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Abstract 

The overall objective of this research was to investigate the existend Process of training Employees, in the 

National Iranian Gas Company and the identification of its consistencies and inconsistencies with regard to 

the requirements of the Standard of International Training ISO10015:1999. And what the organization is 

required to improve the Training Process. The present study is an applied research in terms of purpose and 

a descriptive one regarding the research method (Survey Res) The population of this study were all the 

people involved in the process of training and development of human resources in National Iranian Gas 

Company including the managers and educational experts of headquarters and provincial gas companies, 

operational regions, gas refineries and … who were 72 persons altogether. Using a proportional stratified 

random sampling, 47 people of them were selected for this study. In order to collect data, a questionnaire 

consisting of 70 closed-ended questions in the form of a 5-point Likert scale was used. This questionnaire 

has a reliability of .962 and investigates five main components of training process in the form of 

ISO10015:1999.Statistical analysis was conducted, using SPSS statistical package version 16. The 

statistical analysis used in this study was one-sample t-test, One- Way ANOVA and TukeyTest.Inferential 

statistical analysis of the data on the training process in National Iranian Gas Company showed that 

among the five basic phases of training process, based on International Training Standard ISO10015:1999, 

the phases “Training Needs Assessment”, “Designing and Planning Training”, “Implementing Training” 

and “Evaluation of Training” were in satisfactory condition. But the participants’ opinions about the fifth 

phase, “Monitoring and Improving the Training Process”, were not as acceptable as the previous ones. 

Accordingly, the training department of National Iranian Gas Company should ameliorate its capacity in 

this regard and plan to improve it based onthe standards of ISO10015. 

Keywords: audit, Training and Development, human resources, training of international standard 

ISO10015: 1999. 

 

Introduction 

Employee training should not be a side issue that is only considered after every other detail has been 

carefully planned and accounted for. It must be made an integral part of any planning process, ecause the 

success or failure of every organizational activity is ultimately determined by the abilities of the 

employees. (Wentland, 2007). Studies have shownthat training lead to maintaining the continuity and 

Surviving of the organizations. “A3-yearstudyin Singaporehave shown that17%of commercial and 

industrialcompanieshavegone bankruptin thiscountry where less than 1% of these companies were those 
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that had been held training courses for their employees” (Nouri, 2010, p. 13). The considerable point is 

that designing andexecuting oftraining programs merely can't help the organization to reach its goals but 

if we want to the result lead to fulfill the current needs, training should be based on scientific principles 

and methods (Abbasian, 2006). Employee training models such as content – context – co-structure (3C), 

function–process–systemic & structural pathology model, development R & D units model -as a guide- 

ISO standards such as ISO10015, have a critical importance in organizations. 

 

Background of the study 

In the third millennium one of the major challenges for organizations is competition for obtaining 

expensive assets. Human resource in this regard is the most important sources, according to Andrew 

Mayo; human capital (the valueof experience,loyalty,knowledge and employee participation) is the most 

important part of intangible assets (Cartwright, 2011). “Sublime organizations provide learning 

opportunities and personal, group and organizational development in line with organization's goals and 

strategies. These organizations by using developmental programs make sure of fitting between 

Knowledge, skills and abilities of their human resources with requirements needed by the organization” 

(Ghilichkhani, 2007, p. 205). According to Harbinson, human resourcesConstitutes the foundation of 

nations' wealth and each country thatfailsto developthe skills andknowledge of hispeople and also can't 

profit them effectively in the national development would not beable to develop anythingelse 

(Mohammadi, 2004). So HR management - as theprocess ofrecruiting, training, 

placementandmaintenancetalentedworkforce in order to achieving thegoals,missions andstrategiesof the 

organization (Verheul, 2002, p440) – is very important. According to Jazani (2009, as quoted by Singer, 

1990) trainingand developmentareamongthe important functions ofHR management (Jazani. 2009, p. 31). 

Developingand enhancinghumanwork capacitythrough trainingisan important part ofhuman 

resourcemanagement tasks (Dolan & Schuler, 1987). The Society for Human Resource Management has 

described 6 main functions for HRmanagement that one of them is HR development (Byars& Rue, 2008). 

Severaldefinitionsof employees training attained including “emphasis onacquiring motor skills and 

offering simple methods that develop and promote employee ability to work” (Rebore, 2001, p. 171).  

Considered training in this study is employees or occupational training that is distinct from conventional 

education; andmeans toprovideinformation and Instructions for employees in a planned and structured 

manner, aimed at specific learning and dominant in a particulartask inrelation toorganizationneeds 

andgoals which mustlead topermanentbehavioral changeand measurable improve in 

employeejobperformance. In employees development emphasisis on positions that will be grantedto the 

employeesin the future and the employees need to have greater and widerskills to attain that positions 

(Dessler, 2004, p.14). Anotherdefinitionofdevelopment has been suggested by Lee (2007), according to 

Lee, “development defined as naturalprocess of occupational development in which employees gradually 

taking self-confidence, achievingnewapproaches, increase in knowledge and discoveringnew methods” 

(Lee, 1997). In author opinion, development has a wider meaning than training and includes formalon-

the-organizationtraining, learning experiencesdue tojob rotation, promotion, etc… and even off-the-

organization programs related to employees job. Development isn't specific to particular division or level 

of the organization but it's related to awide rangeof essentialskills and concepts in order to developing and 

promoting individuals in organization.  Finally,developmentpredisposes employees'progressin the 

individual, occupational and organizational context and tries to confront with employees obsolescence, 

Structural changes in the workforce, technological changes and employeeturnover (Jazani, 2009). There 

are severalmodelsforemployee training such as: systematic model, transitional model, national in-serving 
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training model, individual-based in-service training model, in-service training as consultancy, increased 

effectiveness model, continuous development model, flexible model, Ashridge Model (Fathi&Ojargah, 

2008, Chapter Four). ). There are also severalmodelsforemployee development such as: a narrow T 

model, a wide T model, an I model, a Y- model (Cartwright, 2011). Since the subject of this study is 

auditing of HR training and development activities In National Iranian Gas Company, so 

auditactivityshouldbementioned. Audit is a systematicand independentactivity toevaluate theperformance 

of the system in order to ensure adaptation between activitiesaffectingquality with plannedarrangements. 

