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ABSTRACT

The overall purpose of this research is to invesBghe existent Process of employees' traininglm@ssessment,
in the National Iranian Gas Company and the idécsifion of its consistencies and inconsistencidh wagard to
the requirements of 1SO10015:1999 Internationaliflireg Standard and also identification the pointatt is
required to develop and improve the training neaslsessment process. The present study is an apptiedrch in
terms of purpose and a descriptive one regardirgridsearch method (Survey Res) The populationi®fsthdy
were all the people involved in the process ofitireg and development of human resources in Natibaalan Gas
Company including the managers, educational exp&rteeadquarters and provincial gas companies, apenal
regions, gas refineries and who were 72 personsgather. Using a proportional stratified random gaimg, 47
people of them were selected for this study. Ireotd collect data, a researcher made questionnadesisting of
22 closed-ended items in the form of a 5-pointitikeale was used. This questionnaire has a rdiighdf .78. To
analyze the data, SPSS statistical package vefdiomere used. The statistical analysis used inghidy was one-
sample t-test, One- Way ANOVA and Turkey Test. Wighential statistical analysis of the data orettraining
needs assessment process in National Iranian Gagp@oy following points were examined 1) Determirgenteeds
of organization, 2) Defining and analyzing competemequirements, 3) Reviewing competence, 4) Degfin
competence gaps, 5) Identifying solution to cldeedompetence gaps, 6) Defining the specificatortriining
needs. Of these steps, steps 1, 2, 5 and 6 hagestamties with 1ISO10015:1999 training standaréquirements
from viewpoints of National Iranian Gas Compartgésning authorities but steps 3 and 4 have incetesicies with
1ISO10015:1999 training standard's requirements freiewpoints of National Iranian Gas Company's tiiag
authorities.

Keywords: Auditing, training needs assessment, human respl5010015:1999 international training standard.

INTRODUCTION

Employee training should not be a side issue thainly considered after every other detail has bmeefully
planned and accounted for. It must be made anriaitegrt of any planning process, because the saawefailure
of every organizational activity is ultimately detened by the abilities of the employees. (Wetla2@07). Studies
have shown that training lead to maintaining thaticmity and Surviving of the organizations. “A3arstudyin
Singapore have shown that17%of commercial and indusompanies have gone bankrupt in this countngre
less than 1% of these companies were those thabéwm held training courses for their employeessuiy 2010,
p. 13). The considerable point is that designing @axecuting of training programs merely can't hdie
organization to reach its goals but if we wanthe tesult lead to fulfill the current needs, tragnshould be based
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on scientific principles and methods (Abbasian,8)0@ne of the main challenges that is confrortrg&nizations
training leaders and managers is training needssasgent that is required for employees and orgtnizao that
maximum investment can be done and at the same ttiseethe competitiveness of organization. Whanigortant
and should be emphasized is that training prockesld be done after analyzing employees and orgtiaizs
needs. Training needs assessment is the procedstarimining knowledge, skills and abilities (KSAjat are
required for employees to do their jobs (Ford, 19991). Through this most of organizations utildi&erent
training needs assessment models such as: Herm&au&nan model, Targeting Resources for The Edunatio
Needs of the Disadvantaged (Trend), Stout modalisttme Needs Assessment System (HNAS), SWOT madel a
other models. One of these models that have begulgroin recent years is training needs assessmede! based
on 1s010015 training standard.

