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Abstract

Purpose: The purpose of this study was to design and validate a
model for improving in-service training of medical university staff.
Methodology: This research is an applied type of qualitative-
quantitative research. The study population consisted of 15 elites
who were selected through purposive sampling and in the
quantitative section of 380 persons by stratified random sampling
with proportional allocation among staff of Khuzestan University of
Medical Sciences. The data were collected through structured
interviews and a researcher-made questionnaire that was
implemented in qualitative and quantitative sections, respectively.
The findings showed that organizational development, role of
instructor, assigned tasks, professional skill, training facilities,
content, attitude to training, trust building, knowledge of elites and
experts were among the influential components in in-service
training.

Findings: Findings related to Structural Equation Technique using
pls software also showed that all the above-mentioned components
were significantly higher than the value of 1.96 at the significant
level of 0.95. In other words, these components are highly
influential in evaluating in-service education from the perspective
of course learners.

Conclusion: The findings also showed that the improvement of
in-service training evaluation system plays an important role in the
effectiveness of the workforce as well as the proper training of
human resources in the direction of achieving the goals of the
system of managers in the Medical Sciences University.
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1. Introduction

Training is aimed at inclusive development to enhance the competence of employees and to organize their
performance as an approach to enhance learning and develop individual skills in how to improve the
performance of the staff in future responsibilities (Snell & Jahanzeb, 2017). Successful training programs
emphasize the increased knowledge, expertise, and ability of the workforce in the organization (Jenabzadeh
and Ahmed Bashir, 2017). According to Selter, Grsel, Reinold, & Trempler (2015), one should not merely
restrict proper behavior during training, but also appropriate behavior after training and in the workplace.
Therefore, in-service training is one of the most effective tools recently "fully obsessed". The reason is that
the organization will never be prepared to deal with environmental changes that require capacity building and
capacity building to It can provide the right services for survival and sustainability in its business environment
(Kyule, 2017).

A positive view of human resources training and improvement programs depends on adopting a targeted
educational approach and paying attention to the evaluation of in-service education as one of the important
steps in education decision making. Assessment of educational effectiveness is also of great importance and
sensitivity, which, if applied in appropriate ways, will provide a more objective basis for planning (Jafarian,
Samieian & Azari, 2016). Managers look at how and how the in-service education system is valued to guide
forces on the path to excellence. Evaluating and monitoring in-service training courses provides useful
information for designing and reviewing any training system (Hojati et al., 2013).

However, the effectiveness of evaluation depends to a large extent on its validation because validation is
the only way to achieve quality assurance (Mojtaba Zadeh et al., 2016). According to the American
Psychological Association (2016), validation is a validation by which the performance of an educational
program or system can be assessed. From the perspective of the Western Association of School and College
Accreditation, the Accreditation Commission for Colleges and Universities of Higher Education,
accreditation means that all requirements regarding institutional capacity and educational effectiveness have
been met (WASC-ACSCU 2013). As such, accreditation is the concession granted to any higher education
institution for the purpose of meeting or exceeding the stated criteria of educational quality (Everest College
2016). Considering the many areas of medical careers in the universities and the need for skilled, creative and
committed individuals, it is important to improve the monitoring system and evaluate the quality of in-service
training and its validity. In the absence of such an achievement, achieving the educational and organizational
goals of medical universities will be problematic. This will not be very welcoming to the Higher Education
Organization space and will make its survival challenging. For this reason, evaluating the quality of in-service
training of staff will shape the conditions to place the institution in a purposeful and efficient way. Although
different models of in-service training such as SIP, Kirk Patrick, etc. have been developed by researchers such
as Dehghani et all (2015), Hame Moradi, Khorasani, and Fathi Wajaragah (2014), Jahan Tigh (2012),
Peirovian et all (2011), Rivera and Paradise (2006), Kerzner (2006), Winkel et all (2002), Comer (2002),
Hosseini and Rivera (2001) have been done, but given the vastness of organizations, the sheer volume of
specialized and specialized information, skills In particular, the improvement of the in-service training system
has become more and more significant. In addition, identifying strengths and weaknesses, identifying threats
and opportunities, and trying to improve the status quo and achieve a higher status than the tasks of
organizations, including universities and medical systems, requires improvement of the quality of ongoing
evaluation.

