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ABSTRACT
This study examined the impact of use of participative planning in the Saudi public
service. Currently, the Institute of Public Administration (IPA) provides integrated training
services for the public services of Saudi Arabia, with mixed success. There is considerable
debate over the effectiveness of the programs and the training process in general. This
research focused on planning and plan implementation, including needs assessment and
solution implementation as well as participative planning, to understand the function and
needs of the IPA. A mixed methods approach was used for the analysis. This approach
integrated information from documentary review and interviews of training managers or
others at public service agencies (n = 7) with surveys of public service agency employees (n
= 396).
Findings of the interviews showed that the IPA provided a wide range of training
programs, including general and specific programs. However, it was uncertain they are being
used for appropriate purposes, since the primary purpose for participation as revealed by the
survey was career promotion. Participants rarely participated in active planning, including
asking for programs that were not offered or selecting programs. Interviews indicated a
scattershot approach to needs assessment and participative planning. Most agencies did not
use metrics or refer to past plans when selecting training programs. The IPA has also not
received any major revision to its facilities or resources, despite a significant increase in the
public administration. The implication of this study is that the resources devoted to training
are not sufficient to sustain program needs in future.
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Chapter 1 Introduction
1.1 Research Background
This research is primarily concerned with training and development practices in the
public administration bodies in the Kingdom of Saudi Arabia. Currently there are 36 major
non-political public agencies that provide services for Saudi Arabia (Royal Embassy of Saudi
Arabia, 2012). In addition, there are 17 government ministries that oversee the public
agencies (Saudi Commercial Office, 2012). A full list of these agencies is available in
Chapter 2.
The main concern in this research is the use of training and development policies and
practices in the Saudi public service. A common approach to human development planning in
public agencies is participative planning. Participative planning is based on the idea that
needs assessment and planning should take account of multiple perspectives and should be
developmental, rather than manipulative (Nutt, 1983, p. 601). (That is, it should encourage
stakeholder participation rather than limit their participation to particular choices desired by
the organizational leaders.) The practice of participative planning is based around stakeholder
involvement and direction, rather than unilateral or hierarchical planning (Knippen & Green,
1995, p. 32). Unlike hierarchically structured and ordered planning processes participative
planning processes are open to conflicts in stakeholder interests and differing ideas of
alternative selection criteria. Nevertheless, participative planning is the paradigm of choice in
Saudi Arabian public service, according to formal statements about the training process. As
might be expected there has not been a complete implementation at the local level or in all
agencies (Alshuwaikhat & Aina, 2005, p. 387). Understanding why the implementation of
participative planning is incomplete, how implementation is attempted, and what effects the
planning process has in the public service will help demonstrate what impact the public
1

service ultimately has on human development in Saudi Arabia. Thus, this is a useful model
for understanding the role of the Saudi public administration body in human resources
development in Saudi Arabia. However, there is not currently much information about the
use of training and development in the Saudi public service, which is explained below and is
the main concern of this study.
1.2 Statement of the Problem
The public service agencies play a significant role in human development and
employment of Saudi nationals. In addition to the “Saudization” policy (in which Saudi
nationals are prioritized for hiring in public agencies (ILO/OECD, 2011), the government
uses the public service agencies in order to encourage human resources development through
employee skill training and development. The Kingdom of Saudi Arabia has a long history of
public service employee skill development. The agency tasked with providing in-service and
pre-service training to Saudi public agencies is the Institute of Public Administration (IPA)
(UNDESA, 2004). The IPA mainly provides primarily short-term in-service training directed
to current civil service employees. The agency also offers consultation and training
development programs for in-house training at agencies as well as a few pre-service training
programs, particularly for professional roles. Departments determine their own training
needs, using IPA standard training programs, custom programs, or external programs to meet
training and development needs.
There is some debate about the success of the in-service training program, and the
programs have been adjusted several times during the system implementation (IPA, 2010).
The most recent assessment of IPA’s performance has pointed to a need to provide effective
monitoring and assessment of training plan development and implementation. This
awareness, according to IPA (2010), has come from stakeholder groups and public service
employees. Policymakers, planners, and agency administrators have had considerable debate
2

over the best method toward planning and implementation. A particular concern has been
ensuring that training plan implementation meets required goals for service levels. This is
particularly important given long-standing perceptions that Saudi government agencies are
not delivering strong performance and are mainly concerned with job security and political
issues, rather than stakeholder interests or provision of service (Al Namir & Palmer, 1982;
Al-Hegelan & Palmer, 1985; Hertog, 2010; Hertog, 2007; Vogel, 2003). While many
agencies do achieve strong performance, these agencies are mostly those that have insulated
themselves against centralized training and development programs as well as other
centralized services such as recruitment (Hertog, 2010, p. 124). Thus, the performance of the
public agency is connected to the successful implementation of training program within the
organization, which is a systematic issue. Of course, there are many other factors in effective
performance in the public agency, which also need to be considered. However, the full scope
of organizational effectiveness is too broad problem for the present study.
The participative planning approach has been central to the debates about the problem of
training plan implementation. Participative planning involves both plan development and
plan implementation (Knippen & Green, 1995; Large, 1997). The concepts of participative
planning and assessment of plan implementation have been a key focus of the public debate
about public agency performance development and human resources planning. Participative
planning was introduced as a paradigm for development of human resources in the late
1990s, though it was not yet fully integrated into planning practice several years later
(Alshuwaikhat & Aina, 2005). Thus, participative planning is not an unfamiliar paradigm or
concept within the Saudi public service.
There are a number of lessons that have been learned about the Saudi public agency
training program approach in the past decade (IPA, 2010). The main problem is that effective
plan implementation is lacking, even in situations where there is strong plan development.
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This means that even if the plan is effective on paper, it will not succeed in achieving the
goals and objectives it sets out if it is not implemented correctly. Research findings in other
countries, such as New Zealand, find that plan conformance and plan performance are the
relevant requirements for successful plan implementation (Berke, et al., 2009). Saudi Arabia
is not along in its relatively weak performance in this area, as Berke et al. (2009) showed that
New Zealand also has relatively weak performance. These two perspectives had different
effects on plan implementation. Implementation as defined and measured by conformance to
an existing plan offered the plan and planners a significant chance of influencing success.
However, implementation as defined by performance was less dependent on the plan to
achieve success (Berke et al., 2009). One possible interpretation of this is that plan
implementation varies depending on how it is measured. Another possible interpretation is
that circumstances, including initial assumptions about the purpose of planning (as embodied
in the measurement strategy), can influence the outcome of the plan.
Despite the relatively poor performance in some areas, and the isolation of some of
the most effective areas from its training programs, the IPA still plays a central role in the
development of training plans and their implementation in Saudi Arabian public agencies.
The main problem appears to be that although training plans are developed and appear to be
strong, these plans are not implemented or implementation is not tracked either from a
performance or conformance perspective (IPA, 2010). This is distinct from the situations
discussed by Berke, et al. (2009) in countries like New Zealand, where plans may be ad hoc
or unmeasured, but they are still put into place. This calls into question how public agencies
are using participative planning and the reason for their use. Changing existing training plans,
such as the forthcoming Five Year Development Plan, in order to require monitoring the
conformance and performance of the short-term and long-term training plans, could result in
a more effective implementation, but this has not been done. Participative planning provides
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a good approach for needs assessment and plan development within agencies and within the
IPA itself, in order to make training plans more relevant and more implementation-friendly.
However, it cannot be effective if the plans are not then put into place in order to improve the
situation.
The ability of the public agencies of Saudi Arabia to develop, implement, monitor,
and improve training and development plans is a fundamental concern for policymakers,
planners, public agency employees, and stakeholders. Plan implementation evaluation (PIE)
offers a means of improving planning methods and encouraging plan implementation in order
to achieve the objectives involved. This provides a framework that could be used for
assisting public agencies in Saudi Arabia to implement and measure the outcomes of plans
and make them more effective. The problem this research examined was how the
participative planning approach could improve effective planning and training plan
implementation at Saudi public service agencies. The study used the framework of PIE for
evaluation.
1.3 Research Questions
There were a number of objectives of this research study. The first objective was that
it is provide a descriptive study of planning and plan implementation for training in Saudi
public service agencies. This will focus on plan implementation, since as noted this is already
known to be a weak area. A second objective was to integrate a study of needs assessment,
causal analysis, and participative planning approach, in order to identify needs and prioritize
them; determine the causes of these needs; and find solutions to them. A third objective was
to develop some strategies for effective planning and plan implementation based on PIE
(which is selected as it is a useful framework for understanding how plans can be evaluated.)
Based on these research objectives, the core research question was How to develop
strategies for effective planning and successful training plan implementation in Saudi public
5

service agencies? There were several sub-questions that will be addressed in the process of
answering this key question. These were:
1) What is the context and process of planning and plan implementation for in-service
training in Saudi public service agencies? (Including plan development, performance
monitoring and measurement, modification, and performance gaps)
2) Is needs assessment used in the planning process, and if so how?
3) How are the needs and solutions for in-service training plans defined?
4) How does participative planning contribute to planning and implementation of
training plans?
1.4 Significance of the Study
This research was sparked by the researcher’s personal interest in Saudi public
agencies and development. However, it has broader significance for both academic and
practical applications, as described below.
The main importance of this study is academic significance. Despite the considerable
press interest and the interest of development organizations and the Saudi state in the
performance of the Saudi public service, and the potential importance of human development
factors, the role played by training and development within public agencies has only been
explored in a very limited way. Only one study can be found that directly addressed this
issue, and this study is now several years old (Alshuwaikhat & Aina, 2005). Thus, almost a
decade of performance improvement, changing paradigms, and contestation of the role of
public agencies and public employment, as well as internal training and development
effectiveness, is not reflected in the academic literature at all. There has been some internal
development and debate about this issue (IPA, 2010). However, it has not been made public
to the wider world. Most of the recent attention in Saudi public service in the existing
research has focused on e-government implementation, with very little attention paid to
6

planning and implementation of plans for in-service training. In particular, despite the claim
of using participatory planning and the acknowledged implementation problems from public
service agencies themselves, there has been little critical examination of this claim in the
literature. This research will focus on training practices and policies using the lens of
participatory planning, providing foundational research regarding training needs in public
service agencies.
Thus, this research will fill an academic gap in regard to exploring and understanding
the significance of public sector planning for training and development in Saudi Arabia. The
focus in this study on planning and plan implementation is intended to provide a better
understanding of what agencies believe they are doing, what they actually are doing, and how
their efforts could be improved through more effective use of the planning process.
There is also broader significance to human resource development research in Saudi Arabia.
Saudi Arabia is one of the highest-income developing states in the world using both percapita and absolute measures, and routinely has budget surpluses in order to enact additional
programs (Kerr, 2011). This income comes from control of oil resources (and to a lesser
extent water resources), reducing the direct taxation burden on the population (Jones, 2010,
pp. 9-10). This is a unique situation that has not been explored very often in the literature.
This leads to a situation that is not well-described by existing theory regarding the interaction
between rentier states and human resource development (Hertog, 2007, p. 539). By providing
information in a single case, this study can offer insights that might not yield to economic
analysis about state-led human development. These insights could be developed more in
future research, although this is not the goal of the present study.
There is also practical significance of this research, as it will potentially contribute to
plan implementation at Saudi public agencies. The IPA is the central agency involved in the
training and development of employees, but there are an additional 35 agencies and 17

7

ministries that also need to manage their employment requirements and training
development. This is particularly relevant because not all of these agencies have the training
and development planning and implementation expertise available to determine their needs
and select plans that are implementable. Agencies need to be able to identify their needs and
determine appropriate plans that will allow them to follow through on their requirements.
Additionally, the IPA’s training plan developers and consultants may not be aware of the
extent to which training plans are implemented, monitored, and adjusted according to
performance within their client agencies. This study is designed to provide an in-depth look
at what is actually happening within these client agencies in terms of plan implementation
and monitoring. By providing detailed analysis of this situation, which has not been studied
in detail in the literature since the early 2000s, this study will offer insights to both IPA
training plan developers and consultants that will help them understand the needs of the client
agencies and how to improve them. Additionally, by critiquing the performance of several
example agencies, this research will offer guidance and insight to client agencies about how
they can improve their own performance. Thus, this research will provide pragmatic
information about plan performance, monitoring, organizational practice, and gaps in
performance of plan implementation. This information can then be applied as appropriate to
the agencies involved in planning and implementation of training and development plans
within Saudi public agencies in order to improve plan conformance and performance.
1.5 Arrangement of the Study
This dissertation is arranged in seven chapters, each of which serves a different
purpose in the paper. The chapters are arranged to address all the issues starting from
research objectives and questions (Section 1.3) to the conclusion of the study.
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The initial chapter (Introduction) has just been presented. It is meant to provide
background information for the study and provide justification, as well as spell out the
objectives of the research. This chapter sets the stage for further research.
The next chapter (Saudi Arabia and the Public Services Policy) gives insight into the
Saudi Arabian public service, its history, current policies, and their role in promoting Saudi
interests and life. This provides more background for the reader on the context of the research
problem and why it is important.
Chapter 3 (Literature Review) provides an overview of the theoretical and empirical
academic research, focusing on participative planning and the impact of planning for training
practices. This gives insight into previous research in the area and allows for development of
a theoretical framework.
Chapter 4 (Methodology) presents the methodology of the study and the research
design, and discusses issues like research limitations and research validity. This allows for
validation of the research and demonstration of its trustworthiness.
Chapter 5 (Data Findings) presents the results of the qualitative and quantitative
findings of the study, while Chapter 6 (Discussion) provides discussion and context of these
findings based on the literature review in Chapter 2. These chapters present the main body of
the primary findings.
Chapter 7 (Conclusion and Implementations) brings the findings of the study together
and provides a general conclusion to the study. It also provides pragmatic recommendations
for government policymakers and agency managers in order to improve the impact of training
within public agencies. Finally, suggestions for future research are included, in order to
provide opportunities to build on this research.
!
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Chapter 2 Saudi Arabia Public Services Policy
This research deals intensively with the Saudi Arabian public services and the public
services policy. Thus this chapter explores the Saudi public service, explains the
government’s policy on public services; and develops a critique of the government’s
approach to public service performance? The chapter begins with a discussion of the history
of the public service in Saudi Arabia, followed by a discussion of the general regulations that
govern the Saudi public service. This discussion shows that the development of the civil
service has been an active feature throughout the history of Saudi Arabia as an independent
state, and that it is based on the basic principles of Islamic law (Sharia) encoded in the Basic
Law. The third aspect for discussion is what agencies fall under the public service regulations
and policies, as well as discussion of the key stakeholders.
Finally, a brief discussion of current research of the Saudi public services is provided.
This critique gives some insight into some of the problems the public services agency is
trying to solve, as well as the issues they have. This shows that in general, there are serious
concerns about performance in many agencies (though some agencies are relatively strong),
particularly in their ability to provide services and training and development practices. In the
summary, a brief discussion of the research gap is offered, which shows the need for the
current research in the training and development area for Saudi public services.
2.1 History of the Saudi Public Service
The history of the Saudi public service is entwined with the history of the Saudi
state. Most of the public agencies that are active today were formed during the 1950s and
1960s, which was a period of intense state-building in Saudi Arabia (Hertog, 2007, pp. 541543). Much of the development activity and public agency building was initiated by King
Faisal, who delegated authority in order to take advantage of the growing stocks of human
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resources and development expertise within the country (Sheean, 1970). By this time, state
control over oil reserves was firmly established, and public agencies were founded in an
atmosphere of strong competition and rivalry between different political groups and factions
(Hertog, 2007, p. 543). For example during this period significant separation between
Ministry of Defense, Ministry of Interior, and the national guard emerged in terms of budget
and political control, despite a lot of duplication in their key activities (Hertog, 2007, p. 554).
Similar duplication of services, along with budgets, occurred in other agencies including
housing and health services, as both commoners and princes staked out territories in
individual agencies. As Hertog (2007, p. 554) noted, some agencies, including SAMA, the
Saudi Ports Authority, SABIC, and the Riyadh Development Authority, were deliberately
isolated from this conflict, given distinct and unambiguous areas of oversight, and managed
by professional managers, but these were in the minority of agencies that proliferated at this
time. This competitive environment led to a public service that, unlike many other countries
of the period, was highly fragmented and subject to extensive vertical control (Hertog, 2007,
p. 557). In particular, a small number of political actors (primarily royal princes) controlled
the agencies for their own ends. This situation is strongly contrasted to a Weberian ideal-type
bureaucracy, which is characterized by: a fixed, rule-bound domain; hierarchy; written
documents; expert training; work as the main concern; and rule-based management
(Swedberg & Agevvall, 2005, p. 19). The control of the public agency for private ends
(political gain) also is not indicative of ideal bureaucracy. Thus, based on a Weberian model
of bureaucracy this cannot be said to be supporting the public ideals.
However, this period was also characterized by social mobility, which allowed
commoners with specific technical or management expertise to enter the Saudi state
government (Hertog, 2007, p. 539). This brought new ideas and expertise into the state, as
some agencies fell under their control and were appropriately oriented toward accomplishing
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specific tasks. SAMA, SABIC, and the Saudi Ports Authority are cited by Hertog (2007, p.
556) as some of these agencies.
However, it also contributed to the divisions and fragmentation of the state, as
political elites began to arrange agencies for which they were responsible as personal power
bases. This meant that there was little centralization or horizontal integration, a problem that
largely continues today (Hertog, 2007, p. 552). This tendency only intensified during the
1970s and 1980s, when oil became increasingly important – and profitable – to the state (AlRasheed, 2002, p. 130). During this period, the state’s revenue exploded, along with the
Saudi economy generally, allowing substantially more to be spent on public service agencies
and political factors (Al-Rasheed, 2002, p. 133). While this has withdrawn somewhat, the
Saudi state continues to support one of the largest public services in the world (Hertog, 2010,
p. 10).
The Saudi state’s control of natural resources, including oil and water resources, is a
major factor in the establishment of a large public service (Jones, 2010, p. 162). Previously,
much of the Saudi bureaucracy has been directed toward development projects (Al-Hegelan
& Palmer, 1985). At the time, much of the Saudi bureaucracy, as with other Third World
countries, was put into place to provide effective selection and management of economic
development projects (Al Namir & Palmer, 1982). By the 1980s, it was recognized that the
state had to both provide existing services and plan strategically for future needs (Al-Hegelan
& Palmer, 1985). These dual goals had to be balanced, since failure of either one would lead
to failure of the state.
The history of the Saudi public service shows factors that are instrumental in
determining the current structure and effectiveness of the service. First, state control over
natural resources has directed the development of economic activity as well as determined
which types of public services are offered (Jones 2010). Second, the rentier state (or state that
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derives its income from natural resources rents, rather than taxes on the public) encourages
the use of public agencies to promote individual careers of political elites rather than to
efficiently provide services (Hertog 2010, p. 267). This is because the rentier state does not
need to consider willingness to pay taxes or public resistance to its actions, leaving it open to
manipulate for other ends. Thus, the very factors that allowed for the formation of the Saudi
state may also to some extent prevent its effective management, although this is clearly not
entirely the case given that some agencies are well-managed.
2.2 Public Service Authority, Regulation, and Strategies
The authority of public service agencies in the Saudi state is derived from the Basic
Law of Governance. The Basic Law of Governance, which is often described as the Saudi
Arabian constitution, was put into place in 1992 (Al-Rasheed, 2002, pp. 168-169). Prior to
this period, laws and regulations were established unsystematically and based on royal
decree. However, the Basic Law provides guidance and spells out the rights and
responsibilities of the government.
The basic principle of the laws enacted in Saudi Arabia is spelled out by Article 8 of
the Basic Law, which states “Governance in the Kingdom of Saudi Arabia is based on justice,
shura (consultation) and equality according to Islamic Sharia.” This basic principle offers a
justification for implementation of public agencies, which are tasked with improving
equality. However, there are more direct justifications in the Basic Law. For example, Article
10 states in part “[The State] shall take care of all individuals and provide the right conditions
for the growth of their talents and skills.” This article most clearly identifies a responsibility
for training of the public sector. Additional articles that support the development of public
agency employees include Article 28 (responsibility to facilitate employment and protect
employees) and Article 59 (responsibility to specify civil service salaries, pensions, and other
compensation). Thus, there is a clear responsibility to support the development of the public
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service within the Basic Law. Additionally, the legal impetus for undertaking many of the
tasks that public agencies are involved in, such as management of standards, commercial
oversight, care for the poor, and other activities, are directly informed by the legal basis of
Sharia (Vogel, 2003, pp. 749-755). Thus, the Saudi public service is justified not just through
the apparatus of the state and state authority, but by the moral and religious authority of
Islamic law. However, there is little information about whether or not this justification
influences training plans or training plan implementation, which leaves a significant gap in
understanding the import of this justification.
Public agencies in Saudi Arabia are funded by revenues based on natural resource
exploitation rents (particularly oil rents), rather than taxes (Hertog, 2010, p. 10). This affords
it substantial funding, particularly compared to most countries (Kerr, 2011). For example,
public expenditures were approximately SR804 billion in 2011, and an estimated 11 per cent
increase was expected in 2012 (Kerr, 2011). In 2011 spending included SR306 billion in
surpluses, which were primarily used to fund infrastructure and housing improvements.
Similar surpluses were expected in 2012 (Kerr, 2011).
Public agencies in Saudi Arabia, as with other countries, might be presumed to exist
primarily to provide services to the public. In practice, they may serve a number of roles,
including monitoring and control of citizens, state funds, media, military support, and other
political purposes (Warwick, 1979, pp. 25-40). They also play a significant role in
employment of Saudi nationals. The country’s focus on the oil industry means that it has
relatively little private sector growth and high unemployment of Saudi nationals (Louër,
2012). The last unemployment figures available from the Saudi government indicate a 10.9
per cent unemployment rate among Saudi nationals (Louër, 2012). This is not a problem
unique to Saudi Arabia, according to Louër (2012), but instead is problematic across the oildependent Gulf States. However, this could be an underestimate, since female unemployment
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is often underestimated or ignored in Saudi Arabian figures (Louër, 2012). This problem is
exacerbated by high employment of foreign workers, who are perceived as more qualified for
skilled and professional positions and cheaper for manual labor (Bocchi, 2013). Private sector
employment is often poorly paid and wages are falling; real value of wages fell 24 per cent
from 1994 to 2003 (Louër, 2012). This situation means that public service is a major
employer of Saudi nationals, particularly compared to public sector employment. In 2001,
approximately 50 per cent of the Saudi national labor force was working in the public sector,
and most public sector employees were Saudi nationals (Fasano & Goyal, 2002, p. 2). The
public sector is one of the main drivers of increased employment as well; for example, 60,000
new jobs were created at the Ministry of the Interior in 2011 (Kerr, 2011). This means that
the sector has a significant impact on the Saudi economy.
The regulations that govern the public service vary widely and there are a wide range
of these regulations, some of which are broad and some of which are relatively narrow. The
most relevant regulation for this study is the Training Regulation (Civil Service Board
Decision No. 16 (19/2/1398)) (IPA, 2011). This regulation establishes the IPA as the central
training board for the public service agencies and spells out its responsibilities. It also
identifies requirements for internal training, including training nomination practices and other
issues. The Higher Committee for Administration Reform’s Resolution No. 192 (22/06/1989
spells out the requirements for nomination of employees for training. Key regulations in
implementation of training plans are spelled out in Chapter 5 (Section 5.1.2), as this is a
major focus of the document review.
The Saudi Employment Strategy is a particularly important aspect of government
policy that integrates the use of the public service with employment requirements
(ILO/OECD, 2011, p. 1). Table 1 shows the goals and objectives of the Employment
Strategy, which was established by the Council of Ministers in 2009. This is a very long-term
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plan with objectives and targets reaching out to 25 years, arrayed across short, medium, and
long-term goals. It is based on the economic development and growth perspective of the
Ninth Development Plan (2010-2014), and the requirements and goals for economic growth
are likely to continue throughout this period (ILO/OECD, 2011, p. 1). This strategy is
essentially a refined ‘Saudization’ strategy, in which the focus is on bringing Saudi nationals
into the private workplace as well as continuing public employment support. The goal is to
reduce the number of international workers working in Saudi Arabia and increase the level of
Saudi national employment, eventually achieving full employment. The main role of training
and development practices is in the fourth objective (raising Saudi labor productivity), which
has short, medium, and long-term goals designed to equalize labor productivity with
economic competitors (ILO/OECD, 2011, p. 2). Thus, training and development practices are
likely to be fundamental in achieving the goals of the Employment Strategy.

