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CHAPTER1
INTRODUCTION
Rationale

Human resources development, in a general sense, refers to the formation of a
skilled society through education, training, and development (Nadler, 1984). Human
resources are considered one of the most influential aspects in the development of a
society. The importance of human resources development is that it provides a major tool
which influences all other development components. Human resources determine the
strength and the capacity of a society for social and economic development. Therefore,
all governments and private organizations are continuously planning to increase the
productivity and efficiency of manpower. The importance of HRD emerged on a
world-wide scale due to the desire to respond to pressure to change. The pressure for
change has forced organizations to search for different means and tools of bringing
about the needed change. One powerful means of bringing about change or human
resource development in organizations is training.

Training today is on its greatest growth. More and more workers will need to
be retrained, not just once but several times in their work lives. New hires will need new
and better training. The economy is challenging companies and governments to improve
their service and performance in order to hold on to their market share. This struggle

1

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



will demand a greater and greater attention to human capital through training and so the
demand for all sort of training will grow well into the twenty-first century or longer
(Mitchell, 1993). There is no absolute measure whereby we can indicate appropriate
response to change. Rather, organizations must constantly re-examine their operations
to cope effectively with a changing economic picture. This process can help max;agers
identify some decisions to be made about HRD during a time of declining economy
(Nadler, 1979). One dominating issue is how to develop and implement sound training
programs to insure quality and return on the investment in training. The first step in this

direction is to evaluate the merit and worth of training programs.
Statement of the Problem

Training approaches cover a wide spectrum of types. Many prescriptive models
have been developed for planning, designing, implementing, and evaluating training
programs, but little is known about the effectiveness of the different training models.
Jahns (1981) identified five training models each of which is distinguished by a certain
division of responsibility between trainers and organizations and by different premises
about the role of performance expectations throughout the training process. These
models include the menu model, the special-order model, the diagnostic model, the
collaborative model, and the organizational learning model. Treffman (1978) proposed
five different training models including the preservice education model, the orientation
training model, the induction model, the in-service training model, and continuing

education model. Sherwood (1983) identified three broad categories: in-career

7 Iiéproduced with permission bf the copyright owner. Further reproduction prohibited without permission.



education, in-career training, and on-the-job development.

Training approaches, in general, fall into four categories: formal training, on-the-
job training, action training, and non-formal training (Kerrigan & Luke, 1987). Each of
these categories is applicable to certain situations and needs. Formal training consist of
discrete, time-bound, packaged teaching sessions. In-service training falls almost exclu-
sively in this category. Two general types of designs are utilized in the formal training
category: packaged training, and custom-tailored training. In packaged training, various
modules are combined into a training program and offered to interested and qualified
persons. This is believed to be the most common type of formal training in developing
countries (Honadle & Hannah, 1982). The content and process in custom-tailored train-
ing, on the other hand, are specifically related to the special goals and needs of the
organization and its employees. The recent trend toward custom-tailored training has
been in response to the disadvantages of pre-packaged training.

This study is concerned with the evaluation of two types of formal in-service
training programs in terms of trainee's reaction. Evaluating these types of training pro-
grams and comparing the results might be the first step toward judging the impact of
these training models and deciding where to spend time and money to get cost-effective

training.
Purpose of the Study

Several training-evaluation theorists have proposed systematic models for identi-

fying areas or data levels to which evaluators might look for evaluation information. The
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most widely accepted approach to training evaluation is attributed to Donald
Kirkpatrick. Kirkpatrick (1979) suggested four criteria for training evaluation: reaction,
learning, behavior, and results. Newstrom (1978) stated that all four criteria are impor-
tant and no particular order of value can be assigned to them. In other words, an argu-
ment can be made for the utility of reaction data as a practical prerequisite to program
success. London (1989) noted that employees are the internal customers of the training
organization, and their satisfaction with training is important. They must view training
as applicable to their job, interesting, and consistent with their learning abilities. The
general assumption is that if trainees like the training program, they are most likely to
learn from it and try to use what they learned in their job and ultimately benefit the
organization.

The purpose of this study is to evaluate and compare two formal administrative
in-service training designs namely the packaged training programs and the custom-
tailored training programs in terms of trainee's satisfaction and participation in the needs
assessment process. The correlation between the two dependent variables will be tested

across the two groups representing the independent variable.
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CHAPTER I

REVIEW OF LITERATURE

The purpose of this chapter is to review selected literature related to this study.
The review is organized in four sections. The first part cover training perspectives and
approaches including a brief discussion of formal training cycles. The second part dis-
cuss the training designs relevant to the independent variable in this study. The last two
parts will deal with dependent variables in this study including training needs assessment

analysis and trainee satisfaction with the training program.

Training Perspectives and Approaches

Human resource development can take several forms. HRD can be constructed
as training, education, or development. Some feel that it is important to distinguish
activities aimed at generating learning to enhance one's current job performance (train-
ing) from those activities aimed at preparing an employee for some future job assign-
ment (education) and from those activities aimed at generating learning for the growth
of the trainee without any direct ties to current or future job performance (development)
( Nadler, 1984). However, all HRD programs share a basic logic: HRD is meant to
produce something of value to the organization, something that will help the organiza-
tion to better meet its goals (Brinkerhoff, 1978). Therefore, employee training and
development is any attemptto improve current or future employee performance by
increasing through learning an employee's ability to perform, usually by changing the

5
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employee's attitudes or increasing his or her skills and knowledge (House, 1967).

Training approaches, in general, fall into four categories: formal training, on-the-
job training, action training, and non-formal training (Kerrigan & Luke, 1987).

A variety of training models have been developed for use in conducting formal
training programs. The most comprehensive model is the Instructional Systems
Development (ISD) model initially developed for military training and now is used
throughout the world (Logan, 1982). Others include the "competency-based model" of
training (Blank, 1982), the "mastery learning system" (Block, 1970), and the
"performance-based system" developed by Foley (1985). These models may differs in
the phrasing and the details of the training phases and steps, but each follows ; similar
process that includes five major phases (Kerrigan & Luke, 1987). A systematic approach
to training development is consisted of five phases: analysis, design, development,
implementation, and evaluation (Bullard et al., 1994).

The analysis phase seeks to identify training needs. Analysis is conducted to
determine that a performance problem exists and that the problem is training-related.

The design phase uses the outputs of the analysis phase to develop an overall
structure or framework for the training. The framework resulting from the design
provides the link between analysis and the development of training materials. Design
provides a structured decision-making process to decide what to train and how to train.

The development phase involves the actual creation of all necessary training
materials. .Both trainer and trainee materials are developed using the objectives,

instructional method, and media decided upon in the design phase.
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The imblementation phase focuses on the preparations and delivery of training.
The preplanning of logistical arrangements, a training agenda, and practice ensure the
delivery of training session that captures and keeps trainees' interest.

The evaluation phase provides the critical feedback loop to ensure that training
improves performance on the job. Evaluation is a continuing process occurring during
all the phases of instructional development (see Figure 1).

Post-training evaluation measures the outcome(s) of the training. An outcome,
which is a result of training, may be in the form of an attitude, a knowledge or skill, a
job behavior, or an effect on the organization.

Several training-evaluation theorists proposed systematic models for identifying
areas or data levels to which evaluators might look for evaluation information. The most
well-known and widely used framework for classifying areas of evaluation comes from
Kirkpatrick (1979). He suggested four levels of evaluation:

1. Reaction. Reaction is defined as what the participants thought of the par-

ticular training program. The reactions are obtained usually through end-of-course

ANALYSIS |

| IMPLEMENTATION -3 EVALUATION k—> DESIGN |

™ I

| DEVELOPMENT |

Figure 1. Training Phases as a Systematic Process.

Source: Bullard, R., Brewer, M., Gaubas, N., Gibson, A., Hyland, K., & Sample, E.
(1994). The Occasional Trainer's Handbook. Englewood Cliffs, New Jersey:
Educational Technology Publications, p. 5-1.
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reaction forms and generally measure the trainer's performance, the difficulty and
relevance of the training content, methodology, facilities, and use of media. This level
of data is a vital component of training evaluation. Robinson and Robinson (1989)
pointed out that this is crucial information because if people are not satisfied with the
learning experience, they probably will not use what they have learned aﬁd will
undoubtedly advise others not to attend.

2. Learning. This level of evaluation is concerned with measuring the learning
of principles, facts, techniques, and skills presented in the training program. There are
many different measures of learning performance, including paper-and-pencil tests,
learning curves, skills practices, and job simulations.

3. Behavior. This level measures the changes in job behavior as a result of the
training program. Data on this level may be collected from before-and-after comparison,
observations, self-rating scales, and follow-up.

4. Results. Evaluations at this level are used to relate the results of the training
program to the organizational improvement. Some of the results that can be examined
include cost saving, work output improvement, and quality changes. In this level every
effort should be made to isolate other variables which could have caused the
improvement.

Another way of classifying types of evaluation according to the information
collected comes from Parker (1973). As with Kirkpatrick's model, Parker has divided
the information levels into four groups: (1) job performance, (2) group performance, (3)

participant satisfaction, and (4) participant knowledge gained.
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Warr, Bird, and Rackham (1970) developed a unique approach to classifying
types of evaluation. As with the two previous approaches, there are four general
categories of evaluation studies. They form the letters CIRO (context, input, reaction,
and outcome). The context evaluation stage involves obtaining and using information
to determine training, needs and objectives. Input evaluation refers to the process of
collecting evidence and using it to decide the training resources and methods. Reaction
evaluation involves obtaining and using information about participant's reactions to
improve the training process. Outcome evaluation is the objective measure of results of
training to improve future programs.

Brinkerhoff (1987) developed a practical evaluation model called the six-stage
model. The six-stage model uses problem-solving and decision-making aspects of
educational evaluation. Stage I asks: Is there a good reason to do some training? Stage
II asks: Is the training design good enough to implement? Stage III asks: Is the design
installed and working? Stage IV asks: What reaction in terms of skills, knowledge, and
attitude changes have occurred? Stage V asks: Have changes lasted: Did they use it
on-the job? Stage V1 asks: What difference did the training make for the organization:
Was it woith it? The model identified activities used to evaluate merit (Stages II, III,
and IV) and those used to evaluate worth (Stages I, V, and VI). Merit tells how well
something was done; worth describes whether the "doing" had any valuable results. The
benefit of these evaluation models is that they provide for the evaluation of both training
processes and training outcomes.

Due to questions of validity and reliability, persons using student ratings of
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instructors and courses to collect reaction information tend to disagree on the type of
instrument to be used. Nearly every college, university, or department has developed an
instrument which it feels meets its needs. However, researchers have ready access to the
experience and rating instruments developed at institutions of higher education. It is not
difficult to adapt an instrument to fit local needs, since most rating scales contain both
a surplus of items and blank spaces for the insertion of additional items. The question-
naire's length and the selection of items depend on the purpose of the evaluation. Seldin
(1984) encouraged people desiring an evaluation program to adapt, not adopt, an

existing program by tailoring it to meet local needs, politics, and traditions.
Formal Training Design

Formal training consists of discrete, time-bound, packaged teaching sessions
with the length of each typically varying from three days to four weeks, with some being
three months to one year (Stifel et al., 1977). Participants in formal training are usually
from the same vertical level or stratified category of an organization. Pre-service training
falls almost exclusively in this category, yet formal training is also popular for in-service
training, with participants from unrelated organizations (Paul, 1983).

As a result of technological advances and the need to make training relevant to
organizational contexts, two general types of design are now utilized in the formal
training approach: packaged training, and custom-tailored training. In packaged training,
various modules are combined into a training program and offered to interested and

qualified persons. This is believed to be the most common type of formal training in
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developing countries (Honadle & Hannah,1982). Such packaged programs are offered
by universities, various institutes of public administration and management, and training
centers within government agencies and ministries. Packaged training is provided for
both preservice training and in-service training. Unfortunately, the content of packaged
formal training programs is too often established with little attention given to the specific
needs, capacities, or incentives of those individuals who will be participating. In other
words, the analysis phase of development often evolves from a vague or a prior needs
statement. The curriculum often follows preestablished content modules designed for
the ideal or average student (Kerrigan & Luke, 1987). In this sense, formal training is
similar to education. Differences between formal education and formal training are not
always distinguishable, but usually revolve around the levels of abstraction required in
the learning process. Education usually covers the more theoretical and conceptual, with
longer-term payoffs, whereas, formal training tends to focus on task-related knowledge
and skills with the hopes of more immediate application (Kerrigan & Luke, 1987).

