

a part of their efforts the Ministry of Education, Thailand launched the “Education Reform and 

Coaching Lab” (Public Relations Department, Thailand, 2015) for the educational institutes in 

various Thai provinces. The Behavioral Science Research Institute (BSRI) at Srinakharinwirot 

University, Bangkok, was awarded a sub-project as a part of the above, and implemented this as a 

“Coaching and Mentoring project” at the BSRI. The researcher works as a faculty member at the 

BSRI and joined the C&M project as a trainer. 

To understand the significance of coaching and mentoring in the reform process we first 

explain the concepts and their educational implications in the following section. 
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Coaching and Mentoring 

 Coaching and mentoring (C&M) are new age techniques that have gained prominence due 

to their sustainable impact in the process of learning and growth. The Chartered Institute of 

Personnel and Development (CIPD, 2015) have given a succinct description of these techniques 

and their significance- 

 “Coaching and mentoring are development techniques based on the use of one-to-one discussions 

to enhance an individual’s skills, knowledge or work performance.” 

 In the current research C&M are in focus due to the value of their impact in the context of 

supporting reform process in the education. To understand more, the following sections cover the 

definition, the importance, and application of C&M in the field of education. 

 

Definition and Scope 

 According to the world renowned organization, International Coaching Federation- 

“Coaching is partnering with clients in a thought-provoking and creative process that inspires 

them to maximize their personal and professional potential which is particularly important in 

today’s uncertain and complex environment.”  

 Differentiated from coaching, Shea and Gianotti (2009) defined mentoring as “a 

developmental caring, sharing, and enabling relationship in which two people collaborate by 

investing their time to enhance growth, knowledge, and skills”. 

According to Knight, Stinnett and Zenger (2008, p.9), “the primary purpose of the coaching 

relationship is to empower adult learners to take the actions needed to achieve in their own 

professional growth goals”. 
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From these definitions it can be understood that both coaching and mentoring aim to 

support the personal as well as professional development of individuals by focusing on their self-

empowerment. Since last few decades, both the techniques of C&M have been useful in business 

organizations, government and private, as well as in various other fields such as education.  

 

The Importance of Coaching and Mentoring  

The impact of coaching is clearly highlighted in a research by Joyce and Showers (1996) 

(as quoted by Knight et al., 2008), which stated that participants who received coaching support 

and follow-up implemented their new skills at a rate of 80–90%. 

 Researchers note that C&M are an important aspect of an educational reform process as it 

helps to build up the educational communities (Lofthouse, Leat, & Towler, 2010). Many 

researchers have recorded the impact of C&M in the educational reform process in several 

countries such as- in the context of UK (Hargreaves, 2008), in USA (Joyce and Showers, 2002), 

in Australia (Ehrich, 2013), and in New Zealand (Timperley, 2009). These are just some of the 

several researches that empirically document the application of C&M and its relevance in 

educational reforms. 

 As noted by UNESCO (2011), “one of the ways to achieve the reform goal is through 

teachers, by strengthening their ability to incorporate pedagogical approaches that promote 

desirable qualities in students”. These pedagogical and structural changes could be based on 

learner-centered teaching methods and project-based learning (PBL), creative problems solving 

and so on. To help teachers and educational leaders move forward on a sustained path of the reform 

process, both C&M provide the necessary support for the individuals and communities.  
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 With an overview about the role of C&M in educational change process, this report moves 

on to share the details about the C&M project that was undertaken by at a Thai university. 

 

The Role of BSRI and the Coaching and Mentoring Initiatives by the Thai Education 

Ministry 

 To support the educational reforms in Thailand the academic community at the Behavioral 

Science Research Institute (BSRI), Srinakharinwirot University, Bangkok got involved in a project 

for building up Coaching and Mentoring (C&M) expertise among the educational professionals 

and teachers of Thailand. This C&M project at the BSRI was a part of the 2nd phase of Thailand’s 

educational reform process, launched by the Ministry of Education’s larger project termed as the 

“Education Reform and Coaching Lab” (Public Relations Department, Thailand, 2015).  The BSRI 

designed the project proposal and bid for the government contract. Eventually the contract was 

awarded to the BSRI team for implementing the project of “Education Reform and Coaching Lab” 

for the schools in five provinces of Thailand. 

 The C&M project at BSRI aimed to assist the reform process in the educational system of 

Thailand by developing an appreciation of the knowledge and skills of C&M among the 

educational administrators in various provinces, among the principals and heads of educational 

institutes, and the educators/ teachers across the various provinces of Thailand. This top down 

approach intended to create awareness among the participants about coaching and mentoring, and 

also develop their ability to apply C&M skills to enable long lasting impacts that support the goals 

of Thailand’s educational reforms. UNESCO (2011) had noted that there exist gaps between the 

government’s reform efforts and the teachers’ practice in the real educational scenario in Thailand. 
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Hence the program developed at the BSRI sought to focus on filling the gaps with an in-depth 

knowledge about the content as well as an understanding of the context of the teachers’ work. 

 There were several reasons to support the case of BSRI as one of the project awardees. The 

rationale is guided by the importance of the discipline of behavioral science (BS), which could 

lead the way to bringing about the change and contributing to the reform, since it integrates 

knowledge from various disciplines and in this case the disciplines of psychology, education, 

management and social psychology. The project leader at BSRI, who has a rich experience as a 

project head, and the project team, developed the training program based on the rigors of 

systematically building behavioral science knowledge about C&M in the context of education.  

 The Training for Coaching and Mentoring and its Evaluation 

An academic team was formed at the Behavioral Science Research Institute (BSRI), 

Thailand, to prepare for the proposal to implement the goals of the “Education Reform and 

Coaching Lab” in five provinces of Thailand.  The researcher became a part of this team at the 

BSRI and the task of this project began by first training the team of master trainers at BSRI about 

coaching and mentoring (C&M). Other aspects of the training also included applying C&M to 

share the knowledge about applying innovative instructional techniques such as problem based 

learning, creative problem solving, scaffolding and project based learning.  

As reviewed in the previous sections, C&M techniques are indeed very valuable tools in 

the educational reform process and also for the development of human resources.  The next issue 

is about how to develop C&M competencies in educationists? Training is one of the frequently 

used techniques for developing these competencies. Training programs for building C&M in the 

educational field were designed at the BSRI with a deep understanding of the requirements and 

the objectives of the educational reform.  
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The researcher was a part of the training team at the BSRI. As the project developed the 

researcher developed a research project with an aim to evaluate the learning outcomes of the C&M 

training programs in the educational context. The guiding theoretical framework for this evaluation 

of the training was based on the work of Kraiger, Ford, and Salas (1993), who suggested that 

training should be evaluated in the three dimensions of cognitive, skill-based, and affective 

learning outcomes. The research was rooted in behavioral sciences and aimed to not only 

investigate the conceptual framework (figure 2.2) and but also to develop recommendations to 

build effective training programs in the chosen context of education.  

In the research project investigating the outcomes of C&M training, a two phase mixed 

method design was implemented to first study the impact of other factors such as the learners 

characteristics, and the instructional characteristics and the role of work task motivation 

Furthermore the second phase of the study qualitatively investigated the perceived barriers and 

enablers of the learning outcomes of the training. The following section of the report highlights 

the building up of the conceptual framework of the study. 

 

The Theoretical Underpinnings of the Research 

In this section we discuss about the theoretical underpinnings of the research, the 

researches linked to the research objectives and finally the conceptual framework of this research. 

The current research is firstly based on the behavioral science perspective; particularly the 

fundamental theory of this research is based on the person-environment interaction. Furthermore 

the theoretical framework is developed on the research about the development of training 

evaluation. These three main aspects are explained further.  
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1. The Behavioral Science Perspective 

Embracing the behavioral science perspective allowed the researcher to build an 

understanding about the research framework and the core concepts from a multi-disciplinary 

review of literature. This helps in developing a holistic understanding of any behavioral issue. 

Furthermore as explained by Mohan (2015, p 30), behavioral science research (BSR) is interested 

in both internal factors and external factors that influence a behavioral outcome; hence taking into 

account causal factors within and outside of an individual. Behavioral science research also allows 

for the application of a large variety of research methodologies, such as qualitative, quantitative or 

mixed method approaches; whereas in some disciplines one approach is more eminent than another 

approach.  

Summarizing about the development of behavioral sciences Mohan (2016), had said that 

some of the significant aspects of this discipline are that it embraces an inter-disciplinary approach 

towards understanding behavior; takes on the ecological view of individual behavior, or problems 

or any issues; and finally is the application of the knowledge created- which aims to solve some 

relevant issue in our society. Thus, the current research based its investigations using the multi-

disciplinary approach of the behavioral sciences. 

 

2. The Person-Environment Theories 

The theoretical framework of the current research is rooted in understanding the issue of 

training outcomes among learners based on the collective understanding provided by the person-

environment theories, the interactionism model and the ecological theories. Lewin (1935) is known 

as the father of the person-environment theories. He gave the famous equation that “Behaviour= 

f(PxE)”; explaining that behavior is the outcome of the interactions between the person and 
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environment variables. The interactionism model (Endler & Magnusson, 1996) has also 

highlighted the dynamic interaction between an individual variables and environmental factors. 