Table 1 The Saudi employment strategy
Overall Objectives/
Interim targets

Short term (2 years)
Controlling
unemployment

Realization of full
employment

Increasing
employment rate

Maintenance of
durable increase in
national manpower
participation
Raising Saudi labor
productivity to
match the standards
of productivity in
advance economies

Increasing
participation rate
Increasing labor
productivity

Medium term (3-5
years)
Reducing the
unemployment

Increasing the pace
of growth in
employment rate
Increasing the pace
of growth in
participation rate
Increasing the pace
of growth in labor
productivity

Long term (6-25
years)
Realizing
competitive
advantage for the
national economy
depending on
national manpower
Realizing full
employment
Achieving the
highest possible
level of participation
rate
Reaching the highest
possible level of
labor productivity
rate

Source: ILO/OECD, 2011, p. 2
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The importance of the public sector in Saudi Arabia’s economy suggests that it should
also be a fundamental engine of human resource development. Human resource development
is a legitimate concern for the public sector in developing countries, particularly in countries
with a large public services sector (Ranis, Stewart, & Ramirez, 2000, pp. 198-200). As Ranis,
et al. (2000) explain, government expenditures in human development, either directly
(through public service) or indirectly (through supporting HD-intensive industry) leads to an
increase in economic growth, which creates a feedback system and as a result generates more
human development. This makes the approach used by the Saudi public service for human
development important as a general factor in economic growth.
2.3 Ministries, Agencies and Stakeholders
There are a number of key agencies involved in the provision of public services in
Saudi Arabia. Agencies that are specifically involved in the development of training include
the IPA (which is tasked with training plan development and consultation as well as shortterm in-service training and the Ministry of Civil Service (which is tasked with maintenance
of civil service agency human resource needs) (IPA, 2010). Client organizations include
ministries and public service agencies, which are listed in Table 2. Many of the ministries
provide oversight for the civil service agencies. Many of the Ministries (though not all of
them) have their specific justifications and responsibilities spelled out in the Civil Law.
However, government agencies typically do not, but instead are authorized by agencyspecific decrees or regulations. There are some state-owned agencies, including development
corporations and commercial banks (Saudi Commercial Office, 2012). However, these may
not be subject to civil service rules, including the use of IPA training.
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Table 2 List of ministries and public service agencies acting as client agencies to IPA
and MCS
Ministry of
Agriculture and
Water
Ministry of
Education
Ministry of Higher
Education
Ministry of Labor
and Social Affairs
Saudi Basic
Industries
Corporation
(SABIC)
Customs
Department
Grain Silos and
Flour Mills
Organization
King Faisal
Foundation
Saudi Ports
Authority (and
associated port
authorities at
Jeddah and
Dammam)
Saudi Arabian
General Investment
Authority (SAGIA)

Ministry of Civil
Service

Ministries
Ministry of
Commerce

Ministry of Defense
and Aviation

Ministry of Foreign Ministry of Haj
Affairs
Ministry of
Ministry of Islamic
Information
Endowments and
Guidance Affairs
Ministry of
Ministry of
Petroleum and
Planning
Natural Resources
Major Public Agencies
Central Department Chambers of
of Statistics
Commerce and
Industry

Ministry of Health

Directorate General
of Zakat and
Income Tax
Grievances Court

General Authority
of Civil Aviation
(GACA)
Institute of Public
Administration
(IPA)
Directorate General
for Mineral
Resources
Royal Commission
for Jubail and
Yanbu

General Organization
for Social Insurance
(GOSI)
Islamic Development
Bank

Saudi Arabian
Standards
Organization
(SASO)
Saudi Red Crescent
Organization

Saudi Fund for
Development

Meteorology and
Environmental
Protection Act
Real Estate
Development Fund

Saudi Arabian
Monetary Agency
(SAMA)

Ministry of Justice
Ministry of Public
Works and Housing
Civil Defense

National Guard
Saudi Arabian
Agricultural Bank

Saudi Industrial
Saudi Railways
Supreme Commission
Development Fund Organization
for Tourism
(SIDF)
Source: Royal Embassy of Saudi Arabia, 2012; Saudi Commercial Office, 2012
A major stakeholder group in Saudi public service agencies is the employees, whose
in-service skills development is contingent on effective training practice. Direct estimates of
the number of individuals involved in the Saudi civil service are difficult to find. The vast
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majority of these employees are Saudi nationals, and government employees include most of
the small number of Saudi women that work outside the home (Madhi & Barrientos, 2003).
While Saudi citizens and residents are clearly stakeholders in the provision of public
service (since they are the public), these stakeholders lack the ability to leverage the state to
provide desired services (Hertog, 2010, p. 42). This is due to the position of Saudi Arabia as a
rentier state, or one that is funded by rents on natural resources rather than on taxes. This
means that the public does not pay income taxes, but it also does not have a direct impact on
the public services or public decisions. Instead, these decisions are made by political elites
(Hertog, 2010, p. 267).
Currently, there is little private organizations involvement in Saudi Arabian public
services. In the 1990s, the ports were transferred to private management, though they
remained under public ownership (Wettenhall, 2003). There is little other evidence that
private organizations have shaped the interest of Saudi public services or are currently taken
into account. This means that unlike other countries, which have had significant influence
from the private sector through ideas such as public-private partnerships (Barter, 2008;
Wettenhall, 2003), Saudi Arabia may not have been exposed to ideas that are commonplace
in Western countries. This means private management models may not be effective for
understanding the Saudi public service situation.
2.4 Previous Research on Challenges for the Saudi Public Service
One of the key goals of training might be understood to be adapting to challenges as an
organization, as under a learning organization perspective (Yelles, 2006, p. 389). This means
that understanding the challenges that Saudi public agencies face is highly relevant to
understanding the context of training plans and plan implementation.
Much of the research in this area focuses on critiques of Saudi public service, and
most of this critique is currently directed toward the e-government experiment. It is important
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to note that these critiques do not apply to the entire public service. Public services are often
managed as political tools, rather than strictly as a method of providing services from the
state (Hertog, 2010, p. 267). This means that the effectiveness of the agency often is
contingent on political favor, rather than just the effectiveness of the agency involved. Thus,
while some aspects of Saudi Arabia’s public bureaucracy are highly effective and efficient,
and make a significant impact on their area of concern, others are ineffective or have limited
amounts of power or control (Hertog, 2010, p. 267). This is a far more nuanced view than one
that was previously common, which placed the blame for failure of the bureaucratic
apparatus of Saudi Arabia on public apathy about services and political stability, which did
not promote innovation and organizational change or improvement (Al-Mizjaji, 2001, pp.
270-271). These conditions and contradictions mean that making statements about the
entirety of the Saudi public service is both difficult and likely to be inappropriate. However,
it is also worth noting that the most efficient and well-managed agencies often have
permission (either informal or formal) to manage their own recruitment, compensation,
training, and other aspects of HR practice; in other words, effectiveness of the agency may be
contingent on its ability to bypass regulations (Hertog, 2010, p. 29). Overall, Hertog’s (2010)
description of the public service as fragmented and vertically oriented, rather than integrated
and consistent, ring true.
A notable feature of the Saudi public service is that, given its funding through oil
receipts and lack of direct accountability, there is little drive to control costs or improve
efficiency (Hertog, 2010, p. 265). This is a long-standing problem, with an analysis from the
early 1980s noting a lack of focus on innovation within the public services agencies
examined (Al Namir & Palmer, 1982). Instead, the most important concerns on the part of
about 80 per cent of individual bureaucrats were political and career concerns and avoiding
conflict, which Hertog (2010) reports continue to dominate.
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Most recent research on the Saudi public service agency in recent years has been
directed to e-government implementation effectiveness. E-government is seen as a way to
contract the public sector, although it would also require a significant change in existing
skills within the public service (Al-Sobhi, Weerakhody, & Kamal, 2010). However, the
research does not suggest that e-government is ready to take over the current public service.
One study suggested that e-government services did not have the appropriate infrastructure or
support levels to be effective (Al-Sobhi, et al., 2010, p. 14). Another study found that there
are limitations on usability and accessibility of e-government sites, and that they do not fill
the current needs of the population (Abanumy, Al-Badi, & Mayhew, 2005). Yet a third study
found that even e-ready citizens (those that are already online) still face challenges and
barriers to the acceptance of e-governance (Alshehri & Drew, 2010, p. 1039). A general
overview of e-government found that agency websites are typically not effective at providing
services or information, and though the e-government program is improving, it is not yet
ready to effectively provide services (Al-Fakhri, Cropf, Higgs, & Kelly, 2008, p. 59). Thus,
there are significant limitations on the ability of the e-government to reduce the requirement
for training at this time. In order to fully implement e-government, there would need to be a
substantial investment in training, capacity building (both in human resources and in
technology), and planning for future changes, in order to give public service officers the
required skills needed for e-government.
Despite the main focus of this research being on the use of participative planning (and
a stated intention to use the process by the Saudi government), it has not been studied
recently or in detail in the academic literature. A much earlier study of training and
development practices in the Saudi government showed that participative planning was not
widely used in the IPA, but instead programs were developed by the IPA and offered to the
agencies (who could choose to use them or not depending on their needs) (Algabbani, 1995).
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Alshuwaikhat and Aina (2005) has explored the use of participative planning in the Saudi
public agency as a means of promoting training and development plans. This study found that
despite centralized government support, participative planning had not yet been implemented
at the local agency level in most cases. (This study is discussed in more detail in Chapter 3.)
This condition could be due to the vertical fragmentation of the civil service, which means
that many agencies are only associated with each other through tenuous centralized
administrative links such as those provided by the MCS (Ministry of Civil Service) and IPA
(Hertog, 2007; Hertog, 2010; Jones, 2010). It is clear that this is a significant research gap
that is specific to these organizations that needs to be filled. Participatory planning and
stakeholder engagement have been identified as a way to improve development in general in
Saudi Arabia, particularly in order to provide a social inheritance of human skill and
knowledge development to Saudi nationals (Corneo, 2011). This has long been
acknowledged as one of the critical factors in supporting development of effective training
plan implementation (Algabbani, 1995). However, this has not yet been put into practice.
2.5 Research Gap
This chapter has demonstrated that there is actually relatively little research or current
information about the internal operations and effectiveness of the Saudi public services
agencies. Public services in Saudi Arabia are firmly entrenched in the legal structure, and
there is ample research into the historical aspects of the public service and how it has helped
to shape, and been shaped, by the Saudi state. However, most of the current research on
Saudi public agencies is directed specifically to e-government effectiveness, while little
attention is paid to the practices of training and development. This is an important aspect of
Saudi public service, but other areas could also use some attention. The participative
approach has not been explored at all in the effectiveness of the agencies, though as the
literature review (Chapter 3) discusses, it has been shown to be effective elsewhere. By
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focusing on training practices and policies in public service agencies through the lens of
participatory planning, this research will provide foundational research for a broader view of
Saudi public services and their impact on the state and effectiveness. The next chapter
reviews the theoretical foundations of the study, which was applied to the findings in Chapter
6.
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Chapter 3 Literature Review
The introductory material on the use of planning in Saudi Arabia has set the stage for
discussion within the literature review. The literature review was focused on the previous
research in the area, especially focused on defining terms that will be used within the
research as well as exploring specific areas of discussion in more detail. The goals of the
literature review were three-fold. The first goal was to provide insight into the theoretical and
empirical research that has already been done, so that the research that has been conducted is
grounded in sound theory and is congruent with existing findings. The second goal of the
literature review was to identify what ground has been covered in this discussion, to make
sure that the current research is discussing new ideas and issues. The third goal of the
literature review was to provide a foundation for discussing the findings of the research
results.
In writing the literature review, the first stage was identifying seminal studies that
discussed the topics at hand. This stage was completed using existing knowledge of the field
as well as reading of the materials that are seen as key discussions in the field. The second
stage in research was identifying key areas of dissent in the literature, improvements on
existing knowledge, and new models that are beginning to gain attraction. This was intended
to update the theoretical and empirical basis of the research and provide the most recent
information available for the study. The literature review focused on academic books and
peer-reviewed journals, as well as reports from government agencies and international
research organizations, as the most reliable sources of information.
There are three major topics that are discussed in the literature review. The first
section, Planning, discusses planning theory, planning methodologies and plan
implementation evaluation concepts. The second section, Needs Assessment, discusses the
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current literature on needs assessment and planed training. The third section, Participative
Planning, discusses the theoretical foundations of participative planning as well as its
outcomes in practice. Although these three sections are discussed individually, it should be
understood that they are actually closely connected to each other through the same body of
planning theory and research that has evolved in this area over time.
3.1 Planning
The main activity involved in this research is that of planning. There are a number of
different forms of planning and planning can encompass a number of different areas of
concern in both public and private administration. Of particular concern in this case is ways
that plans can be created, implemented, and evaluated. This section offers a conceptual
definition of planning and then discusses the development of relevant planning theory. It then
discusses planning methodologies and plan evaluation methodologies, focusing particularly
on the Plan Implementation Evaluation (PIE) method of evaluation, which will be the main
theory that is used in this research.
3.1.1 Definition of Planning
There are a range of different definitions of planning, depending on the type of
planning being considered and how the plans are being constructed. In fact, it is an
acknowledged problem within the field of planning research that there is no single definition
of planning that can be drawn on; nor is there a strong consensus on what the definition of
planning should be (Perry, 2003). Table 3 shows a range of different definitions of planning,
each of which has different elements that can be identified.
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Table 3 Varying definitions of planning found in the literature
Researchers
Bryson
(2004)
Friedman
(1987)
Mintzberg
(1994)

Definition
“Strategic planning [is] a disciplined effort to produce fundamental decisions
and actions that shape and guide what an organization (or other entity) is,
what it does, and why it does it (p. 6).”
“I. Planning attempts to link scientific and technical knowledge to actions in
the public domain…. II. Planning attempts to link scientific and technical
knowledge to processes of social guidance… [and] social action (p. 38).”
There were a number of characteristics of planning, including planning for the
future, controlling the future, and decision making processes. “Organizations
engage in formal planning not to create strategies but to program the
strategies they already have, that is, to elaborate and operationalize their
consequences formally (p. 333).”

These definitions vary widely and do not seem to offer much common ground in
terms of a consensus definition. However, some common elements can be identified that
form a central and general definition of planning. These elements are that:
•

Planning is done by individuals within organizations (Bryson, 2004; Perry, 2003)

•

Planning implements strategies but does not form them (Bryson, 2004; Mintzberg,
1994, p. 333)

•

Planning is done to make a change or reform a social situation or physical space
(Friedman, 1987; Perry, 2003; Yiftachel, 2001)

•

Planning is done to meet future needs (Friedman, 1987; Mintzberg, 1994; Perry,
2003; Yiftachel, 2001)

•

Planning involves the application of technical or organizational knowledge to actions
(Friedman, 1987; Perry, 2003; Yiftachel, 2001)

•

Planning involves making decisions (Friedman, 1987; Mintzberg, 1994)

•

Planning is done for the benefit of the public or the organization (Bryson, 2004;
Friedman, 1987; Perry, 2003; Yiftachel, 2001)
These common themes within the definition allow for a working definition to form for

this research, although this should not be considered a definitive definition. The definition
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that will be used of planning for this research, as derived from the common elements of
the definitions discussed above, is:
Planning is an activity that involves the application of technical and social knowledge
to achieve goals for the future in a changing social and organizational context, including
identifying alternatives, making decisions, and using resources in accordance with these
decisions.
3.1.2 Planning Theory
Understanding the history of planning theory is important for understanding the
current shape of the field. Planning theory, as in other areas of public administration, has
some fundamental problems that it must overcome before it can provide a useful approach to
pragmatically solving problems. A classical formulation of the problems of public
administration and planning holds that these problems include the influence of existing
norms, which limit the available choices for planning and implementation of plans; human
behavior, which influences both the plans and the outcomes; and the social environment,
which creates conditions that must be taken into account (Dahl, 1947, p. 1-11). Although
Dahl (1947) formulated these problems over half a century ago, their effects can still be seen
in the planning literature. In this research, it could be seen that religious or cultural norms
influence the planning process or training participation. In fact, the primary research (Chapter
5) shows that there are social and career-related hierarchical factors in participation in
training.
Another early development in planning theory and public administration theory was
the recognition that there are fundamental differences between the public organization and
the private organization (Rainey, Backoff, & Levine, 1976, p. 233). These differences include
differences in the environment (such as exposure to market, legal and regulatory factors, and
political involvement in decision making); organization-environment transactions (including
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coerciveness, public scrutiny and expectations, and impact); and internal structure and
processes (including objectives, evaluation, and decision criteria, authority and relationships,
performance, and incentives) (Rainey, Backoff, & Levine, 1976). This is a particularly
important difference in this study, especially given the potential contextual differences and
differences in private impact on public administration activities in Saudi Arabia as compared
to countries where there is more interaction. This needs to be examined in more detail, as it
will be in this study.
There are two major streams of planning theory that can be identified. These include a
representational stream, in which the main focus is on representation of urban development
practices and theories, and an intentional stream, in which the deliberate nature of planning is
considered to be key (Hoch, 2007a). These two streams have particular implications for the
development of planning; in particular, the underlying philosophical approach is that of
practical reason, and it is presumed that planning is a pragmatic activity intended to support a
specific outcome (Hoch, 2007a). Thus, the planning activity is by its nature intentional
(Hoch, 2007a). However, plans are also representational; that is, they are intended to
implement a specific representation of reality (Hoch, 2007a). These two perspectives are not
in complete opposition, as Hoch (2007a) notes; instead, they represent two different
characteristics of the plan and its goals.
Planning theory is not only one thing; instead, it is a deep field of theory in which
different theoretical perspectives are found (Allmendinger, 2002, p. 77). These theoretical
perspectives can be classified in a number of different typologies, depending on the
paradigms in use and the intended goals of the analysis (Allmendinger, 2002, pp. 93-94).
Allmendinger’s (2002) post-positivist typology of planning depends on basic rules including
that: theory is generally normative; theory is mediated through a given social and historical
context; “theory is mediated through space and time allowing for the differential formulation,
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interpretation and application of theories (Allmendinger, 2002, p. 89)”; and that these
conditions mean that substance and procedure are a single concept, rather than being a
dichotomous and separable whole. Figure 1 shows the typology of planning theories that
emerge from these suppositions.
Figure 1 Post-positivist typology of planning theories based on constructs noted above
(Allmendinger, 2002, p. 94)

3.1.2.1 Communicative Action
One of the theoretical conflicts in planning theory is where the goals that are to be
implemented come from (or should come from). In a traditional planning model, planning is
an activity that comes with power, either the practical power of the planner or the political
power of the elected official (or more cynically, other actors in the planning environment)
(Friedman, 1987). However, there are also other models of understanding where plans should
come from. One idea sees planning as a democratic communicative activity, in which a
dialogue between stakeholders is the key determinant in the plans that are created (Healey,
1993, p. 234). This idea is termed a Habermasian communicative rationality. In this model,
29

participants do not consider only their self-interest, but the interests of the group as a whole,
when engaged in the communication needed to determine the correctness of planning
practices (Abram, 2000, pp. 351-353). The pragmatic communicative action theory is above
all a pragmatic theory, in which insights are not gained from philosophical grounding, but are
instead gained from identifying what works and what does not in the empirical setting (Hoch,
2007b). This theory combines understandings of structure and intention in order to develop
plans that are oriented to the context of the situation as well as the specific problem to be
solved (Hoch, 2007b). It is from this theory that the practice of participatory planning,
described in greater detail below, is formed.
While this model is ideal in theory (particularly in a democratic society), there are a
number of issues that arise. In particular, planning as a democratic activity must still have
input from experts in order to ensure technical and economic feasibility of plans that emerge,
equality in distribution and provision for social needs, and other practices (Healey, 1993, p.
237). This has proved to be problematic, as there are often problems between groups who do
not actually adopt the desirable Habermasian communicative rationality. Under conditions of
communicative rationality, groups set aside self-interest and instead focus on theoretical truth
claims, normative rightness, and truthfulness (a subjective measure) (Habermas, 1984). This
leads to a cooperative communication informed by a shared logic and assessment of truth,
with claims being assessed by objective standards. In this instance, groups do not tend to set
aside their own self-interest, but instead tend to push this self-interest at the expense of others
(Abram, 2000, pp. 352-354). A further problem with this theory is that groups need to prove
that they have a legitimate interest in the outcomes of the plan, which can sometimes be
difficult. According to Abram (2000), Proving legitimacy can involve not only proving that a
group or individual is a stakeholder in a plan, but also proving that the individual has
sufficient social power to enforce a legitimate position in the communications. Thus,
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planning cannot simply be a matter of public debate and majority vote, although there is
room for active and democratic participation. There are a number of other critiques of this
model, largely due to the specific interpretation of the role of theory and policy within the
model (Hoch, 2007b). Some of the issues that can emerge in communicative action theory
and misinterpretation of the role of theory an policy include excessive use of norms rather
than practices in describing planning, only focusing on professional planners as the
participants in planning, exaggerating the role of the professional planner while ignoring the
role of other groups and organizations, and ignoring the external influences n the practice of
planning (Hoch, 2007b). Thus, the practice of pragmatic communicative action theory is not
always aligned with its theoretical grounding, which is an issue that should be taken into
account when considering the role in the planning process.
3.1.2.2 Consensus Building
A second idea about planning is that planning should involve consensus building
(Innes, 2004). Consensus building, Innes (2004, p. 10) notes, is not based on the
Habermasian communicative rationality concept discussed above. Instead, consensus
building involves coming to consensus, or general agreement, between multiple groups of
stakeholders (Innes, 2004, p. 6-7). Consensus processes require a number of key elements,
including:
1. Inclusion of a full range of stakeholders;
2. A task that is meaningful to the participants and that has a promise of having a timely
impact;
3. Participants who set their own ground rules…
4. A process that begins with mutual understanding of interests and avoids positional
bargaining;
5. A dialogue where all are heard and respected and equally able to participate;
6. A self-organizing process unconstrained by conveners in its time or content and
which permits the status quo and all assumptions to be questioned;
7. Information that is accessible and fully shared among participants;
8. An understanding that consensus is only reached when all interests have been
explored and every effort has been made to satisfy these concerns. (Innes, 2004, p. 7)
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The use of consensus in planning most commonly also requires the use of facilitation, due
to the nature of the consensus process and the potential for conflict between stakeholders in
the negotiation (Innes, 2004, p. 12). The model of consensus planning is based on authentic
dialogue, which is a pragmatic understanding of the role of negotiation between stakeholders
and the need for successful negotiations to lead to successful outcomes (Innes, 2004, pp. 1416). Innes (2004, p. 10) is particularly stringent in noting that although this notion is similar
to communicative rationality, it is not directly derived from it, but is instead a convergent
theory that is based in empirical observation. However, although the theories are well
aligned, there is a significant gap; in consensus building the plan that is adopted is not, as
Habermas’ theory suggests, the best-argued plan, but is instead the plan that represents the
best compromise between the needs of the participants (Innes, 2004, p. 13). Consensus
building cannot overcome power differentials between stakeholders outside of the
negotiations, and gaining legitimacy in order to participate in negotiations remains a problem
in consensus building just as it is in communicative rationality (Innes, 2004, p. 12).
Consensus building also often takes a long time, and does not always end in complete
agreement (Innes, 2004, p. 15). However, consensus building can often be useful in situations
where there is a high level of conflict or controversy between participants or where there are
direct conflicts in stakeholder needs (Innes, 2004, p. 14). Given these strengths, consensus
building is one approach that can be used in planning effectively, especially in certain
situations.
3.1.2.3 Strategic Planning
A third idea about planning implements the strategic planning model of corporate
planning (Kaufman & Jacobs, 1987). Although the authors do note that the strategic planning
model is itself derived from the public planning models that were in development prior to its
emergence, they nonetheless note that there are a number of characteristics about strategic
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planning that are useful, including setting specific strategic goals and using cost controls and
efficiency metrics in order to determine the success of plans (Kaufman & Jacobs, 1987).
Strategic planning involves the development of specific strategies in order to minimize the
use of resources and maximize return on these resources (Bryson, 2004, p. 137). The use of
strategic planning in the public organization is commonly driven by a public administration
viewpoint, which applies market-like principles to the use of public resources. There are a
variety of flaws with this model, however, including that the public services provided are not
directly understandable in a market framework (Bryson, 2004, p. 4). (This is not necessarily a
flaw of the use of planning, but more the public administration perspective.) The strategic
planning perspective at the organizational level only takes into account the goals of the
organization and often does not truly take into account the external environment. This is not a
general problem of public administration and planning, since large-scale central planning is
one element of the organizational planning practice (Bryson, 2004). In this study, these links
can be seen through central planning of the IPA as it relates to organizational training.
However, there is still a concern that this might not implement sufficient planning practice.
3.1.3 Planning Methodologies and Practices
Planning methodologies relate to how planning is done. Planning is a continuous
process that occurs at all levels of public administration from the local level to the national
level, but is most commonly seen in local and regional governments in governments
(McKinney & Howard, 1998, p. 24). However, it is very common in businesses, which often
use practices like strategic planning in order to gain competitive advantage in their industries
(Porter, 2008).
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3.1.3.1 Visioning
One practice that is very common is that of visioning, which can be defined as
“creating images of the future to serve as goals or guides for planning decisions (Shipley,
2002, p. 7).” The process of visioning is commonly undertaken in a community development
environment, in order to consider the current challenges and to determine a desirable end
state for the environment (Shipley, 2002, p. 8). Visioning is a generalization of a strategic
planning tool that is commonly used in corporate strategic planning, and as Shipley (2002)
notes, most of the visioning models that are used in the community development and
planning environment are not necessarily designed for this environment. Shipley (2002)
evaluated the validity of visioning in the community planning environment using program
theory, which is an analytical approach that is designed to identify connections between
theories and concepts that are used in a given body of work, as well as emergent evaluation,
which allows for understanding concepts that have not yet emerged or in the process of
emerging as theories. He found that there were a number of implied or tacit assumptions
regarding visioning, including that it is a novel approach and that it is useful in the overall
planning process (Shipley, 2002). He also noted that the sources of information used in
visioning were frequently unclear, which led to situations in which the information on which
the vision was based could not sustain a reliable or valid future vision (Shipley, 2002).
Although Shipley (2002) did note that this practice could be extremely useful in some cases,
ultimately he concluded that the use of visioning was not founded on a strong theoretical
foundation and was highly inconsistent from practitioner to practitioner. This does not
preclude the use of what may be a useful tool, particularly in keeping with the pragmatic
philosophy of the current research, since what is most relevant under that philosophy is
whether or not a given tool works. However, it does cast some doubt on whether visioning
must always be a part of the planning implementation process.
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3.1.3.2 Planning Implementation Approaches
A planning implementation approach can be defined as “a technique buttressed by the
use of power to encourage plan adoption (Nutt, 1983, p. 601).” Nutt (1983, p. 601) identified
three implementation approaches that could be used in the planning process, including
unilateral techniques, manipulation techniques, and participative techniques. Unilateral
techniques are those that depend on the power of only a single individual or stakeholder
group (either the planner or the change agent) to implement the plan, while manipulative
approaches try to manipulate users or stakeholders into adopting a specific approach (Nutt,
1983, p. 602). The approach that this research is primarily concerned with, however, is the
participative planning implementation technique. The participative technique is characterized
by voluntary participation, involvement-based, and founded on shared and delegated
participation roles, all of which are intended to increase the acceptance of the proposed plan
among participants (Nutt, 1983, p. 603). Nutt (1983, p. 603) also noted that using power (as
formulated using French and Raven’s (1959) five bases of power, which are reward,
legitimate, referent, expert, and coercive power) is a fundamental characteristic of planning
implementation practices. Table 4 provides a brief description of these bases of power. The
type of planning implementation that is most appropriate will vary depending on the
environment and the type of planning demanded (Nutt, 1983, p. 604).
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Table 4 French and Raven's (1959) bases of power (Source: Nutt, 1983)
Power
Base
Reward
Legitimate
Referent
Expert
Coercive

Brief Description
The holder of reward power has the ability to gain support because the holder
can grant access to desired material or personal exchange goods in exchange for
this support.
The holder of legitimate power has power because of his or her position within
the organization or institution in which he or she is operating.
The holder of referent power has power because of personal relationships with
followers, and the ability to provide powerful approval or disapproval (or in
other words, acts as a role model).
The holder of expert power has power because of what he or she knows; this
power holder has secret or special knowledge or skills that grant a presumption
of superiority in his or her position.
The holder of coercive power holds power because he or she has the ability to
inflict unpleasant consequences or withhold rewards from those that do not
support his or her position.

3.1.3.3 Plan Composition
Following identification of a planning implementation strategy, the planner must
compose a plan (Hoch, 2009). Hoch’s (2009) discussion of how the plan is composed and
implemented is useful for understanding this process. The first issue is that planners
commonly use skills, techniques and attitudes gained from everyday planning in their
practice of planning for institutions and organizations (Hoch, 2009). The first stage in the
process of planning is identifying an appraisal strategy (Hoch, 2009). Appraisal involves
considering and framing the problem that will be planned for inside a specific social and
political context (Hoch, 2009). The second process is that of comparison, in which the
planner reflects on the problems at hand and compares the potential outcomes of various
plans that could be implemented, demonstrating various techniques and planning mechanisms
(Hoch, 2009). The appraisal and comparison stages are often performed simultaneously or in
a feedback loop cycle because of the entanglements of these processes (Hoch, 2009).
Selection is the stage in which the various plans that have been compared are considered and
one plan is selected as the best compromise between the two (Hoch, 2009). Figure 2 shows a
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generic planning process that demonstrates what the planner must take into account during
the planning implementation stage. However, as Hoch (2009) notes, this is a generic process,
and in fact the process of planning is highly complex and must take into account a number of
issues that are embedded in the practice context rather than following a generic algorithm.
Some of the specific issues that planners must take into account is the precedent for their
established plan and the planning policy that is in place in a given organizational
environment (Hoch, 2009). The planner may also want to prototype the plan in order to
ensure that it is technically feasible, as well as to show the participants in the process that the
plan will be appropriate for their needs (Hoch, 2009).