In an extensive review of the literature in management development, Sherwood
et al. (1983) concluded that there is one major disadvantage with formal training
packages. When participants return to their organizations following training, they find
it difficult to apply the new skills to job-relevant problems, thus, transfer of training
becomes problematic. Stimulated generally by the increasing pressure for conducting
training needs assessment and establishing appropriate training objectives to increase the
relevance of training to the participants and their organizations, there has been a recent

trend in formal training to provide training programs that are more individualized and
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custom-tailored to specific organizations.

In custom-tailored training, the content and process is specifically related to the
unique goals, objectives, and needs of the organization, as well as to the individual skill
requisites of particular employees. This approach seems consistent with empirical data
indicating that formal training addressing actual organizational or managerial problems
is more highly rated by participants and their managers (Dinsmore, 1975). Each of these
training design in the formal training approach has its strengths and weaknesses.
Kerrigan and Luke (1987) summarized the advantages and disadvantages of formal

training designs (see Figure 2).
Training Needs Assessment Analysis

Training needs assessment analysis is conducted to determine if training is the
appropriate solution to a performance problem, ensure that training is oriented specific-
ally to the job performance, decide where resources will needed, and define the expected
results or outcomes of training. Conducting analysis results in defining the need for
training, defining the target audience, describing tasks of the target audience, and
defining the expected outcomes of training (Bullard et al., 1994). Once analysis informa-
tion is obtained, it serves as a firm foundation and direction for the design, development,
implementation, and evaluation of training.

Defining the need for training identifies the root causes of performance deficien-
cies and possible solutions to improve performance. Deficiencies in performance may

be related to management issues instead of training issues. However, if the root cause
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Design Advantages Disadvantages
Packaged | 1. Perceived increased career 1. Difficulty in translating class-
status and credibility of the train- | room learning to behavioral
ing participant, particularly in changes on the job.
cultures that place high value on | 2. Lack of formal diagnosis of
certificates and diplomas. the management trainee's partic-
2. Exposure to new ideas and ular, individual needs.
perspectives. 3. The training content may have
3. Potential for developing peer- | little relevance.
level, personal contacts with 4. Lack of reward system to sus-
managers from another organiza- | tain the use of new skills.
tion, functional sector or region. | 5. Expensive to send more than a
4. Rest and relaxation away from | few individuals at one time.
the pressing problems of the
manager's daily work routines.
Custom- | 1. Can fulfill precise organiza- 1. Involves substantial organiza-
Tailored | tional objectives. tional resources in terms of both
2. More effective training design | time and costs.
due to content relevance. 2. Produces changes in the
3. Payoffs are system wide. existing relationships between
4. When participants participate | organizational groups.
in the needs assessment and ini-
tial planning, their commitment
to the training and learned skills
is enhanced.

Figure 2. Formal Training Designs.
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Source: Kerrigan, J. & Luke, J. (1987) Management Training Strategies for Devel-

oping Countries. Boulder, Colorado: Lynne Rienner Publishers, P. 79.
is insufficient knowledge or skill, training may be offer a solution (Mager & Pipe, 1984)
The trainees are often referred to as the target audience. It is important to define
who the target audience is before the design of the training. Not defining the target
audience may result in training that is too sophisticated, too complex, too elementary,

or totally inappropriate for trainees.
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Describing the tasks that will be the focus of the training helps to develop an
understanding of what should be included in the training. The information gathered in
describing the tasks is used as a base for making specific training design decisions and
for developing training materials.

Defining expected outcomes of training from various sources is necessary to
focus the training for effectiveness and efficiency and to provide the basis for evaluation
of training results.

A wide variety of methods for training needs assessment have been illustrated
in the training literature (Goldstein, 1989; Mager & Pipe, 1984; McGehee & Thayer,
1961; Moore & Dutton, 1978; Stufflebeam, 1977). Newstrom and Lilyquist (1979)
developed a systematic framework for the critique of each method. They reviewed
twelve of the more common approaches such as advisory committees, assessment
centers, attitude surveys, observations, performance appraisals, interviews, and ques-
tionnaires. They also identified five criteria for differentiating among needs assessment
methods. They are employee involvement, management involvement, time required,
cost, and the relevance of data gathered. Other criteria could also be included such as
degree of familiarity with the technique and organizational level for which the method
is best suited. They then built a contingency model in which they evaluated the methods
against the five classic criteria for differentiating among them. Trainers can use the
model as a basis for making decisions about which assessment method to use in a given
situation,

Needs assessment approaches and techniques vary a great deal from the very

7 Rébroduced with permission of the copyright owner. Further reproduction prohibited without permission.
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sophisticated procedures to straightforward informal ones. The objective of training,
level of analysis, and the theoretical orientation are some of the factors that influence the
choice of needs assessment techniques. McGehee and Thayer (1961) developed a com-
prehensive model for assessing the various levels of needs in an organization. Their
model consists of three levels: organizational data sources, operations or job data
sources, and individual data sources. Moore and Dutton (1978) provided a list of data
sources from which training needs can be assessed based on McGehee and Thayer's
(1961) model. Their model is very comprehensive in that it covers almost every possible
need. For example, organizational data are concerned with issues such as organizational
mission and objectives, work planning, and management requests. Operations data are
concerned with performance standards and job analysis. Individual data are concerned
performance problems, level of knowledge and skills, and productivity.

Needs assessment models are not limited to one of these areas or levels. Some
studies attempts to combine two or more of these categories. For example, Dilaruo
(1979) combined organizational audit with group performance. He defined training
needs assessment as a process of gathering data that falls into four major categories: to
define the need for training, to identify the solution, to specify those needing training,
and to provide the planning details for delivery of training. Dilaruo's model is based on
performance analysis at the organizational and group level. It is a search for data that
compares the actual level of performance to the desired level of performance. The dis-
crepancy, then, is the problem that training can remedy.

A more comprehensive model was developed by Mager and Pipe (1984). The
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model takes the form of a flow chart to analyze the performance problem. Their model
consists of several questions. The first question is to describe the performance dis-
crepancy. The second question is to assess whether the discrepancy is important or not.
If it is not, then no further questions should be asked. If the discrepancy is important,
then the next question would be: Is it a skill deficiency? If it is a skill deficiency, then
two questions must be considered: Could they do it in the past?, and Is the skill used
often? If they have not done it in the past, then training should be considered. If they
have done it in the past, then practice or feedback should be arranged. If the discrepancy
is not a skill deficiency, then other issues should be considered. Some of these issues
include the assessment of whether a performance is being punished, a non-performance
is being rewarded, or some other obstacles exist. The model offers no training for any
of these performance problems.

Some training needs assessment approaches focus on the individual. For
example, Shaftitz and Hyde (1979) developed a model called "training demand". This
model follows a trend that emphasizes the notion that training needs should flow from
the process of career planing and development. In other words, training needs should
be based on the individual as the focus of analysis instead of the organization or the job.
The model is based on the assumption that employee interest and enthusiasm are
effective criteria for insuring the success of training programs.

To avoid providing training to meet non-training problems, needs analysis has
been construed as a problem-solving effort as evidenced by Mager and Pipe's (1984)

performance analysis, Rummler's (1976) performance audit, Brinkerhoff's (1987) six-
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stage evaluation model, and Bullard et al's (1994) needs analysis. These models follow
the systematic decision-making process model developed by Drucker (1974) which
include five steps in decision making:

1. Define the problem.

2. Analyze the problem.

3. Develop alternatives.

4. Decide on the best solution.

5. Convert decisions into effective actions.

These models lead the training needs analyst to ask and attempt to answer a
series of questions to define the need for training. The following are some key questions
that are usually asked when using these models of training needs assessment:

1. Who initiated the training request?

2. What is the performance problem or opportunity that has prompted the
request for training?

3. What is the performance discrepancy?

-

. Is it important?

5. Isit a skill or knowledge deficiency?

6. What is the underlying cause of the problem?

7. What are the possible solutions?

8. Which solution is best?

9. Is training an appropriate solution to the problem?

10. What are the training outcomes that will help to solve the problem or to
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meet the opportunities?

11. Who are the target audience?

12. What are the tasks of the target audience?

13. What resources will be needed?

The answer to these questions come from many sources including organization,
management, trainer, and trainee. There are several methods for gathering information
to answer these questions. For example, information about the target audience can be
obtained by reviewing available documentation or/and survey trainees and their super-
visors before training. To describe the tasks of the target audience, we may review
standards and requirements for performance, observe the employees performing the
task, or interview job performers and their supervisors. These questions may be clus-
tered into four critical components of the needs assessment process including perform-
ance analysis, alternatives analysis, planning, and selection. The involvement of trainees
in these components may be used to measure the degree of trainees participation in the

needs assessment process.
Trainees Satisfaction

Literature in training philosophies and adult learning have emphasized the role
of the trainees in the classroom. Traditional approaches to education and training have
emphasized the role of the teacher or trainer. This approach of instructor-centered learn-
ing activities rely primarily on the instructor to personally deliver most of the instruction

through lectures. Students have little control over the pace of instruction (Blank, 1982).
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Educators and training experts have long questioned the validity of this approach,
Young and Eddy (1982) have found that such an approach does not establish a climate
that is more conducive for learning because it fosters short term memorization rather
than integration.

According to the adult learning movement, adults are not only capable of self
direction, but also they enjoy participating in decisions that directly relate to the quantity
and quality of their learning (Bloom, 1976).

Research in this area outlines a series of conditions or steps that must be fol-
lowed to ensure high-quality training that will enhance learning retention and easier
application of newly acquired skills (Dalton, 1970; Dyer, 1983; Knowles, 1984; Lenze,
1982; Mitchell, 1993). Newstrom (1994) identified several factors that have stood the
test of time and can serve as key guidelines for adult learning. They are:

1. Feedback. Adults learn best when they are provided with information on the
results of their previous attempts. This feedback should be accurate, timely, specific, and
tailored to the needs of the individual (Dyer, 1983; Lenze 1982; Newstrom, 1994).

2. Reinforcement. Adults desire supportive comments when they have per-
formed well. Reinforcement serves as a powerful force to encourage the repetition of
the desired behavior (Dyer, 1983; Knowles, 1984; Newstrom, 1994).

3. Practice. Enough practice opportunities must be provided to ensure that the
skill will be retained and recalled when needed (Dyer, 1983; Mitcheil, 1993; Newstrom,
1994).

4. Involvement. Most adults are active, responsible individuals who seek and
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enjoy some degree of flexibility. One method for tailoring programs to fit their needs is
to allow them to participate in one or more phases of the development process such as
needs analysis, design, discussion, or evaluation (Knowles, 1984; Newstrom, 1994).

5. Relevance and practicality. Most adults are driven by the need to use their
time and energy wisely. They demand that training be relevant to their perceived current
and immediate needs, and be presented in a manner that makes it easy to put to work
in the near future (Dalton, 1970; Dyer, 1983; Lenze, 1982; Mitchell, 1993; Newstrom,
1994).

6. Personal gain. Adults are inclined to ask, "what's in it for me?" and they will
be most inclined to change if they can expect to derive a personal gain (Newstrom,
1994).

7. Behavior models. Providing live examples during training can be highly useful.
Behavior modeling typically incorporates several primary element: observing someone
successfully performing a role, receiving a framework or guidelines that explain what
the steps involved are and why they work, and then having opportunities to imitate the
successful performance and receive feedback on the attempt (Newstrom, 1994).

8. Supportive environment. This is a multifaceted factor that cuts across physical
and psychological domains both within and outside of the training experience itself.
Training facilities provide an important physical context, and they should be accessible,
well equipped, adaptable for a variety of applications, physically and aesthetically
comfortable, and nondistracting. Psychological support encompasses both the trainer's

role and the role of top management (Dalton, 1970: Knowles, 1984; Lenze, 1982;
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Newstrom, 1994)

9. Self-esteem. Many adults have a strong drive to maintain and improve their
self-image. Trainers must consequently be careful to interact with trainees in ways that
encourage growth and change while not removing the sources of their self confidence
(Dalton, 1970; Newstrom, 1994).

10. Methods and visual aids. Trainers need to select instructional methods (such
as case analysis, role playing, or group discussion) that match the objectives of learning,
the nature of trainees, the resources of the organization, and the instructor's experience.
These methods should be carefully supplemented with an appropriate variety of visual
aids (such as videotape, slides, or handouts) that stimulate at least the aural and visual
senses and possibly the tactile one also (Dyer, 1983; Knowles, 1984; Mitchell, 1993;
Newstrom, 1994).