Background of the study

“Training assessment is a process to gather infoomabout practical and received training need Wil be fixes
after identifying through training” (Barbazette,(B) p.6). Training assessment defined as idertiéyrteeds (the
gap between "what is" and "what should be") andkedrthem in order of preference and choose thesnted
should be reduced or eliminated (Abbas-Zadegan E-Fadeh, 2009, p. 65).Burton & Merrill believed theeeds
assessment generally is a systematic process femaaing goals, determine gaps between currenadn and
goals and finally determining priorities for acti@fathi & Vajargah, 2009, p.25). Training processidd be started
after analyzing organization needs and also afteonding issues related to the competence. Orgdiorizahould
determine competencies required for each taskatffett quality of products, evaluate employees' petancies to
do the task and provide plans to eliminate conticgedeficiencies related to competence. Determitiaging
needs should be done based on analyzing currenis el organization's expected needs in comparistn
current employees' competence. “This stage shailasbd for a) Determine the gap between existingpetencies
and expected competence b) Determine training nieedsnployees that their existing competenciesdoenatch
with their expected competencies for their workmstructional design of training needs, in thisarehit should be
specified does the gap between existing competemeie be reduced through training with expectedpatencies
or other activities are required. The existing gapuld be analyzed” (Khorasani & Gharaj DonyaviQ20p.10).
What is note worthy in needs assessment issueisriiso10015 standard only training needs amactve and
other types of needs are not desirable. "Trainigggs are those needs that reflect training demamgsals (Fathi
&Vajargah, 2009, p.20)."The first step in trainiagd developing is needs assessment. Needs assessomsd as
foundation of training purposes, selecting andgléeg training programs, executing the programs eraduation
of programs. This process shape a continuous tiyatealways commence with training needs assessr{idatler
&Osinsky, 2002). Training needs assessment is #abéor various reasons; it is possible that tragngiven to
employees hasn't been correctly selected in oadsolie their problems, training programs has leblems, and
training has been unable to meet expectationsgazation in changing employees' behaviors, thlélts and etc.
(Noe, 2008).

Theoretical Foundations of research

Training and development of human resources aralid# are priorities of any organization and ibshl be based
on appropriate operational model. ISO10015Inteomati Standard training with comprehensive view apdcial

flexibility somehow is managed to cover all theiahtes in the training process models and givesnapcehensive
models to the training experts. 1ISO10015 with &inlitsive and unique characteristics like: monitgrin other parts
of the training process, keeping records of adéisjtout puts documenting each training cycle,eba@uation of

both short and long term...It is important. In dfbfi, this standard was adopted in 1999 and waspreaed with a
vote of 85 countries around the world in the 20@%'8ain employees that could be a valid reasorli@osing this
standard for certification training offered by tNational Iranian Gas Company in this study. Comesisies and
inconsistencies of these training need assessrretite sixe-phase training need assessment cyhéeved based
on these standards by the analysis of the daténebteDirector of National Iranian Gas Company dtdaliminate

cracks and conflicts and not only maintain theimpetitive advantage in the national and internati@rena, but
increase.

Research objectives:

The overall purpose in this study is investigate tlrrent process of employees' training needssissnt in the
National Iranian Gas Company and identificationt®fconsistencies and inconsistencies with theirements and
documentation of ISO 10015 international trainimgnslard and points that is necessary to improvetrtiring

needs assessment process. To reach that, alswifallpartial purpose have been considered. 1) ligation of
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defining the needs of organization's step in Naidranian Gas Company employees' training needssament
process based on 1s010015:1999 standard modeljdantification the points that is required to deyeland
improve this step. 2) Investigation of defining amhlyzing competence requirements step in Nativaalan Gas
Company employees' training needs assessment prbased on 1s010015:1999 standard model, and fidatitn

the points that is required to develop and imprthie step. 3) Investigation of reviewing competestep in
National Iranian Gas Company employees' trainingdeeassessment process based on 1s010015:199@rdtand
model, and identification the points that is reqdito develop and improve this step. 4) Invesogabf defining
competence gaps step in National Iranian Gas Coyemployees' training needs assessment procesd bas
1s010015:1999 standard model, and identificatia ibints that is required to develop and improvs step. 5)
Investigation of identifying solution to close tbempetence gaps step in National Iranian Gas Coygraployees'
training needs assessment process based on 1so199%5tandard model, and identification the pothtst is
required to develop and improve this step, 6) Itigafon of defining the specification for trainimgeds step in
National Iranian Gas Company employees' trainingdeeassessment process based on 1s010015:199@rdtand
model, and identification the points that is reqdito develop and improve this step.

Figure 2: Proposed model
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-Defining organization needs
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- Defining competence gaps

- Identifying solution to close the competence
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MATERIALS AND METHODS

Research methods

In terms of purpose the present study is an appéedarch. On the other hand this study investgdie training
and developing programs In National Iranian Gas gamy and also gathered data is for reply to cumelstions,
so in terms of method this study is a descriptesearch.
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Statistical population

In this study statistical population is all theitiiag and developing process practitioners and seans of the
National Iranian Gas Company that includes: NIGSE&Sf training managers and experts (N=20), praginGas
Companies' managers and experts (N= 28), Oper&tdopas of Gas Transmission's managers and ex{¢+i0),
Gas Refinery companies' managers and bosses (Na)ral Gas Storage Company (N=1), Non-industeavises
company (N=1), Iranian Gas Transmission CompanyljN&as Engineering and Development Company (N=1),
Staff Training Center (N=1), and HSE (N=1) and Tgiapulation (N=72).