Audit is a random-check activity (Saemian, 2005). Because the Audit criteria in this study is 

documentationsand requirements ofInternationalStandardISO10015 training, to obtain 

accurateauditfindings should provide professional training with an emphasis on ISO10015 audit 

(Saemian, 2005). 

 

Training process model based on ISO10015:1999 standard 

Training process implies that regularstyle ofdoingworks and refersto thesequence 

ofstepsandelementsthatleadtoa specificgoal oroutcome (Alaghe-band, 2000, p. 10-11). This process 

defined as training cycle in ISO10015:1999 standard and the diagramare depictedinfigure1. 

 

Figure 1: training cycle (Khorasani&GharajDonyavi, 2007, p.8) 

 

 

 

 

 

 

 

Asshowninfigure 1, the outputof eachstage, well be theinput of next stage and each stage is connected to 

the next input and output relations. 

 

Training assessment 

“Training assessment is a processto gather informationabout practical and received trainingneed that will 

befixes afteridentifyingthroughtraining” (Barbazette, 2005, p.6). Training assessment defined as identify the 

needs (the gap between "what is" and"what should be")and rankedthemin order of preference and choose the 

needsthat should bereducedoreliminated (Abbas-Zadegan&Tork-Zadeh, 2009, p. 65). “This stage should be 

used for a) Determinethe gap betweenexistingcompetenciesand expectedcompetence b) 

Determinetrainingneedsforemployees that their existingcompetencies doesn't match with their 

expectedcompetencies fortheirwork c) Instructional designoftraining needs, inthis regard itshouldbe specified 

does the gap betweenexistingcompetencies can be reduced through training with expected competencies or 

other activities are required. The existinggapshouldbe analyzed” (Khorasani & Gharaj Donyavi, 2007, p.10). 
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Designing and Planning Training 

Instructional design that -deals with quality of providestrainingopportunities in order to achieve the learning- 

has a great importance in the organization, in so far some of people believed that instruction design is the 

heart of training process (Ford, 2005). Fundamentally design is a rational, logical and sequential process to 

solve the problems and so we can see the design process as a problem-solving process (bilton, 2005). 

Designingthe training system is a systematicandholistic process to analysis, design, development and 

evaluation of a comprehensive training system (Moallem, 2006). Design andplanningstage is the basis of 

training program. This stage includesthe following items: a) Designand planningactions 

thatshouldbedonetoaddressthecompetencygaps b) determinecriteria for evaluatingthe trainingresultsand 

supervision to training c) Determine the limitation that causesnotmeet plans and programs d) Listing the 

training methods and their selection criteria e) Determine the features of training program f) Selecting the 

trainingContractor. 

Execute training program 

Training contractor has a responsibility to execute all specified activities to provide training in the 

training programs features. However, the role of the organization in supportand facilitiesthe training in 

addition to providing the necessary resources to ensuring use of contractor's training services may 

beinclude: 

a)Supporting trainer and trainee b) supervising on quality of trainee  

Evaluating the training programs 

According to Bibay (1987) evaluation is systematiccollection andinterpretation process of evidence that 

ultimately lead to a value judgment with an expectation to a specific action (Wolf, 2004). The purpose of 

theevaluation is confirmed that both organizational and training goals are met; it means the training has 

been effective. Evaluations should be both short-term and long-term; in short-term training we should 

take a feedback of trainee about training methods, utilized sources and acquired knowledge & skills 

through training. In long-term training we should evaluate trainee's job performance and productivity 

improvement. Evaluation should be done based on determined standards, evaluation must be includes 

gathering the data and preparing evaluationreport where input is used for monitoring the training process 

(Khorasani&GharajDonyavi, 2007, p.17).  

Monitoring andimproving the trainingprocess 

“Monitoring means regularobservingand recordingactivitiesina project orprogram that is actuallya 

continuousprocessof collectinginformation on allaspects oftheproject/program»(Bartel,2007). 

Monitoringinvolvesreviewingalltraining processin each of thefour stages. Monitoringshould 

beconductedby qualifiedpersonnelin accordance withthe documentary procedures of organization. If 

possible, the entities must be independent of the business areas in which they work directly. 

