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ABSTRACT

The purpose of this study is to investigate theiqemce of training and its components in non-trainstandards
from the viewpoints of the managers and expertthef manufacturing-service organizations in Iran.ist a

functional research in purpose. The research metisod mixed one consisting of qualitative and qitative

methods. For data collection and quantitative asalythe questionnaire was used through a surveiiadeand the
categorization is also applied qualitatively. Theatsstical population includes all the managers aexberts of
human resources training and development in manuifiag-service organizations in Iran and 64 of thevare
selected as the research sample through simplelsagnn this study three training standards andridn-training

standards were weighted and analyzed. In the cortealysis with a categorization approach, 9 congmis were
identified and weighted. The data analysis is pné=e: in two general sections: 1) the training exgeviewpoints
toward evaluating and prioritizing training comparts and 2) the perspectives of the managers anaxperts
toward the pertinence of training components in-traming standards. In the first section, competenvas the
most important component while the training strgt@gs considered the least important one. The prashinent
point presented in the second section is that fibetinence of training in the non-training standari$ generally
inappropriate”.

Keywords: training, training standard, non-training standaraining managers and experts

INTRODUCTION

The only way for the managers to overcome the tsitag which are uncertain, complex and dynamio isthpower
the organization and employees through the acounsitf knowledge and skill (Mirjani-Aghdam, 2003jowadays
training is one of the necessities for every orgaindn, because the changes in the circumstanoelsecaurned into
development opportunities only with having therieed employees (Forughinia & Pourshafei, 2011). &loee, the
organizations would make an effort to provide firagnopportunities to develop human resources aoctase their
optimal performance (Hoseini & Razavi, 2011). Thagnenables the employees to be more skillful imytag out

their organizational responsibilities and so toamde their work in terms of quality and quantityotMnly does
training enable the organization to have betteviserand products, it also reduces the wastage/epts raw
materials to be destroyed and causes the instrenag@ick machines to be used effectively (Asadoll@B62. Today
training is considered as an experience-orientachieg in order to make relatively stable changean individual
so that he will be able to improve his work andIskas well as to reach the desired goals, thezetoaining refers
to a change in knowledge, attitude and interactth the work environment and it necessitates ugirgplanned
programs to reinforce the existing competenceshefédmployees as well as to maximize their effeottés and
efficiency with appropriate training courses (Saidjdin, 2004). It is worth mentioning that trainiagd training
courses cannot solely help the organization achisvgoals. Training courses must be based on ¢rentsfic

methods and principles to satisfy the present nesttlsrwise training would be useless and wastetyenizational
funds.
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2. Statement of the problem

Concurrent with the rise in new products and coitipatin economic domains, the manufacturing andiise
organizations would pay more attention to the dualf their products and services as well as tlastainable
improvement, so it would be quite vital that thay p lot of effort into fitting their customers’ siees and tastes in
order to survive, make more profit and have a higgeportion of the market.

The quality of products and services is an esdefatidor for the development, success and surJiXavaar et al,
2008), from day to day, it plays a more importasierin organizations attitude and their managemehite the
quality of products and services would persist bing the different standards in the organizatiaor. the sake of
sustainability and profundity of quality and prafit the organization, it is necessary to make aestment in the
various domains especially human resources (Mohatyr2@09). In fact, training is a useful investmamd key
factor in development, if it were planned and impésted accurately, it would have substantial ecanaeturns
(Khorasani & Mehdi, 2007).

As the new responsibilities and technologies emenggividuals should also have the capacity for thpid
acquisition of the relevant competencies, knowledgd skills, this fact increasingly reveals theatgtgic role of
human resources training, the proper use of trginot only empowers the organization in the changeagement,
but also enables them to make major changes (Wajhargah et al, 2011). It is quite obvious thaesgthening
human resources’ commitment, expertise, knowledy® rew information has the most important role he t
effective development and survival of an organaatiso the organization should pay attention tinitng and
development in terms of the plans which are aceusat appropriate for the real organizational néeldseini &
Mohammadi, 2010).

In this regard, ISO (International Standard Orgatiin) as an international federation for the nalostandard
organizations is to provide international standandss technical committees, it has developededéiht standards to
facilitate the international business by improviagd expanding the international standards for systeroducts
and services (Khorasani & Mehdi, 2007) becausehiegca favorable quality for a product or servioevarious
industries or organizations needs using desigratiards which are suitable to that activity (Mohaadim2008).

As long as training and development of human ressuare necessary issues for the organizatioresnattonal
Standard Organization has paid more attention #ndt developed some standards which are diredgdyerk to
training and educational services. This fact mestaixen into consideration that the main purpodbese standards
is to increase and improve the quality of the poisland services and also training is an influéfdietor in having
better quality, so, it seems unlikely that the otstandards designed by International Standard ridrgion ignore
the training issues related to these standardsefdre, this study is to investigate the pertineot#aining in non-
training standards in order to find out whetherr¢hs any place for training and development in-traming
standards. To this end, the following questionsevest:

1.How is the pertinence of training strategies in-t@ming standards?
2.How is the pertinence of awareness in non-traistagdards?
3.How is the pertinence of learning in non-trainitgnslards?

