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ABSTRACT 

 
One of the factors of adjustment with changes raised due to increasing development of technology and 

human sciences is education and human resources improvement. Importance of human resource development is 
justified through the fact that it is considered as the strongest source and most fundamental factor of production 
and construction. In this study research method is cause-comparison which aims to measure the impact of in-
service training on improving staff performance in the Social Security Offices of Ardebil province. The research 
population in focus is in all employees of Social Security Offices of Ardebil province distributed in different 
cities of the province from which 114 people have been chosen using random sampling in accordance with 
Morgan table. In order to collect data a researcher-made questionnaire form based on Likert five-alternative 
scale has been used. Data collected were analyzed in both descriptive and inferential methods (F test) using 
SPSS18 software. The results show that there is a meaningful relationship between in-service training and staff 
performance. 
KEY WORD: education, in-service training, performance, skill, knowledge and information. 
 

INTRODUCTION 
 

    Humans acquire the knowledge, technical skills and necessary behavior to perform their job duties and 
responsibilities through experience and training. On the one hand, most of the employees need training to 
perform their job duties or at least to increase the quality and quantity of their work; on the other hand, skilled 
and efficient manpower is the most important success factor in achieving the goal of organizations [1]. Staff 
training is the process by which coping with changing organizational environment and consequently coping with 
external environment are likely to happen. This matter will be possible through careful and logical planning.  
Educational program mainly includes goals such as the amount of staff's information, knowledge, skills and 
capabilities and makes them more prepared and better equipped to do their specific tasks and take their newer 
and higher responsibilities in the organizations [2]. So through the current study it has been tried to investigate 
the effect of in-service training on improving the performance of Social Security Offices staff. 
    Regarding the increasing pace of developments in different dimensions of society and development of science 
and technology, it is now imperative for a society to be compatible with these changes. One of the approaches to 
meet these requirements is creating favorable conditions for staff training and updating their knowledge to 
improve their job performance. The lack of authorities' attention to in-service training is because of their lack of 
knowledge about the brilliant results of this type of training [3]. The current research is about to emphasize the 
importance of this kind of training through scientific remarks. Considering the movement from the traditional 
stage to industrial and even industrial stage, continuous trend of changes in different matters of social life, deep 
and considerable development in different sciences and technologies, technological developments and their 
effects on official, productive and service areas of institutes and organizations, training and improving human 
resources of organizations are felt to be imperative. Regarding the mentioned points, the current research is felt 
to be necessary in the population in focus. 
    Improving the efficiency of organizations depends on increasing the efficiency of human resource and it, in 
turn, depends on training and knowledge and skill development and creating favorable behavior of a successful 
working.  Of course, trainings which are purposeful, continuous and high-content and are planned and executed 
by experienced professors and instructors in teaching are likely to increase the efficiency and performance. 
These trainings can keep the pace of human resources of an organization with advances in science and 
technology and be effective in improving the quality and quantity of their work [4]. So regarding the points 
mentioned above, the main objective of this study is to investigate the effect of in-service training on improving 
the performance of Social Security Offices in Ardebil province.  To do so, some of the variables are explained 
below: 
Training needs: The first step to prepare training programs and human resource development is to determine 
the training needs of staff who should participate in educational programs. Determining training needs, in fact, 