Figure 2 Illustration of a generic planning process, demonstrating Hoch's (2009)
planning implementation process (Hoch, 2009, p. 231)

3.1.4 Plan Evaluation Methodologies
Although the process of planning and plan implementation is clearly important, it is
equally important to know whether the plan that has been created works effectively – there
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must be an evaluation of the planning process and the plan. Planning evaluation focuses on
two main characteristics: that the plan is internally coherent, and that the means used are
capable of achieving the desire end (Hoch, 2007a). A brief overview of the literature
indicates that there are a wide range of plan evaluation methodologies available. However,
the most useful approaches in this research will be pragmatic approaches (Hoch, 2002, p. 55).
As Hoch (2002) notes, the consistency of a given plan or its implementation with a
theoretical approach, as supported by rational analysis, is not as important as how well it
performs in practice. Thus, the use of pragmatic evaluation standards is more consistent with
the goals of producing an effective plan than the use of evaluation standards that are rational
but that do not work (Hoch, 2002, p. 56). Furthermore, a pragmatic approach to evaluation
helps to assess the plan in terms of its meaning for both analysis and action (Hoch, 2002, pp.
58-62). Finally, the pragmatic analysis approach is consistent with the pragmatic
philosophical leanings of this research generally, indicating that this will be the best for the
intended research. Given this, a pragmatic approach rather than a theoretical approach will be
prioritized. In practice, however, the use of plan evaluation methods can be difficult (Berke &
Godschalk, 2009, p. 237). Berke and Godschalk’s (2009) meta-analysis of plan quality
evaluation studies showed that the studies were only moderately internally consistent, with
many plan evaluation frameworks not clearly identifying the issues at hand or determining
why these issues may be problematic. They noted that commitment to specific goals and facts
were some of the lowest ranking elements of these plan evaluations, indicating that there was
some lack of focus in this area (Berke & Godschalk, 2009, p. 230). The authors call for even
more improved methods of developing plan quality evaluation, but these points to a
significant and ongoing gap in the research area.
There are different ways to consider criteria for planning and implementation success
(Alexander & Faludi, 1989, pp. 127). One approach views planning as a way of exerting
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absolute control over future development. Under this view, the plan that has not been
implemented is a failed plan (Alexander & Faludi, 1989, p. 128). However, most plan
evaluation criteria do not need to meet these standards, and in fact the strict implementation
of most plans is unrealistic given changing environments and considerations. A second view
of the goal of planning is a means of facilitating decision-making under complex and
uncertain conditions According to this view, the completion of the implementation is no
longer the final demonstration of the planning process success (Alexander & Faludi, 1989, p.
128). However, as Alexander and Faludi (1989) point out, under these conditions it is very
difficult to actually identify a specific metric that can be used to evaluate the outcome of a
given plan. However, a middle ground can be found; in this middle ground, Alexander and
Faludi note, implementation of the majority of the original plan is desirable, but if there are
positive changes that can be made in this plan this improves the overall outcomes of the plan
and so should be considered in a positive view. Given this view, a planning evaluation
approach should be able to measure both the implementation of the original plan and the
development of planning goals that lie outside this area.
Although the specific plan evaluation criteria used will depend on the plan’s goals and
its external environment, there are some general planning evaluation criteria that can be
identified (Baer, 1997). Evaluation can be performed at a number of different stages during
the planning process, including at the plan assessment, planning evaluation, plan critique,
comparative research and professional evaluation, and post hoc evaluation stages (Baer,
1997). In this particular case, we are most concerned with evaluation at the planning
evaluation stage, although there is room for planning approaches outside this area. Table 5
shows some of the critical questions for evaluation of plan criteria established by Baer (1997)
in eight areas of concern for plan assessment. Although not all of these criteria will be
relevant to each plan, the majority of these criteria could apply as they are highly generic in
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terms of their commitments and modeling and what they actually apply to. Thus, this is a
good set of criteria to begin plan evaluation from a technical standpoint.

Table 5 General criteria for planning evaluation (Baer, 1997)
Area of Concern
Adequacy of Context

Rational Model
Considerations

Procedural Validity

Adequacy of Scope

Guidance for
Implementation
Approach, Data and
Methodology
Quality of
Communication
Plan Format

Criteria
Explanation of political and legal context, background, role of the
preparing agency, type of plan, scope of plan, source of funding,
time in preparation
Executive summary included
Clear assessment criteria, problem statement, goals and objectives
Horizontal and vertical relationships identified, plan purpose (e.g.
advocacy, etc.) determined.
Discussion of existing capacity, procedural coordination,
alternatives, potential tradeoffs
Discussion of involved groups/stakeholders (selection, involvement)
Data and goal selection
Technical issues
Public comment
Consideration of all contextual issues
Consideration of efficiency, equity, predictability, distribution of
costs and benefits, financial and relocation issues, legal issues,
overall feasibility
Implementation provisions and priorities, time spans, scheduling
and coordination, agency and personal responsibilities, feasibility of
selection
Data collection methods and procedures, citation of data and
methodology, data levels
Identification of audience, convincing presentation, rationale,
conclusions, tone of the document, inclusion of criteria
Size and format, date of publication, professional responsibility of
authors
Table of contents, graphics, layout, etc.

The above approach is a primarily qualitative approach focused on the quality of the
plan itself. However, there are also clearly issues about whether the plan actually gets
implemented (regardless of its quality) (Talen, 1996a, p. 248). As Talen (1996a) notes, there
are many plans that are created without final implementation. There are four points at which
plans can be evaluated, which Talen (1996a) classed in different typology classifications.
These include: “evaluation prior to plan implementation…; evaluation of planning
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practice…; policy implementation analysis…; [and] evaluation of the implementation of
plans (Talen, 1996a, p. 249).” In this case, it is primarily the final category that the present
study is concerned with. Evaluation of the implementation stage can occur in quantitative and
non-quantitative (or qualitative) fashion (Talen, 1996a, p. 253). Non-quantitative approaches
described by Talen (1996a) are generally anecdotal and often do not stand up to more
intensive scrutiny regarding the actual outcomes of the plans as compared to desirable
outcome criteria. Quantitative measures identified by the author included the use of grid
overlays and regression testing to identify variances from the expected outcomes and the use
of the planning monitor, which describes attributes algebraically and identifies variances
between expected and actual outcomes using vector algebra (Talen, 1996a). While both of
these approaches are far more technical than the anecdotal approach, they are also more
likely to return robust results (Talen, 1996a, p. 253). However, in order to actually generate
results using these tools a number of criteria must be met, including the use of a plan that can
actually generate the results desired and a way to measure these results (and an ongoing
monitoring system that will generate these figures) (Talen, 1996a, p. 254). Another problem
is multicausality, which may not allow for a true identification of the results of the planning
process. Talen (1996a. p. 255) clearly indicates that more consistent quantitative results
should be created to measure the success of plan implementation. Talen (1996b) identified a
number of ways to develop plans that would allow for quantitative assessment of the postimplementation plan success, focusing on a specific problem (location of public facilities).
However, the dominant paradigm that has emerged is that of plan implementation evaluation
(PIE).
3.1.5 Plan Implementation Evaluation (PIE)
Ultimately, whether a plan is implemented (in either the existing form or in an
evolved form) successfully and has the intended results must be the defining characteristic of
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the success of the plan. Existing researchers have clearly identified a problem with the lack of
means of planning assessment (Talen, 1996b; Talen, 1996a). However, there are some key
factors in development of effective plans that can be identified, including “the quality of the
plan; the capacity and commitment of land developers to implement plans; the capacity and
commitment of the staff and leadership of planning agencies to implement plans; and the
interactions between developers and the agency (Laurian, et al., 2004, p. 555).” These factors
were isolated in Laurian et al’s (2004) study of local environmental plans in Australia and
New Zealand, which used a consistent method of analysis in order to identify what factors
were relevant in plan implementation success. These factors will be examined in light of the
Plan Implementation Evaluation (PIE) method of evaluation, which is the preferred method
of evaluation for this research.
The Plan Implementation Evaluation (PIE) method of evaluation was proposed by
Laurian, Day, Berke, Erickson, Crawford and Dixon (2004) as a means to provide “a
rigorous, quantitative and systematic way of assessing the degree to which land use plans are
implemented (Laurian, et al., 2004, p. 471).” This purpose is consistent with the discussion
above under general plan implementation, which notes that a large number of plan evaluation
methodologies are insufficient because they do not use a quantitative approach to
measurement and also do not measure whether a given plan is actually implemented in its
determination of success (Alexander & Faludi, 1989; Talen, 1996b; Talen, 1996a). This
means that the PIE method is a significant answer to one of the most basic problems that have
emerged from plan evaluation. Laurian et al (2004) acknowledge the difficulty that Talen
(1996b) also observed; that in order to measure the outcomes of plans it is necessary to take
into account a large number of variables, not all of which will be related to the plan or
reflective of its measurements or outcomes. The method described by the authors was

42

designed for evaluation of land use planning, although it could also be extended to other
types of plans if that were necessary (Laurian, et al., 2004, p. 471).
The PIE method is based on a conformance-based approach to plan implementation,
rather than a performance-based approach (Laurian, et al., 2004). This difference is key
because while conformance to an original plan is relatively simple to measure (particularly
for a plan that has a specific set of measurement criteria inherent in the plan itself, as
suggested by Baer (1997)), the actual outcomes of the plan’s performance can be much less
concrete due to the problem of multicausality, as noted by Talen (1996a). The specific
definition of the conformance-based approach to measurement offered by the authors is that
“the conformance-based approach focuses on planning outcomes and the linkages between
plans and actual development. A plan is considered implemented if development patterns
adhere to its policies and meet its objectives (Laurian, et al., 2004, p. 472).” The assumptions
of the conformance-based implementation approach include that the plan is intended to serve
as a means of describing future development and rationalizing it, and that the plans are
appropriately described in order to make this measurement possible (Laurian, et al., 2004).
Following this set of assumptions and the basic definition that is used, the definition of plan
implementation by the authors is “the degree to which plan policies are implemented through
the application of specified development techniques in planning practice (Laurian, et al.,
2004, p. 472).” One of the key factors in this implementation evaluation approach is that it is
not independent of previous evaluations; instead, a plan design evaluation approach, such as
the evaluation described by Baer (1997) must be used in order to make sure that the plan that
is implemented (or that the planner attempts to implement) is possible to measure effectively.
Given this, the PIE approach should be considered to be a stage of the implementation
process, rather than a standalone evaluation process.
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The PIE approach measures the implementation of plans based on the use of planning
permits, building permits, or other legal documents that describe the intended implementation
of a given plan (Laurian, et al., 2004). (Although Laurian et al (2004) focused on the use of
planning permits in New Zealand, the legal specifics of these permits, including their name,
does vary across legal jurisdictions, and so these should be considered to be a general class of
documents rather than a specific document). The authors noted that there were four different
elements to be considered in the implementation of plans, including commitment from
involved agencies, inclusion of implementation and management provisions in the plan itself,
identification of management techniques, and the use of these management techniques in the
plan implementation process (Laurian, et al., 2004). These four elements each had the ability
to change the outcomes of the planning process.
There are two major factors involved in implementation of the PIE approach,
including implementation depth and implementation breadth. Table 6 shows the definition
and measurement characteristics of each of these two indicators. The authors are clear in
stating that why some policies and not others are chosen for implementation is not measured
in the PIE method (Laurian, et al., 2004). In order to determine why policies may not be
implemented, it would be necessary to use a qualitative analytical approach. This is one of
the reasons why a mixed methods approach has been proposed for this study.
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Table 6 Definition of the key indicators of the PIE method (Laurian, Day, Berke,
Erickson, Crawford, & Dixon, 2004)
Indicator
Implementation breadth

Implementation depth

Definition
“The variety of policies that
are implemented through the
permitting process (Laurian,
Day, Berke, Erickson,
Crawford, & Dixon, 2004, p.
473)
“The proportion of policies
that are implemented by each
permit by using techniques
specified in the plan
(Laurian, Day, Berke,
Erickson, Crawford, &
Dixon, 2004, p. 473)”

Measurements
Ratio of policies
implemented one or more
times to policies never
implemented
Ratio of average proportion
of policies in a plan
implemented to all policies in
the topic area

The authors identify five stages in the process of PIE analysis. Figure 3 shows the
process flow used in this method. The first stage is selecting an issue that will be measured
during the evaluation process; the authors note that since there is an overlap between plans
and issues (plans address more than a single issue, and issues are commonly addressed by
more than a single plan) the identification of an issue must be the first stage, and issues
should be considered individually (Laurian, et al., 2004). The second stage includes
identifying plans and policies that address the issue that is selected for comparison, while the
third stage involves selecting permits that were obtained during the period in question
(Laurian, et al., 2004). During the fourth stage, permits are examined in order to identify
which of the elements of the plans were implemented during the plan period considered, and
to what degree each of the plan policies was implemented (Laurian, et al., 2004). Finally, the
indicators shown in Table 6 are calculated, which provides a quantitative comparison basis
for identifying the overall success of plans. The authors illustrated their methods using the
case of land use planning in New Zealand, comparing six plans based on their depth and
breadth of implementation (Laurian, et al., 2004). They found that while most plans had a
high degree of implementation breadth, most had a low degree of implementation depth, and
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none of them had high breadth and depth (Laurian, et al., 2004). The findings of this study
are not as important in terms of their actual value to this research as they are to understanding
how the process of PIE can be implemented in practice.

Figure 3 The PIE analysis process (Adapted from Laurian, Day, Berke, Erickson,
Crawford & Dixon, 2004)

Although the PIE method provides a robust means of evaluating the implementation
of plans, and it is based in pragmatic findings, its implementation is not as simple as there are
a number of barriers that can be identified in the area of concern (Laurian, Crawford, Day,
Kouwenhoven, Mason & Erickson, 2010). One problem is that there is relatively little
attention still paid in the development of plans to include measurable outcomes (Laurian, et
al., 2010). Although this has been known to be an issue with the development of plans for
some time, it continues to be a problem in the pragmatic planning space (Laurian, et al.,
2010). Another problem is that the rational planning process in use by planners often
excludes the evaluation step; this problem is demonstrated in Figure 4 below. The lack of
allowance for plan monitoring and evaluation means that even though the PIE method is easy
to implement it may often not be implemented. This barrier may be due to political concerns
or resource and funding availability, which may not allow for the development of an
evaluation strategy (Laurian, et al., 2010). And of course, as has been observed since Talen
(1996a, 1996b), there are significant methodological problems in plan evaluation, including
the lack of clear indicators in this area and the problem of multicausality and identifying
which changes are actually due to implementation (Laurian, et al., 2010). The use of the PIE
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method, which is based on conformance to plans rather than their outcomes, is one way to
circumvent this problem, but it is not perfect since it still relies on the plans being
appropriately formulated in order to be able to measure the outcomes (Laurian, et al., 2004).
Although Laurian et al (2010) have developed a plan outcome methodology (POE) that
addresses the outcomes of the planning process, which serves as a complement to the PIE
methodology (which focuses on conformance) this method is more complex and may not
prove to be as enlightening to the current research. Thus, the older and simpler to measure
PIE methodology is preferred in this study.

Figure 4 Illustration of a gap in the rational planning cycle (Laurian, Crawford, Day,
Kouwenhoven, Mason & Erickson, 2010, p. 746)

One of the most interesting aspects of the PIE method is that it allows for
consideration of planning priorities that are not just based in physical development of the
plan, but also in policy-based, social, or other elements. For example, one group of
researchers compared the outcomes of plans in New Zealand based on the participation levels
and satisfaction with outcomes of the hapū and iwi (tribal and sub-tribal) groups of native
Maori, who were viewed as key stakeholders in development of water management systems
(Backhurst, Day, Warren, Ericksen, Crawford, Jefferies, 2004). This study found that there
was low involvement of these groups as based on the PIE method’s evaluation of the number
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of involvements as compared to plan involvements (Backhurst, et al., 2004, p. 3). The authors
then used qualitative research in order to identify why this plan policy did not have a high
level of implementation, finding that there were poor relationships between the hapū/iwi
groups and the councils that were approving the permits (Backhurst, et al., 2004, p. 8). These
findings demonstrate how the PIE method can be used to address issues other than physical
implementation of plans.
3.1.5.1 Integrative Methods
As noted above, the problem of evaluation is not only a problem that occurs at a
single stage of the planning process; instead, evaluation must be completed at several stages.
There is also the conflict between conformance and performance based methods (Laurian, et
al., 2004). Although conformance is considerably easier to measure, performance is also an
important element in the outcomes of a given plan. In order to resolve these ideas, an
integrative method of planning evaluation has been proposed by Oliviera and Pinho (2010).
This methodology, known as the Plan-Process-Results methodology (or PPR), integrates
evaluation of the plan itself with conformance and performance based evaluation of the
plan’s outcomes (Oliviera & Pinho, 2010, p. 307). This model proposes specific evaluation
criteria for plan criteria, although it does not specifically reflect Baer’s (1997) approach, but
instead uses a spatially based evaluation approach to plan formation (Oliviera & Pinho,
2010). The authors then integrate the PIE method as proposed by Laurian et al (2004) along
with an outcomes-based evaluation methodology, focusing on issues including public
participation, commitment of resources, and other measurable outcomes that can be
determined (Oliviera & Pinho, 2010, pp. 310-320). This approach demonstrates one
integrative approach to the problem of plan evaluation, although it is a relatively new
approach that has not been fully integrated; this type of approach demonstrates a holistic and
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pragmatic view toward the process of planning evaluation that should be integrated into the
existing research.
3.2 Needs Assessment
One of the basic problems of this research is needs assessment – how can we know
what needs a plan should meet and how it should do so? The problem of needs assessment is
also a known issue in the Saudi Arabian planning context, making this a key discussion for
this research.
3.2.1 Needs Assessment Definition and Actors
Needs assessment is a critical area of concern in many fields, including that of
planning. A formal definition of needs assessment is:
[Needs assessment] is a systematic approach that progresses through a defined
series of phases. It gathers data by means of established procedures and methods
designed for specific purposes… [and[ selected to fit the purposes and context of the
NA. NA sets priorities and determines criteria for solutions so that planners and
managers can make defensible decisions. NA leads to action that will improve
programs, services, organizational structure and operations, or a combination of these
elements. NA sets criteria for determining how best to allocate available money,
people, facilities, and other resources. (Witkin & Altschuld, 1995, p. 10) [Emphasis
in the original]

The definition above clearly highlights the goals and intentions of the needs
assessment process in a concise manner that clearly identifies the process and outcomes.
However, this definition does not describe the full range of needed supports in order to
develop the overall needs assessment. One issue is that the needs assessment is focused on
people, who Witkin and Altschuld (1995) identify as being grouped into three categories,
including service receivers (level 1 or primary), service providers and policymakers (level 2
or secondary) and resources and solutions (level 3 or tertiary). However, the category of
resources or solutions does not include people, generally speaking; instead it refers to
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customs and laws, structural elements, policies, and physical resources that can be used to
meet specific needs (Witkin & Altschuld, 1995). There are also external factors, such as
legislative and regulatory requirements, economic constraints, political constraints, and other
factors that mean that it may not be fully possible to fully meet the needs of individuals
(Witkin & Altschuld, 1995).
There are a number of different types of needs assessments that can be performed. For
example, the needs assessment can be based on present needs or future needs; it can focus on
needs at any of the three levels defined above; and it can be oriented toward participatory or
unilateral needs determination (Witkin & Altschuld, 1995). Overall, the goal, structure, and
target of the needs assessment will make a significant difference in how well the needs
assessment can actually meet the needs of the individuals involved.
One important point about needs assessments is that they can occur at the micro or
macro level (Kaufman, Rojas, & Mayer, 1993, p. 16). At the macro level, the needs of large
groups of people are being addressed at the institutional or structural level; it is at this level,
for example, that large-scale social needs assessment would be performed. At the micro level,
the needs of small or localized groups of individuals within one organization are considered.
Figure 6 shows the various levels of needs assessment and how these levels are related to a
given needs assessment procedure. At the individual or small group level, what the authors
term a quasi needs assessment, in which an informal approach is used to rapidly assess the
needs of a given group, can also be performed (Kaufman, et al., 1993, p. 99).
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Figure 5 Identifying specific needs assessment criteria and levels (Kaufman, Rojas, &
Mayer, 1993, p. 52)

3.2.2 Needs Assessment Models
There are some models of needs assessment that are specifically intended for use in
the urban planning environment, which is the closest model of planning to what is currently
in question. One such approach is multi-attribute utility theory (MAUT), which is a set of
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criteria for making a decision based on the various needs of individuals; however, this
approach does not depend on a strict rank ordering of perceived severity of the needs, but
instead based on the best choice solution set that can be found among all of these
requirements (Altschuld & Witkin, 2000, p. 145). An eight-step process is used in performing
the MAUT process, including:
1. Identifying intraorganizational context, needs, and issues surrounding needs, and
prioritizing needs
2. Identify alternative solutions for the highest priority needs.
3. Identify key metrics on which alternative solutions can be judged.
4. Rank these criteria based on perceived importance.
5. Calculate the importance of criteria and the importance weights (which should sum to
100, and which indicate the general importance of the given factors)
6. Determine solutions that will maximize returns given the available criteria.
7. Identify the best possible solutions based on this weight.
8. Select a given solution based on the maximization of high-importance needs and the
ability to meet them (Altschuld & Witkin, 2000, pp. 145-147).
A modification of this MAUT needs assessment framework is SMART (the simple multiattribute rating technique), which simplifies the MAUT process by eliminating the rank
ordering and normalization phases (Altschuld & Witkin, 2000, p. 153). This process provides
a more streamlined technique for identifying the best solution set in cases where there are a
large number of potential alternative values that could be maximized. This procedure can also
be used in public planning, and provides a valuable improvement to the process. These
approaches offer a rigorous approach to planning and needs assessment, although they still
require considerable contextual information and detail in order to be successful (Altschuld &
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Witkin, 2000). Both of these approaches are also pragmatic approaches, which make them
consistent with the needs of the current research.
3.2.3 Needs Assessment in Planning Practice
There are a number of case studies that address the processes of needs assessment in
planning practice, which can be used to demonstrate the importance of needs assessment as
well as its overall structure and development. However, it should be noted that few of these
approaches actually used (according to their authors) a detailed approach to needs assessment
such as MAUT or SMART; instead, the needs assessment was primarily what Witkin and
Altschuld (1995) termed a quasi needs assessment, in which a general, qualitative
understanding of the importance of a given need was identified and this was then used as the
basis for comparison. In some cases, however, this was appropriate, as undertaking a more
detailed needs assessment would not necessarily have added anything substantive to the
analysis, but it would have been a more complex research process. These studies covered a
range of needs within the community. They also challenge the idea that needs assessment is
either commonly used or that it is effective in rebalancing the use of community resources in
order to meet the needs of the community as a whole.
One study discussed the process of long-term transport planning and its relationship
to needs assessment (Short & Kopp, 2005). This study considered the gap between the
planning process and what was actually contained within the policies and practices that were
put into place when it came to planning transport infrastructure in European countries (Short
& Kopp, 2005). The authors noted that there was a needs assessment framework specifically
developed for identifying international transport needs, the Transport Infrastructure Needs
Assessment (TINA) framework (Short & Kopp, 2005). However, this standard framework
was actually rarely used effectively in practice; for example, when considering the amount
that should be spent on developing transportation networks, there was often a cut-off of 2 per
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cent of GDP expenditure at the national level, which was considered to be the top level of
expenditure in the TINA framework (Short & Kopp, 2005). At the same time, while agencies
often over-invested in international transport infrastructure, there were often unmet needs in
the national and local transportation network infrastructure, such as local bypasses and
increased train capacity (Short & Kopp, 2005). Given this, it is clear that the use of needs
assessment in terms of the transportation networks of many areas is somewhat imbalanced.
A second study considered the use of needs assessment in the context of obtaining
social justice for oppressed groups in urban planning processes (Agyeman & Evans, 2003).
This study found that needs assessment was a key factor in determining the required planning
approaches for achieving environmental justice, or equitable distribution of environmental
risk (Agyeman & Evans, 2003, p. 50). The authors also found that involvement of all
stakeholders was key for ensuring that environmental justice actually could be met, and that
this involvement must be included in the needs assessment stage in order to effectively
identify community, individual, and environmental needs (Agyeman & Evans, 2003, p. 36).
However, they noted that in the practice models they examined, the role of needs assessment
was often unclear and that it often did not follow a specific pattern or framework, but was
instead left open to selection or interpretation by planners or other involved individuals
(Agyeman & Evans, 2003, p. 37). Thus, in environmental planning as well as in transport
planning, the use of needs assessment was often uncertain.
A third study of needs assessment in planning addressed a specific health need – the
need to increase personal movement rather than the use of cars as a health measure (Heath,
Brownson, Kruger, Miles, Powell, & Ramsey, 2006, p. S55). This study performed a
systematic review of planning processes that addressed this issue in detail. Its conclusion was
that, given the outcomes of the studies that were compared, the use of needs assessment was
a critical factor in how successfully the introduction of sidewalks, bicycle paths, and other
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planning measures intended to increase and encourage the use of bicycles or walking could
be performed (Heath, et al., 2006). This finding indicated that needs assessment could be
either qualitative or quantitative, but that it should directly address the needs of the
community in order to be most effective.
Overall, the evidence in regard to needs assessment in planning indicates that it
should be used in order to isolate the specific needs of the stakeholders and involved
participants, either immediate needs or future needs. However, the evidence also suggests
that while needs assessment is best practice and there are a number of frameworks that can be
used to simplify its use, the actual use of needs assessment in planning is relatively minimal.
This is why the use of needs assessment will be considered as one of the factors in the current
research project.
3.3 Participative Planning
The most significant paradigm of planning that has emerged in recent decades is that
of participative planning. This planning model is not unilateral; that is, it does not rely on the
expert knowledge and power of a single individual to design and implement the plan on the
assumption that this individual will be more successful than others (Nutt, 1983, pp. 603-605).
It also rejects the manipulative approach, in which the individual’s participation is mandatory
and decisions are commonly driven by a single actor or group of interests (Nutt, 1983, pp.
603-605). Instead participative planning involves the voluntary involvement of multiple
groups of involved stakeholders, who work together in order to create a plan that meets the
needs of the majority of groups as well as possible (Nutt, 1983, pp. 603-605). The
participative planning model is particularly important in this case because, although the Saudi
Arabian government has implemented sustainable development policies in its planning
requirements, these requirements have not reached down to the local level and have not
involved significant amounts of participative action (Alshuwaikhat & Aina, 2005, p. 387).
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Given this lack of participative planning implementation, it is likely that there is significant
room for improvement on the implementation of a policy that reflects this goal.
3.3.1 Definitions and Actors
In one of the simplest definitions of the process, “Participative planning is a type of
planning in which the manager actively involves others in the planning process (Knippen &
Green, 1995, p. 32).” Who “others” include, however, is one of the things that makes
participative planning complex. The participants in participative planning include the
standard actors of planning, including planners, agencies, and external regulators (by
influence, if not by direct action). Other participants can include residents of a given area,
environmental representatives, historical conservation groups, local native groups or tribes,
business people or groups of business people, and other groups that have an interest in the
outcomes of a given development process (Knippen & Green, 1995, p. 32).
3.3.2 Stages of Participative Planning
There are a number of stages to participative planning that can be identified. The first
stage is goal identification; that is, the goals that the plan will be intended to accomplish must
be spelled out (Knippen & Green, 1995, p. 33). This can often be a difficult process because
the goals are areas where the interests of various groups in the participation process may
collide (Forester, 1999, p. 164). In particular, the views of some groups may be in direct
conflict with the views of other groups – business groups may consider an area to be a prime
area for commercial development, for example, while the residents that currently live there
may prefer to maintain the area as a residential district (Forester, 1999, p. 85). The problems
also extend to issues of native or tribal group development, as these groups may have
different cultural norms and values than the planners they are working with; in this case,
there may be direct conflicts about what the problem even is (or whether it is a problem),
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which can inhibit the formulation of a cohesive goal (Forester, 1999, p. 8). Thus, the goal
setting stage of the participative planning process, which might seem to be the simplest part
of the process overall, may actually prove to be the most complex.
The second stage in participative planning is determine what planning constraints are
in place; that is, what issues may have an effect on how or whether a given goal can be
achieved (Knippen & Green, 1995, p. 33). Some common planning constraints include
resource constraints (like available time or money), political constraints (including both
whether a proposed plan is legal and whether it will be well received by political actors), and
acceptance of the plan by individuals involved in the planning process (Knippen & Green,
1995, p. 33).
The third, fourth, and fifth stages in planning involve identification and selection of
alternatives; this process is very similar to the general plan composition process, in that it
involves identifying alternative ways to meet the goals determined, evaluating alternatives,
and selecting the best alternative that will provide the goal achievement desired within the
constraints imposed (Knippen & Green, 1995, pp. 34-35). However, the refinement of
participative planning in this area is that it is not only the planner that is involved in this
process. Instead, there are multiple stakeholders involved in the process of alternative
identification, ranking and selection, which introduces a number of different perspectives for
consideration. Thus, this stage may be more complex than in a non-participative
environment, since the inputs of several groups will need to be balanced against each other.
3.3.3 Participative Planning Practices
There are a number of planning practices that can be identified as being effective in
facilitation of participative planning approaches. These approaches are sometimes considered
best practices, but in a pragmatic sense the role of the best practice should be that it works in