4.How is the pertinence of competence in non-trairsitagndards?
5.How is the pertinence of competency in non-trairstepndards?
6.How is the pertinence of education in non-trairstandards?

7.How is the pertinence of training records in nairting standards?
8.How is the pertinence of monitoring in non-trainstgndards?
9.How is the pertinence of effectiveness in non-frjrstandards?

3. Literaturereview

3.1 The concept of training and non-training star$a

In this study, training standards are defined assamhich attach more importance to training ancebigment of
human resources as well as its relevant concepte whining issues are less significant in nonnireg standards.
The standards including EFQM, IWA2 and 10015 aee ttfaining standards of this study whereas 9000490
10005, 10012, 10019, 13000, 14001, 18001, 19011634, SA8000 are the non-training standards. titiad to
the abovementioned standards, there is other migaioi non-training standards which are not includtedhis
research. ANSI, a training standard, is a trgnool developed by American National Standardstiie. 10017, a
non-training standard, is the guidance to applirssteal techniques, 10004 is the guidance on nooinigy as well as
for measuring customer satisfaction, 31000 asradata shows a general and public policy for riskhagement.
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3.2 Definition of key terms

e Training: Goldstein defined training as the systematic @&itijpn of attitudes, concepts, knowledge, roles or
skills that result in improved performance at w¢@oldstein, 1993)

» Competency: Jackson and Schuler (2003) Competencies areedkfia “the skills, knowledge, abilities and other
characteristics that someone needs to perform affebtively” (Hijazeh, 2011) (Soft Competencies).

» Competence: in this study, competence means the acquisitioknowledge, skills and abilities which enables
individuals to do something in an occupationaleatitn.

» Awareness: it is related to this fact whether the individsidlave enough knowledge to perform behaviors and
recognize that performance (Cummings & Christoph©96).

 Effectiveness. Piter Draker (1964) defined effectiveness as glaifob properly (Alaghemand, 2006)

» Monitoring: revising all the processes and activities ofiirgg (Jahadi, 2008).

» Education: it is defined as the type of official educatiomen in educational or training institutions, solgiads in
getting an official degree (Shafiei, 2008).

» Registering training records: in this study, the registration of training recoislselated to the previous activities
in an organization in learning/training tasks.

4. Training standards

4.1 1SO 10015: Guidelines for training:

International Standard ISO 10015 was prepared @9 1y Technical Committee ISO/TC 176, Quality maragnt
and quality assurance, Subcommittee SC 3, suppottichnologies. The role of this International 8td is to
provide guidance that can help an organizatiomémtify and analyze training needs, design and thlartraining,
provide for the training, evaluate training outc@mand monitor and improve the training proces®raer to
achieve its objectives. It emphasizes the conivbubf training to continual improvement and iseinded to help
organizations make their training a more effectine efficient investment. Personnel at all levlisud be trained
to meet the organization's commitment to supplydpots of a required quality in a rapidly changingrket place
where customer requirements and expectations areasing continuously. In fact, This Internatiosaandard
provides guidelines to assist organizations anit fe¥rsonnel when addressing issues related tainiga{guidelines
for ISO 10015).

4.2 IWA2: Guidelines for the application of ISO 2D00 in education

This International Workshop Agreement provides guitk to educational organizations for implementang
effective quality management system in conjunctiath and based on ISO 9001:2000. The objectivehef t
International Workshop Agreement is to assure therall effectiveness of the education organizatoquality
management system and the delivery and continualomement of its educational service to the learmherfact
This International Workshop Agreement is not inwshdor certification nor for contractual purpos&ather, it
provides guidance on a wide range of topics for dbetinuous improvement of an organization's penforce,
efficiency, and effectiveness. This InternationabMshop Agreement is recommended as a guide faratidnal
organizations whose top management wishes to mey®nd the requirements of 1SO 9001, in pursuit of
continuous improvement and sustainability of susc@is standard is consist of eight bases whieh &cope,
Normative references, Terms and definitions, Qyalitanagement system in the educational organization
Management responsibility in the educational orzmtion, Resource management in the educationahizaj#on,
Realization of the educational service and Measargnmanalysis and improvement in the educationgamization.
The educational organization should define and mariae processes for the quality management syStenesses
related to the aim of the organization should beugled during and following the provision of theuedtional
service:

a) Education design,

b) Curriculum development,

c¢) Education delivery,

d) Assessment of learning (guidelines for IWA2).

4.3 EFQM: an excellence model for European business

This excellence model for European business wagldped by European Foundation for Quality Managemen
(EFQM) in order to promote total quality managem@®M) and designed for helping organizations igittrive
towards being more competitive. The model providewn-prescriptive framework which has 9 main datand

32 secondary ones, the first five criteria are e’ and the other four ‘results’. The 'enabbeiteria cover what

an organization does. The 'results' criteria covbat an organization achieves. According to thisdebothe
performance of an organization will be the best mheis based on managing knowledge and sharing it
accompanying with the culture of learning, innowatand continual improvement (Taghavi, 2006).
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5. Non-training standar ds

5.1 1SO 9001:2008: Quality Management System

ISO 9001 provides the requirements of a quality ag@ment system and helps organizations ensureathiéty for
presenting products in order to meet the needsistomers, this standard is to enhance the custeatisfaction
(Khorasani & Eidi, 2011). Based on this standarersBnnel performing work affecting product qualtyall be
competent on the basis of appropriate educatiamitg, skills and experience (guidelines for |ISI)9).