The failure of many trainees to use the knowledge and skills learned in training
programs point to a severe problem with transfer of training. The question is what can
organizations do to increase the probability that transfer of training will occur? Broad
(1992) proposed a comprehensive program that holds substantial promise for sharply
improved results. This program is built upon recognition of three major role players who
share responsibility in the transfer management process. These are the trainer, the
trainees, and other organizational managers. Each of these person can elect to intervene
at one or more of three fundamental time periods--before, during, or after training--to
assist the transfer process. A comprehensive review of the training literature disclosed

seventy-nine distinct strategies that have been and can be used to aid the transfer
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process. Key examples include the following actions: involve trainees in program
planning, prevent training interruptions, create support system, and give positive rein-
forcement.

The implications of adult learning principles and transfer strategies for training
is that nontraditional education is learner-centered. The effective instructor of adults,
therefore, is more concerned with assisting learners toward positive change than
advancing a particular discipline.

Another area that would influence the quality of training and trainees satisfaction
is trainer qualification. In 1983, the American Society for Training and Development
(ASTD) completed a study which produced 102 critical outputs which training and
development practitioners produce for each other and for the individuals and
oiganizations who use training and development products and services. The study also
produced the Competency Model for the Training and Development Field. The model
presents, defines, and provides behavioral anchors for the thirty-one competencies which
are most important for producing the critical outputs of the field. Nadler (1984) devel-
oped similar competency list and call it "The Roles Model". The model indicates three
major roles and twelve sub-roles. Spaid (1986) searched the literature and came up with
six sets of qualifications with five factors under each qualification. These qualifications
cover almost the same categories in the (ASTD) and Nadler models. Some key qualifica-
tions included in these models are: expert, facilitator of learning, communicator, change
agent, and designer of learning programs.

Trainer qualifications are the tools of trainer to perform his/her role as an agent
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for change. Obviously no trainer can control or even influence most of the conditions
that create change, but he/she can guide it. In other words, a trainer shapes the
environment to make it conducive to change. The depth and impact of any change to be
achieved relates directly to the degree of control a trainer has over the learning
environment (Mitchell, 1993).

The adult learning principles and the trainer qualifications are the components
of high quality training. They may be clustered into six critical areas and used to mea-
sure the quality of training and the degree of trainee's satisfaction with the training pro-
gram. These areas are: relevance and practicality, trainer qualification, methods and

media, evaluation and feedback, training environment, and overall program assessment.

Summary

Chapter II focused on the literature related to the independent variable and the
dependent variables in this study. First the general training perspectives and approaches
introduced to explain the training function in the context of HRD activities including
some evaluation models used to measure training outcomes, followed by a review and
comparison of two formal in-service training designs which are the categories of the
independent variable. The chapter then focused on the needs assessment process,
models, methods, and questions as a basis for the development of the part of the
research instrument intended to assess trainees involvement in the needs assessment
process. Four critical areas of participation were identified including performance

analysis, alternatives analysis, planning, and selection. The chapter ended with the
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discussion of trainee's satisfaction criteria and the identification of the six critical areas
of satisfaction including relevance and practicality, trainer qualification, methods and
media, evaluation and feedback, training environment, and overall assessment. Chapter
IIT will operationalize the study variables in the context of the setting for the study and

discuss the study methodology and procedures.
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CHAPTER Il
METHODOLOGY

This study is concerned with the evaluation of two types of design for formal
in-service training programs in terms of trainee's satisfaction and participation in the
needs assessment process. The study will utilize a causal-comparative research design.
The questionnaire method will be used to collect data needed for this study. This chap-
ter is organized in six parts. The first provides an overview of the research design,
including a discussion of the independent variable and the dependent variables respec-
tively. The second part describes the setting. The third part describes the population and
sample. The fourth part discusses the development of the research instrument. The fifth
part discusses the data collection procedures. The last part deals with data analysis

including the appropriate test of significance.
Research Design

The research design for this study is causal-comparative study where the inde-
pendent variable exists naturally and is not manipulated.

The purpose of this study is to answer three major questions:

Question 1: Is there a relationship between the type of in-service training design
and the trainees perceived satisfaction with the training program?

Question 2: Is there a relationship between type of in-service training design and
25
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the degree of trainees participation in the needs assessment decisions?

Question 3: Are satisfaction and perceived participation related, no mater what
form of in-service a person has participated in?

To answer the research questions a quasi-experimental design will be utilized.
Two groups of trainees will be selected randomly from each type of in-service training
design. The independent variable is the type of in-service training design: operationally
defined as pre-packaged and custom-tailored. Therefore, one group will be enrolled in
the pre-packaged in-service training programs and the other group will be enrolled in
the custom-tailored in-service training programs.

In this design, there will be two experimental groups and no control group.
However, because the two groups are given different treatments, control is present in
the sense of comparison (Kerlinger, 1986). The independent variable which is the type
of in-service training design will be related to the dependent variables which are the
degree of the trainee's satisfaction with the training programs and the perceived degree
of trainee participation in the needs assessment process.

While this design does not provide conclusive causal evidence, it does yield
useful information concerning the nature of phenomena (Isaac & Michael, 1982). In a
quasi-experiment study, it is imperative that adequate description of the samples be

provided so that an assessment of internal and external validity might be made.

Independent Variable

The independent variable of this study is the type of in-service training design
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‘which are independent of the outcome itself and assumed to cause an effect on the
dependent variables.

In-service training in this study utilize two types of training design: Packaged
design and custom-tailored design. In packaged training, methods are integrated and
packaged into content modules. The various modules are combined into a training pro-
gram and offered to interested and qualified participants (Kerrigan & Luke, 1987).
Packaged-training programs are designed by the training provider based on the formal
listing of duties and responsibilities of the job without consulting with the potential
service receivers.

In custom-tailored training, the content and process is specifically related to the
unique goals, objectives, and needs of the organization as well as to the individual skill
requisites of employees (Kerrigan & Luke, 1987). Custom-tailored design utilizes some
kind of cooperative approach which allows for more involvement of employees, super-
visors, and training managers.

In this study the types of in-service training design are operationally defined as
follows:

Packaged in-service training programs are the type of training programs that
developed by the Institute of Public Administration (IPA) of Saudi Arabia utilizing the
packaged training design to provide civil servants with skills, knowledge, and attitudes
to enhance their job performance. A menu of more than 150 in-service training programs
in 16 categories is made available to government agencies to choose from and select

qualified employees to attend.
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28
IPA uses an eight-step procedure for the design and development of this type of

in-service programs. The steps include (1) identifying training targeted jobs, (2)
identifying each job's primary tasks, (3) identifying related tasks of the training targeted
jobs, (4) identifying the required abilities to perform each task, (5) assessing training
general and specific goals and objectives, (6) specifying training admission requirements,
(7) specifying behavioral objectives of each training activity, and (8) developing training
curriculum (Algabbani, 1989).

Custom-tailored in-service training programs are the typé of training programs
that d}eveloped by IPA upon the request of some government agencies utilizing the
custom-tailored training design to meet special training needs which are not already
covered by the institute's regular in-service training programs.

IPA uses more cooperative approach to assess the training request of this type
of training. A team of two or three IPA trainers analyze the training needs in coopera-
tion with the requesting agency and develop a tailored training program to meet the
identified needs.

The type of in-service training design will be verified by asking the respondent
to specify the kind of training he participated in and coding the questionnaires to iden-
tify the type of training program even before the distribution of the questionnaires. The

number of training programs involved in the study will be described below.
Dependent Variables

The degree of satisfaction as perceived by trainees and the degree of participa-
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tion in the training needs assessment decision-making process are the dependent
variables of this study.

Trainee's satisfaction is defined as a measure of "customer satisfaction"
(Kirkpatrick, 1979). It involves collecting data that reflect how the participant feels
about the training program. Kirkpatrick (1979) calls this data level "reaction data". Data
related to this area can be gathered at the end of the training program. Reaction sheets
ask participants to rate format, instructor presentation, use of media, and usefulness of
content (Gutek, 1988).

Trainee satisfaction will be operationalized as the rating of trainees on thirteen
aspects of the training program. Items in this part of the questionnaire will be divided
to cover six critical areas as follows: (1) relevance and practicality (two items), (2)
trainer qualification (four items), (3) methods and media (two items), (4) evaluation and
feedback (two items), (5) training environment (two items), and (6) overall assessment
(one item) (Dalton, 1970; Dyer, 1983; Knowles, 1984; Lenze, 1982; Mitchell, 1993;
Nadler, 1984; Newstrom, 1994; Spaid, 1986). The degree of satisfaction will be mea-
sured by a five-point Likert-type scale on a questionnaire. The variable score is the sum
of satisfaction ratings with each statement concerning major aspects of the training
program. The scale for each item ranges from "very dissatisfied" to "very satisfied".
Thus, the satisfaction scores may range from 13 to 65.

Participation in decision making refers to the extent to which managers allow
their subordinates in the work group to participate in the decisions affecting their jobs

(Steers, 1981).
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Trainee participation in the needs assessment decisions can be operationalized
as the degree of trainee involvement in thirteen aspects of the training needs assessment
process measured by a five-point Likert-type scale for each item. Items in this part of
the questionnaire will be divided to cover four critical areas as follows: (1) performance
analysis (three items), (2) alternatives analysis (two items), (3) planning (five items),
and (4) selection (three items) (Mager & Pipe, 1984). The five point item scales indi-
cates the degree of participation ranging from "not at all" to "to a great extent". The
variable score is the sum of rating for each item. Thus, the participation scores will also
range from 13 to 65.

Six concomitant variables including age, agency, years in public service, position,
years in position, and level of education will be incorporated into the questionnaire to
generate biographical data. These items will be used to describe the sample and explain

some findings.

Setting

The setting for this study is the Institute of Public Administration (IPA) of
Riyadh, Saudi Arabia. IPA was established on April 10, 1961 as a part of the first prac-
tical step toward administrative reform.

In addition to its main campus in Riyadh, IPA has three branches: Jeddah branch
to serve the Western Region, Dammam branch to serve the Eastern Region, and the
‘Women branch in Riyadh to train women and prepare them to participate more actively

in the national development efforts.
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IPA offers three major services for the government agencies: (I) training, (2)
consultation, and (3) research. The scope of IPA training function includes five types
of training programs: (1) executive development programs, (2) pre-service programs,
(3) English language programs, (4) in-service programs, and (5) special programs.

Executive development programs are seminars and workshops aimed at promot-
ing the practical and academic skills of top management officials in the field of public
administration and its related disciplines.

Pre-service programs are designed for the preparation of Saudi personnel in the
different fields of administration. These programs aimed at university and high school
graduates.

English language programs are provided for pre-service trainees whose studies
require a specific level of English proficiency and for IPA employees who are planning

to study abroad. Below is a discussion of the areas specific to this study.
General In-Service Programs

These programs aim at providing civil servants with skills, knowledge, and
attitudes to enhance their job performance. These programs encompass most public
administration specialization as well as other related disciplines such as middle manage-
ment, planning specialists, office managers, and computer programmers. In this study
we will refer to this type of program as general in-service training programs (GITP).
General programs are designed from needs analysis based on the formal listing of duties

and responsibilities of the job without consulting with the potential service receivers.
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General in-service training programs are classified to correspond to the positions
classification in the Saudi civil service code. There are 20 position classification groups
in the Saudi civil service code. Each group includes certain positions that fall within one
position category such as management, secretarial work, public relations, etc. IPA
designed general in-service training backages around these position classification groups
and categories. When the program is designed and packaged, it is made available to
interested government agencies four times a year. When an agency wants to train one
of its employees, it simply matches that employee's position with IPA's in-service

training program that is designed for the particular position (Algabbani, 1989).
Special Programs

These programs are designed from an analysis to met special training needs of
some government agencies which cannot be met through general in-service training
programs. Special programs utilize a cooperative approach to assess the training needs
of potential participants which allows for more involvement of employees, supervisors,
and training managers in the service receiver agencies. If an agency has a temporary and
immediate training needs that cannot be met through existing general in-service training
programs, it can request a special training program to meet these training needs. Such
requests exist when an organization needs to train its employees to perform special tasks
or when a major reform is introduced to an organization and training is needed to enable
the employees to adapt to the new situation. In this case IPA analyzes the training

request with the requesting agency and responds with tailored training program designed
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to met the identified needs (IPA, 1986).

This type of programs include programs such as custom procedures program for
the Custom Department, educational planning program for the Presidency of Girls Edu-
cation, and farmer employee relation program for the Ministry of Agriculture and Water.
In this study we will refer to this type of programs as special in-service training
programs (SITP).