Stratified random sampling method in this study wsed, to determine the sample size Morgan talddoban used
and then to determine the number of each subgratip and proportion was used. Based on the taidesample
size for N=72 statistical population is N=59. Iosiid be noted that number of 12 samples were usedtimate
reliability and this number of samples were notdugethe final analysis so sample size after edimgareliability
were N=47 and can be said response rate has bé&n 80

Measures

Researcher-made questionnaire with four separatmss includes: a) Introduction of questionnairevhich it was
expressed the purpose of the study, instructionfiam to complete the questionnaire and how to neturb)

Personal Information, that was set based on themeodraphic variables include: education, careeitipasand

tenure ¢) definitions and terminology, for claréton of concepts and terms in the questionnaik @nmain
guestionnaire text that has 22 items and desigasddion main text of ISO10015. In this study touemgrom

validity original text 1ISO10015:1999 standard haef referred and the items matched with those. i#dsos have
been confirmed by supervisors, advisors and otkper¢s. Also to achieve content validity, the eggiens has
been used that was in the area of respondent &earid in addition, a number of terms are opamnatip defined.
In terms of face validity, all of the items measlithe same 1SO10015:1999 points. In this studystimate
reliability, Cronbach Alfa was utilized (0.785). Tamalyze the data in this study both descriptive Eufierential
statistics have been applied. Descriptive statisigthods include: preparing and arranging tabldredfuency
distribution and charting central tendency paramsetmode, median and mean) and dispersion parasngterge,
guartile deviation, variance and standard deviatipven that the research was conducted in theets sciences
and the questionnaire was designed in the Likermhfave use interval scale so the mean is used asdamator of
central tendency. In the inferential statistic sBttsome important points is considered. We use@rpetric
statistical models because of our central indekhésmean. Our intention in this study was compatirgexisting
reality of training need assessment process amorgogees of National Iranian Gas Company (empirgztia)
with features of employees training and develomngording to the 1ISO10015 standard model (thealetata).
Therefore appropriate statistical model for thiadgt was one sample t-test with the average. Als® way
ANOVA test and Tukey's test was used. Accordinghis model, adaptation and fit of each componenthef
training and developing process is measured waittg and developing process components that it @x

ISO10015 standard model among employees of Natloareibn Gas Company.

RESULTS

Overall research question: What are consistencidsraonsistencies of existing training needs assesat process
in National Iranian Gas Company with requirememtd documentation of training 1SO10015:1999 standard
what are the necessary points to improve it in dfeti Iranian Gas Company's employees?

While considering inferential analysis of trainingeds assessment process, in National Iranian Gap&y, we
found out four from six steps include: defining theeds of organization's step, defining and anadyzompetence
requirements step, identifying solution to close ttompetence gaps step, defining the specificdtionraining
needs step (steps 1-2-5-6) have consistency wttO&15 standard requirements of the respondesetis vt steps

3) reviewing competence and 4) defining competegeps have no consistency with is010015 standard
requirements of the respondent's view (Table 1).
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Table 1: Inferential analysis of Training need assesment in National Iranian Gas Company based on 1STD015:1999 international
standard training process

row Variable N SD DF T Empirical Theoretical Difference Sig appropriateness
mean mean between means

1 rl?ggg;ng organization | 4o | 0.704| 39| 8.124 3.905 3 0.905 0.000  Appropriate
Defining and analyzing

2 competence 40 | 0.414| 39| 4.704 3.308 3 0.3083 0.000 Appropriate
requirements
reviewing competence 40 0.807 39 1.322 3.168 3 80.16 0.194 improvable

4 gaeggmg competencs 45 | 0.900| 39| 0.703 3.10 3 0.100 0.486  improvable
identifying solution to

5 close the competence40 | 1.238| 39| 2.171 3.42 3 0.425 0.086 Appropriate
gaps
Defining the