5.2 ISO 9004: 2009: constant success managemaint @nganization

This standard gives guidelines to draw attentiobdth effectiveness and efficiency of quality masragnt system.
It is to improve the organizational performancestomer satisfaction and other stakeholders (Khora&aEidi,
2011).

5.3 I1SO 10005: 2005: Guidelines for quality plans

This International Standard was prepared to addhesseed for guidance on quality plans, eithehacontext of
an established quality management system or andapéndent management activity. Quality plans plea
means of relating specific requirements of the gss¢ product, project or contract to work methaut$ ractices
that support product realization (guidelines fo®180005).

5.4 1SO 10012: 2003: Requirements for measurentecepses and measuring equipment

This International Standard specifies generic memménts and provides guidance for the management of
measurement processes and metrological confirmatiameasuring equipment used to support and dematast
compliance with metrological requirements. It sfiesithe quality management requirements of a nmeasnt
management system that can be used by an orgamizpBrforming measurements as part of the overall
management system, and to ensure metrologicalreeqants are met. This International Standard iresuidoth
requirements and guidance for implementation of sueanent management systems, and can be useful in
improving measurement activities and the qualitpafducts. In this standard, the term of “measurdrpeocess”

was defined to physical measurement activitiesdgluies for ISO 10012).

5.5 1S0O 10019: 2005: Guidelines for the selectibguality management system consultants and utteinf

services

This International Standard provides guidance ffier gelection of quality management system condsltamd the

use of their services. When selecting a quality agement system consultant, the organization shevdduate
whether the consultant maintains the competencepppte to the scope of the consulting servicesetgrovided.

The quality management system consultant shouldchtaiai and improve competence through means such as
additional work experience, auditing, training, toning education, self study, coaching, attendimgfessional
meetings, seminars and conferences or other rdlactimities. Quality management system consultahtsild have

the appropriate education needed to acquire thevledge and skills relevant for the consulting segsito be
provided (guidelines for ISO 10019).

5.6 1ISO 13000: comprehensive management system

It is a strategic decision to set up a system basetbmprehensive management approach. This sthigdapplied
to cover the organizational activities in the menéid system framework. It requires the organizatiorcreate high
quality products based on matching the customedsjeattracting stakeholders’ satisfaction, hygieamm safe
workplace and considering environmental requiresiembre importantly, it makes the negative effbetsemoved
or reduced in the work environment. This standaml lze implemented by service and manufacturingnizgiions
and used by the organizations responsible for atialy the amount of compliance with standards aesrand the
national organizations can also apply this to atlditcompanies and give certifications (Sadeghif2008).

5.7 1ISO 14001: 2004: environmental managementsyste

This standard addresses various aspects of enviraimmanagement to improve and implement an emviemtal
management system and provides the requirementsarfoorganization in order to get the certificat8Ol
14001:2004 is a management tool enabling an orgtoiz to identify the environmental impact of itstigities,
products or services, and to improve its envirortaeperformance and to demonstrate that the enwiemal
management system is operating effectively andiefftly in conformity to the environmental requirents set by
legislative organizations (guidelines for ISO 14DCEnvironmental information and training is progitito new
hires during their orientation. Periodic informattiand training is also provided during routine safaeetings. On
the job training ensures that employees perfornr fbb tasks in a safe and environmentally resgmasmanner.
The Quality Department developed and implementecemployee training matrix. The matrix is used tdphe
establish training topics for initial orientaticas well as the monthly/quarterly safety meetingaining records are
maintained by Human Resources organizations (gaikefor ISO 14001).
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5.8 1ISO 18001: 2007: Occupational Health and Saié@hagement Systems Requirements

OHSAS 18000 is an international occupational healtid safety management system specification. This
Occupational Health and Safety Assessment SerietSAS) Standard specifies requirements for an odauma
health and safety (OH&S) management system, tolemaborganization to control its OH&S risks ancgiowve its
OH&S performance. The organization shall ensuré dmy person(s) under its control performing tatlet can
impact on OH&S is (are) competent on the basisppir@priate education, training or experience, dmall getain
associated records organizations (guidelines fGr18001).

5.9 1SO 19011: 2002: Guidelines for quality andémvironmental management systems auditing

This International Standard provides guidance ennttanagement of audit programmes, the conducttemial or
external audits of quality and/or environmental agament systems, as well as on the competencevahditon

of auditors. It is intended to apply to a broad ganof potential users, including auditors, orgatnizes
implementing quality and/or environmental managermsgsatems, organizations needing to conduct aoéigsiality
and/or environmental management systems for cdo#baeasons, and organizations involved in auditor
certification or training, in certification/registion of management systems, in accreditation standardization in
the area of conformity assessment organizatiorisé€tines for ISO 19011).