Ojiemhenkele (2014), using evaluation as a medication, evaluates it for in-service training, job
effectiveness and employee productivity, updating and upgrading skills and knowledge, enhancing
competence, confidence, and fostering a spirit of creativity in the workforce. It was important. Uysal (2012),
in spite of the positive attitude of the staff towards in-service training, identified specific limitations in the
planning conditions and evaluation stages and its impact on the working style of staff from future consequences
in the field of in-service training.
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Based on research conducted by Shoja et al. (2017), Abbasian, Salimi, Azin. (2008), Kyule (2017)
evaluation of staff training courses is very important. Kyule (2017), found that training helps employees
improve their job skills and have the capacity to accept new responsibilities. Training also helps employees
improve problem-solving skills, while promoting staff training courses. Deros et al. (2012) stated that the
implemented training programs have a positive effect on the organization and that the training programs are
appropriate in terms of the length of the courses and the appropriate course design (appropriate evaluation).
In addition, educational programs are appropriate for clear, clear and understandable educational pamphlets.

Broman & Karlsson (2014) stated in their findings that most in-service training respondents believed that
topics or topics covered in in-service training are useful, but that any training materials developed for the
course In-service training needs to be given more attention. In addition, the lack of professional trainers is
another issue for effective program execution. This demonstrates the effectiveness of instructors in in-service
training. Jahangir et al. (2012) found that there were significant changes in learners' perceptions between
pre-training and post-training. Okae-Anti (2007) found that in-service training affects staff performance in
terms of skills and knowledge. Rostami, Nasr Esfahani, Neyestani (2017) concluded that the quality of training
courses had a positive effect on enhancing acquired skills and increasing job knowledge and improving
employees' job behavior. Farhadi and Doshman ziari (2017) concluded that in-service training courses were
consistent with the educational content. Rahmatzehi et al. (2015) found that if in-service training is based on
staff pre-knowledge, attitude will be higher.

Nave Ebrahim and Majidi (2015) found that in-service training courses had a positive role in enhancing
the professional performance of employees and improving their job behavior. Yousefian and Alikhani (2015)
conclude that in-service education designers and designers should strive to tailor the course to its volume and
use new tools in its presentation. Mohammadi et al. (2014) found that in-service training should focus on job
performance and staff skills. Hojati et al (2013), concluded that in-service training courses increase
knowledge skills and make behavioral changes in learners. Danai and Ajili (2012) found that there is a positive
and significant relationship between the effectiveness of in-service training courses with content, clear goals
and topics, methods and means of training. Khorasani and Dosti (2011), found that designing and developing
training programs can solve employees' functional problems. Reza Zadeh Bahadoran et al. (2011) concluded
that in-service training is effective on staff performance. Hatami (2009) concluded that in-service training has
a positive effect on job behavior, skills, knowledge, and attitudes. Noor Alizadeh and Afrasiabi (2018) found
that in-service training leads to skills upgrading, service delivery, and improved accountability and increased
employee knowledge.

Based on the above, it is very important to improve the in-service training system of today's staff,
considering the organizational complexity of universities and the competitive and customer-oriented
environment. In-service training based on past patterns is done in a simple, sometimes "irregular" way, with
serious inefficiencies in the organizational performance of university staff that affects its competence. On the
other hand, since the improvement of in-service education evaluation system has not been carried out in
Khuzestan medical sciences universities, so this study aims to design and validate a model to improve the in-
service education evaluation system of Khuzestan medical sciences universities. An effective step in capturing
the minds of executives and practitioners working in these institutions. To become more aware of
organizational and environmental realities in order to understand them more, they will in turn be able to
develop their organizations' smart programs to achieve their goals as set out in the country's 20-year
development plan. At the end of the present study, we are investigating questions such as how to improve
the in-service training evaluation system for staff of Khuzestan University of Medical Sciences and the validity

of in-service training evaluation system.
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2. Methodology

The present study was an applied one and its method was based on the type and nature of this research on
designing and validating a model for improving the evaluation system of in-service training of medical
university staffs in a qualitative-quantitative approach. Therefore, as the research design is mixed, so the
research method is in two stages, in two stages; qualitatively, in content analysis, for designing the model,
and quantitatively in the field, using a questionnaire and surveying The comments and staff were studied.
According to the method of the present study, the study population was divided into two qualitative and
quantitative sections. Accordingly, the study population in the qualitative section consisted of 15 managers
and specialists with management and training experience in Khuzestan University of Medical Sciences who
had relatively long and long experience in Khuzestan University of Medical Sciences using sampling method.