This research is based on the ecological view, adapted from the work of Bronfenbrenner 

(1979), who explained human development in terms of the interaction with the environment and 

the society. This ecological analysis allows the researcher to understand the individual behavior in 

terms of the interaction of the individual with his environment and thus develops a holistic 

perspective to understanding any issue. 

 

3. Theoretical Framework of Training Evaluation 

The focus of the current research is evaluating the learning outcomes of training of 

coaching and mentoring among the study participants. In organizations and work places, training 

is one of the most prevalent approaches used for enhancing the productivity of individuals as well 

as communicating organizational goals to new personnel, and also developing new 

skills/performance in the existing personnel. However an important aspect of training is its 

evaluation that is aimed to measure the effectiveness of training and also to assess if any further 

improvements are needed (Hamblin, 1974).  In training evaluation various methods can be used 

such as qualitative and quantitative. Along with it there are generally four types of evaluation done- 

1) formative; 2) process; 3) outcome and; 4) impact. 

 Various researchers have developed evaluation models; the most popular in research has 

been that of Kirkpatrick’s (1994). He developed the 4 levels of training evaluation to measure 

reaction, learning, behavior and results. However the current research is based on the learning 

outcomes model developed by Kraiger, Ford, and Salas (1993). They developed a model to 

assess learning outcomes in terms of three dimensions, namely cognitive, behavioral, and affective 
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(C-B-A). In the view of the researchers, this concept of learning outcomes supported a wide range 

of understanding from the different psychological domains, and was introduced partly to addresses 

the shortcomings of Kirkpatrick’s (1976) popular training evaluation framework.  

The proposed research aimed to investigate the training framework (shown in figure 2.2) 

which was developed on the training evaluation model by Kraiger et al. (1993) and also on the 

conceptual model of Klein, Noe and Wang, (2006), that was developed to understand the learner 

and instructional roles in the learning outcomes. Each of the selected variables in the framework 

is explained further. 

 

Figure 2.2.The Conceptual Framework of the Quantitative Research 

The learning outcomes 

The proposed research plans to investigate the learning outcomes among the educators who 

train for C&M. The concept of learning outcomes is based on the  Kraiger, et al.’s (1993) 

classification scheme which was developed from those of Bloom’s taxonomy of cognitive based 

learning (1956) and Gagne’s (1984) taxonomy. Kraiger et al. (1993) developed a “Cognitive-

Behavioral-Affective” (C-B-A) model that explained learning outcomes in terms of various 
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psychological domains. Prywes (2012) noted that this C-B-A framework “provides a holistic 

framework to organizing learning outcomes from coaching”. 

Collins, Brown, and Newman (1987) explained that coaching is one of the important 

techniques at the core of cognitive apprenticeship and helps with cognitive and metacognitive 

development. Kraiger et al. (1993) said that goal setting is an important factor in the 

transfer of learned behavior to the actual practice/job. According to them there are three 

learning outcomes of training- 

1. Cognitive 

2. Skill based 

3. Meta cognition/ affective  

In the current research, all the three dimensions of learning outcomes were measured through 

a mixed method approach. 

 

The learner’s characteristics & the instructional characteristics 

As shown in figure 2.2, the proposed conceptual framework would investigate the role of 

learner’s characteristics (in terms of learning goal orientation) and that of instructional 

characteristics (in terms of content) on the learning outcomes for the trainers of C&M. The learning 

goal orientation (LGO) construct was first developed by Dweck (1986) and has important 

implications in training and employment contexts as well as performance as noted by Bell and 

Kozlowski (2002). VandeWalle (1997) developed the three dimensions of the LGO for 

measurement, which are- 

1. Learning skills & competencies 

2. Performance goal orientation (PGO) 
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3. Avoidance of performance goal orientation (PGO) 

Brett and VandeWalle, (1999) have noted that both the learning goal orientation and the 

goal content together, can predict performance in a training program. The goal content in the 

proposed research is referred to as the content; which included the content that was taught about 

coaching and mentoring. 

Work task motivation 

Another important variable in the proposed research is the concept of work task motivation. 

The theoretical framework for understanding work task motivation is based on the self-

determination theory (Deci & Ryan, 1985).  Furthermore the impact of goal setting in motivation 

and its impact on task performance has been highlighted by Locke and Latham (1990). To measure 

the concept, Fernet, Senécal, Guay, Marsh, & Dowson (2008) developed “the work task motivation 

scale for teachers” (WTMST). It was designed to assess the five sub-constructs of work task 

motivation- intrinsic motivation, identified, introjected, and external regulations, and amotivation 

toward work tasks of teachers (i.e., class preparation, teaching, evaluation, class management, 

administrative, and complementary tasks).  

In the study the “task” in focus was the training program for C&M in the education context 

and the questionnaire for measurement was adapted from the WTMST. 

 Other Variables 

Based on the review of literature (Klein, Noe and Wang, 2006), the research also 

investigated the perceived barriers & enablers of the training outcomes. This information was 

collected through qualitative methods.  

The summary of all the research variables and their source authors and researches are 

shown in table 2.1. 
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Table 2.1 

Theoretical background of the Research Variables  

Variable  Theoretical reference  Reference Author/s 

Overall 

Conceptual 

framework 

1. Person-environment interaction theory 

(PE interaction). 

2. Based on the conceptual framework of 

Motivation for Learning and Learning Goal 

orientation.  

-Lewin (1935). 

 

-Klein, Noe & Wang (2006). 

 

Learner’s 

characteristics 

 – Learning Goal 

orientation 

 

Based on the concept of Learning Goal (GO) 

orientation , with its three goals-  

1.Learning skills & competencies 

2.Performance goal orientation  

3.Avoidance of performance goal orientation 

Vande Walle (1997). 

Instructional 

characteristics 

 -Clarity of 

instructions 

 

 

1. Instructional clarity  

Collins, Brown, & Newman, 

(1987); 

Brown, Collins, & Duguid 

(1989). 

 

Learning 

Outcomes for the 

trainers 

 

Learning Outcomes of training 

1. Cognitive 

2. Skill based 

3. Meta cognition/ affective  

Kraiger, Ford and Salas (1993). 

Work Task 

Motivation 

- Conceptual roots from the Self- 

determination theory. 

-Work task motivation. There are 5 kinds of 

motivations:  

1. Intrinsic motivation 

2.Identified regulation 

3.Introjected regulation 

4.External regulation 

5. Amotivation 

-Deci & Ryan (1985) 

 

- Fernet, Senécal, Guay, Marsh, 

& Dowson (2008) 

Perceived barriers 

& enablers 

Identify the barriers and enablers for the 

learning outcomes  

Adapted from the work of 

Klein, Noe & Wang (2006). 

 

Hence in conclusion we can say that the overall conceptual framework that forms the back 

drop for the research model has been investigated before (Klein et al., 2006) but its unique 

contribution lies in the current research which focuses on training for C&M in the educational 

reform context.  
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The Research Objectives and the Conceptual framework 

The main purpose of this research was to evaluate the learning outcomes of training 

programs for developing educators as trainers for coaching and mentoring (C&M). Furthermore 

the research empirically tested the conceptual model for training to understand the impact of 

learner’s characteristics, and instructional characteristics on the learning outcomes among the 

participants. The role of work task motivation was also evaluated in its role on the above mentioned 

relationships (as shown in the figure 2.2).  

There were four research objectives that were investigated through this research- 

1. To evaluate the relationship of the learner’s characteristics (in terms of learning goal 

orientation) and the instructional characteristics (instructional clarity) with the learning 

outcomes for the trainers 

2. To evaluate the relationship of work task motivation with the identified variables. 

3. To evaluate and understand the cognitive-affective-behavioral dimensions of the 

learning outcomes among the trainers. 

4. To find out the factors that may be perceived as barriers and as enablers by the 

participants in the training process. 

To address the research questions, a conceptual framework of research was 

designed and is illustrated as figure 2.2.  

 

Choosing Mixed Methodology for this Research  

A mixed method approach based on the review of paradigms by Creswell and Plano Clark 

(2011) seemed most appropriate to meet the current research project objectives. Some of the main 

reasons guiding the acceptance of this approach were that it allowed for both the quantitative 
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analyses and also for the qualitative rich and in-depth description of the phenomenon. For the 

research objectives 1, 2 and 3, quantitative methods of evaluation were used. Furthermore, for 

getting more information about objectives 3 and 4, qualitative methods were used. More about the 

application to the research design is explained in the next chapter. 

 

Chapter Conclusion 

With the review of relevant literature, the next part of the research report moves on to 

sharing the research methodology. 
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CHAPTER 3 

RESEARCH METHODOLOGY 

 

In this chapter the research methodology of the study is explained in terms of the research 

design, study context, the measures and the procedures that were employed in both the phases of 

the research. 

The Research Design 

This research was based on the mixed methodology paradigm.  Applying the definition of 

Cresswell (2003) the research used both quantitative and qualitative method for collecting and 

analyzing data. The choice of mixed method approach was based on the review of paradigms of 

research by Creswell and Plano Clark (2011), and hence it seemed most appropriate to meet the 

current research project’s objectives. The main reasons guiding the acceptance of this approach 

was that it allows for both the quantitative study and also for the qualitative rich and in-depth 

description of the phenomenon.  