5.10 TS 16949: 2009: quality management systeireimutomobile manufacturers

It was prepared by the International Automotivekraerce (IATF) with the support of ‘Technical Conitee 176’
of ISO “Quality Management and Quality Assurandeékdoost & Moradi, 2011). Based on ISO 9001 antnal
quality standards, TS 16949 was developed by thguerd of the automobile industry. TS16949 covieesdesign,
development, production and servicing of autometalated products all over the world.

5.11 SA 8000: social accountability

Nowadays providing the employees with a safe analtiine working environment, reducing safety risksdan
promoting their life quality as well as ensuringpda and workers rights are considered as one ofuthgamental
issues in realization of social justice. To thisleBA 8000 was developed to prepare the condifmnsocial justice
(Hakimpanah, 2005)

Table 1: the pertinence of training components and itsrelated conceptsin non-training standar ds

monitoring | Effectiveness 1;;'2:32 Competency| competence learning | Strategy| awareness Education
1 SO 9001 v v v v v v v v
2 ISO 9004 v 4 v v
3 ISO 10005 v v v
4 ISO 10012 4 v v v v v
5 ISO 10019 v v
6 ISO 13000 v v 4 v v 4 v v
7 ISO 14001 v v v v
8 ISO 18001 v v v v v v
9 ISO 19011 v v v
10 TS 16949 v v v
11 SA 8000 v 4 v v v v

6. The pertinence of training and itsrelated conceptsin non-training standar ds

In this study, content analysis and categorizatiene used to investigate the pertinence of traifingon-training
standards. Content analysis is a technique in rels€far making inferences out of communication chjely,
systematically and quantitatively, categorizatiendefined as classifying the components of cobecthrough
identifying their differences and regrouping themtérms of the criteria set in advance (Yamani &theni, 1997).
The study of the pertinence of training in non#nag standards showed that every standard needsaiming
dimension and its related concepts and terms alinoatl the standards. The comparison between rainig
standards (Table 1) shows that training term asddtated concepts such as awareness, educatiaritonm,
effectiveness, training records, competency andpetemce are totally noticeable in ISO 9001 (quatighagement
system) and 13000 (comprehensive management systenfdct, these two standards includes all thevabo
mentioned concepts. In standard 13000 for gettifegcve outcomes, the organization is requiredi¢termine the
needed level of competence and competency for aijaining need analyses, planning and implemerttiaiging
courses and having a method for the evaluatiorffe€tveness of training courses. On the other h&s@® 10019
(Guidelines for the selection of quality managen®gtem consultantsficludes the fewest concepts mentioned
above in a way that only the concept of competearté training have been included. The use of legri@nm
instead of training is only excluded to ISO 90@®r(stant success management in an organizatiorwhich
learning is defined as getting information fromtbotternal and external sources and acquiring msiQompetence

190
Pelagia Research Library



Abasalt Khorasani et al Adv. Appl. Sci. Res., 2014, 5(2):186-198

defined as knowledge- and skill-oriented comporngrcluded into all the standards except for 1ISID@ (Social
Accountability).

MATERIALSAND METHODS

This research is functional in purpose and hasxaaninethod consisting of quantitative and qualitatnethods. In
the mixed methods research the researcher woulelctthe data and analyze it quantitatively andlitpiavely in

order to figure out the problem. In other wordsniaed method is a research design in which theareker would
mix qualitative and quantitative data in one stadynetimes with a multilevel design that includetadapllection
and analysis (Creswell, 2003 Quoted in Johnson8R0Dhe samples’ opinions were quantitatively irigeged
through survey method and the data was qualitatimeblyzed with categorization of components. Ttadistical

population includes all the managers and expertsining and development of human resources inufiaaturing-
service organizations in Iran and 64 people welectsd as the statistical sample through simpleptiam

7.1 The method of data analysis

Data analysis is presented in two sections:

1-The data analysis with weighting the componentsteel to training through interview with 11 trainisgecialists.
2-The data analysis based on the main research guesting questionnaires for the managers and expert

Section oneThe data analysis with weighting the componentsteel to training through interview with 11 training
specialists

In this section, the components related to trairang arranged through 5-point Likert scale in theggionnaire,
these were given to 11 training specialists whoaaieed to weight and priorize the components imseof their
importance and necessity. The data taken from tiestepnnaires has been analyzed using weightingn raed the
level of importance, and finally they were priaréd. The data showed that competence had the hitgves of
importance (weight) and training strategy had theest level of importance. Some components haddhee level
of importance: monitoring and competency (proidyand learning and registering training recordsofjty 4).

Table 2 shows the results of weighting and prizirity the components related to training based qrers

opinions.