6 specification for training| 40 | 0.799( 39| 8.311 4.05 3 1.05 0.0p0 Appropriate
needs

Table 2: Descriptive statistic of training need assssment

N M SD SE
40 | 3.492| 0.5855 0.092b

need assessmeit

Table 3: one sample t-test of training need assessnt Component

Theoretical mean = 3

95% Confidence interval
LL UL

39| 0.000 0.4928 0.3056 0.6801

Training T DF Sig Means differenc
need assessmevr{s 323

To analysis training needs assessment process basefirential statistic and one sample t-tedistteal model we
used COMPUTE command in SPSS software (Momeni, ,2008) and, the amounts of six steps listed itetdlll6
were integrated to calculate the training needssassent and its analysis has shown in Tables %.afxccording to
the table, empirical mean was (3.492), Standardatien (0.585), T amount (5.323), theoretical m¢a®0), the
mean difference between empirical and theoreticahms (0.492) and significance level was (p= 0.08Mce
significance level was less than 0.05 so null higpsts was rejected and must be acknowledged tbatitterence
between means (0.492) was significant. Becausediffisrence is positive we can conclude that tragnneeds
assessment process that is the first cycle ofitrgiprocess has consistency with 1SO10015:199% riat@nal
standard's criteria among National Iranian Gas Goms managers and training specialist.

1st partial question: What are consistencies and inconsistencies of idgfitne needs of organization's step that is
component of training needs assessment with regeimés and documentation of training ISO10015:1988dard
and what are the necessary points to improveNational Iranian Gas Company's employees?

Table 4: Inferential analysis of Defining needs orgnization phase in National Iranian Gas Company basd on 1ISO10015:1999
international standard training process

row Variable N SD DF T E T Difference between Sig appropriateness
mean | mean means
1-1 | Quality Policy 40| 0.905 39 5.0604 3.72 3 0.725 0.00 Appropriate
1-2 | Training policy 40, 0.700 39 10.393 4.1% 3 1.150 0.000 Appropriate
1.3 | Quality management 45 | 0.920| 39| 5331 3.78 3 0.775 0.0p0  Appropriafe
requirements

1-4 | Resource management 40 0.709 |39 9.814 4110 3 100 1. 0.000 Appropriate
1-5 | Process design 40 0.920 39 5.3B1 3.78 B 0.775 .0000  Appropriate

According to table 4 and regarding significant lesfeeach item that has been derived from SPSSciear that the
null hypothesis has been rejected in all itemssTdsue indicates that in this items there is §iggmt difference
between empirical and theoretical means and bedhesdifferences between empirical and theoretioans has
been positive in all items, it means the acquireémis larger than the theoretical mean, we caaoleda that of the

279
Pelagia Research Library



Sayyed Mohammad Reza Mostafaett al Adv. Appl. Sci. Res., 2013, 4(3):275-285

National Iranian Gas Company respondent's viewnitrg unit has consistency with 1S010015:1999 fregn
standard criteria.

Table 5: Descriptive statistic of Defining needs @anization phase

N M SD SE
40 | 3.9050| 0.70455 0.11140

Defining needs organization

Table 6: one sample t-test of Defining needs orgaation phase

Theoretical mean = 3

. . 95% Confidence interval
Defining needs organization phase T DF Sig Means differenc LL UL

8.124| 39| 0.000 0.905 0.6797 1.1303

To analysis defining the needs of organizatiorép &tased on inferential statistic and one samp#sttstatistical
model we used COMPUTE command in SPSS softwar¢cacaculate defining the needs of organizatior@p the
amounts of the first 5 items (nhamely items listedrable) were integrated and its analysis has shovirables 7
and 8. According to the Table, empirical mean wa®9(Q5), standard deviation (0.704), T amount (8)124
theoretical mean (3.00), the mean difference betvesepirical and theoretical means (0.905) and Baarice level
was (p= 0.000). Since significance level was ldsant0.05 so null hypothesis was rejected and mest b
acknowledged that the difference between mean®%PWas significant. Because this difference istp@swe can
conclude that defining the needs of organizatistép that is first step of training needs assessiprEtess has
consistency with 1ISO10015:1999 international staddecriteria among National Iranian Gas Compamgsagers
and training specialist.