Table 1. Characteristics of the interviewees in the qualitative section

Raw sex Field of Resume current job
Study

1 Male medical Head of Medical School - Head of Presidency of Medical Sciences University

Hospital

2 Male medical Head of Health Center Deputy of Education and Research

3 Male Education Hospital and medical emergencies  Director of Education and Postgraduate Affairs

4 Male medical The head of the hospital Head of Medical School

5 Male medical Head of University Health Staff University Human Resources Assistant

6 Male medical The head of the hospital Deputy of Medicine and Treatment

7 Female medical Head of Health Centers Vice chancellor for health, University of Medical

Sciences

8 Female Doctor of Head of School Head of Piraecus School of Medicine
Histology

9 Male Histology Assistant Professor Assistant Professor of Piraeus School of Medicine

10 Male medical Assistant to the hospital Deputy of Education, Faculty of Medicine

11 Male Doctor of Head of Training Vice President of Clinical Medical Education
Histology

12 Male medical University Management Assistant Head of Department of Medicine

13 Male medical Deputy Director of the Hospital Vice  Chancellor for Food and Drug

Administration

14 Male medical The head of the hospital Vice President of University Development

15 Male Doctor of  faculty member Director General of EDC Center of Medical
Histology Sciences

In the quantitative section, the statistical population of the study included 380 employees of Khuzestan
University of Medical Sciences using proportional stratified random sampling. The criterion for selecting
these people was their participation in in-service training classes at least once. The qualitative data gathering
tool consisted of structured interviews which consisted of 15 questions and were conducted in 45 to 60
minutes (duration of each interview). The researcher formulated the interview based on theoretical literature,
research findings, objective observations, and the views of experts and professors. Therefore, the overall
content of the interview has been in the field of concept and evaluation of in-service training, targeted training
implementation, training feedback, understanding of failure factors, environmental and content context of
training, staff selection, coaching skills and budget allocation. Also in the quantitative section, the data
collection tool included a questionnaire based on the findings of the interview in 57 questions and in a 7-point
range (completely "agree" - completely disagree). In the qualitative part of the research, the method used for
analyzing the interview was coded in three stages: 1. open coding, 2. axial coding, 3. selective coding.

Validation or review by the interviewees was used to validate and determine the terms used in the in-
service training focus and to improve its evaluation system. Accordingly, a number of interviewers were
asked to review the interview and express their views on the terms used (focus group). Given this, the validity
of the interview form was assured. The reliability between the two transition codes was also used to
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determine the reliability and norm of the interview. Accordingly, 5 interviews were selected from the total
number of available interviews, and then the code was collected in two stages, with the number of agreeing
codes and the number of non-agreeing codes being calculated and finally the percentages were calculated.
The total score was 0.84 and indicated high reliability of the interview.

In the quantitative section, after determining the validity and reliability of the questionnaire by a panel of
experts (supervisors and other faculty members), 5 individuals were selected for reliability. To do so, 30
legal questionnaires were reproduced and administered to the study population, who were staffed by
Khuzestan University of Medical Sciences, through direct referral. Then, to obtain the reliability of the data
obtained from the questionnaire, Cronbach's alpha coefficient was used using spss22 software. Based on this,
the value of 0.863 was determined and the reliability and completeness of the questionnaire was confirmed.