57

practice; thus, the main criteria for consideration of these practices is that they have been
shown to work effectively.
One approach that can be used in participative planning is the search conference
(Large, 1997, p. 109-110). The search conference is an event in which participants and
potential participants are drawn together to form a learning community and to explore the
issues that will be addressed in the plan (Large, 1997). It is built on principles of democratic
design, ecological learning, adaptation to the environment, and improving communication
within the community (Large, 1997, p. 110-112). Search conferences can be used to build
commitment within organizations as well as to discuss the practicalities of the plan involved
(Large, 1997). The use of search conferences has been seen to be effective in a number of
different contexts, and has particularly been shown effective in land use planning,
environmental planning, and other interactions between the social world and space usage in
the planning arena (Schusler, Decker, & Pfeiffer, 2003, p. 314). The search conference has
the benefit of increasing the ability of the planners and organizers of the plan to identify
interested participants and to determine how the plan can be balanced between participants
(Large, 1997, p. 109). However, there are also some issues, including access to the search
conference; for example, it is possible that a given participant group may not be known by
the organizers, and thus may not be invited to the conference (Rehm, Cebula, & Ryan, 2002,
p .16-17). In more extreme or controversial situations, it is even possible that some
participants may be actively excluded from a given conference in order to prevent their needs
from being recognized (Rehm, et al., 2002, p. 139). Given this problem, the search
conference is not automatically a tool that will result in participative outcomes, but it is an
improved method of gaining access to stakeholders and can be used to increase the chances
of this occurring.
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A second tool that can be used to promote participative planning is information
technology (IT), which can be used to improve communication and to bring in more
participants for the planning process (Higgs, Berry, Kidner, & Langford, 2008; Kangas &
Store, 2003). This approach is most effective in conditions where the overall penetration of
Internet use is high and the role of e-government, or government management and
distribution of information regarding policies and regulations is already in use (Kangas &
Store, 2003). However, there are a number of benefits to the use of the Internet for
dissemination of information and development of participative planning. First, internet
communication is fast and it is not bounded by the geographic area (Kangas & Store, 2003).
This means that if there are potential participants that are widely spread or that does not have
access to the usual channels of communication for local government and planning, these
individuals can be reached and can participate in the process (Kangas & Store, 2003). This is
a significant benefit over the search conference, in which potential participants must come to
the physical location of the conference in order to participate; the use of the Internet in order
to create the communications-based community allows for development of a participative
group that is not strictly limited by time or money resources (Kangas & Store, 2003). The
second advantage that the use of information technologies has is that it allows for storage and
analysis of a great deal of information, which can then be mined in order to determine the
best approaches to a given plan (Kangas & Store, 2003). This can improve the outcomes of
the participative process by making sure there is a fair record of all viewpoints issued and
that these issues can be directly tracked and taken into account (Kangas & Store, 2003).
However, the internet does not have the face to face advantage of the search conference,
which could reduce its utility in terms of building consensus. An illustration of the value of
information technologies is seen in the empirical research performed by a group of
researchers that were involved in the development of participative planning practice for
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building wind energy generation capacity in the UK (Higgs, et al., 2008, p. 597). This project
did not take a full teledemocratic approach as used by Kangas and Store (2003), but instead
focused on the use of information technology as a means of information transmission (Higgs,
et al., 2008, p. 597). The authors noted that the establishment of wind farms was a matter of
deep conflict between the participants, with residents near the proposed sites of the wind
farms being sharply opposed to them on the basis that this would negatively affect their
quality of life (Higgs, et al., 2008, p. 602). The authors used information technology for two
main purposes. One area used multi-criteria decision analysis (MCDA) as an information
technology-enabled means of identifying decisions that could provide a best-compromise
outcome (Higgs, et al., 2008, p. 600). The second area used computer modeling techniques to
show participants what the impact of the planned reforms would be in terms of landscape
impact and other impacts (like noise) (Higgs, et al., 2008, p. 600). These approaches did
prove to be moderately effective in development of a consensus regarding the wind farms,
though there were still some significant issues remaining. This case demonstrates that the use
of IT in participative planning lies in the ability to spread information and to present
information in a way that can be readily understood by all, which is a significant benefit to
the participative planning practice.
3.3.4 Participative Planning Issues
One issue that can be seen in participative planning is who should be included in the
planning exercise; that is, who has legitimacy as a participant in this process (Nichols, 2002)?
Nichols (2002) notes that there are some participants that are backed by tradition and custom,
as well as necessity, in the planning process, including the planners and agencies involved in
the planning process. However, an issue that has proved to be more contentious is whether
the eventual participants in programs or recipients of benefits from the programs involved
should be included (Nichols, 2002). Nichols (2002) argues that the inclusion of program
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participants in the planning and evaluation stages provides key information about the overall
needs of the community the plan is intended to support as well as the effectiveness of plans
that are put into place. Figure 6 identifies six areas where eventual program participants can
be effectively implemented into the planning and evaluation stage in order to provide more
information about the outcomes of the program as well as how it should be configured
(Nichols, 2002). However, despite this benefit there are frequent cases where the eventual
recipients of services in a given plan are not included in the planning process (Nichols, 2002).
This involvement should be considered as a means to improve the outcomes of the planning
process.
The involvement of stakeholders in evaluation of planning has also been discussed by
a number of other authors, who addressed some of the major issues that are associated with
this problem. One set of authors considered the diversity of stakeholders who participate in
the planning evaluation process in order to identify what difference the diversity of
stakeholders made (Mathie & Greene, 1997). Mathie and Greene (1997, p. 280) compared
two case studies in which more and less diverse stakeholders participated in the process of
planning evaluation. They noted that while in theory participative evaluation (like
participative planning) was democratic, in reality this democratic nature depended strongly
on the commitment to democracy by the evaluator or the evaluation facilitator (Mathie &
Greene, 1997, p. 281). In conditions where this was not present, diverse participants actually
had relatively little voice in the process, and were relegated to lesser roles (Mathie & Greene,
1997, pp. 282-283). The authors also found that as the diversity of participants increased, so
too did the level of discussion between participants; while this discussion was not inherently
bad, it did lead to conditions that did not lead to a rapid evaluation of the process (Mathie &
Greene, 1997, p. 283). The authors posited on the basis of this study that if action must
emerge from the process of evaluation, a less diverse rather than a more diverse stakeholder
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group is desirable (Mathie & Greene, 1997, p. 284). However, as a case study with only two
cases it is uncertain what validity this conclusion holds.

Figure 6 Opportunities for involvement of program or plan recipients as participants in
planning and evaluation practice (Nichols, 2002, p. 3)

Another issue that must be considered is the role of moral judgments and risk
aversion in individual and group participants in the planning process and the decisions that
will be made given this risk aversion issue. While this issue might not seem complex, recent
research has shown that it is more complex than might be considered (Bartels & Burnett,
2011). Bartels and Burnett (2011) performed an experiment in which participants were asked
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to choose between two programs, both of which were designed to save lives at risk. One
decision would save 60 out of 240 lives at risk, while the other decision would save 50 out of
100 lives at risk – this meant that while one decision saved a higher overall number, the other
decision saved a higher proportion of the overall risk group (Bartels & Burnett, 2011, p. 51).
The participants were asked to choose based on individuals and based on a group, with each
decision being represented as an animated display (Bartels & Burnett, 2011 p. 51). The
authors found that when individuals were portrayed as some portion of a group, the
participants were more likely to base their decision on the group proportion an overall size
(Bartels & Burnett, 2011, p. 54). This has implications for participative planning, because
participants may be more inclined to make decisions based on overall group proportion
affected by a decision rather than the absolute size of the affected population, which could
increase the inequality of distribution. Given this, how people make decisions is clearly one
of the keys to effective participatory planning.
Although the emphasis in this research is firmly on the pragmatic elements of
participative planning, there are also some theoretical elements to be discussed. One element
is whether the outcomes of participative planning can be both logical and fair (Sager, 1998).
Sager’s (1998) extensive discussion of this problem used the Arrow impossibility theorem,
which states (in brief) that a planning process that involves more than a small number of
groups or actors cannot result in a decision that is both fair to all parties and is logical in its
outcomes (Sager, 1998). This is based on the observation that private preferences tend to
override public statements, so that individuals may not engage in fair practices even in cases
where there is a clear demand for this in the stated goals of the decision making process
(Sager, 1998). This is a common problem in democratic outcomes, which must strike a
balance between being logical in terms of their impact and fair to all parties. Sager’s (1998)
examination of this problem focused on transportation planning cycles, finding that there
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were decision cycles that could be detected. The decision cycle, under Arrow’s theorem, is a
specific set of decisions that are made in which either a less logical or a less fair decision is
made (Sager, 1998). Sager found that in some cases, decisions were made that were
considered to be more logical, even though these were not absolutely fair to all parties (either
using an objective criteria or using a subjective understanding of fairness held by
participants). In other cases, the process resulted in outcomes that were fair according to
these requirements, but which could not be considered strictly logical in terms of resource
expenditures, outcomes, or other metrics (Sager, 1998). Given these conditions, the
participative planning practice, like other democratic or consensus based approaches, must be
considered to be a compromise between logical and fair outcomes, despite the goal of
achieving the best possible outcome set (Sager, 1998).
3.3.5 Participative Planning Case Study: Public Transport
One of the most commonly studied areas of participative planning, and one that has a
high level of importance for the current research, is that of public transport planning. There
are a number of issues that can be identified in public transport planning; for example, public
transport planning may be focused on international infrastructure building and may not
trickle down to the local level (Short & Kopp, 2005). Given that the lack of local support is
also one of the major issues in Saudi Arabian planning and evaluation (Alshuwaikhat & Aina,
2005). Given this, a number of studies discussing the use of participative planning in the
public transport sector give some insight into how the practice can be used effectively and
how it can fail.
One of the case studies identified discussed the use of business provision of services
in the public transport sector as a common approach to improving service in several countries
(Barter, 2008). This study focuses on the use of the public-private partnership contract, in
which the agency in charge of planning for public transport contracts with a private company
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to actually implement the services (such as train or bus service and so on) (Barter, 2008).
Barter (2008) notes that this is not privatization, in which the public agency would remove
itself entirely from services provision. Instead, the agency sets goals and strategies and
remains in control of services offered. Barter (2008) notes that participative planning is a
frequent element of the planning involved in creating these public-private partnerships, and
that involved participants include the businesses as well as agencies, planners, and others. He
does note that it is not the case that users of the services are included in all cases (although
they are in some), but the planning approach remains participatory because stakeholders
including the businesses involved in offering the services are included (Barter, 2008). These
partnerships are not uniformly successful however, with some problems including integration
failures into the plan as well as inappropriately developed needs assessments which mean that
these systems are still insufficient to meet public transport needs (Barter, 2008).
A second case study discussed the implementation of participative planning in public
transport planning in Great Britain during the 1990s (Booth & Richardson, 2001). This study
found that the participative planning program that was implemented was supported by
institutional changes, including the development of public-private partnerships and the
increasing role of democratic decision making in government (Booth & Richardson, 2001).
These changes in context allowed for more consideration of how transport programs were to
be used. They were coincident with the growth of an environmental movement in which
some individuals and groups worked against the introduction of new roads, advocating
instead for the introduction of more rail, subway, and other public transportation systems
(Booth & Richardson, 2001). This combination of a changing political environment and a
changing public interest in transportation planning led to conditions in which participative
planning became not only common and acceptable, but almost required in this area (Booth &
Richardson, 2001). However, there were still a number of issues in the process, including
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identifying who the public that should be involved in the decision was as well as how and
when they should be involved (Booth & Richardson, 2001). These issues, as discussed above,
continue to be a major issue in the development of effective participative planning programs.
A third case study also discussed the role of participative planning in Great Britain
during this period, focusing on how much the public was actually integrated into the planning
process (Bickerstaff, Tolley, & Walker, 2002). The authors found that in the public
presentation of the planning process, there was considerable involvement of the public in the
discussions and the planners and others involved made a number of statements regarding the
importance of public opinion (Bickerstaff, et al., 2002). The authors found that 96 per cent of
highway authorities had used the practice. However, further examination found that the
actual implementation of the principles of participative planning was weak. Only 19 per cent
of agencies had made significant attempts to reach groups such as hard to reach and
disadvantaged groups, although 57 per cent had made some effort (Bickerstaff, et al., 2002).
Transparency was particularly weak; half of plans had no public reporting, while 24 per cent
had only limited public reporting (Bickerstaff, Tolley, & Walker, 2002). The authors also
found issues with continuity and interactivity, which meant that although these approaches
seemed positive on the surface, in fact there was actually limited public involvement
(Bickerstaff, et al., 2002).
3.5 Findings
This literature review has shown the state of the current research in planning
evaluation, training, and participative planning. It has identified the accepted body of
knowledge in the topics of interest, as well as identifying gaps, controversies, and
disagreements between theorists and practitioners. It has also shown that there is a key gap in
the research surrounding participatory planning and its use and intention in the Saudi public
service (or in any public service).
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The main issues that were identified in the empirical research included conflicts
between stakeholders in participative planning and lack of clear guidance for the
development of metrics for planning evaluation and training. The case study of participative
planning in the transport sector noted that there were a number of gaps in this practice,
particularly revolving around local needs. Although these gaps always exist in the literature,
in this case the gap is of particular concern because of the internal nature of the training
planning process. Specifically, within the Saudi Arabian training planning process, the
service providers (IPA) and agencies are organizations that are theoretically directed toward a
congruent set of goals. There is also no clear model that has grown from the research for
planning training, and instead there are multiple concerns and issues in this area. The
discussion of the research methods in use, the explanatory mixed methods approach, has
found that this is an approach that is relatively new, having become popular in the past ten
years. Based on this analysis, there are still questions about Saudi Arabian training planning
processes in the public sector (which was inadequately explored in the literature, as shown in
Chapter 3, as well as unresolved questions about the role of participatory planning in the
organization in general. Resolving some of these problems will be the work of the current
study.
The next issue for consideration is the methods that will be used in the research.
Chapter 4 discusses the Methodology used in this specific research project in detail,
discussing the theory of mixed methods research and identifying the research collection and
analysis methods that are used and discussing the ways the research was conducted and the
problems that were encountered.
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Chapter 4 Research Methodology

The previous chapter presented the literature review on which the research and its
foundations were based. However, simply understanding the existing literature is not enough
to conduct the research project. The description of methodology is required for scientific
research, in order that is can be understood and replicated in order to reproduce the results
(Gauch, 2003, p. 1). It is particularly important in mixed methods research to demonstrate
where specific insights come from and how research questions will be answered (Creswell &
Plano Clark, 2010, p. 61).
This chapter undertakes the description of the research methodology designed for this
research project. It begins with describing and justifying the research design chosen for this
research. It then moves into the description of the data collection and analysis procedures,
and discusses the issues such as validity and reliability that emerge from the research design.
4.1 Research Design
There are various types of research design that can be used in the research project.
The quantitative research design relies on collection of numerical data from a randomly
selected sample of a population and statistical analysis of this data in order to generate
knowledge (Creswell, 2009). Conversely, the qualitative research design uses collection of
textual or other forms of data and non-statistical analysis of that data to generate knowledge
(Creswell, 2009). Each of these methods has its various strengths and weaknesses. For
example, quantitative research is wide-ranging, but not deep, and cannot generate surprising
insights (Creswell, 2009). In contrast, while qualitative research offers the potential for deep
knowledge, it cannot generate the breadth of knowledge or statistical reliability or
generalization offered by quantitative research (Creswell, 2009). A third research design, the
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mixed methods research design, has emerged in order to allow for the strengths and
weaknesses of both approaches to be balanced.

Mixed methods research design can be defined as:
…the type of research in which a researcher or team of researchers combines
elements of qualitative and quantitative research approaches (e.g. use of qualitative
and quantitative viewpoints, data collection, analysis, inference techniques) for the
broad purpose of breadth and depth of understanding and corroboration (Johnson,
Onwuegbuzie, & Turner, 2007, p. 123).
Mixed methods research is considered to be a separate research paradigm and to rank
with qualitative and quantitative designs in importance and usability (Johnson et al, 2007, p.
113-125). However, it is also a relatively new approach. Although research as early as the
1950s began to suggest mixing different types of data, it is only since the 1980s that mixed
methods began to be used, in various guises, in the social science research area. Furthermore,
there is a great deal of variation in the design of mixed methods projects; in particular, what
is mixed, when it is mixed, and how it is mixed, are elements of significant concern within
the mixed methods research design.
The mixed methods research design was used in this research. A single research
paradigm (interpretivism) was used, as described above. Then, qualitative and quantitative
data collection were used to address the research questions, and the answers were combined
to provide a singular insight and provide recommendations. (This process is described in
greater detail below.) The qualitative data was collected using semi-structured interviews,
while quantitative data was collected using questionnaires. Qualitative data was analyzed
using documentary and content analysis, while quantitative data was analyzed using
descriptive statistical analysis.
The mixed methods approach was seen as ideal for this research for a number of
reasons. First, neither method was considered sufficient on its own; while the quantitative
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research would have allowed a broad polling of agencies, and the qualitative approach would
have allowed for the emergence of unexpected insights, both of these qualities were desired
within the research design. Second, the mixed methods approach offers far greater depth than
either of the two methods on their own, by allowing the research to describe what is
happening (with quantitative research) and why it is happening (with qualitative research).
4.2 Research Methodology Model
The research methodologies used in this study consisted of three stages –
documentary analysis, Explanatory Mixed Methods Design (EMMD) and strategy
development – as shown in Figure 7 below.

Figure 7 Research Methodology Model

Documentary Analysis

The context of the SPS inservice training plan:
(1) Goals of Training Plans

Explanatory Mixed Methods Design

A Needs Assessment
(Training Plan implementation)

(QUAN)

(2) Actual Training Plan

Development

Strategies for Effective
Planning and Successful
Training Plan
Implementation

Implementation
A Cause Analysis of Needs &
Needs Solutions
(QUAL)

A Study of Participative
Planning Application
(QUAL)
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In Figure 7, the first priority of conducting this research was a documentary analysis
covering two issues: (1) the goals of training plans; and (2) the actual training plan
implementation in Saudi public service agencies. Then, Explanatory Mixed Methods Design
(Creswell, 2005, 2007), responding to sequential collection of quantitative and qualitative
data, was applied. The quantitative approach is used for collecting data for the needs
assessment (training plan and its implementation) while qualitative approach is employed for
gathering data for a cause analysis of needs and solutions and to study participative planning.
The final component was to develop strategies for effective planning and successful training
plan implementation.
Based on the research methodology, there were three major approaches used in this
study. These included a documentary analysis, the method of needs assessment and the
explanatory mixed methods design, demonstrated by Creswell (2005, 2007). These
approaches were applied to develop strategies for effective planning and successful training
plan implementation, which are of course the final results of this study. Overall, the strategies
were identified via the process of quantitative and qualitative methods. Although this
research is a case study of Saudi public service agencies, the researcher collected and
investigated data from other relevant documents and evidences to better understand the
system and mechanism of planning and plan implementation conducted under IPA and all the
Saudi public service agencies. In short, the two mentioned methods were obviously related to
the research objectives.
To address the first research objective, a documentary analysis was applied. This
method was conducted to study goals of training plans in Saudi public service agencies. The
objective of investigating relevant documents, especially training plans, was to study the
context of planning and plan implementation to understand existing plans and the actual state
of training plan implementation. The result of documentary analysis was beneficial by
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studying the context of planning and training plan implementation in Saudi public service
agencies.
As for the second research objective, the Explanatory Mixed Methods Design
(quantitative and qualitative approach) was used to find the answer for this research
objective. It aimed to complete needs assessment covering three major issues:
(1) To identify and prioritize needs by analyzing gaps between goals (what should be)
and the actual state of training plan implementation (what is), and based on the gaps, the
strengths and weaknesses of plan implementation would be identified;
(2) To identify the causes of training plan implementation needs;
(3) To find the needs solutions of training plan implementation.
The final research objective also used the Explanatory Mixed Methods Design under
the concept of mixed methods research. The design was used to answer the major question of
this research, i.e. How should participative planning approach be implemented to enhance
effective planning and successful training plan implementation for Saudi public service
agencies? The most important issue based on this kind of design was to interpret the
combination of both quantitative and qualitative methods. Essentially, its objective was to
gather and integrate the results of three studies; a needs assessment of training plan
implementation, a cause analysis of needs and needs solutions; and attempt to reconnect these
areas of study particularly in the content of participative planning approach.
4.3 Data Collection
The data collection process relied on three types of data, including documentary data,
semi- structured interviews, and questionnaires. The collection of each of these different
types of data is discussed below.
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4.3.1 Documentary Data
The first form of data that was collected is documentary data, which was used in the
documentary analysis (the first stage of the research, as described above). Documentary data
refers to data that has been collected by the organization or participants, but has not been
analyzed (Punch, 2005, p. 12). This type of data can include communications (like letters or
emails), formal documents and records, biographies, memos, public records, and media.
Documentary data may be either qualitative or quantitative, and it may also be public or
private. Documentary data can be considered to be secondary data if it has already been
analyzed such as in the case of a biography, but in many cases it is unanalyzed primary data.
Although documentary data can form the basis for the entire research project, in this case it
will only form the preliminary research element. Documentary analysis can be useful for a
number of reasons, including gaining direct insight into historical conditions of a given
organization or individual and identifying new view on the issue that emerge from the data
collected (Punch, 2005, p. 226-227). However, it is limited by the type of documentary data
that organizations or individuals choose to collect (Punch, 2005, p. 227).
The documentary data that was used in this research included formal documents such
as training plans, implementation documents, and achievement assessments of government
agencies and sub-agency units (departments) in Saudi Arabia. The documentary data was
primarily quantitative, especially the achievement assessments, although both qualitative and
quantitative data were found within the documents. Documents were selected to reflect on
two different issues, including (1) the goals of the training plans set by the agencies; and (2)
the actual process of training plan implementation. Data was collected from 10 agencies, of
the 165 government agencies currently active in the Saudi government. This stage was
designed to determine whether there was a significant variation or gap between the training
plans at these agencies and the implementation of these training plans. Although this
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information could have been collected in other ways such as interviews, the documentary
approach was preferred for this stage of the research because it allowed for direct analysis
without the intervention of intermediaries. This was thought to be particularly important
when determining gaps, due to the potential for respondent bias.
4.3.2 Semi- structured Interviews and Questionnaires
The second stage of data analysis was direct collection of data from participants using
semi- structured interviews and questionnaires. These data collection methods were used to
collect data for the qualitative and quantitative research questions respectively. The
instruments used to collect the data are discussed below. Additionally, they are included in
the Appendix for review.
4.3.2.1 Introduction to Survey Instruments
Quantitative data was collected using a survey instrument, or questionnaire. The
questionnaire can be defined as a series of systematically worded and defined questions
designed to elicit information regarding a specific topic or elements of a specific topic
(Bradburn, Sudman, & Wansink, 2004, pp. 4-5). It is one of the most common approaches to
collection of quantitative data, along with experiments and observation (Creswell, 2009). The
questionnaire had a number of advantages over other means of quantitative data collection for
this study. First, it is a flexible instrument that can be distributed in a number of different
ways, including online, through email, over the telephone, in person, and using direct mail
(Bradburn et al, 2004, p. xi). Second, it enables rapid data collection from a broad sample,
allowing for the researcher to collect a significant amount of data with a relatively short
amount of time and resource expenditure (Bradburn et al, 2004, p. 314). Third, it allows for
statistical reliability and validity of results to be controlled based on the research design
(Punch, 2005, p. 96). Thus, the questionnaire method is ideal for this research project.
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The questionnaire (see Appendix) that was designed for this survey is intended to
identify and prioritize the needs of training plan implementation as viewed from the
perspective of agency stakeholders. In keeping with this requirement, information about
respondents was collected (in order to identify who is answering the questionnaire). Goals
and in-service training plan implementation issues were then measured using a Likert-type 5point ratings scale. The number of points to use on a Likert scale is discretionary, and most
commonly ranges between three and seven points. The number of points on the scale
influences the sensitivity of the instrument to differences in opinions or attitudes, but too
many points can actually obscure these differences and provide a false sense of accuracy
(Bradburn et al, 2004, pp. 126-127). The researcher chose to use five points on this scale
because three points are likely to be too insensitive, only allowing for “disagree”, “neutral”,
and “agree.” However, seven points would too many because of the problem of false
accuracy. Thus, five was considered best for this research.
The Likert-type ratings scale is commonly used to quantify or categorize agreement
with attitudes or opinions or different experiences within a respondent group (Brace, 2008, p.
73). It is highly effective because it is familiar and intuitive to most respondents.
Additionally, it offers flexibility in analysis, allowing for analysis of responses using either
categorical or numerical techniques. This survey was distributed through the agencies by
hand. The questionnaire was translated from English to the mother tongue of the participants
(Standard Arabic).
4.3.2.2 Introduction to Semi- structured Interview Instruments
While the quantitative data for this research was collected using a survey, the
qualitative data required a more detailed data collection approach that would allow the
participants to provide full information regarding the situation they discussed. Thus, the
document review and interview were selected as a data collection approach for the qualitative
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portion of this research. The interview is a conversational method (guided to a greater or
lesser extent by pre-determined questions) in which the researcher and participant exchange
information about the topic of research and their views on the matter (King & Horrocks,
2010, p. 1-2). The interview process was ideal for this research, because it allowed for the
researcher to derive information that he or she was not expecting (although this can also be
challenging) (King & Horrocks, 2010, p. 56). This allowed for the emergence of depth within
the research. However, qualitative interviews can be difficult given that they may veer off
topic or into irrelevant areas of research. Thus, the researcher must maintain careful control
over the interview (King & Horrocks, 2010, p. 56-57). This was an issue encountered in this
study. Interviews are most commonly conducted in person, though they may also be
conducted over the telephone. However, unlike surveys, the interviewer can have an
influence on the outcomes of the interview and must be skilled in the interview process (King
& Horrocks, 2010, p. 136). In order to effectively conduct interviews, the researcher
conducted several mock interviews with volunteer participants, refining the interview
technique used as well as the wording of the questions. This allowed for the interviews to be
productive and useful for the research process.
The approach used in this case was a semi – structured interview, using the Interview
Guide (attached in the Appendix). The interview guide was initially developed in English.
However, to avoid communication error, the interview guide was translated from English to
Standard Arabic (the mother tongue of the participants and the researcher) and the interviews
were conducted in Arabic. The interview guide was intended to examine needs analysis as
well as the participative planning application aspects of the research. In other words, this was
intended to gain more insight into questions of why a given issue was at hand, rather than
simply how it was seen. The semi-structured interviews were conducted in a person (face to
face interview), in order to allow for direct communication with the participants in the study.
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The interviewer noted down responses to the questions on the interview guide (focusing on
content rather than direct wording in keeping with the analysis strategy). Additionally, any
diversions from the interview guide were noted, along with their answers. These notes were
then translated back into English and transcribed into a format that was more effective for
analysis, allowing for more space to write in the margins to enable the coding process.
The interview guide was developed based on the roles and responsibilities of the
participant group. Questions were derived from the foundational literature review and the
results of the initial stage of analysis (document review). The interview guides are included in
Appendices 2 through 4. There were different interview questions for three groups, including
the Departments of Planning and Development at government agencies, Working group
correspondents at the Ministry of Economy and Planning, and the Planning and Development
Department at the Institute of Public Administration (IPA). The questions included in the
interview guides did overlap at some points. However, they were customized based on the
respective involvement of each of the three groups in training and development as well as
their roles and responsibilities. These three interview guides were designed to offer a holistic
view of the use, monitoring, evaluation, and overall effectiveness of training plans.
Questions for the agency Departments of Planning and Development (Appendix 2)
were mainly focused on the approaches used within the department for identifying training
needs and targets, evaluation of the training plan and monitoring of plan completion and
performance. The questions also addressed stakeholder involvement, barriers and limitations,
and improvements needed. The questions for the working group (Appendix 3) were more
focused on long-term training and development needs and planning. A particular issue in this
interview guide was the five-year plan for training, especially stakeholders, evaluation and
monitoring, as well as the use of participative planning. Conflicts and barriers to training and
development were also addressed. The final interview guide for IPA staff members
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(Appendix 4) focused on issues such as inter-agency coordination and stakeholders, as well
as how the IPA engages with training program implementation and monitoring. The IPA
guide also asked about barriers to training plan implementation and stakeholder needs.