Table 2: weighting the componentsrelated to training based on training experts

The components Import_an_ce level| Importance ratg Weighting mean
(priority) (percentage)

education 5 %69 3.45
Awareness 6 %68.80 3.44
Training strategy 7 %68 3.4
Learning 4 %73.20 3.66
Competence 1 %82.40 4.12
competency 3 %80 4

Registering training records 4 %73.20 3.66
effectiveness 2 %82.20 4.11
monitoring 3 %80 4

Section two: The data analysis based on the maeareh question using questionnaires for the masaayal
experts

In this section, the research data was analyzed usie-sample t-test and variance analysis. likhwmentioning
that the investigation of the research questionsgu®ne-sample t-test showed that appropriatenésthe

components was based on empirical mean being htgha theoretical mean and the amount of obtairtezing

significant. According to the spectrum of the qi@staire and codifying options from the lowestle highest with
numbers, 1 to 5, the basis of theoretical mear0®f &/as considered as the possible highest scomafdr question.
Whereas the highest score for a question optién & percent of 5 equals 3 considered as thedtiear mean of
each question. Therefore, if the mean obtained ftwerpeople’s answer were higher than 3 and tladuewvere at a
significant level, that component or question wolsédone of the noticeable components, otherwigeiniportance
of the question is estimated at a low level.
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8. Data analysis
8.1 Question 1- How is the pertinence of trainitrgtegies in non-training standards?

Table 3: theresults of one-sample t-test about the comparison between empirical and theor etical means of the pertinence of training
strategy in non-training standards

index Manager expert Test value = 3
N =21,df =22 N =41,df =42
variable manager expert
M S 2.4286 S t p t p

Does your organization define and develop a trgin
system?

Has your organization defined the training goalsainvay
which is measurable?

Has your organization provided the training oppuaittas for L ) £ab
all the employees? 24091 | .50324| 2.5476 .5037p 5.508  .0pO 5.820 000

Total score for training strategy 2.3485 21767 524 | .21866| -14.039 .00 -16.231  .0p0

N2.0455 .65300( 2.3571 .65598 -6.896 .0po -6.351 000

2.5909 .50324| 2.4524 .5037p6 -3.813 .0p1 -7.045 000

Based on the data in table 3, the t value is siant ata=0.05 level in all the questions about the pertigeaf
training strategy in non-training standards in ng@ma group with degree of freedom of 21 and in espgroup
with df of 42, therefore, the null hypothesis, no differerbetween the sample mean and theoretical mean, wa
rejected and it can be said that the empirical ni#amaller than the theoretical mean with 95% iclamfce, so, the
training strategy has a little importance in then#i@ining standards and these standards do noafegtion to
developing strategies in training.

8.2 Question 2- How is the pertinence of awaremes®n-training standards?

Table4: theresults of one-sample t-test about the comparison between theor etical mean and empirical mean of the pertinence of
awar enessin non-training standards

index Manager expert Test value =3
N =21,df =22 N =41,df =42 manager expert
variable M SD 2.4286 SD t p t p
?cr)irg;?? trainees given an initial introduction abdie training 33182| 1.12911 32148 1.09401 1.32p 200 1.469 b11
Does your organization have some courses to raesemployees 28636 99021| 3.0714 1.19741 . 5b5 387 701
awareness?

Do the employees have awareness of the effeceofabtivities on| , 5,50 | c5oag| 25050 70815 -6.197 .00 -3.487 002
the organization?

Total score of awareness 2.8182 .60620 2.9603 .60800 -1.407 A4 -.4P3 675

According to the data in table 4, the t value issignificant atu=0.05 level in all the questions about the pertieen

of awareness as well as its total score (excephtoquestion about the employees’ awareness dadffbet of their
activities on the organization that the theoretioalan is smaller than the empirical mean) in marsageup with
degree of freedom of 21 and in experts group ditbf 41, therefore, the null hypothesis, no differebetween the
sample mean and theoretical mean, was proven a@ ik a difference between the sample mean and the
theoretical mean, so, it can be said with 95% clemfte that the awareness is almost important imainetraining
standards and these standards would pay atteoti@ising awareness in training.

8.3Question 3- how is the pertinence of learningan-training standards?

Table5: theresults of one-sample t-test about the comparison between the theor etical mean and the empirical mean of the pertinence of
lear ning in the non-training standards

index Manager expert Test value = 3
N=21,df =22 | N=41,df =42 manager expert
variable M SD 2.4286 SD t p t p

Does your organization provide learning opportesit

individualistically and collectively? 3.1364 | .71016| 2.8333 .82393 .901 .3y8 -1.311 197

Do the employees share their experiences with stheryour

organization? 2.1818| .39477| 2.2857 .45723  -9.721 .0p0  -10.124 0 .00

Are th_e gmployees motivated to solve problems mugs in your 28636| 83355 26905 84068 761
organization?

>

51 -2.386 .Q22

Total score of learning 2.7273| .33549 2.6032 .36245 -3.813

o

p1 -7.0p5 .000

Based on the data in table 5, the t value is sagmf for the pertinence of learning in non-tragistandards in
managers group with df of 21 and experts with df therefore, the null hypothesis was rejected, beeahe
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empirical mean is smaller than the theoretical méacan be said with 95% of confidence that leagnin non-
training standards has a little importance andelstgndards pay no attention to learning.