2nd partial question: What are consistencies and inconsistencies of idegfimnd analyzing competence
requirements step that is component of traininglaeessessment with requirements and documentdtivaiming
1ISO10015:1999 standard and what are the necessamyspto improve it in National Iranian Gas Company
employees?

Table 7: Inferential analysis of Defining and analging competence requirements phase in National Iraan Gas Company based on
1SO10015:1999 international standard training proces

E T Difference
row Variable N SD DF T mean mean between Sig | appropriateness
means

16 Sggﬁgg:“ona' or  technological ;o | g77 | 39| 5230 3.72 3 725 000  Appropriate
1-7 Data recorde 40 | .73€ | 39 | 14.17¢ 4.65 3 1.65(C .00C Appropriate

1-8 Appraisal of employees' competer 40 | .81C | 39 | 3.12¢ 3.4( 3 .40( .00z Appropriate

1-9 Records of temporary employees 40 .810 |39 .71813.10 3 .100 440 Improvable
1-10 Issuing certificate 4 1244 39 3557 3.70 3 700. .001 Appropriate
1-11 Employees' requests 40 944 39 2.177 3.2 B 25 .3 .036 Appropriate
1-12 consumer complaint 440 .82 39 6.729 3.88 3 5.87 .000 Appropriate
1-13 | Observance of rul 40 | .53C | 39 | 14.60¢ 4.2z 3 1.22¢ .00C Appropriate
1-14 consumers' new reguireme 40 | .95t | 39 .662 3.1C 3 .10C .51z Improvable

According to table 7 that has been derived fromS&RtSs clear that in 6-1 to 8-1 and 10-1 to 1&Ws, significant
level was less than 0.05 so null hypothesis has egcted. This issue indicates that in this itethhere is
significant difference between empirical and théoe¢ means and because the differences betweeirieah@and
theoretical means has been positive, it meansdipgired mean is larger than the theoretical meangan conclude
that of the National Iranian Gas Company resporisl@igw, training units has a good condition irstitéms and is
consistent with 1ISO10015:1999 standard criteria ibut-9 and 1-14 rows null hypothesis has beeniooefi
because significant level was larger than 0.05ithatans the difference between means is dueniplézg so this
items have inconsistency with 1s010015 standaritari@ in National Iranian Gas Company's employeiesvy.

Table 8: Descriptive statistic of Defining and analzing competence requirements

M SD SE
3.3083| 0.41459 0.06555

- . . N
Defining and analyzing competence requirem "thO
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Table 9: one sample t-test of Defining and analyzg competence requirements

Theoretical mean =

95% Confidence interva|
N LL UL
~4.704| 39| 0.000 0.30833 0.1757 0.4409

Defining and analyzing T DF Sig Means differenc
competence requiremen

To analysis defining and analyzing competence requénts step based on inferential statistic andsan®le t-test
statistical model we used COMPUTE command in SP&8vare and to calculate defining and analyzing
competence requirements step the amounts of tltte3hiems (namely items listed in Table) were gnéted and Its
analysis has shown in Tables 10 and 11. Accordinipé Table, empirical mean was (3.308), standardation
(0.414), T amount (4.704), theoretical mean (3.6, mean difference between empirical and thezaketheans
(0.308) and significance level was (p= 0.000). 8isimnificance level was less than 0.05 so nullobiypsis was
rejected and must be acknowledged that the difterdretween means (0.308) was significant. Becalise t
difference is positive we can conclude that defjrimd analyzing competence requirements stepdisatciond step
of training needs assessment process has congistéclSO10015:1999 international standard's dat@among
National Iranian Gas Company's managers and tigspecialist.

Table 10: Inferential analysis of reviewing competece phase in National Iranian Gas Company based d8010015:1999 international
standard training process

row Variable N SD DF T Emean T mean DifferencedMeetn meang Sig  appropriatengss
1-15 | Concerningto evidences 40 .921 B9 2430 385 3 .350 .021 Appropriate
1-16 | Competence records 40 1.062 B9 -1.638 272 ¢ .275- .109 Improvable
1-17 | Competence review 40 1.171 9 -1.350 2.75 250-. .185 Improvable
1-18 | Experts' data 40 802 39 6.701 3.85 3 .850 0 JOO Appropriate

3rd partial question: What are consistencies and inconsistencies ofwerng competence step that is component
of training needs assessment with requirementsdandmentation of training 1SO10015:1999 standamdi \&hat
are the necessary points to improve it in Natidraamlian Gas Company's employees?