6436 



Sarboland and Mousavi 2012 

means to identify issues and problems associated with individual employees as well as the knowledge, skills and 
attitudes necessary for a successful job [5]. 
Individual's ability: It is the physical or mental strength to do the work and undertake specific tasks and 
responsibilities [4]. 
Organizational capabilities: It is the Individual's efforts and skills in the use of mental and motor abilities, in 
the direction of the organization's goals [3]. 
Knowledge updating: It means to increase information, data, images, and other attitudes that can help people 
solve their problems and issues [2]. 
In-service training: In the current research in-service training includes periods of education performed by the 
organization's training center or companies under contract with the organization responsible for training their 
employees; Courses which have specific educational content and are suitable for the goals and   facilities of 
Social Security Offices staff of Ardebil province [1]. 
Performance: It refers to the employee job behavior and comparing it with the formats and standards that have 
been determined in the organization. To put it differently, it means providing information about the job behavior 
of staff [5]. 
    Due to the importance of this subject, several studies have been conducted in different countries. Daneshfard 
et al., (2010) in a study investigated the effect of in-service training on improving teaching skill of faculty 
members of a university. The results revealed that there is a significant difference between the teaching skills of 
faculty members who participate in in-service classes and that of those who do not participate in such classes 
and the skill level of people who participated in these classes have improved significantly [6]. Ballot et al., 
(2001), through a study in France, showed that between 1986 and 1992 due to increased trained personnel in the 
field of industry productivity has increased, that is,  1%  increase of trained employees results in two percent 
increase in productivity [7]. Karroubi et al., (2009), through a study done in Mazandaran University, claimed 
that in-service training has been effective in improving performance, enhancing job skills, job satisfaction and  
staff's getting ready to perform their duties. Also the results revealed that there are significant differences 
between the average effectiveness obtained in the two groups of men and women [8].  Khanmohammadi (2010) 
showed that the efficiency of in-service training on organizational performance is based on individual, group 
and organizational goals, and the results of Friedman Test revealed that  achieving the individual goals, 
organizational goals and group goals are in the first, second, and third priority, respectively [9]. 
    Based on the studies done in the field, it can be claimed that in general there is a meaningful relationship 
between in-service training and staff's performance. However, due to the importance that in-service training has 
in the performance of employees, much research is needed to confirm or reject the findings of the previous 
findings. So in the current research, it has been tried to find the relation between in-service training and the 
performance of Social Security Offices staff in Ardebil province. To do so the following hypotheses will be 
tested. 
    The main hypothesis of this study is that "there is a meaningful relationship between in-service training and 
improving staff performance. 
Secondary research hypotheses are determined as follows: 

1) There is a meaningful relationship between in-service training and increasing the individual ability of 
employees. 

2) There is a meaningful relationship between in-service training and increasing the organizational ability of 
employees. 

3) There is a meaningful relationship between in-service training and increasing the level of specialized knowledge 
of employees. 

4) There is a meaningful relationship between in-service training and the amount of growth and promotion of 
employees. 

METHOD AND METERIALS 
 

    In this study, research method is cause-comparison and finally to conclude about the research hypotheses the 
analytical-description method was used. The research population of the current research includes those 
employees of the target office, who participated in at least one in-service class, and work in different branches 
of Social Security Offices in Ardabil Province. From this population 114 people have been chosen using random 
sampling in accordance with Morgan table. 
    In order to collect data a researcher-made questionnaire form based on Likert five-alternative scale has been 
used. To develop the questionnaire and to make sure about its Validity, at the first stage primary questionnaire 
was made using the opinion and experience of several psychologists and teachers. 
    The test the reliability of the questionnaire, it was performed on 40 employees using the Cronbach alpha 
coefficient. Statistics showed that the research questionnaire has a high reliability (0.94). 
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    In order to analyze the data obtained in this study, using descriptive statistics, status indicators of each of the 
variables in the study population have been investigated. Finally, using inferential statistics (F test), differences 
between variables were evaluated. 

RESEARCH RESULTS 
 

    In this section, the results of variables analysis through descriptive statistics about the status of variables, the 
results of inferential statistics to generalize the results of the sample to the whole population and the results of 
overall analysis were included. 

 
Table 1: Relative frequency distribution of variables (questions) of the research 

 
Testing the research hypotheses based on T-test: 

To investigate the relationship between in-service training and performance of Social Security Offices 
staff the design of hypotheses is as follows: 
The main hypothesis of the study: there is a significant relationship between periods of in-service training and 
improvement of staff's performance. 
H0: There is no significant relationship between in-service training and improvement of staff's performance. 
H : There is a significant relationship between in-service training and improvement of staff's performance. 
 