Moreover, in an attempt to categorize the specific design, it can be said that this research 

was based on the sequential explanatory design (Cresswell, 2003; Cresswell & Plano Clark, 2011); 

where the quantitative method was followed by the qualitative. This was deemed appropriate so 

as to present the data in a meaningful way as the numbers of participants of this research were 

limited. 

 

The Research Context 

The research was designed to evaluate the training outcomes of master trainers of coaching 

and mentoring in the educational context of Thailand. As mentioned in the previous chapter, the 

master trainers were a part of an academic project at the Behavioral Science Research Institute 
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(BSRI), at Srinakarinwirot University (SWU), in Thailand. The C&M project at the BSRI was 

designed  after the project team won the contract approval to participate in the 2nd phase of 

Thailand’s educational reform process, which was launched by the Thai Ministry of Education in 

a larger project termed as the “Education Reform and Coaching Lab” (Public Relations 

Department, Thailand, 2015).  The master trainers at the BSRI underwent 3 months of rigorous 

preparation and training in early 2016 to implement reforms based on coaching for schools in five 

provinces of Thailand.  

 

The Research Procedure 

The research was conducted in two phases- first quantitative and later qualitative. The 

participants for both the phases of the research were master trainers who were a part of the C&M 

team at the BSRI.  

Quantitative Phase: Study 1  

In the quantitative phase, a questionnaire was designed to collect data about the main study 

variables from the participants (n=15). The data was analyzed using the techniques of correlation 

and path analysis.  

Instruments 

The instruments in this phase of the research were adapted from previous researches and 

are summarized in table 3.1. The first variable regarding learner’s characteristics was measured in 

terms of Learning Goal orientation (LGO). From the original 3 dimensions, only 2 

dimensions were selected for the research – 1.Learning skills & competencies and 

2.Performance goal orientation. The last dimension of “learning goal avoidance” was deleted on 

the basis of low reliability and low construct validity. Since the participants in the research were 
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participating in the main C&M project based on their own choice and interest, the construct of 

“avoidance” was not applicable in their context. Overall this instrument has high reliability, with 

the Cronbach’s alpha coefficient = .78 

The next section to measure the variable of instructional clarity was developed by the 

researcher based on the context of training. This instrument has high reliability, with the 

Cronbach’s alpha coefficient = .88.  

For the construct of Work task motivation, only 2 out of the 5 dimensions were used 

in this research: 1.Intrinsic motivation, and 2.Identified regulation.  The 3 dimensions of 

“Introjected regulation, External regulation and Amotivation” were deleted on the basis of 

low reliability and low construct validity.  This instrument has high reliability, with the Cronbach’s 

alpha coefficient = .74.  

Table 3.1 

The Research Instruments  

Variable  Dimensions of the variable   Number 

of items 

Research Instrument adapted 

from (reference) 

Learner’s 

characteristics 

 – Learning 

Goal orientation 

 

Based on the concept of Learning Goal 

(LGO) orientation 2 out of 3 dimensions 

were selected for the research -  

1.Learning skills & competencies 

2.Performance goal orientation  

9 Vande Walle (1997). 

Instructional 

characteristics 

 -Clarity of 

instruction 

 

 

1.Instructional clarity 

6 Items developed by researcher based 

on work of Collins, Brown, & 

Newman, (1987) and Brown, 

Collins, & Duguid (1989). 

Work Task 

Motivation 

-Work task motivation. 3 out of 5 

dimensions were used in this research:  

1. Intrinsic motivation 

2.Identified regulation 

6 Fernet, Senécal, Guay, Marsh, & 

Dowson (2008) 

Learning 

Outcomes for 

the trainers 

 

Learning Outcomes of training measured in 

terms of 3 dimensions 

1. Cognitive 

2. Skill based 

3. Meta cognition/ affective  

9 Items developed by researcher based 

on work of Kraiger, Ford and Salas 

(1993). 
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The outcome variable in the research was learning outcomes, measured in terms of three 

dimensions- cognitive, behavioral or skills based, and affective. This instrument has high 

reliability, with the Cronbach’s alpha coefficient = .90.  

 

Qualitative Phase: Study 2 

In the second phase of the research qualitative methods was applied to investigate and 

analyze data. During this study 2 was carried out where in-depth interviews were conducted for 

which the researcher developed open-ended questions as guideline. There were 11 participants in 

this phase of the research. The questionnaire developed for the interview might be identified as a 

“standardized open-ended interview”, which is structured in terms of the wording of the questions 

but allows participants to give responses that are open-ended (Gall, Gall, & Borg, 2003). The data 

from the interviews was analyzed using the content analysis technique. The qualitative content 

analysis technique is used to make “sense” from the data by grouping information in codes and 

themes (Creswell, 2003). The procedure of qualitative content analysis by Mayring (2000) was 

adapted in the implementation during this phase of the research.  

For both phases the participants were informed about confidentiality of their data and also 

that their participation was voluntary. 

 

Chapter Conclusion 

After clarifying the research methodology, the research results are shared in the subsequent 

part of the research report in two separate chapters; chapter 4 shares the quantitative results, while 

chapter 5 describes the qualitative findings. The final chapter offers the discussion and conclusion 

of the findings from the research.  
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CHAPTER 4 

QUANTITATIVE RESULTS  

 

The findings of this research are shared in two chapters- 4 and 5; wherein this chapter 

delineates the quantitative findings and the next chapter 5 describes the qualitative findings. 

For the quantitative phase of investigation in this research, data was procured from study 

1 and was analyzed using quantitative techniques. The sample in this study were the 15 participants 

who had attended special training programs on coaching and mentoring (C&M). They were 

working in the education sector and were undergoing the C&M training as a part of the educational 

reform process in Thailand.  

The researcher collected the data using survey questionnaires after the training programs 

were over since the main aim of the research was to evaluate the learning outcomes of the training. 

Though it was a small sample, the descriptive quantitative analyses, and correlation analysis 

techniques were used to describe the findings and answer the research objectives 1 and 2. The 

following sections depict the main findings from the analyses.  

 

Demographic Characteristics of the Data  

The table 4.1 shows the demographic characteristics of the sample. As shown in the table 

4.1, the 15 participants or sample from Thailand had more females (80%), and mostly followed 

the Buddhist religion (93.3%); most of the sample held PhD degree (93.3 %), and were in the age 

group of 30-39 years (40%). The sample was from a university and hence 66.7 % were faculty 

members while the rest were researchers (33.3%). Other details are shown in the table 4.1. 
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Table 4.1 

Demographic Characteristics of the Research Sample 

Characteristics 
 

Frequency Percentage  

N= 15   

Gender     

   1. Male 3 20  

   2. Female 12 80  

Marital status    

   1. Not married 9 46.7  

   2. Married     6 48.5  

Religion    

   1. Buddhism 14 93.3  

   2. Islam 1 6.7  

Highest education level    

   1. Bachelor - -  

   2. Master  1 6.7  

   3. PhD   14 93.3  

   4. Others   -   

Age    

  1. 20-29 2 13.3  

  2.30-39 6 40  

  3.40-49 3 20  

  4.50-59 3 20  

  5.60-69 1 6.7 

Occupation    

  1. Teacher 10 66.7  

  2.Researcher 5 33.3  

 

Correlation Analyses  

The correlation analyses was conducted to evaluate the relationships among the variables. 

The results in table 4.2 showed that there were two statistically significant correlations, between 

learning goal orientation and instructional clarity (r = .59, p<.05), and instructional clarity and 

learning outcome (r = .55, p<.05). The mean scores, standard deviations and the reliability scores 

(Cronbach’s alpha) are also shown in the table 4.2. 
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Table 4.2  

Construct Correlations, Means, Standard Deviations and Reliabilities   

    1 2 3 4 Mean SD 

 

Alpha 

1 LGO -    4.46 0.47 .79 

2 Instruction Clarity 0.59* -   3.94 0.49 .88 

3 WTM 0.44 0.45 -  4.84 0.566 .91 

4 Learning Outcome 0.13 .55* 0.44 - 4.68 0.40 .90 

         
 

Note: 1. n=15.   2. * p< 0.05 level (2-tailed); ** p< 0.01 level (2-tailed) 

          3. LGO= learning goal orientation, WTM= work task motivation  

 

Answering the Research Objectives 

 The information obtained in from the correlation analyses was used to answer the research 

objectives as is described below- 

Research objective 1: To evaluate the relationship of the learner’s characteristics (in terms 

of learning goal orientation) and the instructional characteristics (instructional clarity) with the 

learning outcomes for the trainers. 

Research finding 1.1: There was no significant relationship between the learner’s 

characteristics (in terms of learning goal orientation) and learning outcomes for the trainers. 

Research finding 1.2: There was a significant positive correlation between instructional 

clarity and learning outcome (r = .55, p<.05) 

 

Research objective 2: To evaluate the relationship of work task motivation with the 

identified variables. 

Research finding 2: There was no significant relationship between the variable of work 

task motivation and the independent variable- learner’s characteristics, nor with the dependent 

variable of learning outcomes for the trainers. 
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Chapter Conclusion 

The quantitative research findings have been share the preliminary information collected 

from the research. The following chapter 5 aims to share in-depth qualitative research insights 

from the experts or the key informants of this research. 
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CHAPTER 5 

QUALITATIVE RESEARCH FINDINGS 

 

This chapter presents the findings from the qualitative phase of the research. This data, 

collected through the in-depth interviews of the study participants in the phase 2 of the research, 

was analyzed based on the qualitative data analysis process.  