According to table 10 that has been derived frorB8Sht is clear that in 15-1 and 18-1 rows, sigaifit level was
less than 0.05 so null hypothesis has been rejedieid issue indicates that in these items thersigaificant
difference between empirical and theoretical me&ecause in both items the difference between meaas
positive, it means the acquired mean is larger thartheoretical mean, we can conclude that oNdwgonal Iranian
Gas Company respondent's view, training units i items has consistency with 1SO10015:1999 stahdsdteria
but due to the significant level in 16-1 and 17tvs null hypothesis has been confirmed becauséfisamt level
was larger than 0.05 that it means the differemtesben means is due to sampling so this items in@easistency
with 1s010015 standard's criteria in National leaniGas Company's employees' view.

Table 11: Descriptive statistic of reviewing competnce phase

reviewing competence ph N M SD SE
g comp Phas€ 0] 3.1688] 0.80739 0.12766

Table 12: one sample t-test of reviewing competenpbase

Theoretical mean = 3

95% Confidence interval
LL UL

1.322| 39| 0.194 0.16875 -0.0895 0.4270

_— T DF | Sig Means differenc
reviewing competence phas

[¢]

To analysis reviewing competence step based oreinfi@l statistic and one sample t-test statisticatlel we used
COMPUTE command in SPSS software and to calculefi@idg and analyzing competence requirements thtep
amounts of 4 items (namely items listed in Tableyevintegrated and its analysis has shown in Tat8esnd 14.
According to the Table, empirical mean was (3.168)ndard deviation (0.807), T amount (1.322), teégcal mean
(3.00), the mean difference between empirical &editetical means (0.168) and significance level (pas0.194).
Since significance level was more than 0.05 so mgblothesis was confirmed and must be acknowledgtidthe
difference between means (0.168) wasn't signific8otwe can conclude that reviewing competence thiapis
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third step of training needs assessment processnbassistency with 1SO10015:1999 internationalndtxd's
criteria among National Iranian Gas Company's mersagnd training specialist.

4th partial question: What are consistencies and inconsistencies of idgficompetence gaps step that is
component of training needs assessment with regeinés and documentation of training ISO10015:1988dard
and what are the necessary points to improveNational Iranian Gas Company's employees?

Table 13: Inferential analysis of Defining competece gaps phase in National Iranian Gas Company base 1SO10015:1999
international standard training process

row Variable N | SD | DF T E meal | T meai | Difference between mee | Sig | appropriatene:
1-18 | Competence comparis | 40 | .90C | 39 | .70 3.1C 3 .10C .48€ Improvable

According totable13 and observing significant leeEltem number 1-19, it is clear that significdetel was more
than 0.05 so null hypothesis has been confirmeds ™sue indicates that in this item there is ngnidicant
difference between empirical and theoretical mesnd it is due to sampling so this item has incdasisy with
Is010015 standard's criteria in National Iraniars Gampany's employees' view.

Table 14: Descriptive statistic of Defining competece gaps phase

N M SD SE
40 | 3.1C | 0.90C | 0.14:

Defining competence gaps phase

Table 15: one sample t-test of Defining competengaps phase

Theoretical mean =

. . 95% Confidence interv
Defining competence gaps phase T DF | Sig Means differenc LL UL

0.703| 39| 0.486 0.100 -0.19 0.39

To analysis defining competence gaps step basddferential statistic we used one sample t-teshwitean in
SPSS software and to calculate defining competgaps step we use the amounts of item number 18t¢dlin
Table) that its analysis has shown in Tables 14 BndAccording to the Table, empirical mean wad (@),
standard deviation (0.900), T amount (4.703), tegcal mean (3.00), the mean difference betweenirezapand
theoretical means (0.100) and significance leved {pe: 0.486). Since significance level was more D85 so null
hypothesis was confirmed and must be acknowledgatthe difference between means (0.100) wasnitfiignt

so we can conclude that defining competence gapstkat is fourth step of training needs assessprecess has
inconsistency with 1S0O10015:1999 international dtad's criteria among National Iranian Gas Company'
managers and training specialist.