According to an IPA achievement report (1993), special training programs
remain a small part of IPA's total training effort, comprising about 8% of the total
training programs. While general in-service training programs occupied about 60% of
the total training programs. The same report shows that IPA trained 17,725 participants
in 1993 and a total of 225,000 since its establishment in 1961. The number of training
programs and the number of trainees in each type of training depends on the number of
training requests and applications for each training session and the resources and
facilities available. Usually, IPA offers 50-70 general in-service training programs every
semester and about 5-10 special training programs. Table 1 shows the number of train-
ing programs in each type of training and the number of trainees in each type of training
program for 1993.

The duration of training programs vary from three week to eight week with
some special training programs lasting for three months.

In-service training, which is the focus of this study, includes general in-service
training programs and special training programs. these two types of programs were

divided for organizational purpose. The difference between the two types of programs
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Table 1

Number of Training Programs and Trainees by Type of Training in 1993

34

Type of Training Number of programs Number of trainees
Executive development 30 1,524
programs
Pre-service programs 50 2,033
In-service programs 150 11,928
Special programs 20 542
English language 35 1,698
programs Five levels
Total 285 17,725

is that the latter are designed to meet a special training needs which could not be met

through the packaged and ready to use in-service training programs.
Population and Sample

« In-service training programs offered by IPA of Saudi Arabia are the focus of this
study. In-service training at IPA includes two types of training design: general in-
service training programs and special in-service training programs.

The population of interest will be all tfainees enrolled in the two types of
in-service training programs offered by IPA during the third training session of 1995
(March and April). The total number of trainees expected to be over 3,500 trainees
enrolled in about 130 general in-service training programs (GITP) and about 10 special

in-service training programs (SITP).
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The target population will be all trainees enrolled in the general and special
in-service training programs offered by IPA main campus in Riyadh, Saudi Arabia during
the third training session of 1995. The total number of trainees in the main campus for
this session was expected to be over 2,300 trainees enrolled in about 89 general training
programs and about 3 special training programs. The sample was drawn from the main
campus only because of the variety of training programs offered in the main campus are
not offered at the other three branches.

This study utilized a causal-comparative model, therefore, the sampling unit was
the training programs but the analysis unit was trainees. Because special training
programs are unique and small by comparison, all special training pfograms offered were
included in the sample. To avoid misrepresentation, a random sample of the same
number of programs was selected from the general in-service training programs.
According to this sampling plan all 3 special programs and 3 general programs were
sampled from 89 general programs and matched in duration with the special programs
with approximately 75 trainees in each group of programs assuming that there were 20-
25 trainees in each program. The total participants was expected to be 120-150 trainees
enrolled in 6 training programs. Samples of this size are large enough to test the null
hypotheses with sufficient power. Table 2 shows the training programs included in the

sample.
Development of Research Instrument

The questionnaire method was used as the research instrument to collect the
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Table 2

Training Programs Included in the Study Sample

Program Design | Program’s Name Duration
GITP Computer Data Analysis 8 Weeks
GITP Technical Supervision for Statisticians | 7 Weeks
GITP System Analysis and Design 6 Weeks
SITP Loan and Collection 8 Weeks
SITP Population Statistics 7 Weeks
SITP Harboring Prevention 6 Weeks
Total 6

desired data. After a careful examination of currently used training evaluation forms and
a survey of the literature cited in Chapter II of this study, the Trainee Opinion Question-
naire (TOQ) was developed by the researcher and considered to be an appropriate
research instrument to measure the research variables. The purpose of the TOQ is to
measure the rating of trainee satisfaction with major aspects of the training program and
the degree of trainee involvement in major aspects of the training needs assessment
process. The TOQ also documents the types of in-service training design under study
and measure some demographic variables for sample defense and description. The TOQ
was used at the end of training session. Anonymity of subjects participating in the study
was stressed and reassured in the script.

The following section documents the procedures that will be used to develop the

TOQ instrument.
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Stage I Instrument Plan

The initial undertaking was the selection or development of an appropriate
instrument. An instrument was needed that could measure and provide information on
critical areas of trainee satisfaction with in-service training and trainee involvement in
the needs assessment process. Since an existing instrument covering these critical areas
and applicable to in-service training was not found, the development of an appropriate
instrument was undertaken.

After the examination of many instruments, factor analytic studies, and pools of
items, the Trainee Opinion Questionnaire (TOQ) was developed. The items that were
selected for use in this instrument were those items that appeared to cover the various
aspects of each variable as thoroughly as possible. The items that were suggested by the
item pools, other instruments, and the literature were sorted into the three parts of the
questionnaire. The first part measures trainee satisfaction the second part measures
trainee involvement in the needs assessment process, and the third part measures
demographic data deemed relevant.

A standard response choices such as “very satisfied” to “very dissatisfied” and
“not at all” to “to great extent” were selected for their ease in administration and in
scoring. A multiple-choice and open-ended format were also used in part three of the
questionnaire.

Items in the first part of the questionnaire were divided to cover six critical areas

(Dalton, 1970, Dyer, 1983; Knowles, 1984; Lenze, 1982; Mitchell, 1993; Nadler, 1984;
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Newstrom, 1994; Spaid, 1986) as follows: (1) relevance and practicality (two items)
(Dalton, 1970; Dyer, 1983; Lenze, 1982; Mitchell, 1993; Newstrom, 1994), (2) trainer
qualification (four items) (Nadler, 1984; Spaid, 1986), (3) methods and media (two
items) (Dyer, 1983; Knowles, 1984; Mitchell, 1993; Newstrom, 1994), (4) evaluation
and feedback (two items) (Dyer, 1983; Lenze, 1982; Newstrom, 1994), (5) training
environment (two items) (Dalton, 1970; Knowles, 1984; Lenze, 1982; Newstrom,
1994), and (6) overall program assessment (one item) (Braskamp & Ory, 1994).

Participation in decision making refers to the extent to which managers should
allow their subordinates in the work group to participate in the decisions affecting their
jobs (Steers, 1981).

Items in the second part of the questionnaire were divided to cover four critical
areas (Mager, 1988; Mager & Pipe, 1984, Steers, 1981) as follows: (1) performance
analysis (three items) (Mager & Pipe, 1984); (2) alternatives analysis (two items)
(Mager & Pipe, Steers, 1981); (3) planning (five items) (Mager, 1988); and (4) selec-
tion (three items) (Mager, 1988; Steers, 1981).

Six concomitant variables including age, agency, years in public service, position,
years in position, and level of education were incorporated into the third part of the
questionnaire to generate biographical data. These items will be used to describe the
sample and explain some findings. (See Appendix A for the initial items included in the

questionnaire).
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Stage II: Panel Review

A professional review panel of five members was asked to examine the draft
instrument for scope and appropriateness of response format, thus providing evidence
regarding its content validity. Validity refers to the extent to which an instrument
measures what it is intended to measure (Ary, Jacobs, & Razavieh, 1990).

The panel of experts was composed of two evaluation specialists who both hold
a doctoral degree in evaluation or HRD and three graduate students specializing in
evaluation or HRD.

The panel was asked to read each item and indicate whether the item is relevant
to the study variables from an evaluation perspective and judge the clarity of item
wording. An item that yielded unclear or irrelevant data in the opinion of three panel
members was changed or deleted from the instrument (See Appendix A for panel
materials, e.g. letter of invitation, task description, and first draft questionnaire). Two
items (items 1 and 2 in part 1) were found to have two different ideas and consequently
split to represent each idea. Some items (e.g., items 11 and 12 in part 1) were found to
be unclear and were changed. Other items (e.g., items 6 and 15 in part 2) were
suggested by three or more of the panel members and were added to this part. Several

items and directions were also revised based on the suggestions of the review panel.

Stage III: Pilot Test

A pilot test was conducted prior to administering the questionnaire to estimate
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the reliability of the instrument. Reliability refers to the extent to which a measuring
device is consistent in measuring whatever it measures (Ary, Jacobs, & Rezavieh, 1990).

Approval of the Human Subjects Institutional Review Board (HSIRB) was
secured prior to implementation of the pilot test (See Appendix B).

A group of 30 graduate students from the Department of Educational Leadership
at Western Michigan University was selected for the pilot test. The students were asked
to fill in the questionnaire, to write next to each item if they could not understand the
language or if it seemed unclear to them, and to indicate how it could be improved.
Items that proved to be confusing were revised based on the suggestions of the
respondents (See Appendix C for letter to the professors and script for students).

Analysis of the data from the pilot test included both reliability estimates of the
measure of the dependent variables and the discrimination power of each item. The
estimate of reliability was based on the use of coefficient alpha on the two dependent
variables. Table 3 reports the results of such analysis.

The data indicated that the reliability of the instrument was very respectable for
the two dependent variables. The discrimination index also indicated that all item total

correlations in the item analysis were positive.

Table 3

Reliability Coefficient for the Pilot Test

Dependent Variable Satisfaction Participation

Coefficient Alpha 0.93 0.95
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Stage IV: Final Form

The final form of the questionnéire was based on the information obtained from
the panel of experts review and the pilot test. Thus, items in the first part of the final
form of the questionnaire were divided to cover six critical areas (Dalton, 1970; Dyer,
1983; Knowles, 1984; Lenze, 1982; Mitchell, 1993; Nadler, 1984; Newstrom, 1994;
Spaid, 1986) as follows: (1) relevance and practicality (four items) (Dalton, 1970; Dyer,
1983; Lenze, 1982; Mitchell, 1993; Newstrom, 1994); (2) trainer qualification (four
items) (Nadler, 1984; Spaid, 1986); (3) methods and media (two items) (Dyer, 1983;
Knowles, 1984; Mitchell, 1993; Newstrom, 1994); (4) evaluation and feedback (two
items) (Dyer, 1983; Lenze, 1982; Newstrom, 1994); (5) training environment (two
items) (Dalton, 1970; Knowles, 1984; Lenze, 1982; Newstrom, 1994); and (6) overall
program assessment (one item) (Braskamp & Ory, 1994). The variable score is the sum
| of satisfaction ratings with each statement concerning major aspects of the training
program. The scale for each item ranges from "very dissatisfied" to "very satisfied".
Thus, the satisfaction scores may range from 15 to 75.

Items in the second part of the final form of the questionnaire were divided to
cover five critical areas (Mager, 1988; Mager & Pipe, 1984; Steers, 1981) as follows:
(1) performance analysis (three items) (Mager & Pipe, 1984); (2) alternatives analysis
(two items) (Mager & Pipe, 1984; Steers, 1981); (3) planning (six items) (Mager, 1988);
(4) selection (three items) (Mager, 1988; Steers, 1981); and (5) overall participation

(one item). The five point item scales indicates the degree of participation ranging from
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"not at all" to "to a great extent". The variable score is the sum of rating for each item.
Thus, the participation scores will also range from 15 to 75.

Six concomitant variables including age, agency, years in public service, position,
years in position, and level of education were incorporated into the third part of the
questionnaire to generate biographical data (See Appendix D).

The final form was translated into Arabic. The Arabic version was reviewed by
five Saudi graduate students. The students were asked to make judgments of clarity of
the items in addition to their judgment for item language improvement (See Appendix

E for the research instrument in Arabic).
Data Collection Procedures

During the last week of IPA third training session of 1995, the Arabic version
of the questionnaire was send to the Department of Planning and Development at IPA
of Riyadh, Saudi Arabia with a letter requesting their assistance and explaining the pur-
pose of the study, the sample, and the data collection procedures. The questionnaires
were given to the training program registrars of all programs included in the sample
through the assistance of IPA Planning and Development Department and in-service
training units. The registrars were asked to administer the questionnaire by the end of
the training programs. A letters and debriefing sheets were provided for the registrars
including the purpose of the study and the anonymity of responses. The registrars were
instructed to read the cover page to IPA trainees, collect the questionnaires, fill out the

debriefing sheet, place all materials in the envelope provided, seal it, and return it to the
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Department of Planing and Development to be send back to the researcher (See
Appendix F for sample, debriefing sheet and letters).

The respondents answers to the items of the questionnaires were transformed
into numbers using coding sheets. The coding procedures involved assigning quantita-
tive codes to the descriptive and qualitative responses in order to utilize statistical

analysis to test the research hypotheses.
Hypotheses and Data Analysis

In this study the following hypotheses were tested:

Hypothesis 1: The mean satisfaction score for trainees who participated in the
general in-service training programs will be different from the mean satisfaction score
for trainees who participated in the special in-service training programs at an alpha level
of .05.

Hypothesis 2: The mean score for participation in the needs assessment process
for special in-service trainees will be different from the mean participation score for
regular in-service trainees at an alpha level of .05.