 

The Qualitative Data Collection & Analysis Procedure 

The data collection in the qualitative phase was done over a two month period after the 

project of C&M was over. All the project participants were invited to join this phase of the 

research. Participation in this project was voluntary. They were assured of the confidentiality of 

their information shared with the researcher. Out of a total of 15 participants in the project, 11 

joined this phase of the research. The researcher contacted each participant and set up dates for in-

depth interviews. A questionnaire guideline was developed for this phase with open ended 

questions. This guideline was shared with the participant or the interviewee before the interview 

since there was a language issue, the researcher was collecting data in English from all Thai 

participants with varying levels of English proficiency. The researcher took permission from the 

participants to record the interviews. 

The data collected was analyzed according to the qualitative data analysis guidelines. 

Overall the stages followed: 

 transcribing the data from the interviews,  

 reducing and coding  

 developing initial themes 

 developing final themes 
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The data analysis was a lengthy and iterative process, and involved reviewing the emerging 

themes with the literature reviewed (Noble and Smith, 2014). The qualitative phase of the research 

yielded a rich and vast source of information from the in-depth interviews of the participants who 

were among the project team that underwent training in C&M for the Thai educational reform 

process at the faculty in the university.  These included 4 faculty members, and 5 doctoral degree 

students from one faculty, and also 2 experts who worked outside this faculty. Data was collected 

by in-depth interviews of these 11 participants as shown in the table 5.1.  

 

Table 5.1 

Demographic Characteristics of the Participants in Phase 2 

Participant Frequency Percentage 

Faculty 4 36.36 

Student 5 45.45 

External Experts 2 18.18 

Total 11 100.00 

 

Qualitative Results: Answering the Research Objectives 

The qualitative findings of the research are presented in two parts- to answer the research 

objectives 3 and 4 separately; part 1 reports the cognitive-affective-behavioral dimensions of the 

learning outcomes among the trainers, and part 2 the factors that may be perceived as barriers and 

as enablers by the participants in the training process. 
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Qualitative Findings Part I:  

The Cognitive-Affective-Behavioral Dimensions of the Learning Outcomes 

In the first part of the qualitative findings the researcher sought to find answers to the 

research objective 3. 

Research objective 3: To evaluate and understand the cognitive-affective-behavioral 

dimensions of the learning outcomes among the trainers. 

The findings are further divided into 4 parts: 

1. The overall value of learning at multi-levels: 4 sub themes 

2. The cognitive learning outcomes of the training: 2 sub themes 

3. The behavioral learning outcomes of the training: 3 sub themes 

4. The affective learning outcomes of the training: 7 sub themes 

 

1. The Overall Value of Learning for the Participants 

The participants were asked the question, “What has been your most valuable learning from 

participating in the C&M project?” Ten main categories of response emerged from asking this 

question. These were classified into 4 main themes, which were identified as the learning outcomes 

at 4 levels- at individual level, team level, project level and broader macro level- of the nation. 

Each of the emerging main theme and sub themes (categories) are delineated. 

1.1 Learning outcomes at Individual level 

The participants identified 5 sub themes at an individual level that they had acquired, which 

were knowledge, skills, opportunity, self-confidence, and new skills of coaching that they could 

apply in their daily life. 
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The participant P3 clearly summarized the knowledge acquired- “I have got new 

knowledge specifically about C&M, and differences between C&M. I know about the technique 

of active learning. I learnt how to prepare teaching plan”.  

For the skills, P3 mentioned that “I learnt many new skills such as the skills of coaching… 

I know how to listen; I try to make them think… I know how to make people relax- make them 

comfortable”.  

About the value of opportunity, P7 said “It’s a big opportunity for me. I learn new process, 

new techniques…all very new for me”. Another participant P10 said, “I had good opportunity to 

join the project. Before I know little but I can learn more about the steps of Coaching”.  

Another outcome is the development of self-confidence, as mentioned by one participant, 

P8- “I have confidence to speak to the seniors”. The seniors referred to the people who were older 

than her in age and position. 

The last sub-theme of the most valuable learning was that knowledge from this project 

could be applied in daily life. “I can use coaching in my daily life” (P8). Participant P10 said- “I 

learnt about research and skills to practice with my work”. 

1.2 Learning outcomes at inter-personal level 

The participants clearly identified some of the outcomes at the inter-personal level which 

were-team and interpersonal relationships, team work and sharing, good leadership. 

“Overall it’s a good experience…I learnt and made good relationships, team work and 

working with project participants” (P2). 

Another participant P3, summarized the impact of the interaction in the project – “I learn 

about the good role model from the head of the project; and also from other people in the team”. 
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1.3 Learning outcomes at the Project level 

The participants emphasized some important aspects of the project participation and 

learning during their interviews. 

 About the significance of training for the project one participant said – “if we plan and 

train well, we can go and train anyone” (P1). 

Another participant highlighted the importance of sharing during the project: “I can share 

my ideas or teaching with others… Sharing is the best way to change implicit knowledge to tacit” 

(P3). 

1.4 Learning outcomes at the macro level 

An important theme that emerged was about the impact and overall value of the project’s 

contribution to the education system in Thailand. The participant could also recognize the 

importance of C&M for teachers in the 21st century, as well as the importance of the project in 

education reform process. Some of the quotes from the participant are shared- 

“Most important is that I can help the children of Thailand… for 21st century education” 

(P2). 

“Most valuable learning for me is to be a coach because C&M skills are very important for 

teachers of 21st century” (P7).  

Another participant mentioned that for her the most valuable learning was “how the project 

contributes to the education system (P11). 

 

2. Significant Knowledge Acquisition or Cognitive Learning Outcomes for the Participants 

This part of the qualitative research was aimed at collecting information to answer the 

research question 3 in one dimension of the learning outcomes- about “what were the cognitive 
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learning outcomes of the training?” So the participants were asked to answer the question- “What 

is the most significant knowledge that you have acquired from the project?”  The findings were 

analyzed and categories re-analyzed to get the two broad themes related to, i) training outcomes 

and, ii) other knowledge acquired. The sub themes in each were further identified. 

2.1. Training Related Cognitive Outcomes 

The first theme deals with the outcomes of training knowledge that the participants had 

acquired. Three main categories emerged from the data analyses- 

1) Firstly it was about the knowledge of planning for the training of coaching program. 

These participants were master trainers for coaching others in the field. The data revealed that the 

significance of planning for the training and some interesting aspects about implementation of the 

training.  

As one participant (P1) said, “If we prepare before we can go…we can train anyone”.  

Another aspect was being able to change and adapt the training when in actual field, as 

pointed out by P7- “They were all different so we had to apply (adapt) the plan all the time”. (Here 

“they” referred to the participants that these master trainers went to train in the field). One more 

participant P6 also mentioned about this –“…first train and then re-train”. 

2) Second was about the learning from the project leader. 

“I learnt about observation skills from her” (P1).  

“I can observe her I can learn many things from her and many skills- research, 

communication, feedback, trainer” (P2). 

3) The third learning was about other important skills to carry out the coaching program in 

the field and related to communication ( P2& P5), specifically “how to communicate for coaching- 

with seniors” (P3). 
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2.2. Other Cognitive Outcomes 

Among the many cognitive learning outcomes shared by the study participants, were the 

knowledge acquired about coaching and mentoring, the skills needed for coaching, learning about 

the instructional techniques for building 21st century skills in the students, and about the Thai 

policy for educational reform. Some of the quotes to support these are shared – 

“C&M and the 5 instructional techniques were the most learning for me” (P1). 

“C&M were the new knowledge for me. I learnt new techniques, like the GROW model.” 

(P7). 

“I feel C&M is important for education reform” (P5). 

“I learn about the Thai Policy on education improvement” (P11). 

 

3. The Behavioral Learning Outcomes for the Participants 

The behavioral domain refers to psychomotor dimension which includes simple manual 

tasks to more complex ones. In the current research the participants could identify a wide range of 

skills they acquired- and three sub themes emerged about the behavioral learning outcomes-from 

the skills of coaching, training and facilitating, and about communication. They also talked about 

improving their other interpersonal skills.  

 

3.1. Behavioral skills related to Coaching- 

These included skills related directly to coaching and also to the Grow model of coaching 

(which these participants learnt), and the other instructional techniques learnt by the participants 

for the process of instructional coaching. The following statements from the participants highlight 

some of the different aspects- 
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“Coaching, communication with the participants… I look young but I can communicate 

the important parts- both content and technique” (P1). 

“Coaching is the new skill that I have learnt. Mentoring is difficult as it is used for a long 

time for cultivating mentee” (P2). 

“Coaching skills are the most improved from this project” (P3). 

“Coaching is ok for our team but mentoring not appropriate now…something to learn in 

future. The 4 skills of coaching that we learnt- deep and active listening, asking questions, feedback 

(feedback, feed up, feed forward), and confronting… all these I can apply to my students” (P4). 

“Coaching is important outcome for me, also Grow, and I can apply to my life” (P10). 

“Clarity in differences between Coaching and Mentoring” (P10). 