4.4 Population, Sample and Sampling Strategy
The population, sample, and sampling strategy for the qualitative and quantitative
portions of this research were different in each case. As such, these issues are described
separately. However, it should be noted that although the qualitative and quantitative
population and sampling approaches differ, both forms of research were conducted at the
organizational level (the main level for the entire study).
4.4.1 Target Population
The population of a research study can be roughly understood as the group of people,
organizations, or objects to which the results would apply, and from which a representative
sample could be drawn (Gill, Johnson, & Clark, 2010, p. 84). The target population of the
quantitative and qualitative research projects differed.
The target population for the quantitative portion of the study included civil service
employees presently working in Saudi public service agencies who are eligible to be
nominated to attend training programs at the IPA. The IPA currently offers three types of
training programs, including General In-service Training Programs (offered to participants
from all agencies), Special In-Service Training Programs (specialized for the needs of a
single agency), and Higher Administrative Development Programs (geared toward training of
advanced administrative leadership) (IPA, 2012). In this case, only individuals qualified for
General In-Service Training Programs were included in the population. General In-Service
Training is the lowest level of eligibility, and all full-time contract employees are eligible to
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participate in the program after an initial probationary period. Given that eligibility is
additive, this encompassed most individuals eligible for the IPA’s training programs. This did
introduce some potential bias into the sample, but since the questionnaire required experience
of the training program it was necessary to limit participation to those that could potentially
participate. The estimated population size of this population was between 500,000 and
800,000 at the time of the study. Given the size of the population and its indefinite nature, it
was appropriate for statistical purposes to treat this as an infinite population (Scheaffer,
Mendenhall, Ott, & Gerow, 2011, p. 48).
The target population for the qualitative research was substantially more limited. It
consisted of policymakers and planners in Saudi public agencies that are engaged in four
potential service roles. These service roles included:
1. Working in departments of planning and development at various government
agencies;
2. Working group correspondents (counterpart) at the Ministry of Economy and
Planning; or
3. Employees at the Planning and Development Department at the IPA.
4. Officials of training and planning at the ministry of civil services.
Unlike the target population for the quantitative research, the size of the target population
for the qualitative research was unknown (though considerably smaller). However, the size of
the population was a less important characteristic for the qualitative research, because of the
purposeful selection of the research process (Creswell & Plano Clark, 2010, p. 173). No
further constraints were placed on the population for the qualitative research to determine
eligibility.
It is worth noting that the Saudi Arabian public service is arranged hierarchically, with
Ministries (umbrella organizations), agencies (more focused organizations), and departments
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(task-specific sub-agency organizations) making up branches of the civil service. This
discussion was focused on the middle tier of public organization (the agency), though some
attention was paid to departments as this is actually the level where training planning takes
place.
4.4.2 Sample size
The quantitative analysis was primarily based on means and proportions, and as such
a statistical calculator constructed by Creative Research Systems (2010) was used to calculate
the appropriate sample size. Using a confidence level of 95%, confidence interval of 5%, and
a population of 500,000 to 800,000, the estimated sample required to ensure that the sample
means were within 5 per cent (+/-) of the population mean was approximately 385. Thus, the
minimum required sample size for this research in order to generate means and proportions
was 385. The sample size was then extended to 600 in order to allow for incomplete
responses that would need to be discarded (Wilson, 2010, p. 205).
The sample size of the qualitative research project can vary widely, depending on the
goals and resources available, and it is not determined by criteria such as statistical reliability,
but instead by the amount of information collected by the researcher (Creswell & Plano
Clark, 2010, p. 173). The sample size for the qualitative research was fixed at a size that is
likely to achieve saturation, or the point at which the researcher will discover no further
information about the topic (Munhall & Chenail, 2008, p. 38). The sample size selected for
the qualitative interviews was seven participants.
4.4.3 Sampling procedure
The sampling procedure for quantitative research used stratified random sampling to
select the participants for the study (Gravetter & Forzano, 2011 p. 114). Stratified random
sampling is a process in which various groups or strata are determined based on the
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characteristics of interest within the population. This allows the research to reflect a range of
views as well as allowing for comparison between different groups (Gravetter & Forzano,
2011, p. 114). The strata may be based on demographics, organizational position, or some
other criterion for division as defined by the researcher (Gravetter & Forzano, 2011, p. 114).
This research used a multi-stage sampling approach to obtain participants for the
research. This process involved a three-stage process that enabled the researcher to select
participants across a range of institutions while maintaining a random selection process. The
first stage of the research was to identify all Saudi government organizations that could be in
the sampling pool. All Saudi government organizations are eligible to use IPA training
services and should already be equipped with training plans. This stage of sampling
determined that there are 165 such organizations (Saudi Central Department of Statistics and
Information, 2013). Stage two involved selecting the thirty agencies that have benefited most
directly from general training programs and training plan implementation carried out by IPA
in the 2010-2011 training year. These organizations were identified by the number of trainees
associated with the organization that attended IPA’s training programs during this training
year. Table 7 summarizes the top 30 government organizations by the number of employees
trained during the training year studied. These organizations do have different organizational
goals, but the administrative and technical training scale undertaken was similar. In
retrospect, it may have been better to limit the sampling frame to similar organizations (such
as Ministry departments), but this was not obvious in the initial sampling period.
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Table 7 The top 30 government organizations by the number of employees trained at
IPA (IPA annual report, 2012)
Government agencies

Total number of trainees joining
general training programs at IPA
during the training year 2010-2011

1. Ministry of Education
2. Ministry of Health

8994
3726

3. General Presidency for the Promotion of
Virtue and Prevention of Vice
4. Ministry of Municipal and Rural Affairs
5. Ministry of Islamic Affairs and Guidance
6. Qassim University
7. Ministry of Water and Electricity
8. Ministry of Interior
9. Ministry of Defense & Aviation
10. Ministry of Social Affairs
11. Ministry of Labor
12. Taibah University
13. Ministry of Justice
14. Agricultural Development Fund
15. Ministry of Transportation
16. Ministry of Culture and Information
17. Department of Zakat and Income Tax
18. Bureau of Investigation and Prosecution
19. King Khalid University
20. King Faisal University
21. The National Guard
22. Imam Muhammad bin Saud Islamic
University
23. Princess Nora University
24. Umm Al-Qura University
25. King Fahad Medical City
26. Institute of Public Administration
27. Ministry of Agriculture
28. University of Dammam
29. Najran University
30. Al Baha University
Total

2563
2359
2359
1671
1520
1422
1200
923
907
877
863
741
708
673
672
663
640
633
625
576
571
563
557
523
472
471
373
312
39,157
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As Table 7 shows, this provided a sampling pool of 39,157 potential participants.
Stage 3 of the sampling process involved selection of the individual participants. In this
stage, ten of the thirty organizations listed in Table 7 were selected using a random number
generator. Between 65 and 67 participants in IPA’s training programs during 2010-2011 were
selected randomly from each of the organizations. This resulted in a sample of approximately
600 participants (60 participants for each organization), who were selected using a multistage random sampling process.
The selection of qualitative participants was based on purposeful sampling.
Purposeful sampling is an approach in which participants are selected based on their specific
characteristics and knowledge about the research projects (Clark, 2010, p. 173). This is a
non-random sampling method that is not appropriate for quantitative research, but which is
ideal for qualitative research due to the smaller sample size and the need to target specific
characteristics of the individuals and organizations involved in the research. Policymakers
and planners were selected based on their known positions within the organization (as
described in the sampling approach above). In some cases, participants were selected simply
because of their position, but in other cases they were selected because they were known to
have a higher level of understanding regarding the process of planning and plan
implementation in Saudi public service agencies, especially the study of participative
planning approaches. This can be classified as a form of expert sampling, which offers
particular insight into an area (Creswell & Plano Clark, 2010, p. 375). In this case, seven
participants from seven organizations (out of the ten core organizations) were selected. These
department are: 1) Department of Planning & Development at Ministry of Education (ME),
2) Department of Planning & Development at Ministry of Health (MH), 3) Department of
Planning & Development at Ministry of Justice (MJ), 4) Department of Planning &
Development at Ministry of Municipal & Rural Affairs (MMRA), 5) Ministry of Economy &
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Planning (MEP), 6) Department of Planning and Development at Institute of Public
Administration (IPA) and 7) General committee of training and dispatching of Civil Service
Employees at Ministry of Civil Service (MCS).
4.5 Analysis Methods
As with the data collection, the analysis of the qualitative and quantitative data varied.
The quantitative analysis used descriptive statistics using SPSS software, while documentary
and content analysis approaches were used with the qualitative research. This section
describes each of these research approaches in some detail.
4.5.1 Qualitative Analysis
The qualitative analysis took place in two stages, including an introductory
documentary analysis and a content analysis on the outcomes of the interviews. Each of these
analysis techniques is discussed in some detail below.
4.5.1.1 Documentary Analysis
Documentary analysis is qualitative or quantitative analysis conducted on existing
documentary data, such as reports, procedures, collected data, biographies, letters, or a range
of other documents and information (Punch, 2005, p. 226). Documentary analysis is a process
of grouping, coding, and analyzing documents collected from the organization and
individual, and determining what is important within the documents and how it can be
understood (Blaxter, Hughes, & Tight, 2006, p. 230). There were a number of caveats that
needed to be taken into account with documentary analysis, including that documents are
artificial constructions (potentially leaving out information that the collector considered
irrelevant or wanted to exclude for some other reason) and that they incorporate the
viewpoint of the initial collector (Blaxter et al, 2006, pp. 230-231). Because of this,
documentary analysis needed to take into account not only what the documents themselves
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said, but also who the initial author was, what their goals were, and what the environment
from which the documents were assembled was like.
The documentary analysis began with collection of training procedures and other
documents, such as those detailing implementation and achievement metrics, from the 7
organizations (the same group of interview) used as the base for this research. The documents
provided varied depending on the organization and the ways in which it documented the
training process, as well as the willingness to provide information. Following the collection
of the information, the researcher examined the documents using a gap analysis strategy. This
involved identifying whether the training plan as demonstrated in the training documents was
implemented as planned and further whether it met desired achievement and outcome
metrics. For each organization, a brief summary was prepared that detailed the training plans,
implementation of plans, and achievements, as well as explicitly pointing out any gaps. These
reports were then combined for all organizations to describe the overall gaps in the research
area.
4.5.1.2 Content Analysis
The second form of qualitative research which was conducted was content analysis of
interviews. Content analysis is the analysis of the content and meaning of messages passed
through a text or media (Krippendorff, 2004). Content analysis can be conducted using either
a quantitative approach (which focuses on the frequency of specific text elements and their
connections or juxtaposition) or a qualitative approach (which focuses on the meaning of the
text elements) (Babbie, 2010, p. 23). Furthermore, a text is not only a printed text (such as a
book), but can also include a film or video, conversation, image, or other means of
communication (Krippendorff, 2004). Content analysis is ideal for understanding meanings
of communication because it allows for interpretation of meaning and understanding of the
intended message (Krippendorff, 2004). In this research, content analysis was selected
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because it is ideal for determining meanings and interpretations of the participants, rather
than focusing strictly on the word choices used by participants (Krippendorff, 2004). This
allows for more general interpretations as well as shared interpretations to emerge.
To prepare the documents, each interview was translated back from Arabic to English
and transcribed using wide margins and spacing to allow for notation. Interviews were then
double-checked for transcription accuracy from the notes used to transcribe them. For each
research issue, each interview was examined to determine whether there was content for each
area. Responses that were applicable to each area were then combined and organized to
determine a general position within the responses, as well as any deviations from these main
messages. The content analysis was then constructed to provide a general insight into each of
the topics as discussed within the research questions which was organized into themes. A
summary of the insights for each area was then provided, which included specific quotes and
responses as well as any disagreement that was found.
4.5.2 Quantitative Analysis
The quantitative analysis was performed using descriptive statistical analysis.
Descriptive statistics are univariate statistics that describe the shape, distribution, and
variation in the data that is collected from the sample (Healey, 2011, p. 21). Some
characteristic descriptive statistics include descriptions of central tendency (such as mean,
median, and mode) and spread (such as quartiles and standard deviations), as well as
percentages and frequencies (Healey, 2011, p. 8). Descriptive statistics provide an
understanding of the sample’s (and therefore the population’s) shape and basic
characteristics. There are some limitations to the use of descriptive statistics; in particular, it
is not possible to make inferences about cause and effect using descriptive statistics, and so
this is not a method that can prove relationships (Healey, 2011, p. 3). However, they can
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provide valuable information about the research sample and its specific questions regarding
training programs and implementation.
The descriptive statistics used in this study are determined by the type of data
collected, since the data type determines the ways in which statistics can be calculated
(Healey, 2011, p. 22). Descriptive statistics for categorical data (nominal and ordinal
categories) included frequency tables, which showed the frequency of the various categories
as well as the per cent of responses within the category. These frequency tables show a
general tendency regarding the answers. Numerical data, on the other hand, was calculated
using standard measures of central tendency including averages (means) and standard
deviation. The questionnaire included a number of Likert-style questions, which are unusual
because they can be analyzed as either categorical or numerical (discrete) data (Healey, 2011,
p. 241). In this research, Likert questions were treated as numerical data and were analyzed
using means and standard deviations. This choice was made so that general population means
(rather than proportionate distributions) could be determined.
4.6 Reliability and Validity
Key issues in research include reliability and validity. In this study, research
instruments both questionnaire and interview questions were initially tested using peer
review. Peer review is a process of assessment or evaluation of performance by an
individual’s supervisors, co-workers, or direct reporting employees, in order to determine the
overall performance. This process was conducted on the survey questionnaires and interview
guide questions, which were designed to elicit information about the participants’ peers rather
than their personal performance. This was conducted following the process in Figure 8,
which illustrates the flow of information from one group of participants to the next. The
purpose of this was to make sure that reliable and honest information could be sourced and
assessed, without requiring participants to report on their own performance. It was thought
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that this would provide more accurate information compared to the assessment of the
individual. This process allowed the researcher to understand overall performance without
making respondents feel defensive.

Figure 8 Peer review of research instruments

First draft of research instruments

Review by supervisor

Second draft of research instrument

Review by participants

Third draft of research instrument

The third draft of research instruments was then tested for reliability and validity.
However, reliability and validity have very different meanings in qualitative and quantitative
research, and as such need to be discussed individually. This section describes these concerns
in each case to demonstrate how they are approached.
4.6.1 Quantitative Research Reliability and Validity
Reliability and validity are two required components for quantitative research
(Salkind, 2010, p. 137). Both of these characteristics refer to the questionnaire and its
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construction. Reliability refers to the ability of the instrument to consistently measure the
same thing, while internal validity refers to the consistency with which the instrument
measures the underlying construct it is intended to measure (Salkind, 2010, p. 142).
Additionally, there is the question of external validity, which refers to the degree to which the
research’s findings will be applicable to the population at large (Salkind, 2010, p. 152).
The first and most important issue is instrument reliability. To determine the
reliability of the instrument, the researcher used two approaches. The first approach was to
use robust questionnaire construction techniques to create the questionnaire, including
techniques for constructing questions and avoiding researcher bias (Bradburn et al, 2004, p.
295). The researcher then used expert review as a pre-testing method, showing the
questionnaire to multiple respondents for oversight and critique and adjusting the
questionnaire depending on these outcomes (Bradburn et al, 2004, p. 295). A pilot testing
approach was not used as this was not possible under the research conditions, however.
A second element that needed to be considered is the internal consistency. The
internal consistency of the instrument was examined using the Cronbach’s alpha. The
Cronbach’s alpha is a coefficient that determines how well the questionnaire findings are
correlated with each other (Hill & Lewicki, 2006, pp. 460-461). This coefficient ranges from
0 to 1, where 0 indicates no correlation and 1 indicates a high correlation. In this case, a
moderate Cronbach’s alpha of 0.7, usually considered appropriate for non-critical research,
will be used. In this research, 39 questionnaires were used for testing reliability in this study.
A technique that was used to eliminate unreliable items from the scales and improve
the reliability of the statistical analysis is factor analysis. Factor analysis is a statistical
approach designed to identify factors, or latent variables that underlie observed variables
(Harrington, 2008, p. 3). Factor analysis uses a regression technique to determine the strength
of relationships between variables along specific relationship lines. This technique was
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performed in SPSS, resulting in factor loadings that identify the strength of the relationship
between variables (the factors) (Harrington, 2008, p. 119). These factor loadings were used to
identify the strength of the factor and its contribution to the overall observed outcomes of the
dependent variables (Harrington, 2008, p. 23). Generally, factor loadings of less than 0.7
indicate that the variables are not necessarily represented by the factor, while factor loadings
of higher than 0.7 indicate that at least half of the variance in the variable is caused by the
factor (Harrington, 2008, p. 60). This allowed the researcher to identify the strength of
relationship between variables and factors, identify causal factors underlying one or more
variables, and eliminate items that are not associated with certain variables (Harrington,
2008, p. 11). However, for exploratory factor analysis (EFA) a factor loading as low as 0.4 is
acceptable. In this research, values of under 0.6 were eliminated, as were factors with
eigenvalues of <1.0 (the Kaiser criterion) (Hill & Lewicki, 2006, p. 235). This choice was
made because, although it does tend to overestimate the number of factors involved in the
framework, it does not unnecessarily eliminate any perceived factors. The use of factor
analysis was chosen as a method because it is easy to understand and because it provides a
more detailed analysis than simple causal variable relationships. It also provides satisfactory
results in terms of improving scale reliability, through elimination of any low-level factors.
The final element to be considered for this research is external validity, or the degree
to which the findings can be assumed to apply to the population at large. Descriptive statistics
cannot be presumed to provide information about cause and effect in a population (Healey,
2011, p. 3). However, in this case the sample size used as a proportion of the population
provides a confidence interval of +/- 5 per cent, with a confidence level of 95 per cent,
indicating that there is a 95 per cent chance that the true population means will fall within +/5 per cent of the sample population means for these findings. Thus, it was reasonable to apply
the descriptive findings to the population.
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4.6.2 Qualitative Research: Reliability and Validity
Unlike quantitative research, qualitative reliability and validity cannot be determined
by statistical approaches or control of research design (Golafshani, 2003, p. 598). In fact,
reliability and validity have entirely different criteria for qualitative research than for
quantitative research. Golafshani (2003) suggests that dependability and credibility, rather
than reliability, is a more appropriate determination for qualitative research. Under this
criterion, the ability of the researcher to conduct the research credibly and the credibility of
the outcomes serve as a determining factor in reliability. Validity, a construct that is
embedded in quantitative research, is seen more as a matter of trustworthiness and openness
of the research in qualitative research (Golafshani, 2003, p. 601).
While Golafshani (2003) offers specific insights into the difference between
qualitative and quantitative reliability and credibility, this does not provide a firm basis for
comparison. Another author proposes a framework of criteria for determining the reliability
and validity of qualitative research that hinges on (Tracy, 2010). These criteria include “(a)
worthy topic, (b) rich rigor, (c) sincerity, (d) credibility, (e) resonance, (f) significant
contribution, (g) ethics, and (h) meaningful coherence (Tracy, 2010, p. 837).” These criteria
were used to determine the reliability and validity of this research project. Each of these
criteria is described as follows:
•

The meaningfulness and the significance of the research was discussed within
Chapter 1, demonstrating it to be a meaningful topic that will make a
difference in the existing literature. The sincerity of the research and its
contribution to the existing literature were discussed in chapter 1 as well.

•

The rigor of the study was described within this chapter, which allows readers
to understand how the study was constructed and knowledge was derived.
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The current chapter also discussed the ethics of the study, which the
researcher considered to be paramount.
•

The credibility of the researcher was communicated through the discussions
of preparation for research. Additionally, the training and oversight received
as part of the fulfillments for the degree demonstrated the credibility of the
researcher.

•

Resonance refers to the connection between the research findings and the
current state of knowledge within the field, such that an expert within the
field will find the study meaningful (Tracy, 2010, p. 846). Coherence refers to
the consistency within the research (Tracy, 2010, p. 848). These qualities
were in the discussion of the research findings.
4.7 Ethical Issues

There were a number of basic ethical issues that needed to be taken into account
within this research, including the protection of individual participants and the potential
impact of recommendations on the agencies involved.
Participants in social research frequently place themselves in a position of significant
vulnerability during this participation (Punch, 2005, p. 276). Because of this, it is always
important to protect participants from harm to the highest extent possible, and where possible
to provide some benefit for the participants. In this research, participant identities were
shielded and their participation was confidential. No agencies were informed about who was
contacted to participate in the study or who chose to participate or refused. Furthermore,
findings were not shared with the agencies except in the aggregate, preventing the
identification of participants from specific agencies. In cases where participants were more
vulnerable, such as interviews, care was taken to prevent identification of participants
through such methods as matching agencies, and identifying information was obscured.
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Additionally, data will be destroyed within five years following completion of the research to
prevent identification of respondents following the research. Interview transcripts have been
retained by the researcher and will not be shared directly. These interviews are kept in a
password-protected file.
A broader issue of ethics was the potential for application of faulty recommendations
generated from this research to agencies, which could result in wider harm. The researcher
considered this risk to be relatively low. First, this research was conducted as an academic
project, and thus will have limited distribution within these agencies. Second, it was
presumed that the agencies involved all have experts who can scrutinize the
recommendations and examine whether they are appropriate or not. Regardless, the
researcher has taken extreme care that the research should be robust and credible, and
recommendations generated should be strongly oriented toward achieving success in the
Saudi public administration agency. The ultimate goal of the researcher was that
recommendations would prove to be beneficial if they were taken.
Oversight by the ethics committee at the university of Canberra was required for the
survey questionnaire and interview questions required in this study. This was to make sure
that the questionnaire and interview guide were appropriate, would not cause harm to
participants, and met other requirements for ethical treatment of survey and interview
participants. The researcher submitted the documents as required to the university. Ethical
approval was received and the research has been determined to be appropriate for the
research project under the ethical requirements of the university. The ethical approval for this
project is attached in the Appendix (Appendix A).
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Chapter 5 Data Findings and Results
This chapter discusses the findings and results of the analysis process described in
previous chapters. The first portion of the chapter focuses on the documentary evidence
collected from Saudi government agencies about their training practice, which is followed by
the discussion of the goals and aims of the training plans used within these agencies.
The most surprising finding within this section is that most of the documentary
evidence suggests that the agencies actually did not have specific goals for their training
plans stated in their documentation. This is surprising because it was assumed that training
plan goals would be part of the individual planning process of the organization. Instead, the
organizations assign all responsibility to the IPA, and only consider their training numbers in
most cases.
The second major set of findings in this chapter is the outcomes of the survey
distributed to the agencies, which was returned by about 66 per cent of the participants. The
survey generally shows that although agencies make active use of training plans, neither
agencies nor individuals are involved in training, and the training offered by IPA often does
not meet the organization’s needs. This is consistent with the expectations set by the literature
and the IPA’s own documentation.
The third section of the chapter is a detailed discussion of the findings of the
qualitative study, which involved interviews with seven heads of departments of training
programs. These qualitative findings identify issues in the documentary and quantitative
findings and explore in more detail the issues that organizations face in their training
sessions. These findings specifically include the process of training planning, as well as how
this process is inadequate particularly for some agencies. They also show how agencies work
around the planning process to try to ensure adequate training for their organization. The
findings in this chapter will inform later analysis and discussion about the role of training and
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development in Saudi government agencies. Finally, a brief triangulation section summarizes
the evidence from qualitative and quantitative data for each of the research questions.
5.1 Documentary Data Review
The first task of this research was documentary data review, focusing on the training
and development plans in place in Saudi government agencies. To facilitate this review,
documents were requested from ten out of the 165 Saudi government agencies currently
active. These agencies can be divided into four functional groups based on their role in
training development. These groups include:
1. Departments or General Departments of Planning and Development at Government
Agencies
2. Departments of Social Services (including the Ministry of Economy and Planning)
3. Department of Planning and Development (including the Institute of Public
Administration)
4. General Committees for Training and Dispatching Civil Service Employees
(including the Ministry of Civil Service).
However, it was surprisingly found that most Saudi government agencies do not have
their own training and development plan document in place. They use the training and
development plan provided by IPA. Therefore, most documents presented in this section
were collected from the Institute of Public Administration (IPA). The following discussions
focus on two main areas: the goals and aims of the training programs and the actual training
plans currently in place.
5.1.1 Goal and Aims of Training Plans
The first and perhaps most surprising finding of the documentary review was that
except for the Institute of Public Administration (IPA), none of the agencies reviewed
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actually had explicit documents that stated the goals of their training plans. Instead, all of the
departments reviewed relied on the IPA’s stated goals and objectives that are presented in
their training plan. This indicates that while there are uniform goals and objectives across the
agencies, these goals and objectives may not be consistent with the needs of the organization
or adequate for their use. However, it is perhaps not surprising given that the IPA is the main
agency tasked with civil service training in the Saudi government (IPA, 2011). Ultimately,
much of the actual training activities that take place for agency employees pass through the
IPA, who (as shown below) conduct substantial amounts of in-service training for other
Saudi government agencies. This means it is possible that these organizations do not even
have a formalized training program.
Given that the training objectives and goals of all agencies reviewed are those set out
by the IPA, it is appropriate to discuss in more detail the objectives that are set out by the IPA
in their documentation. These objectives are relatively straightforward and address specific
aspects of the agency’s operations. The following objectives are set out by the IPA’s (n.d.)
documentation as indicated in its Information Guide: Training and Activities.
“The IPA aims at achieving the main goal behind its establishment, which is serving
the cause of comprehensive development in the Kingdom. Following are the IPA’s
objectives, as stated in its by-laws:
1. Raise the efficiency of government employees and instruct and train them to
shoulder their responsibilities and exercise their authority so as they contribute to
the development of administration and bolster the foundations of administrative
development;
2. Support the efforts of administrative reform and development;
3. Provide consultations in administrative fields requested by ministers and other
agencies; and
4. Enrich administrative thought with conducting and publishing, administrative
research, and translating outstanding works related to administrative development
(IPA, n.d., p. 3).”
These four key objectives are clearly appropriate for the central training and
development agency, which the IPA is, especially given its focus on in-service training of
executive-level and middle managers (IPA, 2011). Of these, the first two objectives are
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clearly the most related to the issue of training and development in Saudi government
agencies, although for agencies that are seeking to develop their own training programs the
fourth objective would be most appropriate. These objectives are certainly reasonable for a
central training agency. However, what is less clear is how appropriate these goals will be
when they are translated to smaller agencies and their own training programs. Thus, by using
the standard IPA training goals and objectives, agencies may be reducing the effectiveness of
their internal training programs. This issue will be explored in more detail in further
discussions.
It should be noted that the IPA does actually hold much of the responsibility for
training in the Saudi civil service. For example, its responsibilities include:
•

Pre-service and in-service training for administrative and civil service programs;

•

Continuing education programs, like workshops, seminars, conferences, and
symposia, regarding administrative development;

•

Consulting with other agencies about training and development issues;

•

Improving the available literature on training and development, including
translating international works of note and encouraging publication of research in
Saudi administrative development;

•

Managing access to government documents;

•

Coordinating international professional and institutional participation in
administrative development; and

•

Funding study and training for academics in administrative development (IPA,
n.d.)