Empiricalbasics ofResearch(Internal Investigations) 

Pouya(2009) duringan research, investigatedaudit of Khuzestan Steel's training department based on 

ISO10015international Standard trainingdocumentation,  accordingly thecontradictionsinthetraining 
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processandtherequirements of the standardwere detected. Most of the inconsistencies were observedin 

thefield ofdesign, execution and evaluation and withthedeadlineforre-monitoring procedures, corrective 

actionswereexecuted. Khorasani, (2001)  in an study, which lasted for a period of eighteen months for 

establishment ofISO10015, IMS,ISO2000-9001inHR unit -related training and equippingthe 

NationalIranian CopperIndustries Company, performed the Internal AuditDepartmentof training for 

mentioned company based on check list oftheISO10015. The results suggest the contradictions involves a 

lack of policy statements of qualitative and training, theexecution andmonitoringof training indicators, 

shortcomings in thetraining assessmentprocessand effectiveness andthings likethat. Eydi, Nikzad and 

Khorasani(2011) in aresearchentitled "Development oftraining strategiesaccording to 

theISO10015international standard,PMO" tried to identify the PMO organization's training strategy by the 

components of the training processof the ISO10015 international standard and with the application model 

SWAT. Identify opportunities and threats  to  the training system. Identifythe strengths and weaknesses of 

the training system, High priority strategies identified in the PMO; identify status of the training system in 

the matrix, SPACE (Korasani, Abasalt, Eydi and Nikzad, 2011). Hajihoseini(2008)ina 

studytitled:”evaluation of training system of JABVN Company based onISO10015 training standard”, 

evaluated training statusof the mentioned company.This issue was also identifiedin the analysis 

ofstandard components so some of the major categories of standard such as: competencies development 

process, training  assessment  and designing and planning training in the mentioned training systemis 

more important and is executed more correct and Some standard processes, such as performance, 

providingtraining, monitoring and recoveryhas remainedweakerand unknown. At this 

stageofthefieldresearchand analysisto operate;weaknesses inthe systemofinternational standardknown 

asISO 10015, and recommendationsto addressdeficienciesinthe systemare presented. 

Saemian(2008)duringa project, a comprehensive training systeminthenation's banks was established based 

on ISO10015, in this regard inconsistencies between the Department of Training Organization 

Standard10015 and  analysis of the incidence of these inconsistencies was determined also corrective 

actions to eliminate thenon-compliance and executea comprehensive training system was based on the 

standard and Finally, with respect to indicators of training quality assurance standards, received 

certification from the international Standardization Organization. 

Empiricalbasics ofResearch(International Studies) 

Johnson(2002)describedthehistoryof the standard execution 10015 which in SwedeninMay 2000, was 

translatedintoSwedish and English, he believes that it has gained acceptance more than expected and 

withinsevenmonths,theprogressachievedis10%higher thanother same level standards such as ISO9001 

series of standards. Vlkva(2002)argues thataccordingto the documents,theRussiaof1997,even 

beforeitreaches itsfinalstage ofstandardizationhasbegun toexecutethat and itis alwaysupdatedastool 

fordevelopment oftrainingmanagementorganizations because they know 10015 standards has potentially 

participatory capability. The goals thathavebeen achievedas a result oftheapplication of thesestandardsin 

Russiaare: improve the quality ofthe labor forcein Russia,provide services as the basis for creating the 

foundation for virtualization standards to providesupportforworkforcetraining until leadtogreaterjob. The 

Ohio StateUniversityteachingmanagement system has integrated ISO10015quality requirementsrelated 

totraining standard with thebestknown methodsin thefield ofhuman resource development.This training 

system has provided strong process in field of effective and efficient development of training schemes 

whichincludessix processes thatoutputsfor eachstageis marked. Theproposedsystem has been proposed an 

appropriateprocedureto executethis standard. 
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Theoretical Foundations of research 

Trainingand developmentof human resources and its auditarepriorities of any 

organizationanditshouldbebased onappropriate operationalmodel. ISO10015International 

Standardtrainingwithcomprehensiveview and special flexibilitysomehow is managedtocover all 

thevariablesin thetrainingprocess models and gives a comprehensivemodels to the training experts. 

ISO10015witha distinctive anduniquecharacteristicslike: monitoringinother partsofthetraining process, 

keeping recordsofactivities, outputsdocumentingeachtrainingcycle, theevaluationofbothshort and long 

term...It isimportant. Inaddition,this standardwas adoptedin 1999 and wasreapprovedwith avote 

of85countries around the worldinthe 2005's totrain employeesthatcould bea valid reasonfor choosingthis 

standardfor certificationtrainingoffered by theNational Iranian Gas Companyinthis study. Consistencies 

and inconsistencies of these trainings in the five-phase training cycle, achieved based on these standards 

by the analysis of the data obtained. Directorof National Iranian GasCompanyshouldeliminatecracks 

andconflicts and not onlymaintain their competitive advantagein thenational and internationalarena, but 

increase. 

Figure 2: Proposed model 
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Evaluation the process of employees training in the National Iranian Gas Company and identification of 
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Special purpose: 

1) Investigation ofthe training assessment Component in the process of employees training in the 

National Iranian Gas Company according toISO10015:1999 standardmodeland identifying 

pointsthat is necessaryto improve and reform training assessmentprocess.  

2) Investigation of designingand training planningcomponent in process of employees training and 

development in the National Iranian Gas Company according toISO10015:1999 

standardmodeland identifying pointsthat is necessaryto improve and reform of Designand 

Training Planning.  

3) Investigation of training executing component in process of employees training and development 

in the National Iranian Gas Company based on ISO10015:1999 standardmodeland identifying 

pointsthat is necessaryto improve and reform of training executing. 

4) Investigation of valuation component in process of employees training and development in the 

National Iranian Gas Company based on ISO10015:1999 standardmodeland identifying 

pointsthat is necessaryto improve and reform training valuation.  

5) Investigation of monitoring component in process of employees training and development in the 

National Iranian Gas Company based on ISO10015:1999 standardmodeland identifying 

pointsthat is necessaryto improve and reform training monitoring.  