 

3.2. Training and facilitating- 

The theme about learning about the process of training and facilitation also emerged from 

the interviews. The participants mentioned about the process of implementing training and 

planning well, as well as after action review (AAR), and the need to adapt if needed. The following 

information was shared by the participants- 

“Teamwork skills, problem solving in the field- we can listen to the problem and solve it. 

Also AAR- reflection skills” (P2). 

“I learn about Feedback and AAR- apply to my students this semester” (P9). 

Another important learning outcome was- “skills as a Note taker- use the skill of mind map 

and take notes. I can practice in every class/ training” (P3). It was also mentioned by other 

participants (P4, P8, and P9). 
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3.3. Communication –  

A change and improvement in all four skills of communication was told by the participants, 

which included listening, questioning, feedback, and reflection.   

“I mentioned that I didn’t listen before…but this has changed my way from being a teacher 

to a Coach” (P3). 

“Yes I can see my communication is different- better than before” (P4). 

Another interesting aspect that emerged was about the confidence in communication 

especially how to communicate with seniors (a feature of the Thai culture)- 

“I have confidence about communication with seniors and important persons” (P8) 

 

4. Affective Learning Outcomes for the Participants 

The third dimension of learning outcomes was in the affective domain which deals with 

attitudes, motivation, interests, valuing the learning, willingness to participate and self-efficacy 

(Bloom, 1956; Krathwohl, Bloom, Masia, 1973;  Schroeder & Cahoy, 2008 as cited by Cahoy 

& Schroeder, 2012). The participants could share many affective outcomes which have 

been summarized and discussed in 7 sub themes; presented along with the supporting 

quotations from the participants. 

4.1 Self-awareness and change 

I think I have changed. I think I am bad listener before. But now I try to use every technique 

in this project in my life, in my research” (P7). 

4.2 Self confidence 

“I have more confidence. I practice my communication and have confidence to teach older 

people” (P10). 
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4.3 Self -efficacy 

“Special thing that happened to me- I am not sure about my confidence if I can manage the 

group in the educational field. But now I am confident” (P3). 

4.4 Motivation to learn more about coaching 

“I would like to know more techniques of coaching knowledge. I believe coaching is 

valuable in business- I would like to know that” (P5). 

4.5 Ability to apply learning to other spheres of life- 

“I can apply C&M with my students at my work place. I can use GROW model to help my 

friends” (P2).  

“I can use it within my life too. I’m already using with my students” (P3). 

“Yes I use coaching skills with me advisee/ students” (P5). 

“Yes I strongly believe in myself that I can do in another context” (P7). 

4.6 Attitude change  

“I try to calm down and not judge others…I try to understand the reality” (P4). 

4.7 Personal Improvement  

“I have more confidence… to teach older people” (P10). 

“I have the confidence in myself in C&M skills” (P7). 

 

Qualitative Findings Part II:  

Factors that acted as Barriers and Enablers in the Training Process 

The researcher gathered qualitative data through interviews to find the answers to the 4th 

research objective. 
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Research objective 4: To find out the factors that may be perceived as barriers and as 

enablers by the participants in the training process. 

The findings for this section are further divided into 2 parts:  

1) Barriers in the training process: with 6 identified themes  

2) Enablers in the learning process: with 5 identified themes. 

 

1) Factors that acted as Barriers in the Training Process 

To find about the factors that acted as barriers in the process of learning during the training, 

the participants were asked- “What were the main challenges or difficulties that you faced during 

the implementation of your knowledge/skills during the project work?” 

Six themes emerged as the source of barriers for the participants which are described in 

details along with the quotes from the participants. 

1.1. Difficulty and wide scope of learning content- The participants shared that they 

experienced difficulty in learning the content and also noted that the content of learning 

information about C&M was rather wide or large in scope. 

“Knowledge of some techniques was very difficult” (P1). 

“The 5 techniques along with C&M made me confused in the beginning but when we 

practice it became clear” (P4). 

1.2. Language barrier- The participants highlighted the challenge of learning during 

the training in English language. 

“I have to use English, it makes me nervous…. But when I read and talk in English, it 

became a turning point that made me love English” (P4). 
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1.3 Need for practicing the skills and applying knowledge- The knowledge and 

skills learnt during the training process had to be practiced many times since this was about 

coaching and mentoring. 

“I need to train well-many times… with many teams and then take feedback to improve 

my coaching…so then I become confident of myself. And then I need to apply it” (P2).  

“The training … is very important- makes me confident…learning C&M and other 

techniques and feedback from my team” (P2). 

1.4. Time constraint – The factor of limited time for learning and practice, as well as 

overall implementation of the project about C&M was highlighted by the participants. 

“The main one is the time limitation – our team leader can manage the time for training. 

But there is pressure due to external bodies such as Ministry of education” (P2). 

Another aspect shared by the participant was about not being able to fully participate in the 

project- “I cannot fully join the project all the time so I’m not clear about the coaching content” 

(P9). 

1.5. The context of training application – Another serious challenge was developing an 

understanding about the context of the project goal. To explain this further I would like to remind 

the readers that the C&M project was aimed at creating reform in education at the various schools 

of the 5 provinces in Bangkok. However the master trainer had a different work/ research based 

experience. They had to learn and understand the needs and problems of the teachers and the 

administrators of the schools. The following quotes highlight these problems- 

“When we role play- it is not the real person…so I have to imagine the situation” (P2). 

“When I go to field, participants are head of schools, have old ideas about the education 

system…when I speak some don’t believe me. But I can manage myself. ” (P5). 
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“Someone is a good coach in the training but when in the real world they forget the 

coaching skills” (P7). 

“Some areas teachers could not give cooperation- we tried hard to make them understand” 

(P8). 

1.6. Limited resources- A challenge identified by the participants was about the 

limitation of resources such as time, money and the personnel in the project.  

“Sometimes we have to change the teams. If we have more staff and may be budget is a 

limitation too” (P10). 

 

2) Factors that Enabled the Learning Outcomes in the Training 

The question asked to elicit data for understanding the enablers was- “Can you identify 

some specific factors that helped you to put into practice the knowledge and skills during the field 

work of the C&M project?”  

The data that emerged has been analyzed and categorized into 5 main themes. 

2.1. Team work and team spirit- The participants captured the importance of team work 

as one of the enablers in the training and the project. Some quotes are shared- 

“Working with close friends and students helped. If we have conflict, we can sort it out. 

We cooperate with each other” (P3). 

“We have trust and motivation” (P3). 

“Group relations and team work. We can talk to anyone anything” (P4). 

“I must read and practice more and more…and share with everyone” (P5). 

“But in this project I observed that learning in group is very valuable for me, for others and 

for students” (P6). 
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“Everyone found this interesting” (P8) 

“I know everyone is willing to join this project…We try to help each other” (P9). 

2.2. Project leadership and management- An important factor that helped in the success 

of the training and learning outcomes was the role of project leader and their management of the 

project.  

“Project leader is very important to keep the project going on and in the right direction” 

(P3) 

“She can manage everything- time, training…she’s the head and manager of the project” 

(P4). 

“We plan well- the class plan within limited time” (P5). 

“She’s a good model for coaching. She’s my motivation. I saw her love and work hard to 

prepare everyone for this project. She works hard and so I work hard too” (P7). 

“She gave us many knowledge and skills” (P1). 

Another is project management- She tried to manage and administer all the time…even 

when she have a problem, she can respond quickly” (P11). 

2.3. Good Training- The data from participants revealed that the factor enabling the 

project learning was about training well. 

“I think training is most important – this project started with training” (P 11) 

2.4. Personal factors- Many personal factors could be identified as enablers by the 

participants such as motivation and commitment. 

“It’s my personality- I can ask and learn…I learn as a coordinator in this project” (P1) 

“My own motivation, previous experience related to qualitative research is the most 

important” (P4). 
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“I’m never absent for any training anytime in the project” (P7). 

“Because I want to improve my skills- as I want to be a teacher I find it useful to learn 

these concepts” (P8). 

“I’m motivated to do this project” (P9). 

2.5. Spirituality- in the course of the interview another additional factor emerged about 

the role of spiritualty in the training process. This point emerged from the team leader. 

“The good excellent thing is where ever we go they can perceive it that they (team) have a 

heart to do it…a spirit to do it…we call it spirituality. I am very proud to work with them- our 

team is very good! ” (P6). 

 

Chapter Conclusion 

The qualitative findings of the research were presented in two parts- first part gave detailed 

information about the cognitive-affective-behavioral dimensions of the learning outcomes among 

the trainers, and the second part revealed the factors that were perceived as barriers and as enablers 

by the participants during the training of C&M. 
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CHAPTER 6 

Discussion and Conclusion 

 

This research was conducted to investigate the learning outcomes among the educators 

who trained for learning about Coaching and Mentoring (C&M) as a part of the educational reform 

process in Thailand. This research was conducted in two phases- first quantitative and later 

qualitative. The participants for both the phases of the research were educators/ master trainers 

who were a part of the C&M team at a university faculty in Thailand. This research was specifically 

targeted to examine the learning outcomes of training, as measured in three dimensions based on 

the cognitive-affective-behavioral theoretical model. The study applied mixed methodology by the 

use of both quantitative and qualitative methods to study the 4 research objectives.  