3. Findings

In order to investigate the proposed model for improving the in-service training system evaluation of the
staff of Khuzestan University of Medical Sciences, the data obtained from the interviews were coded using
three open, axial, selective coding methods to identify the main concepts and important components of the
generalization. Extract and discover the interviews. Based on the open coding, the key points and key
concepts were coded from the contents of the final interview file. On the basis of axial coding, those concepts
that were consistent with each other were arranged and communicated to cach other, and other extraneous
content was removed and systematically coded, its components and concepts based on selective coding. The
samples were identified and prepared as a whole. Accordingly, the concepts derived from the researchers'
studies and the final results of the qualitative data analysis (Table 3) are presented:

Table 2. Results of qualitative data analysis

The main category Subcategory Important concepts and phrases
Improving the evaluation Organizational Increase the individual and organizational capabilities of subsidiaries in the
system of in-service Development organization
training of employees the coach Improving the performance of different parts of the organization
Tasks assigned Creating healthy communications to achieve coordination across different
parts of the organization
Skill Commitment of employees to move toward the realization of organizational
goals
educational Strengthen the competitiveness and competitiveness of employees
facilities
Content Develop organizational performance by employing staff training in the
workplace
Attitude Create a non-sovereign environment in the organization
Trust building Ability to provide training coaches with responsiveness to staff
Knowledge Strong and experienced staff in decision making and selection of necessary

training staff

According to Table 2, it is observed that, after deletion and deletion of additional data by experts, a total
of 9 main components (organization maturity, coach, assigned tasks, skills, educational facilities, content,
attitude, confidence building, knowledge) And 56 attributes were determined. Accordingly, organizational
development (7 attributes), coach (10 attributes), assigned tasks (8 attributes), skills (2 attributes), training
facilities (10 attributes), content (10 attributes), attitude (2 attributes), Confidence building (5 traits),
knowledge (2 traits), were finally identified and based on this, the improvement model of the in-service
training evaluation system is presented as follows:
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- Scoring staff in the
training process

- Involvement of staff in
educational discussions
- Using a variety of
methods to encourage
staff in the training
process

- Using staff
suggestions and
criticisms in the
training process

- Providing training
certification to staff

- Develop targeted views
of trained staff on the
path to organizational
growth

- Change the attitude of
employees based on the
training  they  have

received

—

Volume 2, Number 2, 2019

Iranian journal of educational Sociology | 168

- Enhance applied knowledge to
enhance employee motivation

- Upgrading the knowledge and
science capacity of the staff

nal

Improving the
in-service

training
evaluation

system

facilities

- Effectiveness of
educational content tailored
to organizational needs

- Effectiveness of
educational content tailored
to staff tasks

- Enjoy educational content
from headings, sections and
more

- Developing educational
content according to the
skills required of the staff

- Fit between educational
content and staff education
level

- The content of the training
is consistent with the in-
service training objectives
of the organization

- Adjust training content to

improve employee
performance
- Provide educational

content that can solve
employee problems in the

organization

Developme

educational

Organizatio

Tasks
assigned

- Increase the individual
and organizational
capabilities of subsidiaries
in the organization

- Improving the
performance of different
parts of the organization

- Creating healthy
communications to
achieve coordination
across different parts of the
organization

- Commitment of
employees  to  move
toward the realization of
organizational goals

- Enhance  employee
competitiveness and
gcompetitiveness

- Correct editing of
training programs

- Identification of the
components needed by

- High capacity
building of staff

in the area of

i izational
the trainers for" staff organwatlona
s skills
training -~
- Consider the 1 | nhance
individual abilities of §1P ?XLL
; P creativity  and
staff in trammg courses ) 1Y
mnnovation

- Use of equipped
workshops

- Using the most
efficient teaching tools

- Using advanced in-
g

service training
evaluation systems

- Contro]]ing the
teaching hours
according to the
volume of materials
provided

- App]ying modern
teaching methods

- Adapt the learning
environment to the
needs and attitudes of

the staff

- Employees' ability
to modify
organizational
performance barriers
- Increase the
effectiveness of
employees across
multiple
organizational units

- Strengthening the
critical spirit of staff
in pcrforming their
assigned tasks

- Updating  staff
information on
assigned tasks

- Becoming more
knowledgeable about
the process of doing
staff work

- Change the behavior
of  employees in
performing assigned
tasks

- Staff readiness to
take on assigned tasks

A

- The ability of
instructors to respond
to staff

- Strong and
experienced staff in
decision making and
selection of necessary
training staff

- Expert, experienced,
experienced and
expert trainers

- Full academic
mastery of instructors
- Student-centered
teaching

- Ability of coaches to
influence staff in
training

- Using high quality
instructional and
leadership coaches

- Using experienced
and experienced in-
service trainers

- Selection of expert
trainers with the right
ability to hold training
classes

- High expression and
transfer power of

instructors
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Figure 1. reposed Model for Improving In-Service Training Evaluation System