Table 2: Test of the main hypothesis based on T-test 

One- Sample Test  
Test Value= 3    

95% Confidence Interval of the 
Difference 

Men 
Difference 

Sig. (2-
tailed) 

df t 

Upper lower  
0.5388 0.2774 0.40808 0.000 113 6.187 Main hypothesis  

 
    Regarding the significant level (Sig.=0.000) which is less than test level (α=0.05), the null hypothesis (H0) is 
rejected, that is, with a 95% certainty, it can be claimed that there is a significant relationship between periods of 
in-service training and improvement of staff's performance, i.e., the main hypothesis of the study is confirmed. 
The first Subsidiary hypothesis: There is a meaningful relationship between in-service training and increasing 
the individual ability of employees. 
H0: There is no meaningful relationship between in-service training and increasing the individual ability of 
employees. 
H : There is a meaningful relationship between in-service training and increasing the individual ability of 
employees. 
 

`   
V2ariables (questions) of the research  

very 
high 

high medium low very 
low 

14.9 47.4 33.3  0.9  3.5 The amount of using teaching methods in promoting knowledge or learning new skills 
by employees 

13.2 44.7 27.2 10.5  4.4 The amount of using training methods to create a new attitude in stafff 
12.3 43.0 39.5  2.6  2.6 The amount of presentations' clarity and understandability of the training courses  
6.1 /17.5 50.9 17.5  7.9 The amount of variety of educational methods in providing educational materials 
11.4 32.5 44.7 7.0 4.4 The amount of training being applicable of to meet staff's training needs  
10.5 31.6 43.0 12.3 2.6 The effect of training periods in reducing staff's errors and mistakes in doing their jobs  
15.8 43.0 22.8 9.6 7.9 Effect of training courses in strengthening loyalty to the organization 
12.3 38.6 33.3 10.5 5.3 Effect of training in creativity and innovation flourish regarding staff'sjob 
21.9 43.9 28.1 5.3 0.9 Effect of the acquisition of knowledge on staff training 
9.6 43.0 36.0 7.9 3.5 Effect of training on the skills of employees in job duties  
13.2 27.2 39.5 14.9 5.3 Effect of  staff training on their  task operating speed 
8.8 29.8 42.1 12.3 7.0 Effect of Training in reducing the personal involvement of employees in performing 

duties 
14.0 36.0 31.6 10.5 7.9 Effect of training on learning how to use the tools 
7.9 21.9 43.9 13.2 13.2 Effect of training on reducing the amount of supervision and control of super ordinate 
11.4 45.6 31.6 4.4 7.0 Effect of training on the responsibility acceptance of employees 
9.6 43.0 36.0 7.9 3.5 Effect of training on solving individual and organizational problems 
9.6 45.6 36.0 6.1 3.1 Effect of training on improving staff skills 
8.8 45.6 33.3 7.9 4.4 Effect of training on strengthening staff knowledge 
9.6 29.8 42.1 13.2 5.3 Effect of training on career development of employees  
10.5 34.2 35.1 14.0 6.1 Effect of training on helping to prepare plans and specialized programs related to job  
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Table 3: Test of the first subsidiary hypothesis based on T-test 
One- Sample Test  

Test Value= 3   
95% Confidence Interval of the 

Difference 
Men 

Difference 
Sig. (2-
tailed) 

df t 

Upper lower  
0.5331 0.2389 0.38596 0.000 113 5.198 The first subsidiary hypothesis  

 
    Regarding the significant level (Sig =0.000) which is less than test level (α=0.05), the null hypothesis (H0) is 
rejected, that is, with a 95% certainty, it can be claimed that there is a significant relationship between periods of 
in-service training and individual ability of employees, i.e., the first subsidiary hypothesis of the study is 
confirmed. 
The second subsidiary hypothesis: There is a meaningful relationship between in-service training and 
increasing the organizational ability of employees. 
H0: There is no meaningful relationship between in-service training and increasing the organizational ability of 
employees. 
H : There is a meaningful relationship between in-service training and increasing the organizational ability of 
employees. 
 