This chapter summarizes the findings of the research and gives recommendations and 

conclusion based on the research findings, which are presented in 5 sections- 

I. Main results and discussion 

II. Researcher’s reflections 

III. Recommendations  

IV. Value of this research 

V. Conclusions 

 

I. Main Results and Discussion 

This research sought to find answers to the 4 research objectives through mixed method 

approach, wherein first quantitative investigation was done, followed by qualitative. The previous 

two chapters presented the data collected separately, but this chapter seeks to “integrate the 

information”, which is one of the salient characteristics of mixed methodology (Creswell, Klassen, 
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Plano Clark, and Smith, 2011). Furthermore following the guidelines for a mixed method research 

(Creswell and Plano Clark, 2011), the data was collected by both methods, rigors of research were 

mentioned clearly, and data was integrated to answer the research objectives.  

The key findings from this research are summarized and discussed in four parts. 

 

Quantitative Investigation 

1.1.Research Objective 1: Results  

Research Objective: 

To evaluate the relationship of the learner’s characteristics (in terms of learning goal 

orientation) and the instructional characteristics (instructional clarity) with the learning outcomes 

for the trainers. 

Results: 

The quantitative analyses of the results showed that there was no significant relationship 

between the learner’s characteristics (in terms of learning goal orientation) and learning outcomes 

for the trainers. The second finding showed that there was a significant positive correlation 

between instructional clarity and learning outcome (r = .55, p<.05) 

1.2.Research Objective 2: Results  

Research Objective: 

To evaluate the relationship of work task motivation with the learning outcomes. 

 Results: 

Contrary to the hypothesized statement, the research finding showed no significant 

relationship between the variable of work task motivation and the independent variable- learner’s 

characteristics, nor with the dependent variable of learning outcomes for the trainers. 
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Discussion of both results 

The findings from the research did not get support for the hypothesized relationships and 

it may be due to the small sample size in this research. 

 

Qualitative Investigation 

1.3.Research Objective 3, Results and Discussion 

Research Objective: 

To understand the cognitive-affective-behavioral dimensions of the learning outcomes 

among the trainers. 

Results and Discussion: 

The qualitative findings from the research were analyzed to reveal that the participants 

could distinguish between the three dimensions of learning outcomes as explained briefly- 

1. The cognitive learning outcomes of the training could be identified by the 

participants as the new knowledge acquired in 2 sub themes that related to, i) 

training outcomes and, ii) other knowledge about the educational pedagogies that 

they had acquired. 

2. The behavioral learning outcomes of the training were clearly specified by the 

participants, and hence three sub themes emerged from the behavioral learning 

outcomes, which were the acquisition of skills related to coaching, training and 

facilitating, and about communication. 

3. The affective learning outcomes of the training were recognized by the research 

participants and could be categorized in to 7 sub themes of- Self-awareness and 

change, Self-confidence, Self –efficacy, Motivation to learn more about coaching, 
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Ability to apply learning to other spheres of life, Attitude change, and Personal 

Improvement. 

The learning outcomes from the training of C&M were qualitatively analyzed on the three 

domains of cognitive, behavioral and affective or the “C-B-A” model developed by Kraiger, Ford 

and Salas (1993). According to the authors, learning is multidimensional in terms that it can impact 

changes in cognitive, affective and skills capacities. This is clearly evident in the findings of this 

research. 

Further, many researchers noted that the cognitive outcomes of training comprise of 

improvement in knowledge and better mental models (Tannenbaum, Cannon-Bowers, Salas & 

Mathieu, 1993; Salas, Tannenbaum, Kraiger, & Smith-Jentsch, 2012). This aspect is highlighted 

in the current research as the participants shared that they not only acquired knowledge about 

training but also could understand more about the different educational pedagogies needed for the 

educational reform process. 

Additionally, as pointed out by Kraiger et al. (1993), the cognitive outcomes could also 

influence training performance or behavioral outcomes. The researchers also noted the higher level 

outcomes of cognitive-level, which is “metacognition”, and can be revealed as self-awareness and 

the need for self-development. This aspect is shown in the current research as the participants 

could also identify learning outcomes at the metacognition level such as “self-awareness and 

change”.  

Salas et al. (2012) explained that the behavioral outcomes adhere to the acquisition of a 

new skills and behaviors. In the current research too the participants could identify the acquisition 

of  behavioural skills related to “coaching”, “training and facilitating”, and “communication”. 
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 The affective learning outcomes found in this research gain support from previous 

researches. Kraiger et al. (1993) have shared that affective dimensions must be measured to 

evaluate training outcomes. Thus, the current findings gain support from previous research such 

as that of Bloom, Engelhart, Furst, Hill, and Krathwohl (1956), who noted the development of 

attitudes, values, and appreciations during training. Moreover, Tannenbaum, et al. (1995) noted 

improved motivation and self-efficacy among the trainees. Other researchers have also noted that 

attitudes, motivation, interests, valuing the learning, willingness to participate and self-efficacy are 

the affective aspects of learning outcomes of training (Bloom, 1956; Krathwohl, Bloom, 

Masia, 1973; Schroeder & Cahoy, 2008 as cited by Cahoy & Schroeder, 2012). 

 

1.4.Research Objective 4, Results and Discussion 

Research Objective: 

To find out the factors that may be perceived as barriers and as enablers by the participants 

in the training process. 

Results and Discussion: 

Six themes emerged as the source of barriers for the participants which were- 

i) Difficulty and wide scope of learning content 

ii) Language barrier 

iii) Need for practicing the skills and applying knowledge 

iv) Time constraint 

v) The context of training application 

vi) Limited resources 

https://en.wikipedia.org/wiki/Benjamin_Bloom
https://en.wikipedia.org/wiki/David_Krathwohl
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The information from participants was analyzed to evaluate the “enablers” of the training 

process and there were 5 sub-themes that emerged-  

i) Team work and team spirit- 

ii) Project leadership and management- 

iii) good Training 

iv) Personal factors 

v) Spirituality 

Previous researchers have found that the challenging factors and the enabling factors are 

often influenced by multi-level factors which exist at individual, or the organization levels, and 

also by the training itself. The findings from the current research gains support from previous 

researches. For instance research showed that individual factors such as trainee’s attitudes, 

interests, values and expectations can impact the training effectiveness (Noe, 1986; Noe & 

Schmitt, 1986). Álvarez, Salas, and Garofano (2004) also found that both the characteristics of the 

individual and of organizations as well as the training itself impact the training outcomes. Another 

research found that the impact of factors such as project management and relationship skills also 

influences training outcomes (Prywes, 2012). 

 

Additional findings: The metacognition aspect 

The findings from the interviews showed that the participants could also identify other 

valuable learning outcomes from participating in the C&M project. On analyzing these, it was 

found that that these ten categories of responses could be classified into 4 main themes. These 

themes related to the outcomes of this training which were at 4 levels- at individual level, team 

level, project level and broader macro level- of the nation. On evaluating these responses, it can 
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be said that these related to the “meta-cognitive” outcomes which relates to awareness and 

knowledge of the cognitive process as explained in the revised version of Bloom’s taxonomy by 

Anderson and Krathwohl et al. (2001). This general awareness and the contextual importance of 

what they were doing could be very useful in the transfer of training later. Furthermore as 

explained by Sart (2014), metacognition has a deep impact on the learners since “it also deals with 

awareness, observation, reflection and analysis which are needed to become an independent 

learner”. This aspect of metacognition outcomes of the training program indeed helped the 

participants remain engaged with the training and also later on its implementation process. 

 

II. Researcher’s Reflections 

During this research, I had various roles to play as I was not just the researcher for the 

project but the trainer for developing the basic understanding of the coaching and mentoring 

processes. As the project progressed, I became an avid learner of the “applications” of C&M in 

the various pedagogies of education system such as problem based learning.  

The researcher’s reflections were recorded during the complete project and are shared 

herewith- 

1. Academic contribution  

The academic contributions from this research are hoped to be useful in the area of using 

C& M in the educational reform process. The researcher strongly believes that C&M are powerful 

tools that can empower the learners in the education context for developing self-directed learners. 

Another academic expected output was to verify that behavioral science approach that 

seeks to integrate knowledge from various fields could be applied in evaluating training by 

understanding the domains of cognitive, behavioral and affective outcomes. The researcher found 
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this a challenge in the beginning but later as the interviews of the participants were analyzed, it 

yielded rich results. 

2. Value of mixed method research 

While initiating this research the researcher explored doing mixed method research even 

though in its basic form. All efforts were made to design the mixed method research in a systematic 

way (Creswell & Plano Clark 2011), as well document the process and adhere the guidelines in 

reporting as shared by various researchers (Leech & Onwuegbuzie, 2010). Ethical considerations 

were also adhered to while conducting the study and requesting the participation of the samples. 

The sample size was a consideration for meaningful quantitative study but the qualitative results 

gave a vast amount of meaningful data. 

3. Personal learning  

This research offered a wide scope of learning for the researcher from many different 

perspectives such as the trainer for C&M, researcher, being a part of the educational reform process 

in Thailand, and mostly from working as a team member with the research project team at the 

institute.  