To answer the question of improving the in-service training evaluation system, quantitative data was used
by a researcher-made questionnaire that measures the components of organizational development, skill,
attitude, knowledge, assigned tasks, facilities, content, coaching and trust building. puts. Accordingly, the
characteristics of the mentioned components using the t-student test are presented in Table 3:

Table 3. Results of the t-student test for examining the status of factors affecting the model of in-service training evaluation

Variable Mean SQ t sig Mean difference — -
minimum maximum
Organizational Development 5/26 0/820 30/047 0/001 1/263 1/181 1/346
Skill 5/23 1/258 19/139 0/001 1/236 1/109 1/362
Attitude 5/33 1/307 19/953 0/001 1/338 1/206 1/470
Knowledge 5/08 1/270 16/671 0/001 1/086 0/959 1/215
Tasks assigned 5/31 0/807 31/613 0/001 1/309 1/227 1/390
Content 5/21 0/655 35/914  0/001 1/207 1/141 1/273
the coach 5/16 0/613 36/831 0/001 1/157 1/096 1/219
educational facilities 5/27 0/653 37/923 0/001 1/269 1/204 1/335
Trust building 5/45 0/886 32/002 0/001 1/454 1/365 1/543

As can be seen in Table 3, the significance level of the test for all the variables is less than 0.05 and the
confidence interval is in the range of positive numbers. Therefore, the condition of these variables is desirable.
Considering the desirability of the research variables status, in this section, using pls software, the factors
affecting the improvement of in-service education system evaluation of staff of Khuzestan University of
Medical Sciences were investigated.
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Organizational

Development

0.372

Tasks

assigned

In-service
training
evaluation

Trust
building

educational

facilities

Figure 2. Standard Path Coefficients of the Conceptual Research Model

Numbers written on paths display path coefficients. The significance of the path coefficients was calculated
using bootstrap method. If the t-student test values are greater than 1.96, the path coefficient is significant at
0.05 level. According to the above figure, several criteria were used to evaluate the quality of the model. The
criterion relates to hidden endogenous (dependent) variables of the model. It is a criterion indicating the
effect of an exogenous variable on a prospective variable and three values of 0.19, 0.33 and 0.67 are
considered as the criterion value for weak, medium and strong values. . According to Figure 3, the value for
the in-service construct of in-service training evaluation was calculated to be 0.899 which confirms the
suitability of the structural model with respect to the criterion value. The next criterion is the criterion that
specifies the model's projected power and, if it has three values of 0.02, 0.15, and 0.35 for an endogenous
structure, respectively, indicating power. Predicts weak, medium, and strong progeny or related exogenous
structures. The value for the endogenous construct of in-service training evaluation was calculated to be 0.224
which indicates the average predictive power of the model for endogenous research structures and confirms
the appropriate fit of the structural model. The last criterion used is the GOF criterion introduced for fitting,
the general fitting criterion (GOF), which is calculated and calculated by calculating the geometric mean of
the mean: The index ranges between zero and one and values close to a quality marker. They are suitable for
the model and examine the ability to predict the overall model and whether the tested model has been
successful in predicting endogenous variables. The GOF value for the research model in accordance with
Table 6 was calculated to be 0.514 indicating the average power of the model in predicting the endogenous
variable of the model. However, software output was used to test the significance of the path coefficients
between variables. The path coefficients and their significant results are given in Table 4.
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Table 4. Results of structural model evaluation

Raw Path YB( sig Test result
From the variable To variable
1 Organizational Development In-service training evaluation 0/371 5/304 Confirmation
2 Knowledge 0/276 4/747 Confirmation
3 Trust building 0/269 4/426 Confirmation
4 Content 0/372 5/386 Confirmation
5 the coach 0/226 3/613 Confirmation
6 educational facilities 0/489 7/312 Confirmation
7 Attitude 0/270 3/416 Confirmation
8 Tasks assigned 0/438 6/272 Confirmation
9 Skill 0/333 5/126 Confirmation