One-way analysis of variance was the statistical procedure that was used to test
the null form of the first two hypotheses.

Hypothesis 3: The correlation between the degree of trainees’ participation in
the training needs assessment process and the degree of trainees’ satisfaction with the
training program will be more than zero at an alpha level of .05.

The Pearson correlation coefficient procedure was used to test the third

RA(MaApV)rV(V)duced with permission of the copyright owner. Further reproduction prohibited without permission.

43



hypothesis.

Summary

This chapter delineated the design of the study and described the procedures that
were used to conduct it.

The chapter identified the independent and dependent variables, described the
setting, population, and sample, and documented the details of the development of the
research instrument. Then follows a discussion of the general procedures of administra-
tion including data collection and the procedures for the analysis of data. Chapter IV

will report the results and the finding.
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CHAPTER 1V
RESULTS OF THE STUDY

This chapter presents the result.s of the Study including an 6verview of the ';study,
characteristics of the instrument, characteristics of the sample, and testing of the
hypotheses.

The finding of the study are presented based on the testing of the three hypothe-
ses. Each hypothesis was tested with data obtained from two different groups of
trainees (general in-service training programs trainees and special in-service training
programs trainees). The independent variable of this study was the type of in-service
training design. In-service training in this study utilize two types of training design:
packaged design represented by three general in-service training programs (GITP) and
custom-tailored design represented by three special in-service training programs (SITP).
The dependent variables were the degree of satisfaction with the training program as
perceived by trainees and the degree of participation in the training needs assessment

process as perceived by trainees.
Instrument Characteristics

The instrument used in the research resulted from extensive development and
pilot testing. The instrument consisted of thirty-eight items, fifteen items for each
dependent variable, six items for demographic data, and two items for the independent
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variable. The panel of experts confirmed the validity of items related to the dependent
variables. The pilot test confirmed that the items were clearly stated and gave an
estimate of reliability.

The trainee opinion questionnaire (TOQ) yielded two scores for each participant.
The scores were determined by adding the items associated with each dependen; vari-

able. Table 4 shows the characteristics of each variable across all participants.

Table 4

Characteristics of the Dependent Variable Measures

Overall Low High SD Coeff.

Mean Score Score Alpha
Satisfaction 60.04 28.00 75.00 8.14 .86
Participation 44.68 12.00 75.00 16.30 .95

Table 4 presents the general view of the way participants perceived their satis-
faction with the training programs and their participation in the needs assessment
process. The scale of measurement was on five-point Likert scale where 1 = very
dissatisfied, and 5 = very satisfied. The mean score for satisfaction was higher than the
mean score of participation with ratings ranging from 28 to 75 and standard deviation
of 8.14.

As far as the reliability of the instrument, the Coefficient Alpha was the statistical

procedure used to determine the reliability of the instrument in this study. The
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instrument was found to be very reliable for the two dependent variables with .86 for

satisfaction and .95 for participation.
Characteristics of the Sample

The population of the study consisted of trainees enrolled in the two types of in-
service training programs offered by IPA during the third training session of 1995
(March and April). The data were collected from a pool of six IPA in-service training
programs. The sample consisted of 115 trainees who completed the questionnaire
administered during the final weeks of the training programs. There were 61 trainees in
the three general in-service training programs (GITP) and 54 trainees in the three special
in-service training programs (SITP). There were twenty-one trainees in computer data
analysis program, twenty trainees in technical supervision for statisticians program,
twenty trainees in system analysis and design program, fifteen trainees in loan and
collection program, nineteen in population statistics program, and twenty trainees in
harboring prevention program. The design was based on an estimate of 20-25 trainees
per program or 120-150 participants. The actual number of trainees enrolled in the six
in-service training programs was one hundred thirty-two trainees. The resultant sample
size of 87% of the potential pool made the design sensitive to differences between the
two groups. The differences between the number of enrolled trainees and the number
of participants in the study because of trainees who dropped out of the programs or
choose not to participate in the study. Table 5 describes some characteristics of the

training programs included in the sample.
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Table 5

Characteristics of Training Programs Included in the Study Sample

Program | Program’s Duration | No. of No. of Percent
Design | Name Enrolled | Participants
Trainees

GITP Computer Data | 8 Weeks 25 21 84
Analysis

GITP Technical 7 Weeks 25 20 80
Supervision for
Statisticians

GITP System Analysis | 6 Weeks 24 20 87
and Design

SITP Loan and 8 Weeks 17 15 88
Collection

SITP Population 7 Weeks 20 19 95
Statistics

SITP Harboring 6 Weeks 22 20 91
Prevention

Total 6 132 115 87

At this point the biographical data about the trainees in the sample will be
presented in a descriptive manner. The data will be utilized in a more analytical manner
in a later stage of this study. The data will be presented in six different categories: Age
of trainees, government agency, number of years in public service, employment level,
number of years in position, and level of education.

Age of trainees. The mean of trainees age for the total sample is 34 years with
standard deviation of 7.51. The age of the participants ranged from twenty-one to fifty-

three years with 60% of trainees between the age of twenty-one and thirty-four years.
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These data indicate that the majority of participants were homogeneous in terms of age
and relatively young. The mean of trainees age for group I (GITP) is 33 with standard
deviation of 7.00. For group 11 (SITP) the mean is 35 with standard deviation of 6.80.

Number of years in public service. The length of service for the trainees who par-
ticipated in the study ranged from one year to thirty-four years with a mean of 11 years
and standard deviation of 7.76. The mean for group I is 11 years with standard deviation
of 7.14. The mean for group I1is 12 years with standard deviation of 8.42,

Number of years in position. The number of years the respondents spent in their
current position grades range from one to thirteen years. 88% of the respondents were
in their current job between one and four years, 9% have been in their current job for
five to seven years, and 3% spent eleven to thirteen years. The mean for the total sample
is 3 years with standard deviation of 1.51. The mean for group I is 3 with standard
deviation of 1.53. For group I I, the mean is also 3 and the standard deviation is 2.52.

Table 6 presents some characteristics of trainee's age, years in service, and years
in current position.

Employment level. The civilian trainees who participated in this study hold
positions that range from third level to eleventh. 22% of the respondents were in the
lower management level between grades three and five. 58% of the respondents were
in Fhe middle management positions rank between grades six and nine. 6%were at the
higher ma;xagement level between the tenth and eleventh grades. 14% of the respondents
hold military rank. The median level for the total sample was 8th grade. The median for

group I was also 8th grade. For group I1, the median was 7th grade.
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Table 6

Summary of Trainee's Age, Years in Service, and Years in Position

Variable N Mean SD
Age
Total Sample 110 34.26 7.51
GITP Sample 60 33.41 7.00 °
SITP Sample 50 35.28 6.80

Years in Service

Total Sample 110 11.34 7.76
GITP Sample 60 10.73 7.14
SITP Sample 50 12.08 8.42

Years in Position

Total Sample 100 2.99 2.06
GITP Sample 52 2.84 1.53
SITP Sample 48 3.14 2.52

Level of education. The level of formal education for the trainees who partici-
pated in the study ranged from some with less than junior high school education to those
with Masters degrees. In the group with less than junior high school education there
were twenty-three trainees or 21.5% of the respondents. The most cited level of

education was the high school level with forty-three of the trainees having a high school
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diploma or 40% of the total sample. Those with college degrees totaled thirty-nine
trainees or 36.4% of the total sample. Finally, two trainees had a Masters degree
comprising only about 2% of the total sample. The median for the total sample was 2
which represent Bachelor degree. The median for group I was also 2. For group 1 1, the
median was 1 which represent high school diploma.

Table 7 represents a summary of trainees level of employment and level of

education.

Government agency. Though trainees included in the sample worked for 21

Summary of Trainees Level of Employment and Level of Education

Variable N Median
Level of Employment
Total Sample 105 8.00
GITP Sample 56 8.00
SITP Sample 49 7.00
Level of Education
Total Sample 107 2.00
GITP Sample 56 2.00
SITP Sample 51 1.00

S1
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different government ministries and agencies, 69% of the respondents were employed
by 3 ministries. The highest concentration of trainees (36%) came from the Ministry of
Finance and National Economy. From the Ministry of Defense and Aviation came the
second highest concentration (23%), followed by the Ministry of Interior (10%). The
mode for government agency for the total sample was 2 which represents the Ministry
of Finance and National Economy. The range of the government agency for the total
sample was 20. The mode for group I was 1 which represent the Ministry of Defense
and Aviation. The range for group I was 20 agencies. For group II, the mode was 2
representing the Ministry of Finance and National Economy and the range was 18

agencies.
Test of Hypotheses

The data were analyzed primarily through the use of the SPSS statistical
program. The data were examined by using the reliability analysis, correlation
coefficient, and analysis of variance. The following presents the statistical analysis for
the three hypotheses.

Hypothesis #1: The mean satisfaction score for trainees who participated in the
general in-service training programs will be different from the mean satisfaction score
for trainees who participated in the special in-service training programs at an alpha level
of .05.

The null hypothesis was tested by ANOVA one-way analysis of variance to see

if there was a difference between the two groups regarding the perceived satisfaction
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with the training programs. The ANOVA yielded an F ratio of 1.33 with 1 and 113
degrees of freedom and a probability of .24. Tables 8 and 9 present the results of the
analysis of variance.

Table 9 reveals no statistically significant difference (p < .05) in trainees satisfac-
tion with the training programs. Baséd on these data, it was nof possible to rejéct the
null hypothesis. Thus, the data from the two training design groups did not support the

first hypothesis. In other words, no evidence was found to support differences between

Table 8

Group Means and Standard Deviations for Satisfaction Scores

Group N Mean SD

General In-service Training Programs 61 60.86 8.86

Special In-service Training Programs 54 59.11 7.22
Table 9

Analysis of Variance Summary for Satisfaction Scores

df SS MS E P
Between 1 88.49 88.49 1.33 .24
Within 113 7474 .28 66.14
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the perceived satisfaction for trainees who participated in the general in-service training
programs and trainees who participated in the special in-service training programs.

Hypothesis #2: The mean score for participation in the needs assessment pro-
cess for special in-service trainees will be different from the mean participation score for
general in-service trainees at an alpha level of .05.

To test the second null hypothesis, the same procedures were followed as for the
first hypothesis. Table 10 and 11 presents the summary of the analysis of variance.

According to Table 10 the mean participation score of group I, the general in-
service training programs (47.58) is higher than that of group II, the special in-service
training programs (41.46).

Table 11 indicates a statistically significant difference between the perceived par-
ticipation in the needs assessment process for trainees who participated in the general
in-service training programs and trainees who participated in the special in-service
training programs. The results yielded an F ratio of 4.11 with 1 and 112 degree of

freedom and probability of .04. Based on these data, it was possible to reject the null

Table 10

Group Means and Standard Deviations for Participation Scores

Group N Mean SD
General In-service Training Programs 60 47.58 15.47
Special In-service Training Programs 54 41.46 16.74
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Table 11

Analysis of Variance Summary for Participation Scores

df S8 MS E B
Between 1 1064.62 1064.62 4.11 .04
Within 112 28992.00 258.85

hypothesis. Thus, the perception of individuals in GITP indicated more participation,
although in fact the training was not specifically designed for their units.
Huypothesis # 3: The correlation between the degree of trainees participation in
the training needs assessment process and the degree of trainees satisfaction with the
training program will be more than zero at an alpha level of .05.
The Pearson correlation coefficient procedure was used to test the third null

hypothesis. The results yielded a correlation of .28 with p <.05. Table 12 presents the

Table 12
Correlation Coefficient Between Participation and Satisfaction
Across the Two Groups
Participation
Satisfaction 28*

*p<.05
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correlation coefficients between the perceived participation in the needs assessment
process and the perceived satisfaction with the training program across the two groups.

Table 12 indicates a statistically significant correlation between participation and
satisfaction. Based on these data, it was possible to reject the null hypothesis. Thus, the
data from the two groups supported the third hypothesis. This correlation is particularly
interesting. Persons who rated the participation in the needs assessment process high
were likely to exhibit high satisfaction with the training program. In other words, partic-
ipation in the training needs assessment process and satisfaction with the training pro-
gram are related no mater what form of in-service training a person has participated in.

While there was a statistically significant correlation between participation and
satisfaction across the two groups, the question was do the correlation differ from zero
within group. The correlation coefficients between participation and satisfaction within
group yielded another interesting results. Using an alpha of p < .05, it was possible to
reject only one null hypothesis. The correlation between satisfaction and participation
in the GITP group was judged as different from zero. The correlation between the
variables in the SITP group may be due to sampling error. Tables 13 and 14 present the
correlation coefficients within group.