 

III. Recommendations 

This research was an exploration into the evaluation of training outcomes for C&M in the 

educational reform process. The nature of training for C&M limited the scope of the study through 

the limited sample size for quantitative evaluation, yet the qualitative findings of this study could 

be useful for developing and evaluating training programs about C&M or other such techniques in 

the educational reform process in Thailand. Additionally, these findings could be useful for:  
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1. Educational organizations that are undertaking the reform projects and need to 

organize and implement training programs for the master trainers; especially in 

Thailand and could be explored for application in other developing nations. 

2. This information could be of value to trainers and facilitators of C&M programs as 

it involved the 3 dimensional evaluation of learning outcomes. The researcher 

recommends the verification of the model in other trainings related to the 

educational change processes. 

3. The findings could be of value to other researchers who aim to investigate learning 

outcomes of the new age educational pedagogies for the development of 21st 

century skills and overall in the area of training evaluation. 

4. For more impact based evaluation, future research in the area of training evaluation 

could also involve an evaluation of the impact of the training outcomes on 

performance in the actual work scenario.  

 

IV. Value of this Research Project 

The value of this research lies in the endeavor to contribute towards creation of empirically 

tested information about evaluation of training from the three dimensional aspects of cognition-

affect-behavior. This research is also of significance as it provides detailed evidence about the 

application of a systematic training program for educators so as to empower them to apply 

coaching and mentoring as the keys to leading to support of educational reforms in their specific 

circumstances. This research based evidence gives key insights into making training more effective 

in Thai context of educational reform process. It is hoped that the results of this research could be 

of value to the sustainable change process in education that seeks to develop the human resource 
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capital in not only Thailand but also in other developing countries where educational reforms are 

also of strategic importance to development.  

 

V. Conclusion 

In conclusion it may be summarized that the evaluation of training outcomes in the three 

domains of cognitive, behavioral and affective or the “C-B-A” model could be useful in 

understanding the outcomes and impact of training. Furthermore, the use of mixed method in this 

study may not have provided enough evidence in quantitative evaluation, but the qualitative 

method of inquiry provided deeper insights about the learning outcomes from training. Another 

noteworthy aspect of this research was that for all the master trainers, coaching and mentoring 

were valuable as techniques in making changes in the education process. It is hoped that these 

findings could perhaps be of value and contribute to more effective implementation of educational 

reform strategies.  

 

---------------------------------------------------------------------------------------------------------- 

  



59 
 

References 

Alvarez, K., Salas, E. and Garofano, M. (2004). An integrated model of training evaluation and 

effectiveness. Human Resource Development Review, 3 (4), 385‐416.   

Anderson, L. W. & Krathwohl, D.R. et al. (2001). A taxonomy for learning, teaching and 

assessing: A revision of Bloom’s taxonomy of educational objectives. New York: 

Longman. 

Bell, B. S., & Kozlowski, S.W.J. (2002). Goal orientation and ability: Interactive effects on self-

efficacy, performance, and knowledge. Journal of Applied Psychology, 87, 497-505. 

Bloom, B. (1956). Taxonomy of educational objectives: The cognitive domain. New York: 

Donald McKay. 

Bloom, B. S., Engelhart, M. D., Furst, E. J., Hill, W. H., & Krathwohl, D. R. A. (1956). Taxonomy 

of Educational Objectives: The Classification of Educational Goals. Handbook 1: 

Cognitive Domain. New York: David McKay. 

Brett, J. F., & Vandewalle, D. (1999). Goal orientation and goal content as predictors of 

performance in a training program. Journal of Applied Psychology, 84(6), 863-873. 

DOI: 10.1037/0021-9010.84.6.863 

Bronfenbrenner, U. (1979). A future perspective. In The ecology of human 

development: Experiments by nature and design (pp. 3-13). Cambridge, MA: Harvard 

University Press. 

Brown, J. S., Collins, A., & Duguid, P. (1989). Situated cognition and the culture of learning. 

Educational Researcher, 18(1), 32-42.  

Bloom, B. S., Engelhart, M. D., Furst, E. J.,Hill, W. H., Krathwohl, D. R. (1956). Taxonomy of 

educational objectives: The classification of educational goals. Handbook I: Cognitive 

domain. New York: David McKay Company. 

Cahoy, E.S. & Schroeder, R. (2012). Embedding Affective Learning Outcomes in Library 

Instruction. Communications in Information Literacy, 6(1). 

Cannon-Bowers, J. A., Salas, E., Tannenbaum, S. I., & Mathieu, J. E. (1995). Toward 

theoretically based principles of training effectiveness: A model and initial empirical 

investigation. Military Psychology, 7, 141-164. 

https://en.wikipedia.org/wiki/Benjamin_Bloom
https://en.wikipedia.org/wiki/David_Krathwohl
http://www.comminfolit.org/index.php?journal=cil&page=article&op=view&path%5B%5D=v6i1p73&path%5B%5D=146
http://www.comminfolit.org/index.php?journal=cil&page=article&op=view&path%5B%5D=v6i1p73&path%5B%5D=146


60 
 

CIPD (2015). Coaching and Mentoring. Accessed on 2.3.14 from http://www.cipd.co.uk/hr-

topics/coaching-mentoring.aspx 

Collins, A., Brown, J. S., & Newman, S. E. (1987). Cognitive apprenticeship: Teaching the craft 

of reading, writing and mathematics (Technical Report No. 403). BBN Laboratories, 

Cambridge, MA. Centre for the Study of Reading, University of Illinois. January, 1987 

Creswell, J. W. (2003). Research design: Qualitative, quantitative, and mixed method 

approaches. Thousand Oaks, Calif: Sage Publications. 

Creswell, J. W., & Plano Clark, V. L. (2011). Designing and conducting mixed methods research 

(2nd ed.). Thousand Oaks, CA: Sage. 

Creswell, J. W., Klassen, A. C., Plano Clark, V. L. & Smith K. C. (2011). Best Practices for 

Mixed Methods Research in the Health Sciences. Bethesda (Maryland): National 

Institutes of Health. 

Deci, E. L., & Ryan, R. M. (1985). Intrinsic motivation and self-determination in human 

behavior. New York: Plenum. 

Dweck, C. S. (1986). Motivational processes affecting learning. American Psychologist, 41(10), 

1040-1048.http://dx.doi.org/10.1037/0003-066X.41.10.1040 

Education System Thailand (2011). The Thai education system described and compared with the 

Dutch system.( 2nd edition, February 2011, version 3). Retrieved from: 

https://www.nuffic.nl/en/library/education-system-thailand.pdf 

Ehrich, L. C. (2013). Developing Performance Mentoring Handbook. The State of Queensland 

(Department of Education, Training and Employment). Available at 

http://education.qld.gov.au/staff/development/performance/pdfs/dp-mentoring-

handbook.pdf 

Endler, N. S., & Magnusson, D. (1976). Toward an interactional psychology of 

personality. Psychological Bulletin, 83(5), 956-974. http://dx.doi.org/10.1037/0033-

2909.83.5.956 

Fernet, C., Senécal, C.G., Marsh, H., & Dowson, M. (2008). The Work Tasks Motivation Scale 

for Teachers (WTMST). Journal of Career Assessment, 16(2), 256-279. 

http://dx.doi.org/10.1177/1069072707305764 

http://www.cipd.co.uk/hr-topics/coaching-mentoring.aspx
http://www.cipd.co.uk/hr-topics/coaching-mentoring.aspx
http://psycnet.apa.org/doi/10.1037/0003-066X.41.10.1040
https://www.nuffic.nl/en/library/education-system-thailand.pdf
http://eprints.qut.edu.au/65583/
http://education.qld.gov.au/staff/development/performance/pdfs/dp-mentoring-handbook.pdf
http://education.qld.gov.au/staff/development/performance/pdfs/dp-mentoring-handbook.pdf
http://psycnet.apa.org/doi/10.1037/0033-2909.83.5.956
http://psycnet.apa.org/doi/10.1037/0033-2909.83.5.956


61 
 

Fry, G.W. and Bi, H. (2013). The evolution of educational reform in Thailand: The Thai 

educational paradox. Journal of Educational Administration, 51(3), pp. 290–319. doi: 

10.1108/09578231311311483. 

Gagné, R. M. (1984). Learning outcomes and their effects: Useful categories of human 

performance. American Psychologist, 39(4), 377-385.http://dx.doi.org/10.1037/0003-

066X.39.4.377. 

Gall, M. D., Gall, J. P., & Borg, W. R. (2003). Educational research: An introduction (7th ed.). 

Boston Allyn & Bacon. 

Hallinger, P. & Bryant, D.A. (2013). Synthesis of findings from 15years of educational reform in 

Thailand: lessons on leading educational change in East Asia. International Journal of 

Leadership in Education: Theory and Practice, 16(4), 399-418. doi: 

10.1080/13603124.2013.770076 

Hamblin, A. C. (1974). Evaluation and control of training. Maidenhead: McGraw-Hill. 

Hargreaves, E. (2008). Using mentoring and coaching to support work based learning: An 

evaluation. Institute of Education, University of London. Retrieved on January 26, 2015 

from   http://centre.wle.org.uk/cms/files/projects/reports/pr_hargreaves_07.pdf 

Jensen, B., Hunter, A., Sonnemann, J., and Burns, T. (2012). Catching up: learning from the best 

school systems in East Asia. Grattan Institute. ISBN: 978-1-925015-20-1 

Joyce, B., & Showers, B. (1996). The Evolution of Peer Coaching. Educational Leadership 

53(6), 12-16. 