8.4 Question 4- How is the pertinence of competénoen-training standards?

Table6: theresults of one-samplet-test about the comparison between the theor etical mean and the empirical mean of the pertinence of
competence in the non-training standards

index Manager expert Test value = 3
N =21,df =22 N =41,df =42 manager expert

variable M SD 2.4286 SD t p t p
Is there any process to use the skills and knowletlg the| , o105 | 1 55874 29286 129526 -678 505 -357  .723
employees in your organization?
Does the organization use the competent employpegsfning? 2.6364 1.3290p 2.7619 1.18547 -1.2B3213.| -1.302 .200
Do‘ t‘he trainers have the efficiency and competaecgired the 24001| 79637| 2.619 8821k -3.480 ob2  -2.799 008
training courses?
Total score of competence 2.6212| .85012| 2.7698 .7525p -2.090 .049 -1.982 .054

Based on the data in table 6, the t value is sianf ata=0.05 level for the pertinence of competence in-non
training standards in managers group with degrefeafdom of 21, therefore, the null hypothesis,difference
between the sample mean and theoretical mean, eyasted because the empirical mean is smaller than
theoretical mean and it can be said that with 9%Mfidence that the pertinence of competence waki@teal
inappropriate, because the t value is not significao=0.05 level for the pertinence of competence in-tnaiming
standards in experts group with degree of freedémloso there is no difference between the empircal
theoretical means, therefore, competence hadeaifitportance in the non-training standards andeatgtandards do

not pay attention to competence in training.

8.5 Question 5- How is the pertinence of competé@nopn-training standards?

Table7: theresults of one-sample t-test about the comparison between the theor etical mean and the empirical mean of the pertinence of
competency in the non-training standards

index Manager expert Test value = 3
N=21,df =22 N =41,df =42 manager expert

variable M SD 2.4286 SD t p t p
Does your organization have a process to idetidy|t , 55, | 96360 25476|  1.13046 -2.434 .24 2993 3 Jo1
employees’ potential abilities and competencies?
Is there any connection between the individpal
potential  abilties and competencies  with1.9545 | .65300, 1.7619 57634  -7.509 .000 -13.922 0 |00
organizational goals?
Is a skill standard defined for each job? 1.9545 8542 | 2.0238 .68032] -6.248 .000 -9.299  .QoO
Total score for competency 2.1364 .54101 21111 9182] -7.488| .000 -10.886 .000

Based on the data in table 7, the t value is saant ata=0.05 level for the pertinence of competengynon-

training standards in managers group with degrdeeeflom of 21 and in experts group withof 42, therefore, the
null hypothesis, no difference between the sampéammand theoretical mean, was rejected and bedhase
empirical mean is smaller than the theoretical mdaarcan be said with 95% confidence the pertinente
competency is inappropriate in the non-trainingdéads.

8.6 Question 6- How is the pertinence of educatiamon-training standards?

Table 8: theresults of one-sample t-test about the comparison between the theor etical mean and the empirical mean of the pertinence of
education in the non-training standards

index Manager expert Test value =3
N=215df=22 | N=41,df=42 manager expert

variable M SD 2.4286 SD t p t p
_Does the o_rganlzat!on provide facilities for the pboyees to 25909| 79637 2.809% 89000 -2.4do ob5s  -1.487 173
improve their education?
Does the organl;atlon make any gffort to attraos¢hemployees 20455 213200 2.000 00000a -21.000 .doo -10B7000
who have education related to the jobs?
Is the trainees’ education taken into accountaming courses? 3.5000 .51177 3.4524 .63255 4.583000 4.635 .000
Total score of education 2.7121| .27785 2.754 .3214] -4.860 .0p0  -4.961 .poo

Based on the data in table 8, the t value is sigmit ata=0.05 level for the pertinence of educatiomon-training
standards in managers group with degree of freeao®1 and in experts group withf of 42, therefore, the null
hypothesis, no difference between the sample medrtteoretical mean, was rejected and becausentbéieal
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mean is smaller than the theoretical mean, it carsdid with 95% confidence the pertinence of edoicats
inappropriate in the non-training standards, tt@eefthe education has a little importance in maming standards
and these standards pay no attention to educatitaining.

8.7 Question 7- How is the pertinence of trainiegards in non-training standards?

Table9: the results of one-sample t-test about the comparison between the theor etical mean and the empirical mean of the pertinence of
training recordsin the non-training standar ds

index Manager expert Test value =3
N =21,df =22 N =41,df =42 manager expert
variable M SD 2.4286 SD t p t p
Is there any document for training records of tmpleyees? 2.6364 152894 2.9048 1.51646 -1.116 272.442| .019

Does your organization identify, classify and matoh employees’
knowledge and skill the organizational needs?

Does the orga’nlzatlon_ document a process for thetifitation of 33636| 1.09307 2.8418 1.10956 1560 134 1113 b7
the employees’ potential competencies?