The lower correlation between participation and satisfaction for group II (SITP)
combined with lower satisfaction mean and lower participation mean contradict the
assumption that speciél in-service training programs are specifically related in content
and process to the unique goals, objectives, and needs of the organization as well as to
the individual skill requisites of particular employees and therefore more highly rated by

participants.
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Table 13

Correlation Coefficient Between Participation and Satisfaction
Within Group I (GITP)

Participation

Satisfaction 31*

*p<.01

Table 14

Correlation Coefficient Between Participation and Satisfaction
Within Group 11 (SITP)

Participation

Satisfaction 22

Summary

The results of this study tended to support the third hypotheses. The results did
not support the first hypothesis. In other words, no evidence was found for differences
between the perceived satisfaction for trainees who participated in the general in-service
training programs and trainees who participated in the special in-service training pro-
grams. A statistically significant difference was found between the perceived

participation in the needs assessment process for trainees who participated in the general
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in-service training programs and trainees who participated in the special in-service
training programs. However, the direction of the difference does not support special
training designs. Indeed, trainees in the general programs had higher perceived
participation. There was a statistically significant correlation between participation and
satisfaction across the two groups and within the general group indicating that persons
who rated the participation in the needs assessment process high were likely to exhibit
high satisfaction with the training program no mater what form of in-service training a
person has participated in. Finally, the data analysis showed a respectable reliability for
the two dependent variables items in the TOQ instrument.

In Chapter IV the findings of the study have been reported. A discussion of these

results follows in Chapter V.

58

Rebrbduced with permissi-oh of the copyright owner. Further reproduction prohibited without permission.



CHAPTER V

DISCUSSION AND RECOMMENDATIONS

This study was designed to evaluate and compare two formal administrative in-
service training designs namely the packaged training programs (general in-service
training programs) and the custom-tailored training programs (special in-service training
programs) in terms of trainee's satisfaction and participation in the needs assessment
process. No evidence was found for differences between the perceived satisfaction for
trainees who participated in the general in-service training programs and trainees who
participated in the special in-service training programs. A statistically significant
difference was found between the perceived participation in the needs assessment
process for trainees who participated in the general in-service training programs and
trainees who participated in the special in-service training programs with general
program trainees scoring higher. There was a statistically significant correlation between
participation and satisfaction across the two groups as well as within the general group
indicating that persons who rated the participation in the needs assessment process high
were likely to exhibit high satisfaction with the training program no mater what form of
in-service training a person has participated in.

This chapter presents a discussion of the study and its findings. First, the
problems and procedures that were discussed in early chapters are reviewed. Second,
recommendations and implications for practice are presented. Finally, areas for further
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study are suggested.
Discussion of Findings

Administrative training approaches aim at changing managerial behavior in cer-
tain directions. These changes are intended to improve the employee's individual per-
formance and the performance of the administrative system, eventually leading to greater
success in achieving organizational goals.

There are four general training approaches available for enhancing mahagerial
talent: formal training, on-the-job training, action training, and non-formal training.
Formal training utilize two types of training design: Packaged design and custom-
tailored design. In-service training in this study utilize the two types of training design
and referred to them as general in-service training programs (GITP) and special in-
service training programs (SITP).

The problems and issues identified in the early chapters provided the rationale
for conducting this research. Little empirical data has emerged comparing and con-
trasting the advantages and disadvantages of the two formal training designs. Much has
been written comparing the effectiveness of certain methods used within the formal
training approach.

To provide an initial analysis of the strengths and weaknesses of the four training
approaches, some studies took a nonempirical approach to assess the training
approaches in relation to contemporary learning theory and behavioral change theory.

Utilizing adult learning theories and training needs assessment decision making
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process, this study attempted to evaluate the two formal in-service training designs in
terms of trainee's satisfaction with training and participation in the needs assessment
process. Using a causal-comparative research design, the independent variable which is
the type of in-service training design was related to the dependent variables which are
the degree of the trainee's satisfaction with the training programs and the perceivéd
degree of trainee participation in the needs assessment process. In this design, there
were two experimental groups and no control group. However, because the two groups
are given different treatments, control is present in the sense of comparison (Kerlinger,
1986). While this design does not provide conclusive causal evidence, it does yield
useful information concerning the nature of phenomena (Isaac & Michael, 1982).

Like all initial efforts at capturing the subtle differences of complex activities,
various gaps will likely remain. Nevertheless, there is general limitation that can be made
at this point. There are many difficulties in evaluating training approaches and designs.
There is an inherent problem in identifying causal relationships between training
activities and improved organizational performance. Training designs within each
approach can enhance or inhibit the success of each approach. Similarly, the trainer's
skill and learner's motivation and readiness are variables that can skew the results of any
approach and make comparisons nearly impossible.

Keeping this general limitation in mind, this study was built on two major
theoretical generalizations:

1. Successful training is based fundamentally on effective assessment of training

needs at the organizational level, job level, and individual level. Regardless of the
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particular approach or design, training needs assessments are required to identify
training priority areas relevant to the trainee's particular situation and organizational
context. Training then becomes supportive of organizational growth and development.

2. Each training approach can be enhanced by ensuring that the specific training
designs within each approach reflect cuneﬁt insights into adult learning theory and
behavioral change processes. These recent insights indicate that the existence of certain
conditions can tremendously enhance the effectiveness of the training design in influ-
encing managerial behavior. For example, training that provides practice, feedback, and
reinforcement is more effective in skill building than training that does not provide these
opportunities (Kerrigan & Luke, 1987).

Using these generalizations as a foundation, this study tried to answer three
major questions:

Question 1: Is there a relationship between the type of in-service training design
and the trainees perceived satisfaction with the training program?

Question 2: Is there a relationship between type of in-service training design and
the degree of trainees participation in the needs assessment decisions?

Question 3: Are satisfaction and perceived participation related, no mater what
form of in-service a person has participated in?

To answer the research questions a quasi-experimental design was utilized. Two
groups of trainees were selected randomly from each type of in-service training design.
The data were collected from a pool of six IPA in-service training programs. The total

sample consisted of 115 trainees who completed the questionnaire administered during
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the final weeks of the training programs. There were 61 trainees in the three general in-
service training programs (GITP) and 54 trainees in the three special in-service training
programs (SITP).

Differences between groups were measured and tested for significance using a
one-way analysis of variance. The Pearson correlation coefficient procedure was used
to test the correlation between the perceived participation in the needs assessment pro-
cess and the perceived satisfaction with the training program across the two groups as
well as within group.

The results of this study tended to support the third hypothesis. The results did
not support the first hypothesis. The evidence was in the opposite direction of the
second hypothesis. In other words, no evidence was found to support differences
between the perceived satisfaction for trainees who participated in the general in-service
training programs and trainees who participated in the special in-service training pro-
grams. A statistically significant difference was found between the perceived
participation in the needs assessment process for trainees who participated in the general
in-service training programs and trainees who participated in the special in-service
training programs. However, the general in-service trainees had the higher participation
score. There was also a statistically significant correlation between participation and
satisfaction across the two groups as well as within the general group indicating that
persons who rated the participation in the needs assessment process high were likely to
exhibit high satisfaction with the training program. The correlation coefficients between

participation and satisfaction within group yielded another interesting results. While
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there was a statistically significant correlation between participation and satisfaction
within the general group, group I (GITP) had a statistically significant correlation .31
with p <.01 whereas group II (SITP) had a correlation of .22 with p <.10. The lower
correlation between participation and satisfaction for group II (SITP) combined with the
lower participation mean contradict the assumption that special in-service training
programs are specifically related in content and process to the unique goals, objectives,
and needs of the organization as well as to the individual skill requisites of particular

employees and therefore more highly rated by participants.
Recommendations and Implications for Practice

The administrative training system in Saudi Arabia is composed of three major
parties: the Central Training Committee (CTC), the Institute of Public Administration
(IPA), and other government agencies. The training policy statement specifies that the
CIC, a éoordinating committee linking government agencies and training institutions,
is responsible for making a system-wide annual training plan. The plan must be based
on the needs identified by the line agencies in cooperation with the training institutions
(Civil Service Council, 1978). The policy, however, stops short of addressing the
specific procedures and responsibilities of assessing training needs within the
government agencies (Algabbani, 1989).

IPA assumed that every government agency performs a needs assessment study
and, based on the findings, select public employees to attend in-service training.

Unfortunately, in practice this is not always the case. Civil servants are sent to receive
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training for a variety of reasons that are not necessarily based on objective needs
assessment methods. This arrangement shows that in-service training in Saudi Arabia
suffers from the lack of a systematic mechanism for assessing training needs. Training
by its very nature is a response to a need, and the success or failure of training depends
on how much that need has been satisfied. Therefore, if the need is not clearly identified
at the outset, training can only be judged after the fact (Nowilati, 1985).

This study shows very clearly that the perceived satisfaction with the training
program and the perceived participation in the needs assessment process are related, no
mater what form of in-service training a person has participated in. But it is particularly
acute in the general training programs. The statistically significant correlation between
participation and satisfaction across the two groups and in the general group under-
scores the importance of attending to a thorough and accurate needs assessment as a
prerequisite to effective training regardless of the particular strategy. The correlation
coefficients between participation and satisfaction within group yielded another
interesting results. While there was a statistically significant correlation between
participation and satisfaction within the general group, group I (GITP) had higher
correlation .31 with p < .01 then group I1 (SITP) which had a correlation of .22 with
p < .10. The lower correlation between participation and satisfaction for group I'1
(SITP) combined with the lower participation mean contradict the assumption that
special in-service training programs are specifically related in content and process to the
unique goals, objectives, and needs of the organization as well as to the individual skill

requisites of particular employees and therefore more highly rated by participants. This
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contradiction undermined the advantages of special in-service training approach as a
tool for conducting training needs assessment and establishing appropriate training
objectives to increase the relevance and practicality of training to the participants and
their organizations.

Based on the findings of this study, a number of recommendations will be
presented for improving the training policy and process in Saudi Arabia. For the most
part, these are recommendations for improving special in-service training, but some
recommendations focus on training in general.

First, the training policy in Saudi Arabia should be translated into detailed
procedures for assessing training needs at the national level, organizational level, and
individual level. This policy should be integrated into the national five-year plans. The
training activities thus become directly supportive of national programs. The link
between national goals and training can be established with a national training policy that
reflects the national plan and identifies training targets and priority areas. Training then
becomes relevant to the achievement of national objectives. Similarly, organizational
needs assessments are required to identify training priority areas relevant to the
manager's particular situation and organizational context. Training then becomes
supportive of organizational growth and development. The training needs assessment
at the individual level should supplement the national and organizational analyses in
identifying the employees' particular training needs in terms of his/her current job end
his/her career development.

Second, IPA and other government agencies must recognize the vital role of the
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employee in the needs assessment process. Employees should be encouraged to initiate
their training needs and participate effectively in the analysis of performance problems
and level of knowledge and skills needed to satisfy their training needs. When trainees
participate in the needs assessment and initial planning, they bring important input into
the process and develop strong commitment to the training and learned skills.

Third, IPA in cooperation with CTC and other government agencies must
develop and implement a systematic evaluation process to assess the merit and worth
of its training programs and use the results of evaluation as a base for improving the
process and the content of training.

Fourth, IPA should develop an effective mechanism for identifying trainees'
needs and expectations before the start of the training process. The trainers should be
briefed ahead of time about the expectations of each trainee group in order to make the
necessary adjustment.

Fifth, the training packages should be modified continuously to reflect the actual
training needs and bring about greater utilization of effective training methods that
facilitate trainees' participation and input into the training activities.

Finally, IPA should develop training programs for training managers and training
specialists focusing on needs assessment procedures and techniques in order to develop
a shared perception of systematic needs assessment among them and improve their
ability to conduct needs assessment studies for their agencies and use it as a base for the

training plans.
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Areas for Further Study

This study was designed to evaluate and compare two formal administrative in-
service training designs namely the packaged training programs (general in-service
training programs) and the custom-tailored training programs (special in-service training
programs) in terms of trainee's satisfaction and participation in the needs assessment
process. No evidence was found to support differences between the perceived satisfac-
tion for trainees who participated in the general in-service training programs and trainees
who participated in the special in-service training programs. A statistically significant
higher mean was found in the perceived participation in the needs assessment process
for trainees who participated in the general in-service training programs as opposed to
trainees who participated in the special in-service training programs. There was a statis-
tically significant correlation between participation and satisfaction across the two
groups as well as within the general group indicating that persons who rated the
participation in the needs assessment process high were likely to exhibit high satisfaction
with the training program no mater what form of in-service training a person has
participated in. This study has answered some of the questions and clarified some of the
issues regarding the in-service training. Still, further research is needed to answer
remaining questions and clarify other issues. Therefore, the following related areas
remain as potential research topics for further study.