6)  Recognizingdifferencesor no differencesinthe viewsof respondentsin terms ofdemographic 

variables(training, organizational position, work experience) than consistencies or inconsistencies 

trainingprovided in the National Iranian Gas Company with the requirements and documentation 

of ISO 10015 international training standard. 

 

Research methods 

In terms ofpurpose the present study is an applied research. On the other hand this study investigates 

the training and developing programs In National Iranian Gas Company and also gathered data is for 

reply tocurrentquestions, so in terms of method this study is a descriptive research. 

 

Statistical population 

In this study statistical population is all the training and developing process practitioners and overseers of 

the National Iranian GasCompany that includes: NIGC's stafftraining managersand experts (N=20), 

provincialGasCompanies' managersand experts (N= 28), Operational Areasof Gas Transmission's 

managersand experts (N=10), Gas Refinerycompanies'managers and bosses (N=8), Natural 

GasStorageCompany (N=1), Non-industrialservices company (N=1), Iranian GasTransmission Company 

(N=1), GasEngineering and Development Company (N=1), StaffTraining Center (N=1), and HSE (N=1) 

and Total population (N=72). 
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Stratifiedrandomsampling method in this study was used, todeterminethesample size Morgan table has 

been used and thento determine the number ofeach subgroup ratio and proportion was used. Based onthe 

table, the sample size for N=72 statistical population is N=59. It should be notedthat number of 12 

samples were used to estimate reliability and this number of samples were notusedinthe final analysis so 

sample size after estimating reliability were N=47 and can be said response ratehas been80%. 

Measures 

Researcher-made questionnairewith fourseparate sections includes: a) Introduction of questionnaire in 

which it was expressed the purpose ofthe study, instructionson howto completethe questionnaire and how 

to return it. b) Personal Information, that was set based on three demographic variables include: 

education, career position and tenure c) definitionsandterminology, forclarification ofconceptsand 

termsinthe questionnaire and d) main questionnaire text that has 70 items and designed based on main text 

of ISO10015. In this study to ensure from validity original text ISO10015:1999standard has been referred 

and the items matched with those. Also items have been confirmed by supervisors, advisors and other 

experts. Alsoto achievecontent validity, the expressions has been used that was in the area of respondent 

expertise and in addition, a numberof termsareoperationallydefined. In terms of face validity, all of the 

items measured the same ISO10015:1999 points. In this study to estimate reliability, Cronbach Alfa was 

utilized. At first reliability of each component separately estimated with using SPSS version 16 (training 

assessment 0.785, designingand planningthe training 0.877, execute the training 0.842, training evaluation 

0.983 and monitoring 0.991) and then overallreliabilitywas estimated that is equals to 0.962. To analyze 

the data in this study bothdescriptiveandinferential statisticshave been applied. Descriptive statistic 

methods include: preparing and arranging table of frequency distribution and charting central tendency 

parameters (mode, median and mean) and dispersion parameters (range, quartile deviation, variance and 

standard deviation) given that theresearchwas conductedin thebehavioral sciences and the 

questionnairewas designedin the Likert form, we use interval scale sothe meanis usedas an indicator 

ofcentral tendency. In the inferential statistic section some important points is considered. We used 

parametricstatisticalmodelsbecause ofourcentralindexisthemean. Our intentioninthis study was comparing 

the existing reality of training and developing process among employees of National Iranian Gas 

Company (empirical data) with features of employees training and developing according tothe 

ISO10015standardmodel (theoretical data). Thereforeappropriate statisticalmodelfor this study was one 

samplet-test withtheaverage. Also, one way ANOVA testandTukey'stestwas used. According to 

thismodel, adaptation andfitofeachcomponent ofthe training and developing processis measured with 

training and developing process components that is exist in ISO10015 standard model among employees 

of National Iranian Gas Company.  

Results  

Overall research question: What are consistencies and inconsistencies of existing employees training 

process in NIGC with requirements anddocumentation of training ISO10015:1999 standard and what are 

the necessary points to improve it in NIGC employees? 
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Table 1: Inferential analysis of ISO10015:1999 international standard training process 

 
 

Whit consideringinferentialanalysis of training process, in National Iranian Gas Company, we found out 

four from five stages and circles include: training assessment, designingand planningtraining, executing 

training and training evaluation had good and satisfactory conditions based on ISO10015:1999 butthe 

views ofrespondentswasn't similar tothe previousstages about thefifth stage -monitor anddevelop 

thetrainingprocess- so National Iranian Gas Companymustincreases itscapabilitiesinthis section and seeks 

opportunities to improve it based on ISO10015:1999 standard (Table 1). 

Table 2: Descriptive statistic of training process 

 

Training process 
N M SD SE 

40 3.634 .475 .075 

To analysis training process based on inferential statistic and one sample t-test statistical model we used 

COMPUTE command in SPSS software and, the amounts of five components (training assessment, 

designingand planningtraining, executing training, training evaluation, monitoring and developing 

training, namely items listed in Table 1) wereintegrated to calculate the training process and a new 

variable crated that identified as Training Process and its analysis has shown in Tables 2 and 3. According 

to the Table, empirical mean was (3.63). Standard deviation (0.475), T amount (8.447), theoretical mean 

(3.00), the mean difference between empirical and theoretical means (0.634) and significance level was 

(p= 0.000). Since significance level was less than 0.05 so null hypothesis was rejected and mustbe 

acknowledgedthat the difference between means (0.634) was significant. Because this difference is 

positive we can conclude that training process was consistent with training process cycle criteria of 

ISO10015:1999 international standard (Table 3). 
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1
st
 research question: What are consistencies and inconsistencies of training assessment component with 

requirements anddocumentation of training ISO10015:1999 standard and what are the necessary points to 

improve it in NIGC employees?  