This is clearly a wide-ranging license that would allow for the IPA to have extensive
impact on development of training programs and outcomes. In particular, it suggests that
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much of the responsibility for civil service and administrative agencies is actually conducted
by the IPA, which is borne out by the agency’s own statistics. The IPA (2010) does provide
information on the specific training program provided by the agency, although since as noted
above the IPA does consulting and specialty work which may vary depending on the period.

Figure 9 The training and development programs of the IPA (IPA, 2010)

Training Programs

General Programs

In-service
training
programs

Workshops

Preparatory
programs

Special Programs

In-service
training
programs

Workshops

Preparatory
programs

Figure 9 shows the training programs offered by the agency during the period. The
IPA divides its programs into general programs and special programs, any of which can
include pre-service, in-service, or workshop training (IPA, 2010). The main difference
between general and special training program is that special training programs provide
specific knowledge required for the individual’s job, and are commonly designed with
significant input from the contracting agency (IPA, 2010). In contrast, the general training
program is focused more on tasks and learning objectives commonplace to the civil service
generally (IPA, 2010). A brief description of the types and purpose of each of the programs,
as well as the total number of programs offered during the 2009/2010 training year, is
included in Table 8. This shows the scope and coverage of the training programs offered by

98

the IPA. The agency also reports that it holds various conferences and meetings throughout
the year, which do not fall into one of these categories.

Table 8 Scope and Coverage of Training Programs Offered by the IPA (IPA, 2010)
Program

Pre-service
Training
In-service
Training
Workshops
and Symposia

Pre-service
training
In-service
training
Workshops

Description
General Programs
Longer (6 months to 2.5 years) training programs for high
school and college graduates focused on teaching specialized
skills for public and private sector positions (e.g. accounting,
hospital administration, law)
Short general skills enhancement programs, in functional
areas (e.g. Finance or computers), knowledge areas, and
attitudes for employees already working in the civil service
Short-term knowledge enhancement programs for higherlevel employees, focusing on recent research or particular
problems in the area of interest
Special Programs
Training for recent graduates that is intended to meet
requirements for a specific organization or agency
Skills and knowledge enhancement programs designed for
employees of a particular institution, and designed with that
institution to fulfill a particular training need
Workshops tailored to provide knowledge and information to
specific upper-level employees in the public sector

Total Programs
and Trainees
(2009/2010)
29 programs
1,191 trainees
543 training
programs
42,890 trainees
77 programs
1,645 trainees

4 programs
96 students
106 training
programs
2,009 employees
60 participants

These figures show that most of the trainees served by the IPA are included in general
training programs, which accounted for 95.5 per cent of the 47,891 total trainees included in
these programs. Furthermore, the in-service training programs offered by the IPA are by far
the most common, with 93.7 per cent of the trainees partaking in either general-purpose or
special-purpose training programs. Only a relatively small percentage of trainees took part in
either the pre-service training (2.7%) or the workshop-based training intended for higherlevel employees (3.6%). This suggests that although the IPA does offer many different types
of training, in fact most of its remit is related to general-purpose in-service training for
employees in the civil service. Based on this, it is reasonable to state that the majority of inservice training that is probably undertaken by the agencies studied is either directly
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conducted or facilitated by the IPA, making the use of its goals and objectives in the agencies
more appropriate than it might otherwise seem.
What the IPA does not do is integrate or coordinate training needs between agencies
or help agencies establish detailed training plans. These tasks are strictly assigned to the
agencies, which determine their own training needs and priorities (nominally in coordination
with an overarching five-year plan, but often not truly coordinated with it). This is the
outcome of the historical development of training practices in the Saudi public service, which
have historically been compartmentalized and segregated along with their other activities
(Algabbani, 1991). Although Algabbani (1991) reported some progress had been made at that
time toward coordinating services, there is little sign of this coordination. Instead, the IPA
seems to have moved toward providing an anodyne set of training and development
programs, and working to meet specific needs through customized training, rather than trying
to force agencies into cooperation for training needs.
In summary, the IPA provides a comprehensive training service to civil service and
administrative agencies within Saudi Arabia, and its objectives are appropriate for its own
remit. What is less clear is whether these objectives are appropriate when applied across
agencies or adopted by agencies with no clear role in centralized training development. It is
clear that the IPA does not play a role in determining training needs or developing training
plans within the agencies, but instead serves only as a channel for providing training
identified as needed by the agencies themselves.
5.1.2 Actual Training Plans in Place
The second problem the documentary review was intended to address is the actual
training plans in place, outside the realm of the training objectives and program statements
offered by the IPA. In fact, there is no documentary evidence in any of the agencies reviewed
that there is a comprehensive set of training plans or training procedures in place. This
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includes the IPA, which is the main department for providing training and development for
Saudi government agencies. This strongly suggests that training, rather than being a planned
or centralized activity, is actually an ad hoc and complex activity that takes place as needs
emerge, rather than in a strategic or organized fashion.
While there are no centralized plans in place, there is documentation on how to
nominate employees for training programs held at the IPA. This procedure is documented by
the Higher Committee for Administration Reform’s Resolution No. 192 (22/06/1989).
Resolution 192 requires that each agency have an administrative function or unit for
management or administrative development. This administrative unit is tasked with various
roles and responsibilities in regard to training and development within the agency. These
responsibilities include: identifying employee training needs and cooperating with other
agencies to meet them; planning programs for training programs to meet these needs;
compiling and submitting trainee nominations and following up with trainee progress; and
coordinating with training and development agencies (i.e. the IPA). Thus, in the
organizations studied, the main responsibility for identifying and planning for training needs
would fall to the management or administrative development unit. However, these
requirements do not say anything about future or strategic planning or promoting training
development at the organizational level, but only at the employee level. This is a significant
gap in the potential for future training development.
The Training Regulation (Civil Service Board Decision No. 16 (19/2/1398)) provides
further guidance for the conduct of training. This regulation requires that government
agencies need to submit employee training plans two months prior to the start of the fiscal
year, to the Committee of Training and Dispatching Civil Servants (a committee of the
Ministry of Civil Service (MCS)). These plans should incorporate competition with agencies
like the IPA to complete these training plans, and the IPA is allocated funds to assist in
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completion of this training. The Regulation for Nomination to Attend Public Training
Programs at IPA specifies the requirements for trainees at the two 18-week training terms
held per year. Agencies nominate their employees for training on a term-by-term basis, and
each employee can attend up to 20 training days per year (12 per semester). The agency is
expected to ensure that the training their employees are nominated for is appropriate and
suitable to the tasks of the nominee, and nominations must be submitted within a particular
time period. The IPA also allows stand-by nominations for fully booked programs, in case
trainees cannot attend for some reason. There are also various other requirements associated
with notice and maximum length of training sessions.
These regulations do impose some de facto strategic structure on the civil service
agencies making use of the IPA’s centralized training programs. In particular, they force a
yearly audit of employee-level training needs, in order to allow for allocation of funds to the
IPA and for the IPA to plan training sessions. There are also minimal checks on suitability for
training programs. Overall, however, there is little evidence that training plans are being used
in such a way as to develop the strategic or long-term interests of the organization. This could
be a significant gap in the long-term feasibility of the program.
5.2 Quantitative Results
Following the documentary review discussed above, there was a comprehensive
survey distributed to training and development practitioners across the Saudi civil service.
This section reports on the quantitative findings of that survey. These findings were further
deconstructed in the qualitative analysis, which focuses on interviews conducted with
training leaders in some of the organizations in question.
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5.2.1 Preliminary Analysis
There are two key aspects of preliminary analysis that are focused on in this research.
These include reliability and validity testing (Section 5.2.1.1) and the survey response rate
(Section 5.2.1.2). The goal of the section is to demonstrate that the questionnaire was both
highly reliable in terms of its internal reliability, as well as having a strong response rate.
Factor loading led to elimination of only one item. The response rate of 66 per cent was
higher than for most studies of this survey’s type (Nulty, 2008).
5.2.1.1 Questionnaire Reliability and Validity Testing
The first aspect of reliability and validity testing that was undertaken used Cronbach’s
alpha to determine the internal reliability or internal consistency of the scale. For this
analysis, a threshold of α ≥ 0.7 was set for determining whether a scale would be adjusted or
accepted as it was, based on previous research suggesting this was the lowest acceptable
rating. However, as Table 9 shows, all of the factor scales identified in the research actually
scored higher than this, and no removal of the scales was necessary. The lowest factor scale,
PGMT, scored α = 0.55, while the remainder of the scales were at α ≥ 0.9 or above. This
indicates that overall, the factors and scales in this study were highly internally reliable, in
that they were reflective of the same underlying constructs.
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Table 9 Internal consistency testing as reflected by Cronbach’s alpha for each of the
scales
Factor
Need fulfillment (NF)
Participation of government agency in developing
and preparing training plans and implementation
(PGDT)
Participation of government agency in monitoring
and evaluation on training plan implementation
(PGMT)
Commitment of government agency in encouraging
and improving training plan implementation (CGET)
Participation of respondents in determining needs for
training plans and implementation (PRDNT)
Participation and commitment of respondents in
training plan implementation (PCRT)
Facilities and capacities of IPA in providing training
course (FIPA)

Number of Items
4 (Questions 1,9,
19 and 20)
4 (Questions 10,
11, 14 and 24)

Cronbach’s
Alpha
0.937
0.942

5 (Questions 2, 3,
4, 5 and 12)

0.855

2 (Questions 6 and
18)
4 (Questions 7, 8,
13 and 25)
2 (Questions 15
and 16)
4 (Questions 17,
21, 22 and 23)

0.985
0.969
0.921
0.923

The second issue in the research was validity. The validity refers not just to whether the
scales were consistent, but whether they were actually addressing a real-world construct.
Exploratory factor analysis (EFA) was used in order to determine whether this was
appropriate. The use of EFA suggested that factor loadings as low as 0.4 could be acceptable
as a low factor, but instead the choice was made to use the high factor criterion (factor
loading of ≥ 0.6) in order to eliminate factors. Table 10 shows the items included in each of
the factors and the factor loadings associated with the items. As expected from the high
Cronbach’s alpha, the factor loadings for most of the items included in the scale were
relatively high. Only one item was excluded. Item 12, which was initially included in the
PMGT factor, achieved a factor loading of only 0.168, leading to its elimination. Given that
the Cronbach’s alpha was originally only α = 0.855 for this item, this is a reasonable choice
for removal in order to improve the scale.
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Table 10 Factor loading for each of the factors identified
Need fulfillment (NF)

Loading

1. The public training programs (courses) that I previously participated in and
which were offered by IPA met my actual training needs at that time.
9. I had sufficient training opportunities to help me develop my work performance
and boost efficiency.
19. The current training program fulfills my actual training needs to help me
develop my work performance and boost my efficiency.
20. The current training program includes specific and definite skills that can be
used gradually in development my skills.
Participation of government agency in developing and preparing training
plans and implementation (PGDT)
10. There is weak coordination between government agencies concerned with
planning and implementing the training plans for employees of government
agencies (e.g. Ministry of Civil Service, Ministry of Economy & Planning and
Institute of Public Administration).
11. The planning of training employees at government agency I work at is similar
to those applicable in other government agencies.
14. There is a continued coordination between training planning officials at the
government agency I work at and government agencies concerned with planning
and implementing the training plans for employees of government agencies.
24. The current training program is included in the training plan endorsed by the
government agency I work at.
Participation of government agency in monitoring and evaluation on training
plan implementation (PGMT)
2. The government agency I work at monitors the achievements of implementing
its training plan.
3. The government agency I work at monitors regularly the achievements of its
annual training plan.
4. After monitoring the achievements, the government agency I work at assesses
the results of implementing its annual training plan.
5. The government agency I work at assesses regularly the results of
implementing its annual training plan.
12. Assessing the implementation of training plans for employees at the
government agency I work at is similar to those applicable in other government
agencies. [ELIMINATED]
Commitment of government agency in encouraging and improving training
plan implementation (CGET)
6. The government agency I work at makes use of the results of assessing the
implementation of its training plan in enhancing and developing the future
training plans.
18. My direct manager encouraged me to participate in the current training
program.
Participation of respondents in determining needs for training plans and
implementation (PRDNT)

.834
.836
.864
.847
Loading
.848

.853
.863
.867
Loading
.710
.825
.841
.693
.168
Loading
.986
.986
Loading
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7. More training in the field of preparing and implementing training plans will
.901
help boost the efficiency of my government agency’s performance.
8. More training in the field of assessing the implementation of training plans will
.944
boost the efficiency of my government agency’s performance.
13. I give my opinion when determining my training needs during the preparation
.868
of training plans at the government agency I work at
25. I gave my opinion in selecting the current training program when preparing
.944
the training plan at the government agency I work at.
Participation and commitment of respondents in training plan Loading
implementation (PCRT)
15. When I give my opinion in determining my training needs, I have a strong
.993
commitment towards attending the training program listed on endorsed training
plan.
16. I participate in public training programs offered by IPA, which were not listed
.993
on the annual training plan of the government agency I work at.
Facilities and capacities of IPA in providing training course (FIPA)
Loading
17. The remoteness of the training place from the headquarters of my work led me
several times to decline from participating in the training programs listed on the
training plan endorsed by the government agency I work at.
21. IPA’s training capabilities encourage me to participate in the training
programs.
22. The training technologies used in carrying out IPA’s public training programs
are suitable.
23. The training facilities made available by IPA are suitable.

.754
.863
.819
.822

5.2.1.2 Response Rate
The second question that needs to be addressed in terms of preliminary analysis is the
response rate the survey achieved. The survey was distributed to different agencies at a range
of seniority levels in ten departments, with a total of 600 questionnaires being distributed.
However, only 9 departments were responded. Of these 600 questionnaires, 396
questionnaires from nine departments were returned in a complete enough state that they
could be used in the statistical analysis. This represents a 66 per cent usable response rate for
the survey. Additionally, 36 surveys were returned to the researcher, but were too incomplete
for use in the survey (i.e. more than five items missing, which is the threshold the researcher
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determined would compromise results). Participants from all nine organizations returned the
surveys in about equal proportions.
This was not the 100 per cent participation that the researcher hoped to achieve during
the survey response rate. However, extensive analysis of survey response rates shows that
few surveys actually achieve 100 per cent response rates (Bryman & Bell, 2011, p. 236).
Many consumer surveys may achieve participation of 10 per cent or even less, although
response rates do increase due to strong survey design and targeting approaches (Bryman &
Bell, 2011, p. 234). While professional surveys can be substantially better in terms of their
response rate, perhaps because of professional interest or increased participation rates, it is
rare that this would actually exceed 70 per cent (Bryman & Bell, 2011, p. 234). However,
organizational surveys (of which this could be considered to be a sub-category) should
exceed 50 per cent response rate if they are to be considered reliable and not prone to
respondent bias, while 65 per cent to 70 per cent is a solid survey response rate (Church &
Waclawski, 2007, p. 144). Taken together, it is clear that a response rate of 66 per cent as
seen in this survey is a strong result that is large enough to represent the survey without
including excessive respondent bias.
5.2.1.3 Demographic and Professional Profile
The first issue addressed in the study was the demographic profile of respondents, as
well as their work and training experience. Information collected for demographic
consideration included gender and age. Employment information that was collected included
number of years in employment, seniority (as a ranked category), job title, and total number
of training programs the employee had participated in. Each of these areas is addressed in the
brief discussions below.
Figure 10 shows that the majority of respondents (78%, or n = 308) were male, while
only 22 per cent (n = 88) were female. This breakdown was not unexpected due to the
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relatively small number of women in most Saudi workplaces, and is in fact likely to be a
better representation of women than a similar study in the private sector would represent.

Figure 10 Gender of respondents

Female
22%

Female

Male

Male
78%

The second demographic question related to the age of respondents. As Figure 11
shows, the largest group of respondents (49%, or n = 175) was aged between 30 to 40 years,
while the second largest group (25%, or n = 91) was aged between 41 to 50 years. Only 20
per cent of respondents were under age 30, while only 6 per cent were over age 50. This
suggests that the Saudi civil service employee group that this study stems from is generally
mid-career and middle-aged employees, rather than being skewed either significantly older or
younger than the average population.
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Figure 11 Age of respondents

51 to 60 years, 23,
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Less than 30 years,
71, 20%
41 to 50 years, 91,
25%

Less than 30
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30 to 40, 175, 49%
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The first question about the professional rather than personal characteristics of the
survey respondents was what agency or ministry they worked in (Figure 12). Nine agencies
were included, including the Ministry of Agriculture, Ministry of Health, Ministry of
Municipal and Rural Affairs, Ministry of Education, Ministry of Water and Electricity,
Ministry of Interior, Ministry of Justice, CPVPV, and the Princess Nora University.
Approximately equal numbers of surveys were distributed to each of these agencies. These
agencies had somewhat different response rates, with the lowest response rates (10%) coming
from the Ministries of Water and Electricity and the Interior, CPVPV, and Princess Nora
University and the highest response rate coming from the Ministry of Health (14%).
However, given that in real terms this resulted in a difference of only 15 responses between

109

the highest and lowest agencies represented, this is considered to be an approximately even
distribution of responses.
Figure 12 Response rates from various agencies involved

Ministry of
Justice, 42,
11%

Ministry of
Interior, 40,
10%

Ministry of Water &
Electricity, 40, 10%

GPVPV, 41,
10%
Princess Nora
University, 41, 10%

Ministry of Eduction,
50, 13%

Ministry of
Acriculture,
41, 10%

M.Municipal
& Rural
Affairs, 45,
12%
Ministry of Health,
56, 14%

The second professional question that was asked was the number of years that the
employees responding to the survey had been employed at the agency they were answering
from. (Note that this question does not include total work experience, and so be biased in the
case of transfers or job changes. However, given the relatively life-long approach to
employment taken by Saudi agencies and firms, the researcher considered this to be a low
risk.) Figure 13 confirms the idea that most employees are in their mid-career period, with 44
per cent of respondents having less than ten years experience and 37 per cent having ten to
twenty years of experience. Only a very small proportion of the survey (4%) had more than
30 years of experience, which is commensurate with the age survey above.
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Figure 13 Number of years employed at the agency currently being responded from

More than 30, 16, 4%

21 to 30, 56, 15%
Less than 10, 162,
44%

Less than 10
10 to 20

10 to 20, 136, 37%

21 to 30
More than 30

Given the differing hierarchical structures of the agencies involved and the large
number of different job titles involved, there needed to be some way to compare the seniority
of the participants. Civil service job ranks provided support for this need, since they are
cross-agency rankings that allow direct comparison. In this ranking system, 1 is the lowest
rank and 15 is the highest, with jobs at ranks 11 to 15 being considered to be the most senior
positions. Some of the jobs that may fall into these categories include administrative and
financial roles, specialist positions, cultural, religious, and social positions, and technical and
high-skilled operations jobs. As Figure 14 shows, most respondents are in the mid-range of
responsibility, with 72.8 per cent of responses falling between Rank 6 and Rank 10. Only a
small number of respondents (2%) were in Ranks 11 and above. However, there was a
relatively high non-response rate to this question (15.5%), which is significant enough to
skew the findings in this regard. Although this supports the mid-career portrait of the typical
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respondent, the high non-response rate does suggest this should only be advisory, not
indicative.

Figure 14 Employee job ranks of respondents

Rank 6, 88

Rank 7, 71
Rank 8, 61

No specify, 61

Rank 9, 44

Rank 5, 28
Rank 10, 23
Rank 4, 8
Rank 3, 4

Rank 11, 6
Rank 12, 2

The next question asked was about the job title currently held by the employee. This
resulted in a large list of job titles, shown in Appendix. However, a summary table by
functional area has also been prepared (Table 11) to make the process of understanding
where employees work simpler. Management roles were assigned to a single category
(Management and Leadership) regardless of whether or not the functional area was stated.
This was the categorization used for everyone reporting responsibility levels of supervisor
and above. This table shows that the largest group of employees (28.5%) works in the
Administration area. Administration included areas such as clerks and secretaries, as well as
administrative specialists, human resources, and other areas. The second largest group is
Management and Leadership, which as noted included all responses from Supervisor level
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and above. (This did exclude titles like Human Resources Manager and PR Officer, where
the standard-level position is termed as a management or leadership role.) The smallest group
represented was the Legal group, which included only three respondents.

Table 11 Summary of functional areas for employees responding to the survey
Functional Area

Frequency
(n = 396)

Accounting and Finance
Administration
Education, Libraries and Academic
Research
Information Technology
Legal
Management and Leadership
Medical and Health
Publishing and Public Relations
Technical, Construction and Engineering
Not Reported
Total

Percent

37
113

9.3%
28.5%

32
35
3
47
23
21
29
56
396

8.1%
8.8%
0.8%
11.9%
5.8%
5.3%
7.3%
14.1%
100.0%

Figure 15 Number of training sessions attended

20 to 30, 4, 1%
More than 30, 1, 0%

10 to 20, 93, 24%
Less than 10
10 to 20

Less than 10, 292,
75%

20 to 30
More than 30

113

The final professional question asked about the total number of training sessions
attended at IPA over the course of the career. This showed that the majority of respondents
(75%) had attended less than ten training sessions, while 24 per cent had attended between 10
and 20 sessions. Only a small number (approximately 1.3%) had attended more than 20
training sessions. This suggests, given the total amount of time the employees have worked in
their jobs, that training sessions are offered about once a year or less.

5.2.2 The participation of employees and government agencies in preparing and
implementing training plans
The most important part of the survey was the items that addressed how employees
and government agencies participated in preparing and implementing training plans. This
topic formed the bulk of the questionnaire used for the study, including 30 items. Items 1
through 24 and item 26 were measured using a standard five-point Likert scale. This led to
interpretation categories being determined by dividing the range of the scale by five to
produce five distinct interpretations. The following question shows how this was formulated,
resulting in a width of 0.8.

The width of each level = Highest score-Lowest score
The number of levels

= 5-1 = 0.80
5
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Item 12, as discussed above, was eliminated from the scale and is not addressed.
However, the boundaries and interpretations for each of the scale point values for the
additional items are shown in Table 12.
Table 12 Ranking Structure of Likert-scale questions
Mean value

Item 1 to 24

Item 26

1.00 to 1.79

Strongly disagree

Never

1.80 to 2.59

Disagree

Rarely

2.60 to 3.39

Neutral/ not sure

Sometimes

3.40 to 4.19

Agree

Mostly

4.20 to 5.00

Strongly agree

Usually

As briefly described in the Preliminary Analysis section, there are seven factor scales
used in this analysis. These scales are formulated from three perspectives, including the
individual respondent, the agency they work for, and the IPA.
There are three respondent-level scales in this study. Needs Fulfillment (NF)
represents how well the training programs fulfilled the training needs of the individual.
PRDNT addresses the role of the respondent in determining the need for training plans and
their implementation, while PCRT addresses the participation and commitment of the
respondent in training plan participation.
Similarly, three scales cover the government agency’s perspective and participation in
training. Participation of the Government Agency in Developing and Preparing Training
Plans and Implementation (PGDT) addresses the coordination and cooperation between
agencies in training plan improvement. Similar scales include PGMT (which addresses
agency participation in monitoring and evaluation) and CGET (which addresses agency
encouragement and improvement of training plan implementation).
The seventh scale (FIPA) addresses the facilities and capacities of IPA to effectively
deliver the training course.
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5.2.2.1 Need fulfillment (NF)
The first factor scale is NF, which refers to the ability of the agency to meet specific
needs for training as indicated by the participant. This item included four questions (1, 9, 19,
and 20). The responses are shown to this question below. There were some missing answers
for this question, but given that the most missing was 9 responses this was not considered to
be a problem. Table 13 shows the individual responses that were seen for the items in this
question. This shows an average score (M = 3.76, SD = 0.769) that indicates general
agreement that training needs are met within the agency. However, this agreement was not
absolute. In particular, the individual score for item 9 (which addressed the provision of
adequate training opportunities) was relatively low and falling into the neutral category (M =
3.23, SD = .1.21). This item also showed the highest standard deviation of any of the items.
This suggests that while some agencies may be providing sufficient opportunities for training,
this may not be entirely sufficient in other agencies. Thus, increasing the number of training
opportunities could be an easy way to improve training needs fulfillment performance.
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Table 13 NF scale responses
Items

Interpretation
N

1. The public training programs
(courses) that I previously participated
in and which were offered by IPA met
my actual training needs at that time.
9. I had sufficient training
opportunities to help me develop my
work performance and boost
efficiency.
19. The current training program
fulfills my actual training needs to
help me develop my work
performance and boost my efficiency.
20. The current training program
includes specific and definite skills
that can be used gradually in
development my skills.

NF

Mean

Std. Deviation
Agree

391

387

3.88

3.23

.93070

1.21032

Neutral or Not
Sure

Agree
396

3.89

1.03402
Agree

396

4.01

.95331

396

3.76

.76861

Agree

5.2.2.2 Participation of government agency in developing and preparing training
plans and implementation (PGDT)
While the general scale responses to individual need fulfillment were strong, views on
the participation of the agency the respondent works for in developing and preparing training
plans and then implementing them were not nearly as complementary. The respondents did
agree that there was a weak level of coordination between government agencies in order to
provide training. They also agreed (somewhat weakly) that their agency included the current
training plan. However, responses about whether training planning was consistent between
agencies garnered only a neutral response (M = 3.24, SD = 0.951). This suggests that there is
a relative lack of coordination between these agencies. Furthermore, the question about
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continued coordination (Item 14) (M = 2.97, SD = 1.072) suggested that respondents were
edging toward disagreement that their agencies and other agencies responsible for training
coordination and other practices were effective. The overall impression lent by this scale is
that employees feel that inter-agency coordination for training planning and development is
weak and is not sustained. Thus, although the current training plan may be implemented in
the organization, there may be doubt about whether this coordination will continue in the
long term.

Table 14 PGDT scale responses
Items
N
10. There is weak coordination
between government agencies
concerned with planning and
implementing the training plans for
employees of government agencies
(e.g. Ministry of Civil Service,
Ministry of Economy & Planning and
Institute of Public Administration).
11. The planning of training
employees at government agency I
work at is similar to those applicable
in other government agencies.
14. There is a continued coordination
between training planning officials at
the government agency I work at and
government agencies concerned with
planning and implementing the
training plans for employees of
government agencies.
24. The current training program is
included in the training plan endorsed
by the government agency I work at.
PGDT

Mean

Std.
Deviation

Interpretation
Agree

395

3.80

1.06614

Neutral or Not Sure
394

3.24

.96056
Neutral or Not Sure

395

2.97

1.07190

Agree
392

3.53

1.11917

396

3.38

.57579

Neutral or Not
Sure
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5.2.2.3 Participation of government agency in monitoring and evaluation on
training plan implementation (PGMT)
The third factor scale addressed the participation of the government agency (that the
respondent works at) in monitoring and evaluation of the training plan implementation. This
scale included four items (Items 2, 3, 4, and 5). This scale also had poor performance, with
all of the items ranking neutral and the average score (M = 3.03, SD = 0.974) suggesting that
most participants were overall not sure about the participation of the agency in planning
programs. Decomposition of the items suggests that respondents were slightly more certain
that agencies monitored the training plan than that they assessed its performance. For
example, Item 2 (M = 3.19, SD = 1.084) nearly reaches the level of agreement that the
agency the participant works for monitors the training plan implementation, but Item 5 (M =
2.90, SD = 1.048) suggests that employees are not at all sure that agencies are actually
monitoring the results of this implementation. This suggests that the monitoring and
assessment process may be more strongly process-based than outcome-based, which could
lower the overall performance of the program and reduce its effectiveness in terms of
organizational effectiveness outcomes.

