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Abstract: The substantial purpose of this survey was studying the effectiveness of short-time training
on managers and staff of governmental organizations in one of the west provinces of Iran. The present
survey used the descriptive method of research. 384 managers and staff of governmental organizations
were selected as statistical sample by using stratified random sampling method. They filled two
researcher made questionnaires about short-time training effectiveness specified for managers and staff.
The colleted data were analyzed by using two dependent groups t-test with SPSS software. The results
show that job factors and performance of managers and staff in governmental organizations after
training were higher then before training, so this short- time training for managers and staff in
educational centers has been effective.
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INTRODUCTION

Today, every thing is changing. By looking around we understand that these changes are available in every
aspects of human life and its apparent specification is the significant speed of change. Some of these changes
have created in organizational and vocational life. Today, increasing population and civilization, increased and
diversity of needs, complexity of job relations, specialization of duties and job responsibilities, change in
knowledge and attitude of staff and so forth have resulted in changing methods and procedures. Undoubtedly,
according to the above changes, the effective organizations attempt to provide necessary preparations for doing
job duties in human resources such as managers and staff. Most pioneer organizations and institutes, more than
before have paid their attention to planning training courses in order to improve human resources. The most
important aspect of the planning and the performing this training is quality and the effectiveness of these
educational courses. The majority of organizations hold educational courses for their staff and holding each
course need a large investment Zarei, (2006).

However, knowing training courses effectiveness and their output is very important for managers.
determining the exact effects and results of training course on participants and their performance in returning
to their organization is a complicated and difficult process or is according to mental judgment of persons who
although try to prepare and carryout a successful training course but pay less attention to results or its effects
Saatchi, (1989).

Staff training is referring to instruction that promote knowledge, skills and attitude of employees in order
to carryout their duties more efficiency. Uncouthly, absence of success in many organization comes from lack
of knowledge and expertise in human resources to carryout their vocational duties, because knowledge and
awareness are foundation of doing complicate and diverse duties, so, management and organization science
theorists believed that always it should be an agreement between job, employee and qualification for obtaining
a job. This fact is inevitable that firstly, nobody is familiar with all aspects of his/her job when he/she enter
an organization, secondly, training is not merely for new employee, thirdly, employees training help to solve
operational problems. Fourthly, training is also useful for staff themselves Saadat, (2003). Training is a
continued and programmed effort by management to improve organization performance and its competence
level. However, the purpose of training is to improve efficiency and productivity to prevent skills
disappearance, to prepare for higher level duties and finally to improve knowledge, attitude and changing
behavior. Doaei, (2003). James believes that employees usually work with 20 t0 30 percent of their ability,
so if they train properly and show themselves effectively, they would show 80-90 percent of their abilities
Seydjavadin, (2003).
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According to Iran board of minister's approval, about the human resources programming in the public
sector, All executive organizations have to regulate in-service training programs for employees so that, each
manager and staff could enjoy on the average 40 and 100 hours annual training respectively. Consistent with
the general plan of managers training, all managers are charged with spending 40 hours (minimum) or 100
hours (maximum) short-time training concerning management improvement which holds on Management
Training and Research Center. Based on this responsibility, every year different educational courses regarding
management and other needed skills for improving is prepared, organized and executed for many of employees. 
The main goal of the present study is determining effectiveness of short-time training on the public
organization managers and staff in one of the west provinces in Iran. In this direction, the research question
is: have the short-time training of managers and staff in the public organizations of this province been
effective?

Methodology:
The research method is descriptive. In this method, the present condition of short-time training

effectiveness of managers and staff in the public organizations is studied. Statistical sample includes 384 people
from managers and staff of the public organizations in Iran’s west province which were selected by stratified
random sampling. To estimate suitable volume of the statistical sample, researcher used Kochran method. For
data collection, the researcher made questionnaire was used. This questionnaire includes 40 short and simple
items which show managers and employees behaviors before and after training. In this questionnaire, researcher
asked samples to determine their vocational and managerial behaviors about mentioned statement by selecting
answers from five degrees Likert scale. To determine validity of questionnaire, the content validity method was
used. Researcher calculated questionnaire reliability coefficient by Kronbach alpha, (92) which show its high
reliability. Answering to questionnaire items take at average 15 to 20 minutes long for each. Complementing
all questionnaires was returned and 13 of them were left aside because of incomplete items. So the last
statistical samples were 367 people. For analyzing data, the t-test for two dependent groups was used. 