Table 4: Test of the second subsidiary hypothesis based on T-test 
One- Sample Test  

Test Value= 3   
95% Confidence Interval of the 

Difference 
Men 

Difference 
Sig. (2-
tailed) 

df t 

Upper lower  
0.6176 0.3166 0.46711 0.000 113 6.150 The second subsidiary hypothesis  

 
    Regarding the significant level (Sig. =0.000) which is less than test level (α=0.05), the null hypothesis (H0) is 
rejected, that is, with a 95% certainty, it can be claimed that there is a significant relationship between periods of 
in-service training and increasing the organizational ability of employee., i.e., the second subsidiary hypothesis 
of the study is confirmed. 
The third subsidiary hypothesis There is a meaningful relationship between in-service training and increasing 
the level of specialized knowledge of employees. 
H0: There is no meaningful relationship between in-service training and increasing the level of specialized 
knowledge of employees. 
H : There is a meaningful relationship between in-service training and increasing the level of specialized 
knowledge of employees. 
 

Table 5: Test of the third subsidiary hypothesis based on T-test 
One- Sample Test 

Test Value= 3   
95% Confidence Interval of the 

Difference 
Men 

Difference 
Sig. (2-
tailed) 

df t 

Upper lower  
0.6337 0.3809 0.50731 0.000 113 7.953 The third subsidiary hypothesis  

 
    Regarding the significant level (Sig.=0.000) which is less than test level (α=0.05), the null hypothesis (H0) is 
rejected, that is, with a 95% certainty, it can be claimed that there is a significant relationship between periods of 
in-service training and increasing the level of specialized knowledge of employees, i.e., the third subsidiary 
hypothesis of the study is confirmed. 
The fourth subsidiary hypothesis: There is a meaningful relationship between in-service training and the 
amount of growth and promotion of employees. 
H0: There is no meaningful relationship between in-service training and the amount of growth and promotion of 
employees. 
H : There is a meaningful relationship between in-service training and the amount of growth and promotion of 
employees. 
 

Table 6: Test of the fourth subsidiary hypothesis based on T-test 
One- Sample Test 

Test Value= 3   
95% Confidence Interval of the 

Difference  
Men 

Difference 
Sig. (2-
tailed) 

df t 

Upper  lower  
0.6337 0.3809 0.27193 0.000 113 3.916 The fourth subsidiary hypothesis  
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       Regarding the significant level (Sig. =0.000) which is less than test level (α=0.05), the null hypothesis (H0) 
is rejected, that is, with a 95% certainty, it can be claimed that there is a significant relationship between periods 
of in-service training and the amount of growth and promotion of employees, i.e., the fourth subsidiary 
hypothesis of the study is confirmed. 
 

DISCUSSION AND CONCLUSION 
   
     Improving the efficiency of organizations depends on increasing the efficiency of human resource and it, in 
turn, depends on training and knowledge and skill development and creating favorable behavior of a successful 
working. The results of the study revealed that that there is a meaningful relationship between in-service training 
and of Social Security staff's performance. 
The first hypothesis of the study was confirmed and it was revealed that the main criterion to increase personal 
abilities (skills promotion, decreasing staff's mistakes and faults, making use of available tools, and pace of 
working) is in-service training. Also, empowerment and increasing potential ability of employees should not be 
ignored. 
    The second hypothesis was also confirmed revealing that increasing organizational abilities results in 
improving the loyalty sense and organizational commitment of employees. 
    Based on the third hypothesis it was predicted that there is a meaningful relationship between the content of 
in-service courses and increasing the level of specialized knowledge of employees. It was verified and 
consequently it was shown that the content of in-service courses is likely to promote the knowledge level of 
employees. 
    The fourth hypothesis was confirmed as well and it can be added that the formulation of training programs 
has been for staff's development and job promotion this matter in turn would increase staff's motivation and 
satisfy their job needs. 
    The results of the current are consistent with Daneshfard et al., (2010), Ballot et al., (2001), Karroubi et al., 
(2009), and Khanmohammadi (2010). 
    In the light of the findings of the current research, some recommendations which are likely to promote 
practical and efficient trainings based on scientific theories as to create knowledge and increase personal and 
organizational abilities of employees are suggested: 
1. To develop training programs with the aim of increasing the knowledge, insight, skills and motivation of 
staff. 
2. To design and perform training programs suitable to the level of potential organizational abilities of staff and 
pave the ground for the staff's growth and creativity. 
3. To make use of specialty consultants and research institutions to access to modern knowledge. 
4. To describe aims of education and training at the time of people's entering organizations. 
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