5th partial question: What are consistencies aodrigsistencies of identifying solution to close tioenpetence gaps

step that is component of training needs assessmét requirements and documentation of training
ISO10015:1999 standard and what are the necessémyspto improve it in National Iranian Gas Company

employees?

Table 16: Inferential analysis of identifying soluton to close the competence gaps phase in Natiotr@nian Gas Company based on
1ISO10015:1999 international standard training proces

row Variable N SD| DF T Emean T mean DifferenceMeetn meany Sig  appropriatengss
120 'de”“fy\x‘gyg'ﬁere”t 40 | 847| 39| 2054 3.8 3 275 047 Improvable

According to table 16 and observing significantellesf item number 20-1, it is clear that significéevel was more
than 0.05 so null hypothesis has been confirmeds T@sue indicates that in this item there is ngniicant

difference between empirical and theoretical mesnd it is due to sampling so this item has incdasisy with

Iso10015 standard's criteria in National Iraniars Gampany's employees' view.

Table 17: Descriptive statistic of identifying soltion to close the competence gaps phase

N M SD SE
40 | 3.28| 0.847] 0.194

identifying solution to close the competence gdpasp
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Table 18: one sample t-test of identifying solutioto close the competence gaps phase

Theoretical mean =

95% Confidence interva|
o LL UL
V2054 39| 047 0.275 0.03 0.82

identifying solution to T DF | Sig | Means differenc
close the competence gaps ph

To analysis identifying solution to close the comemee gaps step based on inferential statisticsed one sample
t-test with mean in SPSS software and to calcutkstifying solution to close the competence gdpp we use the
amounts of item number 20-1 (listed in Table) titmtanalysis has shown in Tables 17 and 18. Acogrth the
Table, empirical mean was (3.280), standard dengi0.847), T amount (2.054), theoretical mean(3.the mean
difference between empirical and theoretical meéh275) and significance level was (p= 0.470). 8inc
significance level was more than 0.05 so null higpsis was confirmed and must be acknowledged tiet t
difference between means (0.275) wasn't signifietwe can conclude that identifying solution tose the
competence gaps step that is fifth step of traimiegds assessment process has inconsistency Wiflo085:1999
international standard's criteria among Nationahian Gas Company's managers and training specialis

6th partial question: Does exists any significaiffedence between respondents' views toward casist or
contradiction of needs assessment component wifhirements and documentation of 1ISO10015:1999 staind
based on demographic variables (education, camsstign and tenure) in National Iranian Gas Comfany

In terms of education: ANOVA test was used to ansvis part of question based on Table 21. Theltesid this
table show that F was equals to (0.521) and sitamifie level was equals to (0.671). Given that Fuarhwasn't
meaningful at 0.05 level so it can be said thatethe no significant difference between respondariésv about
observance amount of requirements and documentafit30010015:1999 standard in terms of education.

In terms of career position: ANOVA test was usedmswer this part of question based on Table 28.r&hults of
this table show that F was equals to (8.088) aguifstance level was equals to (0.000). Given thatmount was
meaningful at 0.05 level so it can be said thatehs significant difference between respondeniesivvabout

observance amount of requirements and documentaetit$010015:1999 standard in terms of career jpositVe

use Tukey post hoc test, to do pair wise comparésuhto determine that meaningfulness of the redds been
caused by the difference between which group oividdals. The result of Table.23 shows that theedénce

between training managers' view with training maskas been meaningful and also the deference betik@ning

assistants' view with training masters and traingxgerts wasn’'t meaningful. It means there is rgnificant

difference between training masters' view withrtitag experts' view about observance amount of reqménts and
documentation of 1ISO10015:1999 standard.

In terms of tenure: ANOVA test was used to ansWwer part of question based on Table 24. The resfiltsis table
show that F was equals to (5.051) and significdeeel was equals to (0.005). Given that F amourgt meaningful
at 0.05 level so it can be said that there is figant difference between respondents’ view abbaeosance amount
of requirements and documentation of ISO10015:188Adard in terms of career position.