Table 4: Inferential analysis of ISO10015:1999 international standard for training assessment 

 

Table 5: Descriptive statistic of training assessment 

 

Training assessment 
N M SD SE 

40 3.633 .512 .080 

 

Table 6: one sample t-test of NIGC's training assessment  

 Theoretical mean = 3 

Training assessment T DF Sig Means difference 
95% Confidence interval 

LL UL 

7.818 39 .000 .632 .469 .796 

 

To analysis training assessment component based on inferential statistic and one sample t-test statistical 

model we used COMPUTE command in SPSS software (Momeni, 2008, p. 17) and to calculate the 

training assessment component the amounts of the first 22 items (namely items listed in Table 4) 
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wereintegrated and a new variable crated that identified as training assessment and its analysis has shown 

in Tables 5 and 6. According to the Table, empirical mean was (3.63), standard deviation (0.512), T 

amount (7.818), theoretical mean (3.00), the mean difference between empirical and theoretical means 

(0.632) and significance level was (p= 0.000). Since significance level was less than 0.05 so null 

hypothesis was rejected and mustbe acknowledgedthat the difference between means (0.632) was 

significant. Because this difference is positive we can conclude that training assessment that is first cycle 

of training process was consistent with training process criteria of ISO10015:1999 international standard. 

2
nd

 research question: What are consistencies and inconsistencies of designingand planning training 

component with requirements anddocumentation of training ISO10015:1999 standard and what are the 

necessary points to improve it in NIGC employees?     

Table 7: Inferential analysis of ISO10015:1999 international standard for designing and planning training 

 

According totable 7 that has been derived from SPSS, it is clear that significant level was less than 0.05 in 

all of designing and planning training items, so null hypothesis has been rejected and this indicate that 

there is significant differencebetweenempirical and theoretical means and because the differences between 

empirical and theoretical means has been positive in this items, we can conclude that of the National Iranian 

Gas Company respondent's view, trainingunits has a good condition in this items and is consistent with 

ISO10015:1999 standard criteria. 

Table 8: Descriptive statistic of training designing 
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Table 9: one sample t-test of NIGC's training designing  

 Theoretical mean = 3 

Training designing T DF Sig Means difference 
95% Confidence interval 

LL UL 

13.624 39 .000 .981 .835 1.127 

 

To analysis designing and planning training component based on inferential statistic and one sample t-test 

statistical model we used COMPUTE command in SPSS software and to calculate the designing and 

planning training component the amounts of the second 19 items (namely items listed in Table 7) 

wereintegrated and a new variable crated that identified as designing and planning training that its 

analysis has shown in Tables 8 and 9. According to the Table, empirical mean was (3.98), standard 

deviation (0.455), T amount (13.624), theoretical mean (3.00), the mean difference between empirical and 

theoretical means (0.981) and significance level was (p= 0.000). Since significance level was less than 

0.05 so null hypothesis was rejected and mustbe acknowledgedthat the difference between means (0.981) 

was significant. Because this difference is positive we can conclude that designing and planning training 

component that is second cycle of training process was consistent with training process criteria of 

ISO10015:1999 international standard. 

3
nd

 research question:What are appropriate points to adjust and improve execute training and developing 

process based on ISO10015:1999 standard model in NIGC employees?    

Table 10: Inferential analysis of ISO10015:1999 international standard for training executing 

 

According totable 10 that has been derived from SPSS, it is clear that significant level was less than 0.05 

in all of execute the training items, so null hypothesis has been rejected and this indicate that there is 

significant differencebetweenempirical and theoretical means and because the differences between empirical 

and theoretical means has been positive in this items, we can conclude that of the National Iranian Gas 

Company respondent's view, trainingunits has a good condition in this items and is consistent with 

ISO10015:1999 standard criteria. 

row variable N SD DF T 
E 

mean 

T 

mean 

Difference 

between means 
Sig appropriateness 

3-1 
Providing appropriate 

information 
40 .800 39 7.706 3.98 3 .975 .000 Appropriate 

3-2 Informing trainees 40 .841 39 4.511 3.60 3 .600 .000 Appropriate 

3-3 
Concerning to trainer and 

trainee relations 
40 1.047 39 4.076 3.68 3 .675 .000 Appropriate 

3-4 Providing equipment… 40 .736 39 11.608 4.35 3 1.350 .000 Appropriate 

3-5 Providing opportunities 40 .847 39 3.732 3.50 3 .500 .001 Appropriate 

3-6 Opportunities for feedback 40 .982 39 3.865 3.60 3 .600 .000 Appropriate 

3-7 
Receive feedback from 

trainees 
40 .900 39 7.729 4.10 3 1.100 .000 Appropriate 

3-8 
Receive feedback from 

trainers 
40 1.000 39 4.903 3.78 3 .775 .000 Appropriate 

3-9 
Providing feedback to 

managers and employees 
40 .859 39 4.970 3.68 3 .675 .000 Appropriate 

Training executing 40 .521 39 9.767 3.80 3 .805 .000 Appropriate 
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Table 11: Descriptive statistic of training executing 

 

 

 

 

 

 

 

To analysis execute the training component based on inferential statistic and one sample t-test statistical 

model we used COMPUTE command in SPSS software and to calculate execute the training 

component the amounts of the third 9 items (namely items listed in Table 10) wereintegrated and a new 

variable crated that identified as execute the training. Its analysis has shown in Tables 11 and 12. 