RESULTS AND DISCUSSION

Data in table 1 explained that in the last year, among all staff in the public organizations of this province
about 95, 98, 54, 55, and 65 people spent 1, 2, 3, 4 and 5 short- time training courses respectively.

Data in table 2 showed that in the last year among all staff in the public organizations about 145, 63, 58
and 101 people spent short- time training courses by less than 30 hours, between 31- 65, between 66- 100 and
more than 100 hours respectively. Data showed that less than the half of managers and staff spent less than
30 hours in educational course.

As table 3 demonstrated, the calculated t value to compare performance scores mean for managers before
and after training was 10.84 which its level of significant was 99 percent(t=10.94, p<0.01). Considering means
show that manager performance after training with 163.53 is significantly higher than their performance mean
(150.46) before training, so this short-time training was significantly efficient for managers. 

In addition, the t-values for minor measures of managers performance such as organizational commitment
increase, managerial decision making improvement in organization, organizational technical duties
accomplishment, the best use of organization resources such as material, financial and human resources,
organization's affairs programming and finally creating motivation in staff were 15.51, 14.03, 12.17, 14.12,
12.94, 14.21 respectively.

These values show that there are a significant difference between the performance scores means of
managers before short-time training and after it in different dimensions such as organizational commitment
measures, managerial decision making improvement, organizational technical duties accomplishment, the best
use of organization resources such as material, financial and human resources, organization affair programming
and finally creating motivation in staff and its level of significance was 99 percent. Considering means clear
that short-time training of managers have been significantly efficient for increasing their above mentioned
vocational factors.

According to table 4, the calculated t-value to compare performance scores mean of managers before short-
time training and after it was 17/06 which its level of significant was 99 percent (t=17/06, p< ./01).
Considering means show that staff performance after training with 165/04 is significantly higher than their
performance mean (145/89) before training. So, this short-time training was significantly efficient for staff. In
addition, t-values for increasing organizational commitment, paying attention to innovative and change in their
job duties, doing their vocational duties, the best use of organization resources, decreasing administrative costs,
increasing knowledge and skills for doing duties successfully and creating a positive attitude toward their job
and organizations were 15.84, 16.12, 13.39, 14.36, 15.65 and 15.22 respectively.
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Table 1: Frequency of samples based on number of courses and responsibility type
Total                   Responsibility Type Educational Courses

----------------------------------------------------------------------
Employee Manager

95 63 22 1 Cources
98 58 40 2 Cources
54 22 22 3 Cources
55 28 27 4 Cources
65 42 23 5 and More
376 223 144 Total

Table 2: Frequency of samples based on training hours and responsibility type
Total                Responsibility Type Training Hours 

-----------------------------------------------------------------------
Employee Manager

145 86 59 Below 30 Hours 
63 41 22 31-65
58 37 21 66-100
101 59 42 More than 100
367 223 144 Total

Table 3: Results of t-test for effectiveness of short- time training of managers  
Variables Before Training After Training df t Significance

----------------------------- -----------------------------
Mean S.D. Mean S.D.

Organizational Commitment 19.31 2.27 21.56 2.1 143 15.51 0.000
Decision Making 18.61 2.11 21 2.22 143 14.04 0.000
Task 23.61 3.58 37.31 3.85 143 12.17 0.000
Used Resources 26.43 3.07 29.37 2.85 143 14.12 0.000
Panning 29.81 3.61 23.5 3.64 143 12.94 0.000
Motivation 22.65 2.34 25 2.43 143 14.21 0.000
Total Performance 150.46 14.24 163.53 15.88 143 10.94 0.000

Table 4: Results of t-test for effectiveness of short- time training of employees 
Variables Before Training After Training df t Significance

----------------------------- -----------------------------
Mean S.D. Mean S.D.