4. Conclusion

Qualification of education is required, utilizing performance measures and training effectiveness in
medical university forces. Therefore, evaluation programs are based on strategic components to make it
possible to evaluate the performance of in-service training and to optimize it in such circumstances. In this
way, the strengths and weaknesses are screened and based on such precise categories, their accuracy can be
etched and modified in the form of strategic suggestions to further enhance these courses. According to the
results of this careful study, the proposed design pattern shows high reliability and all the components have
sufficient operational load. Results of Structural Equation Assessment with respect to each of the discovered
components showed that organizational development with 5.304 significant and 0.371 path coefficients;
knowledge with 4.747 significant and path coefficient 276. Reliability with meaningful statistic of 4.426 and
path coefficient of 0.269; Content with meaningful statistic of 5.386 and path coefficient of 0.372; Instructor
with meaningful statistic of 3.613 and path coefficient of 0.222; Educational facilities with statistic 731/7
meaningfulness with path coefficient of 0.489; attitude with meaningful statistic of 3.416 and path coefficient
of 0.207; tasks assigned with meaningful statistic of 6.272 and path coefficient of 0.384; skill with meaningful
statistic of 5.126 and path coefficient. It was 0.438. Accordingly, among the aforementioned components,
educational facilities with path coefficient of 0.489 had the most impact on improving in-service training
evaluation system in Khuzestan University of Medical Sciences and instructor with path coefficient of 0.222
had the least effect for Improvement of in-service education evaluation system in Khuzestan University of
Medical Sciences. Results obtained with the findings of Kyule (2017), Deros etal. (2012), Broman & Karlsson
(2014), Jahangir et al. (2012), Okae-Anti (2007), Rahmat Zehi et al. (2018), Rostami et al. Et al (2017),
Farhadi and Doshman ziari (2017), Nave Ebrahim and Majidi (2015), Yousefian and Alikhani (2015),
Mohammadi et al (2014), Hojati et al (2013), Danai and Ajili (2012), Khorasani and Dosti (2011), Hatami
(2009), Noor Alizadeh and Afrasiabi (2018), have been consistent. Therefore, the above mentioned
components in order of priority (educational facilities, assigned tasks, content, organizational development,
skills, knowledge, confidence building, attitude, coach) have been involved in the improvement of in-service
training evaluation system in Khuzestan University of Medical Sciences. Considering the coefficients of
significant statistical statistics higher than 1.96, it can be concluded with 95% confidence that the components
of direct marketing have a direct impact on improving in-service education evaluation system and have higher
than average validity.

The human resources as one of the decisive and influential elements in the dynamics and growth of the
service complex that requires their intelligent management in the path of personal and organizational growth
and excellence. Under these circumstances, the organization will lead the organization in a competitive
position and gain agile, agile and propelling advantages in a way that enhances its interactive capabilities and
capabilities with the surrounding environment. Since medical universities are working in the demanding

conditions of a post-modernist, diverse society, they must employ skilled and skilled forces to carry out their
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assigned tasks. Therefore, the need for effective and efficient management is to place knowledge-based
organizations such as medical sciences on the path of growth and excellence, their competitive advantage,
robustness, dynamism and flexibility against environmental changes, which, if minimized by their destructive
and deteriorating power, are destiny. Shades the collections as a whole. But updating and equipping
knowledge-based institutions such as medical sciences with tools to adapt and adapt to challenging business
environments through the talent and capacity building of active forces in micro-systems using agile trainers is
increasingly essential and it is inevitable.

These requirements are reminiscent of the macroeconomic managers concerned, as required by the
conditions governing the activities of the institutions, budgetary priorities, and risk-taking. Hence, the nature
of business environment diversification and demanding requires organizations that are always ready to pay
attention to organizational development, skills, attitudes, knowledge, assigned tasks, training facilities,
educational content, specialized and trained coaches, Trust and so on, are subject to continuous and
systematic evaluation. The analysis of the findings of this study calls for a rigorous look at the following topics
that can be used as research suggestions to enhance competitiveness and competitiveness of employees;
optimally and effectively utilize the space and educational facilities to make staff learning more meaningful;
Employee Organizational Commitment cited all of the university's organizational tasks, particularly the tasks
assigned and the most effective curriculum development, taking into account the individual needs and abilities
of the staff in their field of work.
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