1. This study can be replicated to examine the individual items in the TOQ to

provide more specific suggestions tailored to individual items rather than general areas.
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Such study may provide stronger treatments of the individual components of needs
assessment process and the individual variables affecting satisfaction with training
program.

2. Future research in needs assessment should focus on comparing needs
assessment practices in different administrative settings. Such empirical study may
{identify some generalizable patterns that may close the gap in ;he needs assessment
literature between prescriptive approaches and reality and add more practical

understanding of the needs assessment process.
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<<Title>> <<Name>> March, 8, 1995
Educational Leadership Department .

Western Michigan University

Kalamazoo, Michigan 49008

Dear <<Title>> <<Lname>>:

The purpose of this letter is to ask you to help me in reviewing the first draft of my
dissertation questionnaire. Because of your expertise and understanding of the
evaluation of Human Resource Development programs, I would like you to serve as a
member of the Content Validity Panel to review the instrumentation for my doctoral
dissertation research in the Educational Leadership Department.

Your assistance in validating the instrument will be greatly appreciated. The task should
take no longer than twenty minutes. If you agree to participate I will provide you with
the purpose of the study, the task, and the draft of the questionnaire.

I look forward to hearing from you soon. My home address is 3405 Kenbrooke CT.,
Kalamazoo, Michigan 49006. My home phone number is (616) 372-0017. Thank you

Sincerely,
Abdullatif Al-Abdullatif Mary Anne Bunda, Ph. D.
Doctoral Candidate Dissertation Chair
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<<Title>> <Name>> March, 8, 1995
Educational Leadership Department

Western Michigan University

Kalamazoo, Michigan 49008

Dear <<Title>> <<Lname>>:

Thank you for your response and agreement to participate in the content validity panel
to review my research instrument. The purpose of this study is to evaluate and compare
two types of design for formal in-service training programs in terms of trainee's
satisfaction with the program and the degree of participation in the needs assessment
process.

Enclose please find the draft of the questionnaire. Part I of the questionnaire represent
the first dependent variable (satisfaction with the training program). Part II represent the
second dependent variable (participation in the needs assessment process). Part III refers
to the independent variable (item # 7) and other demographic information.

I will appreciate you taking a few minutes of your valuable time to review the
questionnaire items. Feel free to make any suggestion regarding content, order, wording,
or whatever else you consider necessary. For instance, please comment on directions
and format.

As you review the items, I need you to place a number (close to each item) that best
describes your opinion regarding each item. The numbers are 1, 2, and 3, according to
the following scale:

1= "It is not clear that this question should be asked of the participants on this topic".
That is it is unrelated to the variable description.

2= "It is useful, but not clear enough that a question be asked of the participants on this
topic". _

3= "It is very clear that a question be asked of the participants on this topic".

I need this input from you regarding each item to go ahead with the content validation
of the questionnaire. I will contact you soon to pick up the questionnaire . If you have
any question, please feel free to contact me. My home address is 3405 Kenbrooke CT.,
Kalamazoo, Michigan 49006. My home phone number is (616) 372-0017. Thank you

Sincerely,
Abdullatif Al-Abdullatif Mary Anne Bunda, Ph. D.
Doctoral Candidate Dissertation Chair
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Trainee Opinion Questionnaire
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Part]

Directi

The following are statements about your present training program.

. Please read each statement carefully.

75

. Decide how satisfied you feel about the aspect of your training program described by the

statement.
. Check the box corresponding to your answer.
. Do this for all statements. Please answer every item.

This is how I feel about the following aspects of the training program I just completed:

1. Relevance and practicality of knowledge to my job.

2. Relevance and practicality of skills to my job

3. The instructor's knowledge of subj ect area,

4. The instructor's organization of the course.

5. The instructor's clarity of presentation.

6. The instructor's responsiveness to my questions.
7. Training methods used in the program.

8. Audio-visual media utilized in the program.

9. The evaluation methods used in the program.

10. Feedback about assignments, practices, and tests.

Di:s‘::‘z'led Dissatisfied Opr'::i’on Satisfied SX:T);ed
a] 0 o o
5 o o o o
o o o o o
o 0o o0 o o
0o o o o o
o o o o o
o o o o o
o o o o o
0o o o o o
0 o 0o o o
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Very No Very
Dissatisfied Dissatisfied  Opinion  Satisfied  Satisfied
11. The training physical environment. O 0 m) ) 0
14.The training psychological environment. m) 0 0o o 0O
13. Overall training program. 0 ] O 0 )

Part I
Directi
The following are statements about activities done prior to your present training program.
. Please read each statement cmeﬁﬂy. |
. Decide to what extent did you participate in each activity described by the statement.
. Check the box corresponding to your answer.

. Do this for all statements. Please answer évery item.

To what extent did you participate in the following activities prior to this training program:

Not Tolittle No Tosome To great
atall extent opinion extent extent
1. Identifying the performance problem or deficit. O -0 m ) (m)

2. Identifying the importance of the problem or deficit.

3. Identifying the cause(s) of the problem or deficit.

5. Choosing the best possible solution.

)
O
4. Identifying the possible solutions. 0
)
6. Assessing my personal training needs. )

m)

O 0o o g
QO 0o oo o
Q 0O o oo
Q 0o o o a

7. Developing the training program objectives.
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‘Not  Tolitile No Tosome To great
atall extent opinion extent extent

8. Identifying skills and knowledge needed. g 0O O () o
9. Developing the training evaluation criteria.
10. Developing support system for training.
11. Identifying the target population.

12. Selecting the training agency.

O 0D oo O
O 0 ogQ
QO O o o Q
QO 0O oo Qa

O
O
a0
0
o

13. Selecting your training program.

Part III
Directi
For questions 1-5, please fill out the demographic information. For questions 6, please check
one box.

Ll AR ettt bbbt e bbb keSS S R SRS RS RS RS RS S E S b s R eSS R R Rt L st Re

6. Level of education:

High school 0O . Bachelor degree (J
Masters 0 Doctoral degree O
Other (Please SPecify):......cccocevvriininniniveniinninnennnennnisenssesnenen.
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J 7. Please state your training program's name and duration:

' PrOGIamM NAME:.......ccociiiiriiniieerinieiiissssterssssss s sssssasnassassbsssssststnsssorsrsasnsstasstonsnssssansasanstes
i Program dUIBHON:........ccouiiiirismiicsisiisirsessn st ss s stss st s bbb b s b b e s nbs
!

!

THANK YOU FOR YOUR PARTICIPATION
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Human Subjects Institutional Review Board ' ' Katamazoo, Michigan 49008.-3839
616 387-8293

WESTERN MICHIGAN UNIVERSITY

N
Date: February 23, 1995 f\“\\vl\

-,

To:  Al-Abdullatif. Abdullatif S, P
A

From: Richard Wright, Interim cm(, N

Re: HSIRB Project Number 95-02-15

This letter will serve as confirmation that your researcheproject entitled "In-service training in Saudi

Arabia: An evaluative study" has been approved under the exempt category of review by the

Human Subjects Institutional Review Board. The conditions and duration of this approval are

specified in the Policies of Western Michigan University. You may now begin to implement the

research as described in the application.

Please note that you must seek specific approval for any changes in this design. You must also

seek reapproval if the project extends beyond the termination date. In addition if there are any -
- unanticipated adverse or vnanticipated events associated with the conduct of this research, you

should immediately suspend the project and contact the Chair of the HSIRB for consultation.

The Board wishes you success in the pursuit of your research goals.
Approval Termination: Feb 23, 1996

xc.  Bunda, Mary Anne, EDLD
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< <Title> > < <Name> > : March, 1995
Educational Leadership Department

Western Michigan University

Kalamazoo, Michigan 49008

Dear < <Title> > < <Lname> >:

My name is Abdullatif Al-Abdullatif. I am a Doctoral Candidate at Western Michigan
University in the Educational Leadership program with an emphasis in Human Resource
Development (HRD). I have chosen to evaluate two types of in-service training design in terms
of trainees satisfaction with the training program and trainees participation in the training

. needs assessment process.

I would like to ask your permission to include students from your class EDLD < < > > for
the pilot test of the research instrument. The student in your class will be asked to fill out a
questionnaire about the last in-service training program they attended.

At no point will any individual be identified. Thus, the information they provide will be
anonymous. I would appreciate it if you could give me twenty minutes from your class during
the Winter Semester to conduct this pilot test.

I look forward to hearing from you soon. My home address is 3405 Kenbrooke CT.,
Kalamazoo, Michigan 49006. My home phone number is (616) 372-0017. Thank you

Sincerely,
Abdullatif Al-Abdullatif : Mary Anne Bunda, Ph. D.
Doctoral Candidate Dissertation Chair

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



83
Script

Dear Student:

My name is Abdullatif Al-Abdullatif. I am a Doctoral Candidate at Western Michigan
University in the Educauonal Leadership program with an emphasis in Human Resource -
Development

(HRD). 1 have chosen to evaluate two types of in-service training design in terms of trainees
satisfaction with the training program and trainees participation in the training needs
assessment process. :

I would like to ask your permission to participate in the study sample. At no point will any
individual be identified and you have the right not to participate. Thus, the information you
provide will be anonymous.

Before you fill out the questionnaire, please think about the last in-service training program
you attended. fill out the questionnaire and return it to IPA representative.

The task will take no longer than fifteen minutes of your time. If you have any question,
please feel free to ask.

Thank You
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Part I
Directions
The following are statements about your present training program.
. Please read each statement carefully.
. Rate your level of satisfaction with the training program in which you have participated.
e Check the box corresponding to your answer.

. Do this for all statements. Please answer every item.

e

This is how I feel about the following aspects of the training program I just completed:

Dis‘-,;éed Dissatisfied oPih;?on Satisied smed
1. Relevance of knowledge to my job. ) ) m) ] )
2. Practicality of knowledge to my job.
3. Relevance of skills to my job.
4, Practicality of skills to my job.
5. The instructor's knowledge of subject area.

6. The instructor's organization of the course.

8. The instructor's responsiveness to my questions.

9. Training methods used in the program.

‘s
£

OO0 Q0o O0Oogaoogpaao

10. Audio-visual media utilized in the program.

11. Tests and practice methods used in the program. '

O 00 0o g 0o agogpgo
O 0O 0000 oog o
O 00 0ooQoaogpada

O
O
O
0
O
7. The instructor's clarity of presentation. 0
O
o
0
O
O

12. Feedback about assignments, practice, and tests.
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Very No Very
i Dissatisfied Diseatisfied  Opinion  Satisfied  Satisfied
13. The physical environment for training (facilities,

equipment, air conditioning, etc.). m) m) o o 0

14.The psychological environment for training (safety,

comfort, interaction, etc. ). O 0 0 0. o
15. Overall satisfaction with the training program. m) O m) m) )
Part I

Directi

The following are statements about activities done prior to your present training program.,

. Please read each statement carefully.

. Decide to what extent did you participate in each activity described by the statement.
. Check the box corresponding to your answer.

. Do this for all statements. Please answer every item.

To what extent did you participate in the following activities prior to this training program:

Not  Tolittle No Tosome To great
atall extent opinion extent extent

1. Identifying the performance problem or deficit. O O m) m) m)
2. Identifying the importance of the problem or deficit. O O ) a m
3. Identifying the cause(s) of the problem or deficit. O O ) () )
4, 1dentifying the possible solutions. o O ) m) o
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Not Tolittle No Tosome To great

atall extent opinion extent extent
5. Choosing the best possible solution. o O ) o o
6. Describing the tasks of the target audience. 0o O 0 ) 0O
7. Assessing my personal training needs. 0o O 0 m) 0
8. Developing the training program objectives. 0o 0O m O m)

9. Identifying skills and knowledge needed to
satisfy my training needs.

10. Developing the training evaluation criteria.

11. Developing support system for training.

12. Identifying the target population.

13. Selecting the training agency.

14. Selecting your training program.

Q0 O oooa
O 0O 0 oooan
O 0 0 oo o a
Q O 0O o g O a
O O 0 oo oo

15. Overall involvement in the needs assessment.

Part III
Directi
For questions 1-5, please fill out the demographic information. For questions 6, please check
one box.