Total score of training records 3.0606 1.31590 @&4P 1.34796 .216 .831 -. 763 .450

3.1818| 1.36753 3.190% 1.46187 .624 .540 -422 675

According to the data in table 9, the t value issignificant atu=0.05 level for the pertinence of training recoirls
managers group with degree of freedom of 21 arekperts group withif of 41, therefore, the null hypothesis, no
difference between the sample mean and theoretieah, was proven and there is a difference bettfeesample
mean and the theoretical mean, so, it can be siid938% confidence that the pertinence of trainiegords is
almost appropriate in the non-training standards, tee training records is almost important in ni@ning
standards.

8.8 Question 8- How is the pertinence of monitoimgon-training standards?

Table 10: theresults of one-samplet-test about the comparison between the theor etical mean and the empirical mean of the pertinence of
monitoring in the non-training standards

index Manager expert Test value = 3
N=215df=22 | N=41,df=42 manager expert
variable M SD M SD t p t p
Are the training needs revised in your organizationually? 1.9545 .65300 2.0238 .74860 -7.509 .0068.451 .000
Does your organization revise the training process? 2.8636| .88884 2.6905 .81114 -.72( 480 -2.473 .18
lIJDr(z)e;sratr?g’)organ|zat|on monitor the implementationthaf training 20000| 61721 21905 59440  -7.599 obo  -8.829 900
Total score of effectiveness 2.2727| .40677| 2.3016 .32747 -8.38p .0p0  -13.813 0 .00

Based on the data in table 8, the t value is sigmit ata=0.05 level for the pertinence of monitoriimgnon-training
standards in managers group with degree of freedo®1 and in experts group withf of 41, therefore, the null
hypothesis, no difference between the sample medrtheoretical mean, was rejected and becausentpé&ieal
mean is smaller than the theoretical mean, it carsdid with 95% confidence the pertinence of maoimitpis
inappropriate in the non-training standards, tteeefthe monitoring has a little importance in rining
standards and these standards pay no attentioanitaring in training.

8.9 Question 9- How is the pertinence of effecigsrin non-training standards?

Table 11: theresults of one-samplet-test about the comparison between the theor etical mean and the empirical mean of the pertinence of
effectivenessin the non-training standards

index Manager expert Test value = 3
N=215df=22 | N=41,df =42 manager expert
variable M SD M SD t p t p

Does the organization determine any evaluativeerigitfor training j B )
effectiveness? 2.8182| .39477 2.7143 .45723 2.16D .o42  -4.050 .000

Does your organization apply the appropriate tepimito evaluate

training activities? 2.7727| .42893 2.7381 .44500 -2.48p .0p1  -3.814  .000

Q(r:(;wtt?ez’)results of evaluation used for developmehttraining 24545| 50965 25238 50549 5.02

(=)
o

DO -6.105 .000

Total score of effectiveness 2.6818| .24075 2.6587 .23842 -6.19

©
o

DO -9.276  .Q00

Based on the data in table 8, the t value is saamf ata=0.05 level for the pertinence of effectivenéssion-

training standards in managers group with degrdeeeflom of 21 and in experts group wathof 41, therefore, the
null hypothesis, no difference between the sampéammand theoretical mean, was rejected and bedhase
empirical mean is smaller than the theoretical mdaarcan be said with 95% confidence the pertinente
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effectiveness is inappropriate in the non-traingtgndards, therefore, the effectiveness has a litiportance in
non-training standards and these standards paiteniian to effectiveness in training.

8.10 Is there any difference between the opinidmeanagers and experts about the pertinence ofitrigiin non-
training standards?

Table 12: theresults of multivariate analysis of variance (MONOVA) about the comparison between the opinions of manager s and
experts about the pertinence of training in non-training standards

variakigurces of variance Sum of squareg  Degrees of freedom  Mean of Squfares Eevel of significance
Training strategy .002 1 .002 .038 .845
Awareness .133 1 .133 .358 .552
learning .088 1 .088 .689 410
competence .548 1 .548 .890 .349
competency .074 1 .074 .26 .612
education .061 1 .061 .648 424
Training records .017 1 .017 .010 .922
monitoring .024 1 .024 .186§ .668
effectiveness .069 1 .069 1.232 271
Training strategy 3.109 62 .050
Awareness 23.032 62 371
learning 7.885 62 127
competence 38.167 62 .616

error | competency 17.563 62 .283
education 5.821 62 .094
Training records 111.538 62 1.799
monitoring 7.865 62 127
effectiveness 3.486 62 .056
Training strategy 376.889 64
Awareness 565.667 64
learning 456.000 64
competence 511.778 64

total | competency 305.222 64
education 486.222 64
Training records 656.000 64
monitoring 344.000 64
effectiveness 458.667 64

The data in the tables showed that the F valueissignificant ata=0.05 level, therefore, there is no difference
between the opinions of managers and experts dbeytertinence of training in non-training standgard

DISCUSSION AND CONCLUSION

Training is one of the methods and strategies éguaing knowledge and skill. The main goal of miag is to
provide, obtain and improve the necessary skillsridrer to help organizations of achieve their godladding value
to their key resources (Abozed, Melanie, Saci, 2088uinis and Kraiger has defined training as siystematic
approach to affecting individuals’ knowledge, skilland attitudes in order to improve individualarte and
organizational effectiveness (Aguinis and Krai@&09).