Finally we use Tukey post hoc test, to do pair veismparison and to determine that meaningfulneskeofesults
has been caused by the difference between whichpgod individuals. The result of Table.25 showstttiae
deference between views of employees with less thgmars tenure with views of employees with 12@oyears
tenure and between views of employees with 15 tpe2@s tenure with views of employees with moreth@ years
tenure was significant. Results of other pair veigsmparisons weren't significant.

CONCLUSION

Purpose of this study was investigating the coesises of training needs assessment process wjtlireenents of
international training 1SO10015:1999 stand in Nadiblranian Gas Company's training unit So in gtisdy we
tried to investigating current situation in Natibdeanian Gas Company's employees training needssament
process with answering to an overall question andub questions at first and then its consistencied
inconsistencies explained in comparison to 1ISO106f&rnational training standard. Results of ovegakstion in
this study suggest that training needs assedsprecess is consistent with training process cyciteria of
1ISO10015:1999 international standard from Natidnahian Gas Company's training managers and expEts
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First partial question's result indicates that wiefj the needs of organization's step that is figgle of training
needs assessment process is consistent with ISOI®IP international standard from National Irani@as
Company's training managers and experts view. Alsoond partial question's result shows that defirand
analyzing competence requirements step that imsecyrle of training needs assessment process@stent with
1ISO10015:1999 international standard from Natidrahian Gas Company's training managers and expents
Third partial question's result indicates that e&ing competence step that is third cycle of tragnneeds
assessment process is inconsistent with ISO10099:ib®ernational standard from National Iranian Gasnpany's
training managers and experts view. Results oftfopartial question suggest that defining competegeaps step
that is fourth cycle of training needs assessmestgss is inconsistent with 1ISO10015:1999 inteometi standard
from National Iranian Gas Company's training managad experts view. Fifth partial question's regudicates
that identifying solution to close the competenapgystep that is fifth cycle of training needs ass®nt process is
inconsistent with 1SO10015:1999 international staddfrom National Iranian Gas Company's traininghagers
and experts view. . In terms of education thehsistib question's analysis shows that there is guoifiiant
difference among the respondents' view with différeducation. Also in terms of career position ¢hés a
significant difference among the respondents’ vigtli different career position. Tukey post-hoc ‘etsult shows
that the difference between training managers tvdlning masters and training experts was meaniragjio the
deference between training assistants with traimagters and training experts wasn't meaningfuheans there is
no significant difference between training mastegmsiv with training experts' view about observameeount of
requirements and documentation of 1ISO10015:1998dsta. In terms of tenure result also shows thatettis a
significant difference between employees with ddfe tenure's view. Tukey post-hoc test's resudtvshthat there
is a significant difference between employees Wets than 7 years tenure's view with employees hbtH20 year
tenure and between employees with 15-20 year tewmitheemployees with more than 20 year tenure. Ofzér
wise comparison wasn’t meaningful.

In order to evaluate training needs assessmenegsaand according to these results we argue tspttdeoverall
consistency between training needs assessmentsgradit 1010015 required in some steps there mongistency
with 1s010015 required international standard irtifzl Iranian Gas Company. This important notibewsdd be
placed on the managers and trainers' agenda. Aogotd these results, we have some recommendati¢abie
form to National Iranian Gas Company's trainingtwamd its senior managers, in order to improve egg#s
training conditions.

The main findings of the study

Some items in analyzing competence requiremengsthtg is one
of important step in training needs assessment epsochave
inconsistency with 1s010015 required standard @t€&ri and 14-1).

Reviewing competence step is another importannitrgi needs
assessment process step. Evidence indicates thimnalalranian
Gas company's training unit has some weaknessehignissue
(items 16-1 and 17-1).

Identifying solution to close the competence gatgp $s another
important training needs assessment process stegings show
that National Iranian Gas company's training unés hsome
weaknesses in this issue (iten-1).

Applied suggestiomsiprove
1) Personnel rotation; In the case of temporary eng@sypositive
displacement should be done based on competencesemsbnal
changes.
2) Researching in the marketplace to determine origirélte new
demands of customers.
3) Any records that shows merit list of each employee
considered systematically and accurately
4) To review the employees' competences, interviews,
questionnaires, observation and group discussidmigues should
be used.
5) The differences about competence can be removémibyng or
other actions such as redesign the processesg lmployees that
fully trained, use of outsourcing, improve otheumes, Job rotation
or modify Procedure
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