Joyce, B. & Showers, B. (2002). Student achievement through staff development (3rd 

Ed.). Alexandria, VA, USA: ASCD. 

Kantamara, P., Hallinger, P., & Jatiket, M. (2006). Scaling-up Educational Reform in Thailand: 

Context, Collaboration, Networks and Change. An Educational Leadership and Policy 

Journal, (Special issue: Curricular Reforms in Southeast Asia - Planning and Changing), 

37(1&2). 

Kirkpatrick, D.L. (1994). Evaluating Training Programs. San Francisco: Berrett-

Koehler Publishers, Inc. ISBN-1-881052-49-4 

Klein, H.J., Noe, R.A. & Wang, C. (2006). Motivation to learn and course outcomes: The impact 

of delivery mode, learning goal orientation, and perceived barriers and 

enablers. Personnel Psychology, 59, 665-702. 

http://psycnet.apa.org/doi/10.1037/0003-066X.39.4.377
http://psycnet.apa.org/doi/10.1037/0003-066X.39.4.377
http://centre.wle.org.uk/cms/files/projects/reports/pr_hargreaves_07.pdf
http://www.amazon.com/Evaluating-Training-Programs-Four-Levels/dp/1576753484/bigdogsbowlofbis


62 
 

Knight, H., Stinnett, K. and Zenger, J. (2008). Bringing Science to the Art of Coaching in 

Education. A Journal for Research, Leadership, and Practice, 2(1), 9-11. 

Kraiger, K., Ford, J. K., & Salas, E. (1993). Application of cognitive, skill -based, and 

affective theories of learning outcomes to new methods of training 

evaluation. Journal of Applied Psychology, 78(2), 311-328. doi:10.1037/0021-

9010.78.2.311 

Krathwohl, D.R., Bloom, B.S., Masia, B.B. (1973). Taxonomy of Educational 

Objectives, the Classification of Educational Goals. Handbook II: Affective 

Domain. New York: David McKay Co., Inc. 

Leech, N. L., & Onwuegbuzie, A. J. (2010). Guidelines for conducting and reporting mixed 

research in the field of counseling and beyond. Journal of Counseling and Development, 

88, 61–69. https://doi.org/10.1002/j.1556-6678.2010.tb00151.x 

Lewin, K. (1935) A dynamic theory of personality. New York: McGraw-Hill. 

Locke, E. A., & Latham, G. P. (1990). A theory of goal setting & task performance. Englewood 

Cliffs, NJ: Prentice Hall 

Lofthouse, R., Leat, D. & Towler, C. (2010). Coaching for teaching and learning: A practical 

guide for schools. Retrieved March 20, 2015, from 

http://www.ncl.ac.uk/cflat/news/documents/5414_CfT_FINALWeb.pdf 

Mayring, P. (2000). Qualitative Content Analysis. Forum Qualitative Sozialforschung / Forum: 

Qualitative Social Research, 1(2), Art. 20. Available at http://nbn-

resolving.de/urn:nbn:de:0114-fqs0002204. 

Mohan, K.P. (2015). Behavioral Science Research: An Evaluation of the Historical roots, 

Evolution and Future Development in Thailand.  Research Report No.170, Behavioral 

Science Research Institute (BSRI), Srinakharinwirot University, Bangkok, Thailand. 

July, 2015. Available on http://bsris.swu.ac.th/upload/262296.pdf 

Mohan, K.P.  (2016). The Development of Behavioral Sciences, and its Research & 

Contributions: Glimpses from the BSRI, Thailand. In Thai book, 

พฤติกรรมศาสตร์มุมมองในศาสตร์ท่ีแตกต่าง [Behavioral science in different perspectives]. Bangkok 

(Thailand): Behavioral Science Research Institute, Srinakharinwirot University, 

Bangkok, Thailand. 

http://www.amazon.com/Taxonomy-Educational-Objectives-Classification-Goals/dp/B001P4R8Z0/bigdogsbowlofbis/
http://www.amazon.com/Taxonomy-Educational-Objectives-Classification-Goals/dp/B001P4R8Z0/bigdogsbowlofbis/
http://www.amazon.com/Taxonomy-Educational-Objectives-Classification-Goals/dp/B001P4R8Z0/bigdogsbowlofbis/
https://doi.org/10.1002/j.1556-6678.2010.tb00151.x
http://www.ncl.ac.uk/cflat/news/documents/5414_CfT_FINALWeb.pdf
http://bsris.swu.ac.th/upload/262296.pdf


63 
 

Noble, H., & Smith, J. (2014). Qualitative data analysis: a practical example. Evidence-Based 

Nursing, 17:2-3. http://dx.doi.org/10.1136/eb-2013-101603 

Noe, R.A. (1986). Trainee’s attributes and attitudes: Neglected influences on training 

effectiveness. Academy of Management Review, 11, 736–749.  

Noe, R.A., & Schmitt, N. (1986). The influence of trainee attitudes on training effectiveness: Test 

of a model. Personnel Psychology, 39, 497-523. 

Prywes, Y. (2012). Cognitive, Behavioral, and Affective Learning Outcomes of a Coaching 

Program. The International Journal of Mentoring and Coaching, 10 (1), 41-55. ISSN 

1815-804X 

Public Relations Department Thailand (2015, 11 January). Thailand Proceeding with Education 

Reform. Retrieved on February 18, 2015 from: 

http://thailand.prd.go.th/ewt_news.php?nid=107&filename=index 

Rotherham, A.J. and Willingham,D. (2009). 21st Century Skills: The Challenges Ahead. 

Educational Leadership, 67(1), 16-21. Retrieved on 20.4.16 from 

http://www.ascd.org/publications/educational-leadership/sept09/vol67/num01/21st-

Century-Skills@-The-Challenges-Ahead.aspx 

Salas, E., Tannenbaum, S. I., Kraiger, K., & Smith-Jentsch, K. A. (2012).The Science of 

Training and Development in Organizations: What Matters in Practice. Psychological 

Science in the Public Interest, 13 (2), 74. https://doi.org/10.1177/1529100612436661. 

Sart, G. (2014). The effects of the development of metacognition on project-based learning. 

Procedia - Social and Behavioral Sciences, 152, 131-136. 

Shea, F. & Gianotti, S.C. (2009). Mentoring: Make It a Mutually Rewarding Experience. Axzo 

Press. ISBN 10: 142601838X  

Tannenbaum, S. I., Cannon-Bowers, J. A., Salas, E., & Mathieu, J. E. (1993). Factors that 

influence training effectiveness: A conceptual model and longitudinal analysis (Technical 

Rep. No. 93-011). Orlando, FL: Naval Training Systems Center. 

Timperley, H. (2009). Teacher professional learning and development. Educational Practices 

Series. Available at www.educationcounts.govt.nz/themes/BES 

United Nations. (2016). Sustainable Development Goals: 17 Goals to transform our 

world.  Retrieved on 18.1.16 from 

http://www.un.org/sustainabledevelopment/sustainable-development-goals/ 

http://dx.doi.org/10.1136/eb-2013-101603
http://thailand.prd.go.th/ewt_news.php?nid=107&filename=index
http://www.ascd.org/publications/educational-leadership/sept09/vol67/num01/21st-Century-Skills@-The-Challenges-Ahead.aspx
http://www.ascd.org/publications/educational-leadership/sept09/vol67/num01/21st-Century-Skills@-The-Challenges-Ahead.aspx
https://doi.org/10.1177/1529100612436661
http://www.abebooks.com/products/isbn/9781426018381/14221345371
http://www.educationcounts.govt.nz/themes/BES
http://www.un.org/sustainabledevelopment/sustainable-development-goals/


64 
 

UNESCO Bangkok (2011). UNESCO Bangkok supports Thailand’s second decade of education 

reform using project-based learning and ICT. Accessed on 07.04.11. from 

http://www.unescobkk.org/education/ict/online-resources/databases/ict-in-education-

database/item/article/unesco-bangkok-supports-thailands-second-decade-of-education-

reform-using-project-based-learning/ 

UNESCO (2016). UNESCO and Sustainable Development Goals. Retrieved on 18.1.16 from 

http://en.unesco.org/sdgs 

VandeWalle, D. (1997). Development and validation of a work domain goal orientation 

instrument. Educational and Psychological Measurement, 57(6), 995-1015. 

https://doi.org/10.1177/0013164497057006009 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

 

 

http://www.unescobkk.org/education/ict/online-resources/databases/ict-in-education-database/item/article/unesco-bangkok-supports-thailands-second-decade-of-education-reform-using-project-based-learning/
http://www.unescobkk.org/education/ict/online-resources/databases/ict-in-education-database/item/article/unesco-bangkok-supports-thailands-second-decade-of-education-reform-using-project-based-learning/
http://www.unescobkk.org/education/ict/online-resources/databases/ict-in-education-database/item/article/unesco-bangkok-supports-thailands-second-decade-of-education-reform-using-project-based-learning/
http://en.unesco.org/sdgs
https://doi.org/10.1177%2F0013164497057006009

	1.Cover page, 20.6.18
	2. Exec summary and Contents, 20.6.18
	3. C&M full project report 20.6.18