This study has investigated the pertinence of ilngin non-training standards, the elements andpoorants of
training were evaluated from managers and expeigsipoints in 9 factors (training strategy, awaiendearning,
competence, and competency, education, trainirgrdegmonitoring and effectiveness).

The results revealed that the pertinence of trgisitnategy has a little importance in non-traingtgndards. It is
effective on achieving organizational goals to depestrategies for the staff training system inmsr of

organizational mission, strategies and resourceleobrganization, and considering internal anérmmel factors of
the system (Abili & Alavi, 2000).

For the pertinence of awareness, the findings sHatlvat it has an appropriate status in non-trairstepmdards.
While the organizations consider the knowledge awdreness as a property (Mirjani Aghdam, 2003Y)eimsing
the scope of knowledge, awareness and skill of eyels will broaden their sight in facing the issuessde the
organization and noticeably affect mutual undewditasnamong the staff, solving problems, reinforcamgpperation
and establishing suitable conditions in the workeléHaghighi, 2007).
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For the pertinence of learning, the data showetlitheas an inappropriate status in non-trainirapdards. In fact,
the employees should have the opportunity for iegrnn order to be regarded as real collaboratdefa(i

Ghooshchi, 2002). Both sharing knowledge and hadirigarning atmosphere are of the most importactofa

influential on the staff performance (Yaghubi, 2PTThe results indicated that the status of competés, to some
extent, estimated inappropriate.

For the pertinence of competency, the data showatit has an inappropriate status in non-trairstendards.
Enhancing human resource competencies increasésewrd, effectiveness and ultimately organizationa
productivity at individual, group and organizatibievel. In a study about 300 human resources éxpevrking in
different fields, the following factors were intnoackd as the ones forming the competencies: thelshig style,
management intuition, functional competencies agmdgnal attributes. The results related to educatimwed that

it has an inappropriate status in non-training déads. Based on the research findings, implicat@frspecialized
resources in increasing the productivity would awpghen the human resources were in the occupafmséion
fitting their specialty or education (Fazeli, 2004)

The results showed that training records has anopppte status in non-training standards. Butpgadinence of
monitoring and effectiveness is not favorable im+ti@ining standards. If the effectiveness were lémgnted
correctly and at the right time, with ignoring am@unt of error, it would be estimated that impletimantraining
courses considerably help increase profit, redusg, eise the equipment properly, enhance produgtimigment
the employees’ job satisfaction, increase custamatsfaction and decrease losses (Shokouki, 2008).

In addition to the above mentioned analyses, tkalt® of multivariate analysis of variance (MONOV#Howed
that there is no significant difference betweenntry managers and experts’ viewpoints on the penite of
training in non-training standards.

Table 13: summary of findings

guestions findings

1 | The pertinence of training strategy in non-traingtandards| A little important and inappropriate
2 | The pertinence of awareness in non-training stafsdar Appropriate and fairly good

3 | The pertinence of learning in hon-training standard A little important and inappropriate
4 | The pertinence of competence in non-training steadel A little important and inappropriate
5 | The pertinence of competency in non-training stetigla A little important and inappropriate
6 | The pertinence of education in non-training stadslar A little important and inappropriate
7 | The pertinence of training records in non-trainit@ndards | Appropriate and fairly good

8 | The pertinence of monitoring in non-training standa A little important and inappropriate
9 | The pertinence of effectiveness in non-trainingidéads A little important and inappropriate

Based on the findings of this study, some suggestEwe made:

* It is suggested that the results of the presemtystwe used to revise the mentioned standardstémniational
Standards Organization.

* In an organization, the success of training seatiepends on having specialized experienced hunsumees.
Therefore, it is necessary to pay attention to thater in identifying competent experts and stéffie of the
successful managers says “the best human resauus e organized in training and research centers”

» The senior managers’ attempt and participatiorssemtial for developing and designing trainingtetyg to guide
the training strategies in the direction of visianission and goals of the organization.

» Whereas the managers have a key role in trangfethie employees’ learning to the work environménts

suggested that the managers should guide andHeaatployees in using new skills and behaviorssbgtdishing a
suitable atmosphere and workplace.

» The evaluation of the training effectiveness is Sidered as a part of comprehensive evaluation aifitrg

system, therefore, implementing the evaluation plahtrainings effectiveness requires having a aetmpnsive
coherent training evaluation system. In fact, tlaintng effectiveness evaluation is a cycle of digtic, formative
and summative evaluation of training courses. Teeg it is advised that the comprehensive trairewgluation
system is designed and implemented. In this wayl#te needed to evaluate the effectiveness ofiicaprograms
is available to the experts with a suitable qualitg quantity at the right time.

e The managers and experts in training can motivadeemployees to participate in training coursevabti by
increasing the amount of the employees’ participatin training process (need analysis, implememaand
evaluation).

Limitation of the study:
» Weighting the components is done by individuals wigoe volunteers to weight and prioritize the catezs.
* Lack of prior studies in Iran
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* Lack of prior studies abroad
 Lack of enough time to investigate all the trainargl non-training standards.
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