According to the Table, empirical mean was (3.80), standard deviation (0. 521), T amount (9.767), 

theoretical mean (3.00), the mean difference between empirical and theoretical means (0.805) and 

significance level was (p= 0.000). Since significance level was less than 0.05 so null hypothesis was 

rejected and mustbe acknowledgedthat the difference between means (0.805) was significant. Because 

this difference is positive we can conclude that execute the training component that is third cycle of 

training process was consistent with training process criteria of ISO10015:1999 international standard. 

4
th

 research question: What are appropriate points to adjust and improve training and developing 

process evaluation based on ISO10015:1999 standard model in NIGC employees?  

Table 13: Inferential analysis of ISO10015:1999 international standard for training evaluation 

4-6 
Placingtraining needs' 

specificationin evaluation 
40 .871 39 .726 3.10 3 .100 .472 Improvable 

4-7 
Referring to evaluation 

criteria in report 
40 .920 39 1.548 3.22 3 .225 .130 Improvable 

4-8 Concerning to data in report 40 .778 39 3.252 3.40 3 .400 .002 Appropriate 

4-9 
Concerning to training costs 

in report 
40 .975 39 2.270 3.35 3 .350 .029 Appropriate 

4-10 
Placing conclusion in 

evaluation report 
40 .982 39 2.576 3.40 3 .400 .014 Appropriate 

4-11 
Documenting the training 

process in training records 
40 1.061 39 6.259 4.05 3 1.050 .000 Appropriate 

Training evaluation 40 .632 39 3.886 3.38 3 .388 .000 Appropriate 

Training executing 
N M SD SE 

40 3.805 .521 .082 

Table 12: one sample t-test of NIGC's training executing  

 Theoretical mean = 3 

Training executing 
T DF Sig Means difference 

95% Confidence interval 

LL UL 

9.767 39 .000 .805 .638 .972 

Row Variable N SD DF T 
E 

mean 

T 

mean 

Difference 

between means 
Sig appropriateness 

4-1 
Amount of achieving the 

organizational goals 
40 .992 39 4.462 3.70 3 .700 .000 Appropriate 

4-2 
Evaluating the specification 

for training needs 
40 .987 39 3.044 3.48 3 .475 .004 Appropriate 

4-3 
Importance of trainees 

performance 
40 .816 39 3.681 3.48 3 .475 .001 Appropriate 

4-4 
Concerning to evaluation of 

training course in short-term 
40 .981 39 1.612 3.25 3 .250 .115 Improvable 

4-5 
Concerning to evaluation of 

training course in long-term 
40 1.099 39 -.863 2.85 3 -.150 .393 Improvable 
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According totable 13 that has been derived from SPSS, it is clear that in 4-1 to 4-3 and 4-8 to 4-11 rows, 

related to execute training component, significant level was less than 0.05 so null hypothesis has been 

rejected. This issue indicates that in this items there is significant differencebetweenempirical and 

theoretical means and because the differences between empirical and theoretical means has been positive, 

it means the acquired mean is larger than the theoretical mean, we can conclude that of the National 

Iranian Gas Company respondent's view, trainingunits has a good condition in this items and is consistent 

with ISO10015:1999 standard criteria but in 4-4 to 4-7 rows null hypothesis has been confirmed because 

significant level was largerthan 0.05 that it means the difference between means is not truth so we can 

account them as improvable points. 

Table 14: Descriptive statistic of training evaluation 

 

 

 

 

Table 15: one sample t-test of NIGC's training evaluation 

 Theoretical mean = 3 

Training evaluation 
T DF Sig Means difference 

95% Confidence interval 

LL UL 

3.886 39 .000 .388 .186 .590 

 

To analysis training evaluation component based on inferential statistic and one sample t-test statistical 

model we used COMPUTE command in SPSS software and to calculate training evaluation component 

the amounts of the fourth 11 items (namely items listed in Table 13) wereintegrated and a new variable 

crated that identified as training evaluation. Its analysis has shown in Tables 14 and 15. According to the 

Table, empirical mean was (3.38), standard deviation (0. 632), T amount (3.886), theoretical mean (3.00), 

the mean difference between empirical and theoretical means (0.388) and significance level was (p= 

0.000). Since significance level was less than 0.05 so null hypothesis was rejected and mustbe 

acknowledgedthat the difference between means (0.388) was significant. Because this difference is 

positive we can conclude that training evaluation component that is fourth cycle of training process was 

consistent with training process criteria of ISO10015:1999 international standard. 

5
th

 research question:What are appropriate points to adjust and improve monitoring training and 

developing process based on ISO10015:1999 standard model in NIGC employees?  

 

 

 

 

 

Training evaluation 
N M SD SE 

40 3.388 .632 .100 
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Table 16: Inferential analysis of ISO10015:1999 international standard for training monitoring 

 

According totable 16 that has been derived from SPSS, it is clear that in 5-1 and 5-6 to 5-9 rows, related 

to training monitoring component, significant level was less than 0.05 so null hypothesis has been 

rejected. This issue indicates that in this items there is significant differencebetweenempirical and 

theoretical means and because the differences between empirical and theoretical means has been positive, 

it means the acquired mean is larger than the theoretical mean, we can conclude that of the National 

Iranian Gas Company respondent's view, trainingunits has a good condition in this items and is consistent 

with ISO10015:1999 standard criteria but in 5-2 to 5-5 rows null hypothesis has been confirmed because 

significant level was largerthan 0.05 that it means the difference between means is not truth so we can 

account them as improvable points. 