Table 15 PGMT scale responses
Items
N
2. The government agency I work at
monitors the achievements of
implementing its training plan.
3. The government agency I work at
monitors regularly the achievements
of its annual training plan.

Mean

Std.
Deviation

Interpretation
Neutral or Not Sure

394

3.19

1.08436
Neutral or Not Sure

395

3.09

1.09808
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4. After monitoring the
achievements, the government
agency I work at assesses the results
of implementing its annual training
plan.
5. The government agency I work at
assesses regularly the results of
implementing its annual training
plan.

PGMT

Neutral or Not Sure
394

2.92

1.04182

Neutral or Not Sure
395

2.90

396

3.03

1.04753

.97406 Neutral or Not Sure

5.2.2.4 Commitment of government agency in encouraging and improving training
plan implementation (CGET)
The fourth scale, CGET, addressed the commitment of the agency the individual
worked for in encouraging and improving the outcomes of its training plan implementation.
This included two items (Items 6 and 17). As with the previous government agency scales,
there was lukewarm performance on this scale, with all three items indicating neutral or
uncertain positions on the actions of the agency to improve performance. Item 6 (M = 3.08,
SD = 1.073) suggested that employees were not willing to state that the monitoring and
assessment results were actually used for organizational performance improvement in the
training program. This is consistent with the findings of the PGMT scale, which indicated
that organizations were more process-based than outcome-based in their monitoring approach
to the training programs. Item 17 (M = 3.15, SD = 1.372) indicated a similar lack of personal
encouragement for participation in the training program, which would serve to reduce the
effectiveness of the program by reducing the reasons for employees to participate.
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Table 16 CGET scale responses
Items
N
6. The government agency I work at
makes use of the results of assessing
the implementation of its training
plan in enhancing and developing
the future training plans.
17. My direct manager encouraged
me to participate in the current
training program.
CGET

Mean

Std.
Deviation

Interpretation
Neutral or Not Sure

393

3.08

1.07346

Neutral or Not Sure
390

3.15

1.37240

396

3.11

1.03358

Neutral or Not
Sure

5.2.2.5 Participation of respondents in determining needs for training plans and
implementation (PRDNT)
The fifth scale (PRDNT) addresses the participation of respondents in their own
training needs determination, planning, and implementation process. This scale was
interesting because responses were so widely mixed. Item 7 (M = 4.43, SD = 0.759) showed
that participants strongly believed that more training in preparing and implementing would
help their agency’s performance, while Item 8 (M = 4.40, SD = 0.704) showed that they
believed the same about the monitoring and assessment process. However, relatively few
employees seemed willing to actually make this statement within the organization. Item 12
(M = 3.05, SD = 1.265) indicated that there was only neutrality on whether employees would
actually offer their opinion when it came to their personal training needs. Item 24 (M = 3.07,
SD = 2.920) showed a similar level of neutrality over whether to offer their opinion over the
training plan as a whole, although the high standard deviation indicates significant
disagreement in this area. This scale suggests a dichotomy: employees perceive a problem in
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the organization, but are unwilling to offer their opinions about it or how to fix it. This could
reduce training planning and implementation effectiveness.

Table 17 PRDNT scale responses
Items
N
7. More training in the field of
preparing and implementing training
plans will help boost the efficiency
of my government agency’s
performance.
8. More training in the field of
assessing the implementation of
training plans will boost the
efficiency of my government
agency’s performance.
12. I give my opinion when
determining my training needs
during the preparation of training
plans at the government agency I
work at

Mean

Std.
Deviation

Interpretation
Strongly Agree

394

4.43

.75894

Strongly Agree
393

4.40

.70436

Neutral or Not Sure
393

3.05

1.26489

24. I gave my opinion in selecting
the current training program when
preparing the training plan at the
government agency I work at.

Neutral or Not Sure
393

3.07

2.92022

PRDNT

396

3.74

.98884

Agree

5.2.2.6 Participation and commitment of respondents in training plan
implementation (PCRT)
The sixth scale, PCRT, addresses the level of participation and commitment that
respondents show in their training plan participation. As PRDNT showed, there are already
likely to be problems in this area, and the PRCT items support this. The response to item 14
suggests that when employees give their opinion, their commitment to the training plan is
enhanced (M = 4.18, SD = 0.979). However, as noted above in items 12 and 24, employees
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are actually reluctant to give their opinion, which could reduce the power of this observation.
Item 24 further reinforces this assertion, with only neutral levels of agreement (M = 3.07, SD
= 2.920) suggesting that actually giving an opinion is not as frequent as it might be. However,
once again there is a wide standard deviation, suggesting that responses were not consistent.
This suggests that although the overall scale response was strong, this is because of the
predictive question in Item 14 rather than any actual level of commitment to the training
program. The implication of this is that a way to improve employee commitment is to
encourage employees to offer opinions about their training plans and implementation during
the planning process.
Table 18 PCRT scale responses
Items
N
14. When I give my opinion in
determining my training needs, I have
a strong commitment towards
attending the training program listed
on endorsed training plan.

Mean

Std.
Deviation

Interpretation
Agree

395

4.18

.97896

15. I participate in public training
programs offered by IPA, which were
not listed on the annual training plan
of the government agency I work at.

Neutral or Not Sure
390

3.01

1.15949

PCRT

396

3.60

.82662

Agree

5.2.2.7 Facilities and capacities of IPA in providing training course (FIPA)
The final scale, FIPA, addresses the effectiveness of the Institute of Public
Administration (IPA) in providing training courses. As mentioned in the documentary
review, IPA is charged with most training, including both general and specialist training, for
Saudi civil servants. Item 16 indicated that structural barriers, specifically distance from the
training location, did not lead to respondents declining training programs; this response (M =
2.62, SD = 1.318) was very close to disagreement. The response to Item 20 (M = 4.27, SD =
0.818) indicated that the IPA’s training capabilities were sufficient for the training needs of
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the individual, while Items 21 (M = 4.18, SD = 0.752) and 22 (M = 4.27, SD = 0.756)
indicated that respondents agreed that both training technologies and facilities were suitable
for their training needs. These findings indicate that, regardless of the organizational context
in which the training is procured, the IPA does provide strong supports for the training
program, including location of training, facilities, and technologies. This suggests that of the
elements in the training equation, the IPA may actually be the strongest, in that it is the only
one that gathered total agreement.
Table 19 FIPA scale responses
Items

Interpretation
N

16. The remoteness of the training
place from the headquarters of my
work led me several times to decline
from participating in the training
programs listed on the training plan
endorsed by the government agency I
work at.
20. IPA’s training capabilities
encourage me to participate in the
training programs.

Mean

Std. Deviation
Neutral or Not Sure

396

2.62

1.31751

Strongly Agree
395

4.27

.81715

21. The training technologies used in
carrying out IPA’s public training
programs are suitable.

Agree
370

4.18

.75235

22. The training facilities made
available by IPA are suitable.

384

4.27

.75601

PRDNT

396

3.82

.55502

Strongly Agree
Agree

5.2.3 Other Training Issues
The items above and their associated scales formed the bulk of the questionnaire, and
provided valuable insights regarding the relative role and practices of the survey participant,
agencies, and the IPA. However, other questions about training and development programs
did not lend themselves precisely to the Likert-style items that were used above. In this
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section, several more free-form aspects of the training program are explored, including
participant aims and goals, freedom of participation structures and approaches, and whether
there were training needs and requirements that were not being met effectively in these
programs. In this section, each of these aspects of training is discussed and examined to show
how training programs could better meet the needs of the participants.
The first such free-form question was related to the reasons that participants had for
participating in the training program they were currently enrolled in, or had been most
recently enrolled in. Participants were allowed to select more than reason from a series of
predefined reasons for participation, including: obtaining promotion points, filling training
needs, following directions from the agency, obtaining a mandate, personal affairs, change in
routine, or other reasons. Figure 16 shows the distribution of responses for each of the items.
This shows that participants selected an average of 2.6 reasons for participating in the
training program. The most important reason selected was obtaining points for promotion
(80.6%), followed by fulfilling training needs (71.2%). Although 50 per cent of the
respondents also indicated that they wanted to change the routine work environment, the
other responses were much less popular. This suggests that the three most common
motivations for training program participation are promotion, existing training needs, and a
desire for change, although most participants had more than one motivation.
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Figure 16 The aim of participating in the current or most recent training program

Obtaining points for
promotion, 319
Fullfilling my
training needs, 282
Changing the routine
work environment,
198

Carrying out the
direction of the
government agency I
work with, 80

Obtaining a mandate,
Carrying out personal
92
affairs in the city or
the location of
training, 54
Other, 9

There was one Likert-scale question included in this section, Item 26 (which was not
associated with the same assessment measurement in the figure above.) Referring to Table
20, this shows that the result is to be interpreted as “Sometimes”, indicating that respondents
sometimes participated in the development and preparation of training plans, but not always.
However, the standard deviation (SD = 1.385) suggests that there is wide variation in how
frequently individuals participated, allowing for a potentially diverse set of participation
attitudes and frequencies in the relatively small data set.
Table 20 Frequency of participation in preparation of training plans
Item
N
26. How much do you participate in
the development and preparation of
training plans relate to meeting your
needs?

Mean

Std.
Deviation

Interpretation
Sometimes

391

2.62

1.3851
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The issue of how participants managed participation in the training plan process is
addressed in Figure 17. Participants were offered five choices of potential levels of
involvement, including: a) complete freedom to define personal training needs and select
programs; b) meetings with planning personnel to discuss needs and develop training plans;
c) offering an opinion but not having any decision-making capability; d) direct nomination
through the IPA automated system without a training plan in place; or e) other. Of the
responses, it was clear that most of the individuals (39.9%) were directly nominated through
the IPA system without any training plan being previously put into place. This suggests that
training may be allocated in an unplanned or ad hoc fashion. Choices A (complete freedom)
and C (opinion only) were almost equal in occurrence (22.2% and 22.5% respectively),
suggesting that organizations were equally likely to either allow individuals to plan their own
training or only ask their opinion. However, the unpopularity of choice B (11.4%) suggests
that collaboration between the participants and the administrators in charge of planning
training was somewhat unusual.
Figure 17 Participation approaches in the selection of training programs
D, 158

C, 89

A, 88

B, 45

E, 8

Note:

A= Complete freedom in defining the training programs and in a personal manner.
B= Meeting with administrative development or planning officials to discuss and study my needs.
C= Giving my opinion only.
D= Direct nomination through the IPA automated system of nomination for training programs, and without a plan
for training.
E= Other (specify)
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Figure 18 addresses another important training issue, the provision of training plans
and implementation details to employees by the organization. The annual training plan is
meant to be part of the employee development practice, providing support to the individual
and the administrators in the agency when selecting appropriate training programs. However,
as Figure 18 shows, the provision of these training programs is not always done. Only 37 per
cent of the participants indicated that they received an annual training program or plan that
detailed what they should be doing throughout the year, while 63 per cent indicated they did
not have this annual training program. This suggests that there is a consistent lack of
provision of training programs and plans on a regular basis, which would further affect the
organization’s ability to plan ahead for its training needs and ensure that it is using a strategic
approach to identifying training needs for the individual and the organization. It is also
consistent with the findings in Figure 17, which indicated that most individuals simply had
direct nominations to IPA training programs without a training plan in place. Between these
two items, this survey has serious reason to call into question exactly how much training
planning does go on, and whether it is adequate to actually support the training and
development needs of Saudi civil service organizations.

128

Figure 18 Employees are provided with a copy of the training program plan

Yes, 146, 37%
Yes
No, 246, 63%

No

A final issue in this section is the ability of IPA to meet all the needs of the
organization for training. In this final item, participants were asked whether there were
personal or organizational training needs that they perceived in their organization that IPA’s
current training offerings were not taking care of (Figure 19). In this case, 31 per cent of the
sample indicated that there were some training needs that IPA did not cover, while 69 per
cent of the sample indicated that IPA did not have any significant gaps in its training
coverage. The fact that 31% of the organizations did not have all their needs met by the
IPA’s training programs is particularly concerning, since the IPA is the main route most
organizations have for training. It is also concerning given that ideally, under a participatory
approach, the agencies could raise deficiencies in the training process and have them
addressed. The qualitative results show that technical agencies have the worst problems with
training deficiencies, and these agencies make use of IPA’s specialist training or outside
training rather than try to change the IPA’s training plan.
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Figure 19 Perceived needs for additional training programs

Yes, 120, 31%

Yes
No, 263, 69%

No

Of course, as previously stated, IPA does offer special training programs that are
specifically geared to the needs of the individual Saudi civil service organizations if they are
requested to do so, as well as offering training programs directly to, and in support of the
needs of private industry. Thus, it makes sense that there would be a relatively low
percentage of perceived unmet training needs. However, this percentage was not zero. In
order to determine what the unmet training requirements from IPA included, the participants
were asked a free-form question about what fields required additional training from IPA.
Table 21 summarizes the responses under functional areas in five categories, including
Administration Skills, Management and Leadership Skills, Professional Training, Technical
Training, and Work Practices and Soft Skills. The Administration category includes
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information technology skills that relate to automation or e-government, while technical IT
skills are included in the technical training category. These five categories encompass the
bulk of the responses that were gathered from above.
Table 21 Areas of unmet training requirements in existing IPA training programs
Administration
Skills
Agency
regulations and
rules
E-government
services
Government
procedures
Automation
Training
development
HR regulation

Fraud and
corruption
detection
Financial
accounting

Management
and Leadership
Skills
Organization
management and
development
Public relations
and relationship
management
Security affairs
management

Professional
Training

Technical
Training

Work Practices
and Soft Skills

Engineer

Inventory control

Time
management

Law (Solicitors
and judges)

Asset
maintenance

Problem solving

Medical
terminology

English language

Crisis
management

Health control

Leadership

Project
Management
Professional
(PMP)

Advanced
information
systems
Business process
management
(BMP)
Connection
management
protocol (CMP)
Water
preservation and
conservation
Operations and
maintenance
management
Environmental
health and
protection
Food hygiene

Performance
enhancement

Communication
skills
Empowerment
skills

Modern media
Computing
Writing skills

Table 21’s analysis of unmet training needs identifies a number of significant aspects.
First, the participants may have unrealistic expectations of the IPA, particularly in regard to
professional and technical skills training. Many of the areas of skills training identified in
these two categories, such as solicitor and judge training and engineering training, are
university-level programs that need to be addressed at the tertiary skills level prior to
workplace entry, either in Saudi universities or in international universities. Many of the
other skills in this program, such as PMP, CMP, and BMP training, may be best contracted
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with commercial suppliers of these training programs, rather than using IPA training
resources to undertake commercial qualifications. Of course, not all of the training needs in
these categories are unrealistic; for example, asset maintenance, food hygiene, or water
conservation courses could easily be negotiated using a cross-agency approach, since these
would be commonplace requirements in many agencies. However, care should be taken to
continue considering that the IPA is primarily intended for civil service training, not for preservice professional training. Another important aspect of this analysis is that there are a
number of people skills and soft skills that could be generally useful and applicable across the
civil service that are not being provided by the IPA. One cluster of such needs is
communication skills (such as English language and modern media), while efficacy skills
(time management, problem solving, computing, and so on) are also predominant. These gaps
in the IPA provision as perceived by these participants could indicate that the IPA could
improve its performance in soft skill training substantially. Finally, given the topic of this
research it is particularly concerning that training development is mentioned as an unmet
need, since this implies that training programs may, at least in some instances, be managed
by those with inadequate training. This is something that should be seriously considered in
future.
5.3 Qualitative Results
The first section of this research, the Document Review, indicated that the agencies
that were studied did not set their own training goals and objectives. Instead, the agencies
used the goals and objectives provided by the IPA, who also conducts most of the training for
the Saudi civil service. In the second section of the research, the Survey revealed that
although personal training needs were generally met, there was little sense of coordination or
long-term planning for improvement in training plans; that training was conducted in an ad
hoc fashion and often without a training plan; and that there were a variety of unmet needs
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that could be identified. In this section of the research, we discuss the qualitative findings
generated from in-depth interviews with department heads representing several of the
departments involved in the study. These findings will serve to explain the quantitative and
documentary findings and examine in more detail the conditions that training is undertaken
with.
The interviews were conducted with seven heads of departments from different civil
service agencies who were tasked with management of training and development programs,
including interaction and coordination with other agencies such as IPA. The agencies that
were included are:
1. The Department of Planning and Development (Ministry of Education) (ME)
2. Department of Training and Development (Ministry of Health) (MH)
3. Department of Planning and Development (Ministry of Justice) (MJ)
4. Department of Planning and Development (Ministry of Municipal and Rural Affairs)
(MMRA)
5. Ministry of Economy and Planning (MEP)
6. Department of Planning and Development (Institute of Public Administration) (IPA)
7. The General Committee of Training and Dispatching Civil Service Employees
(Ministry of Civil Service) (MCS)
These seven interviews were undertaken with four different interview guides (in the
Appendix), which focused on different sets of concerns and involvement in the training
program. The first set of interview questions was used for the IPA, while the second set of
interview questions was used for the MCS. The third set was used for the MEP, while the
final set was used at the ME, MH, MJ, and MMRA. The final set of questions was designed
as a general set of questions that addressed the training needs of a typical government
department, while the other sections were specifically focused on various aspects of the
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individual agency’s involvement. However, some questions were included in one or more
interview guides, so there is some overlap in this area.

5.3.1 General Roles and Responsibilities in Training Development
There are different in roles and responsibilities in the training and development
process by the various agencies. It shows that training is differentiated between long-term
planning (the five-year plan) and short-term planning (the one-year or operational plan).
As previously noted, the IPA has a significant role in both the five-year and annual
plans, providing efficiency and training support, developing custom training solutions, and so
on. Its main long-term planning responsibilities include identifying and securing resources
for training and projecting volume of demand growth, as well as maintaining 5 per cent
growth in services offered over the period. Its short-term objectives include maximizing the
effectiveness of the training process given available resources. However, as the interviewee
noted, demand always outstrips the IPA capacity, so this often involves some compromise.
The main long-term role of the MCS is endorsing establishment of vocational and
technical training programs and engaging in long-term workforce training and management
activities. In the short term, the MCS is supposed to endorse training plans, though most
government agencies do not provide these plans. They are also involved in vocational and
technical training, including endorsing all courses of greater than 15 days, overseeing
evaluation criteria, and coordinating with MEP to manage short-term (annual) training plans.
The MEP interviewee provided at least ten distinct responsibilities for the MEP, both in
the short term and the long term. These include: preparing draft plans for other agencies for
submission to the MEP; keeping in contact with the MEP and identifying which decisions
need higher approval levels; planning and organization for draft plan execution; coordinating
with other agencies to draft five-year plans; ensuring continuity between five-year
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development plans in terms of financial management such as budgeting and capital
allocations; completing paperwork (such as that in Appendix A listed in MEP plan
preparation manual) for all projects; preparing proposed projects for all draft plans based on
priority and region; and providing information to justify each proposed project. Thus, in both
the short term and the long term, the MEP has a planning and facilitation role.
The operational departments (ME, MF, MJ, and MMRA) represent the final set of
roles and responsibilities. These are all quite similar. In the long term, all departments are
responsible for identifying the number of employees to receive training, planning for training
at the organizational level, and translating the organization’s long-term objectives into
training needs. In the short term, the agencies are responsible for prioritizing training and
nominations to IPA and coordinating with managers (internally) and external training centers
such as those at IPA. Some agencies also have more extensive short-term activities and
responsibilities. For example, MJ and MH both use IPA’s tailored training programs, so part
of their responsibilities includes identifying training needs and requirements for these
programs. Generally, however, there is a shared set of responsibilities in the long term that
mostly revolve around identifying and planning for training needs within the department.
5.3.2 Stages of Participation
It was also expected that involvement in the training needs process would vary from
organization to organization during the different stages of the training cycle. The stages of
participation that are identified include identification of needs and criteria for fulfillment and
defining the actual training plans and their requirements. Civil service departments (ME, MH,
MJ, and MMRA) hold the majority of responsibilities in this area, while MEP provides
facilitation and support, particularly for long-term requirements. These two stages of the
participation cycle are discussed in more detail below.
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5.3.2.1 Identification of Training Needs Criteria and Fulfillment of Training Needs
The first question that was asked of the departments, including MMRA, MJ, and MH
was about how training needs and fulfillment criteria for these needs are specified. The
MMRA interview indicates that the IPA direct nomination process is used for all training
requirements, and there is no particular approach to identifying training needs. He also notes
that most of the nominations are actually made as a means of obtaining points for promotion,
rather than actual training requirements. He indicates that the IPA training, which is more
administrative in nature, does not meet the MMRA’s more technical training requirements,
making it less useful for the agency than some. However, he notes that the business center
that IPA has recently set up, which is intended to provide specialist technical training
support, could make this more useful.
“In my opinion, one of the main reasons for the existence of this practice is that IPA
does not provide training solutions to meet MMRA's training needs in specific
specialized technical fields. Most of the training solutions provided by IPA are in the
administrative fields. However, the newly established business center at IPA, which
offers training solutions designed to meet the training needs of particular
governmental agency in specialized technical fields, has become criteria for
determining training needs of some government agencies.” (MMRA)
The MJ interviewee also agrees that the actual training needs of the department are
not met by the IPA’s training, but instead are dominated by demand for points that facilitate
promotion. However, he goes further to note that there is little study of training needs at MJ,
and training requirements are usually determined by matching the training title to the job title
of potential trainees. He observes that this failure to meet actual training requirements in both
the case of taking training for promotion and in the case of superficial training matching is
the reason that training within the department is so ineffective, because it fails to meet the
actual requirements of the organization or trainees.
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“Training plan for employees at MJ to enroll in training programs at IPA does not
represent actual training needs. In other words, in practice there is no real study of
training needs at MJ. Also, the process of planning for training depends only on
compatibility matching title of training program with Job title of trainees, and this is
in my personal opinion one of the reasons for the lack of success in planning for
training.” (MJ)
In contrast, the MH has a comprehensive approach to identifying training needs. This
approach involves examining the organizational structure of the departments, studying job
descriptions to identify functional training needs, determining training needs for present and
future, and then matching these training needs with the strategic development plan. This
makes MH the only one of the surveyed departments that uses a structure that would promote
ordered training needs identification.
The role of the MEP in these determinations is more focused on the long term. The
MEP states that there are specific criteria for training plans of agencies, which the MEP does
work to fulfill. The goal is to train at least 5 per cent of the workforce in categories including
administrative, vocational, technical and professional assistance, writing, and laborer skills.
The MEP also issues annual reports comparing performance with projected targets from the
five-year plan. The MEP interviewee states that organizations are required to identify the
total workforce training requirements as well as the specific areas of focus. However, it
should be noted that in the previous discussion of roles and responsibilities, the MEP
representative indicated that most agencies did not actually submit their training plans for
consideration. Thus, it is uncertain that there is likely to be full success in this oversight
process.
Overall, it is clear that the training process is not well planned either in the short term
or in the long term that incorrect needs are being targeted, that the IPA does not offer
sufficient technical training, and that MEP oversight is inadequate to ensure effective
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outcomes. There is no clear indication of how needs should be identified or what should be
involved in identification of training.
5.3.2.2 Identifying the Needs for Training Plans
The second area for discussion in the planning lifecycle is the steps involved in
defining the actual needs of the agency for training plans, as well as who has responsibility
for these training plans. 22 summarizes the views of the agencies about the procedure used
for identifying training needs. This area includes feedback from the MMRA, MJ, ME, and
MH about the requirements for both the five-year plans and the training plans.
The five-year plan represents the long-term perspective on training. The MMRA
identifies their long-term responsibilities include identifying the long-term training goals and
linking them with objectives, reviewing the MMR’s strategic training plan objectives, and
identifying present and future needs for the MMRA.
“We identify training goals of the departments during the five-year plan, link training
needs with plan objectives, study and review objectives of MMRA's training strategic
plan and study present and future training needs of MMRA.” (MMRA)
These are essentially the same goals identified by the MH, who also add that review
of performance indicators of the current training plan is important. The MJ has simpler longterm objectives, including identifying strategic objectives of training and identifying present
and future training plans. The ME shares the strategic identification of training needs and the
linking between training needs and strategic objectives. However, the ME also uses a process
of workshops and meetings with training and planning officials (counterparts) in order to
identify their training needs. This suggests that the perceived responsibilities for the long
term are essentially similar, even though there are varying degrees of implementation.
“Addressing all departments in the ministry to identify the expected training needs
during the next five-year plan, linking training needs with objectives of the next fiveyear plan, carrying out various workshops and meetings with training and planning
officials to identify actual training needs.”
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The short-term perspective has more variance than the long-term perspective. The ME
has the shortest list of responsibilities, which include identifying departmental training needs
and analyzing job descriptions and records to identify unmet training needs. The MJ does the
same, and also prepares annual training plans, follows up with nomination for IPA training,
and monitors the achievement of training activities at the end of the fiscal year. The MMRA
uses the same process of identifying training needs at the department level, but also includes
identifying training needs for the municipalities and regions they cover, preparing training
plans for training carried out at MMRA, following up on nomination, holding meetings with
departments to discuss the outcome of the training and how the training could be adjusted for
the next training program. Finally, the MH has the most complex training plan, involving
holding workshops that target department coordinators and training officials (used to identify
training needs), coordinating department coordinators and training officials to carry out job
and functional analyses, identify training needs for individuals, and choosing training
programs for the individual employees. Their role also involves meetings that monitor
performance and identify solutions for problems and required performance, identifying
training needs for individual employees, and preparing the annual training plan for training
programs at IPA or other training centers. The MH does not prepare training plans for on-thejob training at the IPA, which is commonplace in these organizations.
This analysis shows that while the process for planning involves the same basic steps
(identifying needs and people to receive training), the extent to which the agencies are
involved in individual training planning varies widely. There is no clear approach to needs
assessment that is shared at the departmental level (although it does not appear the IPA is
heavily involved in the needs assessment stage at all). This variance depends on the extent to
which employees are centralized as well as the degree of training involvement that the
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organizations take. The use of different approaches to the training process could influence the
outcomes of the training organization’s performance.
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Table 22 Responsibilities associated with the training plans
Interviewee
MMRA

Steps and procedures of studying and defining the actual

Steps and procedures of studying and defining the actual needs of

needs of training in the five-year plan

training in the operational or annual plan

- Identifying training goals of MMRA's departments during the

- Contacting all departments at MMRA to check their training needs.

five-year plan.

- Coordinating with training officials at municipalities of cities and regions to

- Link training needs with plan objectives.

identify priorities and propose developing training and programs needed.

- Studying and reviewing objectives of MMRA's training strategic

- Preparing training plan for only training programs carried out MMRA.

plan.

- Identify training needs.

- Studying present and future training needs of MMRA.

- Follow-up nomination process and monitor achievements of training
activities at the end of the fiscal year.
- Holding meetings with relevant departments to discuss how successful or to
what extent training plan objectives has been implemented and performance
problems during last year training plan implantation.

MJ

- Determining MJ's strategic objectives of training its employees.

- Contacting all departments at MJ to coordinate with heads of departments

- Identifying and studying present and future training needs of

in identifying and reviewing training needs of employees.

MJ.

- Prepare annual training plan for MJ employee.
- Follow up in nomination for training process.
- Monitoring achievements of training activities at the end of every fiscal
year.

MH

- Preparing strategic plan of training and then translating it into

- Carrying out workshops titled "Determining training needs" which targets

annual training plans.

the department coordinators and training officials at MH's headquarter and

- Studying and reviewing the strategic plan and objectives of

branches in regions and provinces to identify training needs.

training for MH.

- Coordinating with department coordinators and training officials at MH's

- Identify current and future needs of workforce at MH.

headquarter and branches in regions and provinces to conduct a job analysis

- Study current and future training needs of MH's employees.

study, analysis of employee functions, determine training needs and priorities
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Interviewee

Steps and procedures of studying and defining the actual

Steps and procedures of studying and defining the actual needs of

needs of training in the five-year plan

training in the operational or annual plan

- Reviewing performance indicators of training plans

and selecting appropriate training programs.

implementation.