Organizational Commitment 18.57 2.53 20.87 2.46 222 15.84 0.000
innovation 18.23 2.94 21.16 2.13 222 16.12 0.000
Task 34.4 4.32 38.38 3.44 222 13.39 0.000
Used Resources 22.66 3.26 25.48 2.77 222 14.36 0.000
Job knowledge 23.08 4.56 37.82 3.52 222 15.65 0.000
Job Attitude 18.94 2.57 21.32 2.21 222 15.22 0.000
Total Performance 145.89 17.89 165.04 14.2 222 17.06 0.000

These values show that there are a level of significant a bout 99 percent for performance scores means
of employees before training and after it in different dimensions such as increasing organizational commitment,
paying attention to innovative and change in their job duties, doing their vocational duties, the best use of
organization resources, decreasing administrative costs, increasing knowledge and skills for doing duties
successfully and creating a positive attitude toward their job and organization. Studying means show that short-
time training of employees has been significantly efficient for increasing their performance or their vocational
factors.

Conclusion:
One of the research results was that performance mean and mean of factors related to job of managers

after training is higher than their performance mean before training of managers, and this indicate that short-
time training of managers in educational centers has been effective. This issue is true for all minor measures
of performance and factors related to manager’s job, in other word, short-time training in educational centers
of the province have resulted in higher performance of managers relative to before training with regard to
increasing their organizational commitment, promoting management decision making in organizations,
performing organizational technical duties, using organization resources such as material, financial and human
resources, programming in organization affair and finally creating motivation in staff and subordinates.

Studying subject literature in the training's effect indicate that training in each aspect result in increasing
knowledge, skills and motivation of managers in organization and this in its place affects organizational
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effectiveness. So, one of the fundamental methods in increasing organization's effectiveness is training and
promoting knowledge level of staff. If, in–service training courses of managers and staff are performed and
planned properly, there will be different benefits. These courses usually result in increasing motivation and job
satisfactions, increasing management or job skills, creating motion in staff, increasing loyalty to organization,
increasing cooperative and participation senses and increasing self-confidence in managers and staff. Results
of some research indicated that in-service training course has been effective in creating job skills of managers
of Tejarat banks. Gholami, (2001).

Also, another results of this research clear that performance mean and factors related to staff's job of
public organization after training is higher than their performance mean before training and this indicate that
short-time training of staff in educational centers has been effective. This matter is true regarding all minor
measures of performance and factors related to their job. In other word, short-time training in educational
centers of province has been resulted in higher performance of staff relative to before training with regard to
increasing their organizational commitment, paying attention to change and innovation item in performing job
duties and his/her role, using organization resources and decreasing administrative costs, increasing  knowledge
and job skills needed for successful performing of their duties and also creating positive attitude relative to
job and organization. Kadkhodaei, (2008) concluded that in-service training courses have had positive effect
on organizational staff’s performance. Research results of Jamshidian and Rezaei, (2007) showed that in-service
training is effective in increasing job skills of human resources in include managers and staff and indicate that
in-service training is one of the most suitable needed mechanisms for coordinating human resources in
organization. Dorostcar, (2007) also show that trained staff has more efficiency, speed and carefulness skills
and also job abilities than untrained staff. Similarly, in a research it was concluded that in-service training of
staff in administrative organizations in Irak has had a positive effect on their performance improvement
Mohammadi, (2008).. Some similar research results abroad also have approved the effectiveness of in-service
training in increasing staff performance (Freeman and Morris, 1999; Kay and Shanklin, 1999; Lievens and
Sanchez, 2007; Loo, 1991; Maddi, et al., 1998; Rosholm et al., 2007).

Regarding to this fact that short-time training of managers and staff had prominent role in performing
managerial and job duties and also in increasing their organization commitment. It was suggested that
organizations by the way of multi–hours training courses during each season can promote this sense in their
staff. The content of these courses was planned increasing organizational identity, success, independence and
pride of staff. Holding these free training courses for managers and staff has been for performing management
duties and has resulted in different benefits for more effectiveness of organization. Training as a useful issue
is considered and it provided needed condition for training middle or base managers. It is clear that we should
consider necessary motivators in this regard by organizations.
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