.
L AR .ottt e b e b e R aa b e h b eR e R e b e b et et ean b renten
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5. Years in position:..l .....................................................................................................................
6. Level of education:

High school 0O Bachelor degree  (J

Masters ) Doctoral degree O

Other (Please SPecify):......c.ccccvvernirnierinsmmsiecnnnesresieissssessenes .

THANK YOU FOR YOUR PARTICIPATION
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< <Title>> < <Name> > April, 9, 1995
Planning and Development Department

Institute of Public Administration

Riyadh, Saudi Arabia 11141

Dear < <Lname> >:

As you know I am in the data collection stage for my doctoral dissertation. IPA has
been selected as the setting for the study. The purpose of this study is to evaluate - -
and compare two types of design for formal in-service training programs in terms
of trainee’s satisfaction with the program and the degree of participation in the
needs assessment process. The independent variable is the type of in-service
training design: operationally defined as pre-packaged (general i m-semce training
programs) and custom-tailored (special training programs).

Enclose please find a list of the training programs included in the study sample, a
copy of the research questionnaire, a letter to the program registrar, and debriefing
sheet. Please make enough copies for all programs in the study sample, put enough
copies in envelops labeled with the name of each program, and distribute the
envelops among the training programs registrars and ask the program registrars to
administer the questionnaire by the end of the training programs. I also asked the
program registrars to send all responds to you so you can send them back to me for
data analysis.

Your assistance in administering the research instrument is greatly appreciated. If
you have any question, please feel free to contact me. My home address is 3405 . -
Kenbrooke CT., Kalamazoo, Michigan 49006. My home phone number is (616)
372-0017. Thank you

Sincerely,
Abdullatif Al-Abdullatif Mary Anne Bunda, Ph. D.
Doctoral Candidate Dissertation Chair
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Table 2
Training Programs Includede in The Study Sample

Program Design Program's Name Duration

GITP Computer Data Analysis 8 Weeks
GITP Technical Supervision for Statisticians 7 Weeks
GITP System Analysis and Design 6 Weeks
SITP Loan and Collection 8 Weeks
SITP Population Statistics 7 Weeks
SITP Harporing Prevention 6 Weeks
Total 6
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< <Title>> < <Name> > April, 1995
< < Department> >

Institute of Public Administration

Riyadh, Saudi Arabia 11141

Dear program registrar:

My name is Abdullatif Al-Abdullatif, I am a Doctoral Candidate at Western
Michigan University in the Educational Leadership program with an emphasis in .
Human Resource Development (HRD). I have chosen to study two types of in-
service training design in terms of trainees satisfaction with the training program
and trainees participation in the training needs assessment process.

Please administer the questionnaire, fill out the debriefing sheet, place all materials
in the envelope provided, seal it, and return the sealed envelope to the Department
of Planning and Development. No one should have access to the raw data.

Your assistance in administering the research instrument is greatly appreciated. If
you have any question, please feel free to contact me. My home address is 3405
Kenbrooke CT., Kalamazoo, Michigan 49006. My home phone number is (616)
372-0017. Thank you

Sincerely,
Abdullatif Al-Abdullatif Mary Anne Bunda, Ph. D.
Doctoral Candidate Dissertation Chair
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Number of people in the class.............. eeeectsateesantesatntesnietenttasartacnsananrene

Your Signature:.........ccceeeearnennns ereeemteetesenreettacntesasensaetteetersasttassnsttsstrns

THANK YOU

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



BIBLIOGRAPHY

Algabbani, F. (1989). In-service training needs assessment in Saudi Arabia: Present and
future. (Doctoral Dissertation, Florida State University).

Ary, D,, Jacobs, L. & Razavieh, A. (1990). Introduction to Research in Education (4th
Ed.). Orlando, Florida: Holt, Rinehart and Winston.

Blank, W. (1982). Handbook for developing competency-based training programs. N.J..
Prentice Hall.

Block, J. (1970). Mastery Learning. New York: Holt, Rinehart and Winston.

Bloom, B. (1976). Human Characteristics and School Learning. New York: McGraw-
Hill Book Company.

Braskamp, L. & Ory, J. (1994). Assssmnghﬂﬂwmk_ﬁnhammndmmm
institutional performance. San Francisco: Jossey-Bass.

Brinkerhoff, R. (1987). Achieving Results from Training: How to Evaluate Human
Resource Development to Strengthen and Increase Impact. San Francisco: Jossey-

Bass.

Broad, M. (1992). Transfer of Training: Action-packed strategies to ensure high payoff
from training investment. Reading, Mass.: Addison-Wesley.

Bullard, R., Brewer, M. , Gaubas, N. , Gibson, A. , Hyland, K. & Sample, E. (1994).
Ilm_Qc_QamgnaLI[amgﬂs_Hmdb_Q_Qk Englewood Cliffs, N.J.: Educational Tech-

nology Publications.

Camp, R., Blanchard, P., & Huszczo, G. (1986). Toward a More Organjzationally
Eﬂeﬂm_lmmul&&mm&mﬂm Englewood Cliffs, N.J.: Prentice-Hall.

Civil Service Council. (1978). Training Policy. Riyadh, Saudi Arabia: Author.

Dalton, G. (1970). Influence and organizational Change. In G. Dalton, P. Lawrence, &
L. Greiner (Eds.). Organizational Change and Development. Homewood, Ill.: Irwin.

Dilaruo, T. (1979). Training Need Assessment: Current Practice and New Direction.

Public Personnel Management. 8 (6), 351-359.
101

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



102

Dinsmore, F. (1975). Developing Tomorrow's Manager's Today. New York:
AMACOM.

Drucker, P. (1974). Management: Tasks, Responsibilities, and Practices. New York:
Harper- Row.

Duel, H. (1974). Determining training needs and writing relevant objectives. In K Byers
(Ed.), Employee training and development in the public sector, Chicago, IL:
International Personnel Management Association.

Dyer, W. (1983). : :
Menlo Park: Addlson-Wesley

Foley, B. (1985). Designing Training Systems. In W. Tracey (Ed.), Human Resources
Management & Development Handbook. 2nd ed. New York: AMACOM. p. 1205-
1216.

Goldstein, 1. (1989). Training and Development in Organizations, San Francisco: Jossy-

Bass.

Gutek, S. (1988). Training program evaluation: An investigation of perceptions and

practices in nonmanufacturing business organizations. (Doctoral Dissertation,
Western Michigan University).

Honadle, D. , & Hannah, J. (1982). Management performance for rural development:
Package trammg or capacity building. Public Administration and Development. 2,
295-307.

House, R. J. (1967). T-group Education and Leadership Effectiveness: A Review of the
Empirical Literature and a Critical Evaluation. Personnel Psychology. 20, 1-32.

Institute of Public Administration (1986). 25 yvears of achievement. Riyadh, Saudi
Arabia: Author.

Institute of Public Administration (1993). Annual report of TPA's achievement. Riyadh,
Saudi Arabia: Author.

Issac, S. & Michael, W. (1981). Handbook in research an evaluation. (2nd ed.). San
Diego: Edits.

Jahns, 1. (1981). Training in Organizations. In Stanley Grabowski et al. (Eds.), Preparing
Educators of Adulis. (pp. 94-114). San Fransisco: Jossy-Bass.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



103
Kerlinger, F. (1986). Foundations of behavioral research. Chicago: Holt, Rinechart and

Winston.

Kerrigan, J. & Luke, J. (1987). _Management training strategies for developing
countries.. Boulder, Colorado: Lynne Rienner Publishers.

Kirkpatrick, D. (1979). Techniques for evaluating training programs. Training and
Development Journal, 33 (6), 78-93.

Knowles, M. (1984). The Adult Learner: A Neglected Species, 3d ed., Houston: Gulif.
Lenze, E. (1982). The Art of Teaching Adults. New York: Holt, Rinehart and Winston.
Logan, R. (1982). Instructiopal Systems Development. New York: Acadmic Press.

London, M. (1989). Managing the training Enterprise: High Quality Cost-Effective
Employee Training in Organizations. San Francisco: Jossey-Bass.

Mager, R. (1988). Making Instruction Work, Belmont, CA: Lake Publishing Company.

Mager, R. & Pipe, P. (1984). Analyzing Performance Problems. 2nd ed. Belmont, CA:
Lake Publishing Company.

McGehee, W. & Thayer, P. (1961). Training in business and industry. New York: John
Wiley.

Mitchell, G. (1993). The Trainer's Handbook: The AMA Guide to Effective Training.
(2nd ed.). New York: American Management Association.

Moore, M. & Dutton, P. (1978). Training needs analysis: Review and critique. Academy
of Management Review, 3, 532-545.

Nadler, L. (1979). Developing Human Resources. (2nd ed.). Austin, Tex. : Learning

Concepts.

Nadler, L. (1982). Designing Training Programs: The Critical Events Model. Reading,
AM: Addison-Wesley Publishing,

Nadler, L. (1984). Human Resource Development. In L. Nadler (Ed.), The Handbook
of Human Resource Development, New York, John Wiley & Sons, 1.1-1.47,

Newstrom, J. (1978). Catch 22: The problemof incomplete evaluation of training.

Training and Development Journal, 32 (11), 22-24.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



104

Newstrom, J. (1994). The Adult Learner. In W.Tracey (Ed.), Human Resources

Management & Development Handbook.2nd ed. New York: AMACOM. pp.1149-
1159.

Newstrom, J. & Lilyquist, J. (1979). Selecting Needs Analysis Methods. Training and
Development Journal, 33 (7), 45-53.

Nowilati, M. (1985). Managerial in-service training for development: The case of the
Public Adminisiration Institute in Saudi Arabia. (Doctoral Dissertation, Lehigh
University).

Parker, T. (1973). Evaluation: The forgotten finale of training. Personne]. New York:
AMACOM. pp. 61-63.

Paul, S. (1983). Training for public administration and management in developing
countries Washington, DC: The World Bank.

Robinson, D. & Robinson, J. (1989). Training for Impact: How to link training to
business need and measure the results. San Francisco: Jossey-Bass.

Rummler, G. (1976). The performance Audit. In Craig. R. Training and Development
Handbook. New York: McGraw-hill.

Sambrani, S. (1979). Curriculum Development for Training in Social Management. In

Kerrigan, J. & Luke, J. (1987). Management Training Strategies for Developing
Countries. Boulder, Colorado: Lynne Rienne Publishers. p.73.

Seldin, P. (1984). Changing Practices in Faculty Evaluation: A critical assessment and
recommendations for improvement. San Francisco: Jossey-Bass.

Shaffitz, J. & Hyde, A. (1979). Training and Development and Personnel Management.
Bublic Personnel Management 8 (6), 345-350.

Sherwood, F. (1983). The education and and training of public managers. In W. Eddy
(Ed.), Handbook of Organizational Management. New York: Marcel Dekker.

Sherwood, J., Susan, F., & Donald, K. (1983). Management Development Strategies.

New York: Pergamon Press.

Spaid, O. (1986). The Consummate Trainer: A practitioner's Perspective. Englewood
Cliffs, NJ: Prentice-Hall. -

W éeproduced with permission of the copyright owner. Further reproduction prohibited without permission.



105

Steadham, S. & Clay, M. (1985). Needs assessment. In W. Tracy (Ed.), Human
resources management and development handbook. New York: AMACOM.

Steers, R. (1981). Introduction to Organizational Behavior. Glenview, IIl.: Scott,

Foresman and Company.

Stifel, L., Coleman, J., & Black, J. (1977). Education and training for public sector
managgmenun_dmlgpmg_mumm New York: The Rockefeller Foundation.

Stufflebeam, D. (1977). Working Paper on Needs Assessment. Evaluation Center,
Western Michigan University (Kalamazoo).

Tracey, W. (1992) .Selecting a Delivery System. In W. Tracey (Ed.), Human Resources
Management & Development Handbook. 2nd ed. New York: AMACOM. pp. 1189-

1204.

Treffiman, S. (1978). The Development of Training in Organizations. A paper presented

at the National Workshop on Extension Staff Development. New Orleans,
Louisiana.

Warr, P., Bird, M,, & Rackham, N. (1970). Evaluation of Management Training.

London: Gower Press.

Young, D. & Eddy, W. (1982). Adult Learning Methods in Public Administration

Education. In T. Vocino & R. Heimovics (Eds.), Public Administration Education
in_Transition. New York: Marcel Dekker, pp. 58-75.

Reproduced with permission of the copyright owner. Further reproduction prohibited witrhout permission.



	Effect of Participation in Design on Trainee Satisfaction
	Recommended Citation

	tmp.1474901686.pdf.gFkqc