Table 17: Descriptive statistic of training monitoring 

 

 

 

 

 

 

 

To analysis trainingmonitoring component based on inferential statistic and one sample t-test statistical 

model we used COMPUTE command in SPSS software and to calculate trainingmonitoring component 

the amounts of the fifth 9 items (namely items listed in Table 16) wereintegrated and a new variable 

crated that identified as trainingmonitoring. Its analysis has shown in Tables 17 and 18. According to the 

row variable N SD DF T 
E 

mean 

T 

mean 

Difference 

between means 
Sig appropriateness 

5-1 
Use qualified personnel for 

monitoring 
40 .982 39 2.576 3.40 3 .400 .014 Appropriate 

5-2 
Conducting monitoring by 

consultation and.. 
40 1.006 39 1.571 3.25 3 .250 .124 Improvable 

5-3 
Referring to monitoring 

methods 
40 1.050 39 .151 3.02 3 .025 .881 Improvable 

5-4 
Monitoring input's  rate of 

records  
40 1.181 39 1.071 3.20 3 .200 .291 Improvable 

5-5 Monitoring coverage 40 1.083 39 1.022 3.18 3 .175 .313 Improvable 

5-6 
Unfolding amount of 

employees' competence 
40 1.037 39 3.356 3.55 3 .550 .002 Appropriate 

5-7 
Review of executive 

methods 
40 .810 39 3.122 3.40 3 .400 .003 Appropriate 

5-8 
Amount of corrective 

actions 
40 1.006 39 4.713 3.75 3 .750 .000 Appropriate 

5-9 
Maintaining the records of 

monitoring 
40 1.012 39 3.280 3.52 3 .525 .002 Appropriate 

Training monitoring 40 .830 39 2.770 3.363 3 .363 .009 Improvable 

Training  monitoring 
N M SD SE 

40 3.363 .830 .131 

Table 18: one sample t-test of NIGC's training monitoring  

 Theoretical mean = 3 

Training monitoring 
T DF Sig Means difference 

95% Confidence interval 

LL UL 

2.770 39 .009 .363 .098 .629 
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Table, empirical mean was (3.36), standard deviation (0. 830), T amount (2.770), theoretical mean (3.00), 

the mean difference between empirical and theoretical means (0.363) and significance level was (p= 

0.009). Since significance level was more than 0.05 so null hypothesis was confirmed and mustbe 

acknowledgedthat the difference between means (0.363) wasn't significant so we can account 

trainingmonitoring component of training and developing process cycle as improvable points in NIGC's 

training unit.  

6
th

 research question: Does exists any significant difference between respondents' views toward 

consistence or contradiction of offered training with requirements anddocumentation of ISO10015:1999 

standard based on demographic variables (education, career position and tenure) in NIGC. 

In terms ofeducation: review of the mean of individuals' views with different education about 

observance amount of requirements anddocumentation of ISO10015:1999 standard in NIGC's training 

unit indicate that individuals that had a doctorate degree with mean (3.40) also had been a more positive 

view about observance amount of requirements anddocumentation of ISO10015:1999 standard. The 

highestmean in the next level has been respectively related to individuals with associate degree (3.30), 

master's degree (3.19) and bachelor degree (2.96). Then in order to investigate if there is any significant 

difference between individuals view about observance amount of requirements anddocumentation of 

ISO10015:1999 standard in terms of education; ANOVA test was used for this purpose. The results of 

thistableshow that F was equals to (820.0) and significance level was equals to (0.492). Given that F 

amount wasn’t meaningful at 0.05 level so it can be said that there is no significant difference between 

respondents' view about observance amount of requirements anddocumentation of ISO10015:1999 

standard in terms of education. 

In terms of career position: review of the mean of individuals' views about observance amount of 

requirements anddocumentation of ISO10015:1999 standard in NIGC's training unit in terms of career 

position indicate that training experts (with mean 3.66)had been a more positive view about observance 

amount of requirements anddocumentation of ISO10015:1999 standard. The highestmean in the next 

level has been respectively related to training masters (3.22), training assistants (2.75) and training 

managers (2.10). Considering the result indicate that as individuals career position has promoted, their 

evaluation has reduced of using ISO10015 standard. Then in order to investigate if there is any significant 

difference between individuals view about observance amount of requirements anddocumentation of 

ISO10015:1999 standard in terms of career position, ANOVA test was used for this purpose. The results 

show that F was equals to (32.07) and significance level was equals to (0.001). Given that F amount was 

meaningful at 0.05 level, so it can be said that there is significant difference between respondents' view 

about observance amount of requirements anddocumentation of ISO10015:1999 standard in terms of 

career position, we use Tukeypost hoc test, to do pairwise comparison and to determine that 

meaningfulness of the results has been caused by the difference between which group of individuals. The 

result shows that the difference between training managers' view has been meaningful with other 

employees. Referring to descriptive statistic tablewe can realize that the mean of training managers' view 

has been less than the mean of other employees' view. So we can conclude that training managers 

believed that requirements anddocumentation of ISO10015:1999 standard has been less observed. Also 

there was a meaningful difference between training assistants' view with training masters and experts' 

view. Referring to descriptive statistic table shows that the mean of training assistants' view has been less 

than the mean of training masters and experts' view. Ultimately pairwise comparison wasn’t meaningful 
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between training masters' view with training experts' view. It means there is no significant difference 

between training masters' view with training experts' view about observance amount of requirements 

anddocumentation of ISO10015:1999 standard.    

In terms oftenure: review of the mean of individuals' views about observance amount of requirements 

anddocumentation of ISO10015:1999 standard in NIGC's training unit in terms of tenure indicate that 

employees with more than 20 years tenure (with mean 3.60)had been a more positive view about 

observance amount of requirements anddocumentation of ISO10015:1999 standard.The highestmean in 

the next level has been respectively related to individuals with 7 to 15 years (3.05), less than 7 years 

(2.90) and 15 to 20 years (2.46). Then in order to investigate if there is any significant difference between 

individuals view about observance amount of requirements anddocumentation of ISO10015:1999 

standard in terms of tenure, ANOVA test was used for this purpose. The results show that F was equals to 

(7.922) and significance level was equals to (0.001). Given that F amount was meaningful at 0.05 level, 

so it can be said that there is significant difference between respondents' view about observance amount 

of requirements anddocumentation of ISO10015:1999 standard in terms of tenure, we use Tukeypost hoc 

test, to do pairwise comparison and to determine that meaningfulness of the results has been caused by the 

difference between which group of individuals. The result shows that the difference between employees' 

view with more than 20 years tenure has been meaningful with other employees' view. Referring to 

descriptive statistic tableshows that the mean of employees' view with more than 20 years tenure has been 

more than the mean of other employees' view. In other words, employees with more than 20 years tenure 

believed that ISO10015:1999 standard has been more observed incomparison with otheremployees. Other 

pairwise comparison wasn’t meaningful. 

Conclusion 

Purpose of this studywas investigating the consistencies of organizational training with requirements of 

international training ISO10015:1999 stand in National Iranian Gas Company's training unit. So in this 

study we tried to investigating current situation in NIGC's employees training process with answering to 

an overall question and 6 sub questions at first and then its consistencies and inconsistencies explained in 

comparison to ISO10015 international training standard. Results of overall question in this study suggest 

that training process is consistent with training process cycle criteria of ISO10015:1999 international 

standard from NIGC's training managers and experts view. First sub question's result indicates that 

training assessment component that is first cycle of training process is consistent with training assessment 

criteria of ISO10015:1999 international standard from NIGC's training managers and experts view. Also 

second sub question's result shows that designing and planning training component that is second cycle of 

training process is consistent with designing and planningtraining criteria of ISO10015:1999 international 

standardfrom NIGC's training managers and experts view. Third sub question's result indicates that 

execute the training component that is third cycle of training process is consistent with execute the 

training criteria of ISO10015:1999 international standard from NIGC's training managers and experts 

view. Results of fourth sub question suggest that training evaluation component that is fourth cycle of 

training process is consistent with training evaluation criteria of ISO10015:1999 international standard 

from NIGC's training managers and experts view.The fifth sub question's analysis indicate that we can 

account trainingmonitoring and developing component of training process cycle as improvable 

component from NIGC's training managers and experts view. In terms of education the sixth sub 

question's analysis shows that there is no significant difference among therespondents'view with different 
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education. Also in terms of career position variable there is a significant difference among 

therespondents'view with different career position. Tukey post-hoc test's result shows that the difference 

between training managers with other employees is meaningful. There is a significant difference between 

training assistants with training masters and experts. Also there is no significant difference between 

training masters and training experts. In terms of tenure result also shows that there is a significant 

difference between employees with different tenure'sview. Tukey post-hoc test's result shows that there is 

a significant difference between employees with more than 20 years tenure'sview with other employees. 

Other pairwise comparison wasn’t meaningful.  

According to these results, we have some recommendation to NIGC's training unit and its senior 

managers, inorder toimproveemployees training conditions; 

1) Personnel rotation; In the case oftemporaryemployeespositivedisplacement should be done based 

on competence andseasonal changes. 

2) Researching in the marketplace to determineorpredictthe newdemands ofcustomers. 

3) Any records that shows merit list of each employee be considered systematically and accurately 

4) To review the employees' competences, interviews, questionnaires, observation andgroup 

discussion techniques should be used.   

5) The solutions of competence differences should be identified by using the training or other 

actions in organization.    

6) To do evaluating the training results in short-term, received feedbacks of trainees should be 

concerned about training methods, resources, knowledge and skills that acquiring through training. 

7) Trainees' job performance and improve productivity should be concerned to do evaluating the 

training results in long-term. 

8) Featuresthe training needs should be concerned in evaluation reports. 

9) Evaluation criteria, descriptionofresources,methods and schedule should be concerned in 

evaluation reports. 

10) Counselinganddata collection methods should be used in monitoring. 

11) Monitoring methods should be mentioned in the stage of determining training program's features 

in assessment section. 

12) All records related to all training process's phrases-assessment, planning, executing and 

evaluating- should be mentioned as monitoring phrase's input. 

13) Monitoring should cover all training process-all phrases- and doesn't be limited to only one 

phrase. 

Executivesuggestions to NIGC's training unit 

1- Instruct the requirements and ISO10015:1999 international training standard document to training 

managers and experts of all refinement, transmission and other NIGC's units. 

2- Trying toestablish ISO10015:1999 international training standard in NIGC. 

3- Conductingannualaudit of training courses according to ISO10015:1999 international training 

standard. 

4- To resolve NIGC's training process discrepanciesidentified with ISO10015:1999 international 

training standard, NIGC can execute recommendations that provided in thisstudy. 
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5-   If NIGC can establish and execute ISO10015:1999 international training standard and conduct 

required audit so it can receive certification of this standard for its employees' training system. 
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