- Holding regular meetings with training officials of MH to identify problems
and propose the required development through suggesting training needs and
appropriate training programs.
- Identifying training needs for five-year and annual training plans of MH
employees.
- Preparing annual training plan. Again, only for the tailored training
programs carried out by IPA or other training centers; and there is no fiveyear or annual training plan for public on-job training programs carried out
by IPA.
- Holding meetings with relevant departments to discuss how successful or to
what extent training plan objectives has been implemented during the
evaluation of last year training plan implantation.

ME

- Addressing all departments in the ministry to identify the

- Contacting all departments at the ministry to check their training needs.

expected training needs during the next five-year plan.

- Analyzing job records and description then determine the actual training

- Linking training needs with objectives of the next five-year

needs.

plan.
- Carrying out various workshops and meetings with training and
planning officials to identify actual training needs.
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A second question in this area asked about the importance of previous five-year or
operational or annual training plans in setting new plans. Simply, this question asked about
how much the previous plans played a role in the setting of a new plan. Once again, the
agencies asked this question included MJ, MH, and ME. (The MMRA representative did not
have information about this topic.) The MJ representative indicated that there was no use of
the previous plans in setting new plans, because monitoring and follow-up of the plans is so
poor that there is no useful information that can be obtained from these previous plans. They
also indicate that the follow-up by non-professionals and the lack of information (since only
bare statistics are collected) would not allow the agency to obtain any useful information.
However, MH and ME did indicate that these previous plans were used to meet new
requirements. MH indicated that trainer feedback and evaluation, performance indicators, and
previous recommendations for development offered new information that could be used. The
uses that this information could be put to included: reviewing performance indicators that
measure training impact; adding, changing, and stopping training programs; and modifying
the capacity of various training programs used. ME also indicated that they used the previous
training programs, through approaches like: identifying new training needs and changes in
training fields; avoiding mistakes that have been made in the past; and identifying potential
problems experienced by the General Department of Administrative Development. This
suggests that unlike MJ, the MH and ME departments have found a way to make the
continual renewal cycle of development and training plans on a one-year and five-year cycle
depending on the previous experience of the organization. This would allow these agencies to
build on previous experience rather than forcing continual revision of the entire training
program. Ultimately, it must be asked whether the MJ representative is correct in that the use
of statistics is not informative or that more information cannot be obtained. This is an attitude
that should be questioned when considering how organizations may use the data they have
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control of in order to support the development of new training systems that are build on
previous performance. However, another perspective is offered by the MEP representative,
who notes that once the five-year plan has been approved by Royal Decree it cannot be
changed during this period, but instead will remain static. This suggests that the use of
previous five-year plans may not be appropriate, particularly if the organization’s training
needs have been substantially modified from the assumptions of the previous five-year plan.
Because of this, it is not necessarily inappropriate for the previous five-year plan at least to be
considered less important, although ignoring the previous annual plan does not fall under this
assumption since these are not as set as the five-year plan.
Another question in this area is who is held accountable for the completion of the
annual and five year plans. These questions were addressed to the MMRA, MJ, MH, and ME.
It should be expected that the variable nature of The MMRA has three areas of responsibility,
which are the same across annual and five-year plans. These responsibilities include the
Deputy Ministry for Planning and Programs (general planning and management
development); municipality-level or regional management development departments; and
general managers and directors and heads of directors. At the MJ, the Minister of Justice
holds ultimate responsibility at the five-year level, but does not actually engage with it. Other
responsibilities at the five-year plan stage fall to the General Department of Administrative
and Management Development, General Department of Planning, and the Department of
Training and Fellowships. These three parties also have responsibility at the annual plan
level. Ultimate responsibility at the MH falls to the Assistant Deputy Minister for Planning
and Training, with other responsibilities falling to general managers and department heads
and training officials and managers. These lower-level employees are also responsible for
one-year plans. Finally, at the ME the Directorates General of Planning, Personnel,
Budgeting, and Internal Audit as well as the Secretariat General of Education Departments
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are responsible for both annual and five-year plans. The overall pattern suggests that either
the same staff (upper level training managers) are responsible for the one-year and five-year
plans or that top management support is required for five-year plans but not for one-year
plans.
5.3.3 Participative Planning Practices
A third section of discussion in the qualitative study involves the use of participative
planning processes, once again at the five-year and one-year plan levels. This discussion
involves following the plan implementation, monitoring the plan implementation, and
assessing or evaluating the outcomes of the plan evaluation process.
5.3.3.1 Following the Plan Implementation
The first issue was how the organizations followed the plan implementation. The
MMRA’s training department follows up and monitors the achievements of the training
program, submitting periodic reports and performance measures to the Deputy Ministry of
Planning and Programs, including the number of training opportunities, field, and duration.
The MJ respondent indicates that the Department of Training and Dispatching monitors
planning and implementation at the end of the fiscal year, preparing periodic and annual
information with much the same information. Thus, both the MMRA and MJ treat the
process of following up on all the agencies as a cyclical process, integrating one-year and
five-year plans. However, MH and ME have less integrated processes. The MH produces
quarterly and semi-annual reports on training statistics (trainees, opportunities, field of
training and duration), integrating key performance indicators, comparing overall
performance, and measuring long-term impact. The five-year plan monitoring involves
annual periodic reports on the same statistics and KPIs as well as other processes for
improving performance. However, the MH respondent was not fully aware of the
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performance. Finally, ME had an annual report process, reporting what has been completed
from the report and justifying variances. Every five years, the department heads submit
reports on the long-term performance. However, there is no indication of what the reports
must include. Overall, the more integrated processes appear to have more comprehensive and
consistent reporting mechanisms than those that are less integrated.
5.3.3.2 Monitoring Plan Implementation
The second question in this area revolved around monitoring the performance of fiveyear and one-year plans. As with the previous question, MMRA and MJ used an integrated
approach to the monitoring of one-year and five-year plans. The responsibility for monitoring
at the MMRA is in the training department, which monitors achievements and reports to
interested parties such as the Management Development departments at municipalities and
regions and the Deputy Ministry for Planning and Programs. The MJ monitors its plan at the
end of each fiscal year, by a coordinated group (General Department of Planning,
Administrative or Management Development, and Department of Training and Dispatching).
“By sending a report annually to authorized official who is responsible for HR
development explaining what has been implemented during the year, according to the
training plan, and what has not been implemented with justifications.” (MJ)
The ME also used an integrated process for monitoring, with periodic reports for the
five-year plan and annual reports at the end of the fiscal year for the annual plan. The MH
had the most complex and distinct monitoring program. Monitoring of the five-year plan
involves departmental performance reports on the MH training plans, comparison of
deviation having a database of IPA training programs and how they are used, as well as other
reporting mechanisms. At the annual level, there are monthly reports that are also used for
deviation comparison, as well as departmental and individual performance reports. The MH
is the only agency that reported closely monitoring individual performance or adjusting the
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programs in place in order to meet the organization’s needs if they change or to address
variance in the plan. This suggests that although the MH approach is the most complicated, it
may be the most prepared to identify the requirements of the organization as it exists and
adjust the training plan, as well as identify gaps and variances in performance that need to be
addressed. These are really important characteristics that need to be considered by agencies
that are monitoring their training plan programs.
“For following up the implementation of the five-year plan, we have annual periodic
reports on numbers of trainees, number of training opportunities, fields of training
and duration. Through key performance indicators that measure the achievements of
training plan objectives implementation. There are other process and mechanisms I
am not informed of at this moment.” (MH)
5.3.3.3 Evaluation and Assessment of Plans and Potential Benefits
The final question of this area is how plans are evaluated and assessed and what the
potential benefits of this evaluation are. Once again, the MMRA and MJ, along with the ME,
use the same evaluation process. The MMRA only evaluates its performance using statistical
evidence.
“Only five-year achievement reports for training activities, which is only statistical
numbers.” (MMRA)
The MJ uses monitoring statistics, but the representative indicates that these cannot
truly be evaluated or assessed because there is no benchmark or evaluation method, or even
criteria to study the performance of the training plans. Thus, this is not implemented very
well, if at all.
“There are monitoring activities of training plans implementation but with absence of
assessing and evaluation the implementation of these plans because there is no criteria
for assessing and evaluation. The reason behind the absence of assessing and
evaluation the implementation is due primarily to the lack of criteria to study training
needs at first place. One can say that studying training needs is completely absent.”
(MJ)
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The ME uses a periodic internal survey to assess the performance of the training
plans, which are then statistically analyzed to determine how the departments have benefited.
Finally, the MH has the most comprehensive approach to assessment. For the annual training
test, the ministry uses a pre-post test method to determine the outcomes of training on skills,
attitude, and knowledge of trainees, as well as analyzing performance evaluation surveys. For
the five-year plan, the pre-post test approach is used, along with identifying how much of the
training plan has been implemented, monitoring employee and departmental performance
indicators and annual achievement reports. This suggests that the MH approach is the most
comprehensive and perhaps the only approach other than the ME that is based on information
outside bare statistics. In contrast, the MMRA and MJ use relatively superficial analysis and
assessment methods.
The final question in this section asked about how the assessment outcomes discussed
above provided a benefit for the agency, and what parties took part in the assessment of
effectiveness for the training program. The MJ representative was the most forthright,
indicating that there was no benefit. Given that the same representative indicated that these
outcomes were almost unused in the agency, this is not surprising. The MMRA representative
also feels that this information is underutilized, while the Deputy Ministry for Planning and
Programs takes the main responsibility for their use. However, both MH and ME indicated
that there were benefits of the assessment process. MH indicated that there was a wide range
of parties taking part in assessment, including trainees, trainers, officials and supervisors, the
planning department, direct supervisors and managers, and other stakeholders. However, he
did not indicate how this information could be used. The ME representative indicated that
directorate general of internal audit, department of administrative development and other
relevant stakeholders were involved. He indicated that areas of benefit included avoiding
mistakes and benefiting from the successes of the programs. Thus, only the ME group had
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identified a real use for the assessment process, while it seems to be under-utilized in the
other organizations.
Other agencies (IPA and MCS) were also asked about assessment and follow-up of
training plan implementations. The IPA does not follow up on training plan implementation
at all. The MCS also does not, specifically because “GCTD (General Committee of Training
and Dispatching) is convinced that most of these training plans do not represent the actual
training needs of government agencies,” (MCS) and because the guidelines are viewed as
voluntary. This echoes the importance of training for quantitative survey participants not for
meeting job requirements or training needs, but for accumulating points to allow for
promotion. This is a similar reason offered by MCS. The only organization that does monitor
the implementation of training plans is the MEP, who did report monitoring for the previous
five-year plan. This included the production of an annual report, which included: an
integrated report of all programs for each agency; a summary report on plan implementation;
a summary report on the Saudi economy; and a quarterly report on all projects listed under
Section IV of the budget. Other mechanisms included assessment of each government agency
annual reports from the Supreme Council of the Economy and assessment of plans and
annual reports by the Shura Council. Thus, while the MEP does monitor training programs, it
mostly does so from an economy-level viewpoint rather than from the perspective of
individual agencies. Thus, there is no general assessment of agency training plans by other
agencies, even those generally tasked with assessing them.
5.3.4 Coordination with Other Government Departments
As cited above, one of the major objectives of the IPA, and by extension the agencies
using the IPA’s training goals and objectives, was coordination with other government
departments in order to plan, implement, and monitoring training requirements for the Saudi
civil service. All seven agencies were asked about the extent of coordination with other
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relevant training departments. The IPA is at the center of this coordination effort, and
indicates that they coordinate with the MCS, MEP, and other agencies. However, they do
note that there are relatively few agencies that actually prepare training plans. The IPA also
states that these training plans do not really represent training needs, and so does not use
training plans during the five-year plan development.
“With many departments MCS, MEP and other agencies. The Ministry of Civil
Service (MCS) provides plans of some government agencies to IPA. The total number
of these plans is very few compared to the number of government agencies, because
many government agencies do not have or do not prepare training their plans. In
addition, IPA believes these plans do not represent the actual training needs for
employees at government agencies. Therefore, IPA does not make any use of these
plans in designing and preparing IPA's annual and five-year plans”. (IPA)
The MCS suggests that coordination with the IPA is weak, and only serves to share
data. Coordination between the MEP and IPA with the MCS is also weak, since the MEP
only receives data plans. The MCS does not support any other coordinating agencies. MEP
does report coordination with MCS and agencies, as well as the Ministry of Finance (MF) in
order to manage training finance and budgets. The four functional departments (MMRA, ME,
MJ, and MH) report coordination with MEP, MF, and MCS in various complex ways to meet
specific needs, as well as the IPA, who of course are tasked with actually providing training.
However, there is no coordination between cross-functional departments that can be
identified, suggesting that there is mostly coordination vertically through the hierarchical
structure rather than horizontally between operational agencies.
In terms of problems and conflicts with the coordination of programs between
agencies, most agencies (IPA, MCS, MMRA, MJ, MH, and ME) indicated that there were no
problems or conflicts. The MEP did find some conflicts, such as problems with different
groups of employees being trained than in the training plan that did create coordination
difficulties. However, it is unlikely that this is actually the case. One potential explanation
could be that there is actually not as much coordination between agencies as being reported.
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However, this is something that needs to be addressed in the training plan. The responses to
the previous question suggests that rather than being a worked-out process, there are few
problems with coordination because there is actually relatively little coordination going on.
Additional questions were asked for the IPA. For example, both the IPA and MCS
indicated that agencies do not develop training plans in coordination with the IPA. The IPA
representative indicated:
“No, because, as I mentioned above, most of the training needs listed in the in the
training plans of government agencies do not represent actual training needs. This is
due to the difference in employees' job titles from the actual functions or tasks they
perform. Nomination for training programs carried out by IPA is linked to job titles”.
(IPA)

The MCS did indicate that it provided the IPA with training plans, but that these are
very few in numbers because most agencies do not submit training plans. Furthermore, the
IPA does not use these in their development and planning processes, because:
“These training plans became guidelines in nature and not compulsory for
government agencies who prepared them. This is largely because training needs
listed in the training plans do not represent actual training needs of employees at
government agencies. Currently, many government agencies consider training as an
opportunity to obtain points for promotion more than fulfilling training needs” (MCS)

This same point has been asserted at all levels throughout the study, and it is clear that
this is one of the most important problems with the oversight and planning process for
training and development. The idea that training plans are being used primarily for
promotional processes, rather than skills and knowledge enhancement, suggests that the
training process is not necessarily meeting the needs of organizations or contributing to
human development. Furthermore, training programs may be bypassing employees that really
require training, such as those that are lower in performance or are not on a promotional
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track. This strongly indicates that the IPA and individual agencies need to shift the focus of
their training and reduce emphasis on training as solely a route to promotion.
5.3.5 Communication Channels Offered by IPA and MCS
IPA and MCS were asked about the communication channels that were used between
agencies in order to promote internal coordination, both at the formal and the informal levels.
These agencies differed widely in their use of communication strategies. Specifically, the
IPA only communicated with government agencies at the implementation stage. The main
formal channel of communication was the IPA web site, which as previously mentioned
allows users to browse the training programs currently available and use the automated
nomination system to sign employees up for training programs. However, there were some
situations where informal communication could be held, such as between the General
Department of Trainee Affairs (IPA) and the Management Development or Training
Departments at other agencies. This channel would be used, for example, to arrange for
customized training for the agency, which is not a feature that is suitable for or taken
advantage by all agencies involved. The IPA primarily uses evaluation surveys distributed to
trainees at the end of each training program to ensure training quality. There is also a
complaints system that can be used. These formal communication channels enforce a distance
relationship between agencies and do not provide many opportunities for agencies to interact
or coordinate their activities.
Both the IPA and MCS were asked about feedback channels for their activities. The
IPA indicated that feedback came from periodic evaluation of training programs, as well as
annual meetings held by the IPA. These meetings enabled all training officials at government
agencies to attend, but achieved a very low attendance rate. The IPA representative indicated
that attendance at these meetings could be as low as 15 participants across all possible
attendees. The MCS representative indicated that there was no feedback channel at all for
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government agencies involved in the training program. Between the limited communications
channels to the IPA and the relatively low utilization or total lack of feedback channels
between these agencies, it is clear that government agencies making use of the MCS and IPA
have relatively few opportunities to communicate with them. This is highly problematic,
especially given the lack of inter-agency coordination and the failure of government agencies
to use the training program to fulfill actual training needs. It is also problematic given the
evidence of unmet training needs, particularly technical and personal development needs that
the quantitative responses identified.
5.3.6 IPA Facilities and Resources
The majority of training provided within the agencies discussed is provided by the
IPA, following established and standardized training and assessment programs (most of
which are oriented toward general management and soft skills needs). Agencies and
departments do have the option of seeking outside training providers, but this is expensive
and difficult, particularly for specialties where there is no training provider in Saudi Arabia
(which requires employees to undertake international travel). Thus, there could be some
concern about training provider capture for the IPA. This makes the available facilities and
resources and training capabilities of the IPA very important for understanding how the
agency can be effective.
In the quantitative study, respondents indicated that the IPA services, facilities, and
resources were suitable for their training needs. However, when discussing training and
planning with the IPA, we found that the IPA routinely has resource conflicts and must
prioritize the training requirements. The IPA representative was asked how it manages this
problem, as well as whether IPA has sufficient resources to handle the civil service’s training
needs. The IPA respondent indicated that the IPA did have sufficient resources, but that
individuals (rather than organizations) were its focus. He also noted that outsourcing is
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needed at the individual level not entities. It was used as a strategy to conduct at least some of
its in-service and pre-service training. However, the MCS has a different view on this
question. Specifically, the MCS representative suggested that the IPA could not meet most
training needs of Saudi civil service organizations (in direct contradiction to the IPA
representative, who indicated that the IPA could meet these needs). The MCS representative
cited two issues with meeting these requirements. The first was the diversity of training
needs, especially in specialist training for core activities. The second reason was the
increasing number of general training candidates, which was occurring despite a lack of
increase in IPA capacity. Thus, the IPA had become overloaded. The MCS representative
indicated that the seven specialist vocational and technical centers established for specific
agencies offered an opportunity to both reduce the training load on the IPA and increase the
ability to train employees in the core specialties of their organizations. This does represent an
improvement in the training process, since it will particularly address many of the technical
requirements for training as well as providing better support for the agencies in terms of
orienting their training to actual needs rather than attainment of promotions. However, this
will need to be monitored and controlled if it is to be effective.
5.3.7 Obstacles and Difficulties of Training Plans
Unsurprisingly, the agency representatives offered a wide range of difficulties and
obstacles in the implementation of training plans, in the preparation, implementation, and
follow-up (evaluation and monitoring) stages. The highlights of these obstacles are as
follows. First, the IPA sees challenges in the implementation stage including lack of
commitment and low attendance as well as inappropriate utilization of training needs (such as
selection of employees that are inappropriate for training, do not need the skills, or are
seeking points for promotion rather than skills). The MEP sees a wide range of problems and
challenges in the process. Some of these include lack of familiarity with training solutions;
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inability to identify training needs (including type of training or number of employees); lack
of familiarity with requirements such as the required 5 per cent growth rate or unwillingness
to attain this rate; lack of specialist staff, accurate statistics, and inter-agency cooperation;
short single-skill training sets rather than long multi-skill trainings; use of training for
promotion rather than skills enhancement; and lack of training plans. The primary issue the
MCS sees is the number of agencies that do not submit training plans (which is actually
required, though many agencies feel it is optional) or communicate or follow up on these
training plans. The MCS representative also mentioned a lack of trained professionals, the
use of training to accomplish promotion, and the lack of independence, coordination, and
integration among agencies. These issues, according to the views of this group of
respondents, seriously inhibit the effectiveness of the training plans.
The government agencies (MMRA, MJ, MH, and ME) were also asked about the
difficulty involved in the training session. The MMRA indicated that the IPA’s programs
were not suitable to their needs (were not technical enough), only rely on single skill
development and do not provide tools for actual training needs, and do not support training
needs outside promotion. They also noted that the IPA does not have capacity. In a more
general sense, the training is offered in a format that does not lend itself to developing
competency along the career path. The MJ representative identified two groups of
difficulties, including those related to the agency and those outside the agency. The IPA
issues, including low capacity, lack of appropriateness or understanding of training needs,
and inability to manage or monitor performance, as well as lack of clarity in job
classifications, IPA's training programs obsolescence, and lack of coordination between IPA
and MCS all result in lowered competence and performance. Agency issues included lack of
HR specialist staff, no scientific information or criteria to judge participation, lack of clarity
or vision, lack of interest in training plans, and the issue of patronage and favoritism. MH
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pointed to the lack of use of job description, the difficulty of the training needs process, the
lack of training plans for on-the-job training, and lack of funds as issues in preparing the
training plan. Lack of commitment and departmental response, slowness of conducting
training programs, and difficulty in financial disbursement to fund training are seen as
implementation difficulties, while the monitoring and follow-up stage is made difficult by
lack of measures of the impact of training and failure of some trainees to understand the
importance of training. The ME representative pointed to problems inherent in using job
descriptions for planning, the problems of the matrix structure, and lack of appropriate IPA
general programs to meet requirements for employees. At the implementation level there is a
lack of coordination with the MF and inadequate training programs offered by the IPA, both
in terms of the number of employees that can be accepted and in terms of the training
requirements. Finally, follow-up is made difficult by slow departmental response. In
summary, one of the major problems is lack of relevance and capacity of IPA’s general
training programs (probably occasioned by the agency’s tendency to use job descriptions
rather than performance evaluations to determine training requirements), lack of specialist
staff, lack of specialist training, and a variety of issues related to coordination and other
concerns. Although previously most agencies had stated there were few problems with these
programs, it becomes clear that in fact there are significant issues in this area.
5.3.8 Recommendations from Agencies for Planning and Implementation
Improvement
The final section of the analysis examined recommendations for improvements from
each of the agencies. The most important of these recommendations is as follows. First, the
IPA suggests that government agencies should nominate their employees to appropriately
targeted training programs that are commensurate with the training program’s objectives. The
MEP suggests a variety of functional improvements, including providing staff capable of
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appropriately designing training programs, as well as making a number of other adjustments
to the training and development department at government agencies to make training more
efficient. The MCS represented suggested internal reorganizations designed to remove the
affiliation between GCTD and MCS, with GCTD overseeing all training at the country level,
increasing IPA capacity, hiring HRM specialists for training, and increasing coordination.
The MMRA representative indicated that changes required included improving job functions
and tasks, increasing involvement of stakeholders, expanding training centers outside the
IPA, and linking training and planning training to other objectives than promotion (such as
self-development, productivity, and efficiency). The MJ representative indicated that
increasing IPA capacity to help reduce errors, improving IPA programs to meet actual
training needs, IPA coordination with other agencies, and decoupling promotion and training
would be useful (among many other recommendations). MH also recommended recruiting
specialists, improving training needs determination, and improving metrics and funds, as well
as increasing IPA capacity and expanding the scope of the training program and substantially
improving metrics would be particularly helpful. Finally, ME suggested using the actual
functional requirements rather than stale job descriptions for identifying training needs,
increasing IPA capacity, and improving coordination. One of the most interesting factors in
this study is that even though all agency representatives were aware of the problem of
training being used as a prop for advancement rather than skills acquisition, only two
participants suggested changes that would help eliminate this problem. Few agencies
recommended that more robust commitment to actually filing training plans, either, even
though at least IPA, MEP, and MCS thought that this was an issue. In contrast, IPA changes
were highly recommended by most agencies other than IPA (who focused only on
government agencies), including increasing capacity, improving alignment of the training
programs offered, requiring the IPA to monitor and use training plans, and improving
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technical training. This strongly suggests that there is a disjointed view or disagreement on
what is needed to improve the system between the government agencies and the
organizations providing training for them.
5.4 Research Question Triangulation
The final task for this chapter is triangulation of qualitative and quantitative findings
in order to provide an answer to each of the research questions.
5.4.1 Context and Process of Planning and Plan Implementation (Question 1)
Information about the context and process of planning and plan implementation is
derived from the qualitative research. Planning and plan implementation is commonly
undertaken in a series of plans, including a long-range five-year plan (aligned to general
organizational and government strategy goals) and a one-year plan (aligned to immediate
organizational needs). Planning is undertaken at the organizational level, but this
organizational planning may not filter down to the team or departmental level. There is wide
variation shown in the organization’s use of planning and plan implementation. While some
organizations are highly consistent, others have poorly defined plan implementation
approaches. Notably, evaluation and monitoring of training plan implementation is weak in
almost all organizations. It is also important to note that the organizations do not in general
align short-term and long-term plans in terms of training needs.
5.4.2 Needs Assessment (Question 2)
Information about needs assessment in the planning process was derived from the
qualitative and quantitative findings. The qualitative interviews and document review did not
show a detailed individual or organizational needs assessment process in most cases. In
particular, there is a lack of alignment between long-term strategies and short-term training
goals (the five-year and one-year plans). Both the quantitative and qualitative findings
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indicated that needs assessment was used inconsistently. While it was used in some agencies
at the organizational level, in others it was not used. At the individual employee level, there
were varying approaches – in some cases, needs assessment was part of training selection,
while in others employees were free to choose their own training with no formal assessment
or were assigned training without regard to their needs or the organization’s needs. The
training offered by the IPA showed more indication of needs assessment, but focused on
general soft skills needs rather than specific technical requirements.

5.4.3 Definition of Needs and Solutions (Question 3)
Information about how needs and solutions were defined was relatively weak in both
the qualitative and quantitative findings. The qualitative findings again showed an
inconsistent pattern of needs identification and solutions. The IPA focused on generic needs
for its general training sessions. Although it did offer customized solutions, these were
inadequate for some organizations (particularly those with highly technical needs). There was
no consistent response to how needs and training solutions were defined for individual
employees. The variety of approaches used across organizations may be because of different
organizational needs, but it may also be because of the widely divergent approaches to
organizational management and needs assessment. What was consistent was that monitoring
and evaluation of previous performance did not play a role in the organization’s needs
evaluation.

5.4.4 Participative Planning (Question 4)
The final research question involved the extent to which participative planning was
used. Once again, the qualitative findings showed a variety of responses. In some cases, there
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was very little participative planning used, with training targets and needs determined by
organization managers and assigned to employees. In other cases, employees had more
involvement in the planning process, either directly (by selecting their own training
programs) or indirectly (giving input regarding their training needs). At the organizational
level, participative planning was also used inconsistently, but it was not frequent. In
particular, there was little indication of consultation with employees or other stakeholders in
regard to training needs. This shows that organizations have a weak and inconsistent
approach to participative planning, despite its integration into the official documentation as a
planning principle.
5.5 Key Findings from Data Analysis
This chapter began with a review of the documentary data from a sample of ten
agencies of the 165 Saudi public agencies, in order to discover the goals and objectives used
by these agencies for training and development. This document review showed that agencies
did not maintain their own training goals and objectives. Instead, the agencies used the
objectives and training plans provided by the Institute of Public Administration (IPA), the
Saudi civil service agency tasked with centralized, general training and development
programs. The IPA’s goals and objectives include improving efficiency of training programs,
supporting administrative reform and development, consulting in administrative fields, and
improving knowledge and practice in organizational thought in Saudi Arabia through
publishing and translation of global works in organizational training and development. The
IPA offers three different types of programs (pre-service, in-service, and workshops) in either
general or specialist subjects. It had approximately 48,000 trainees in the 2009 to 2010
training year, the most recent year for which there are statistics.
A quantitative survey of 396 employees across nine Saudi public service agencies
illustrated the user experience of the training provided by the IPA. This questionnaire was
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based on 30 items, including a total of 25 Likert-scale items and five categorical or free-form
items. The responses were split between those that only were able to offer opinions about
their training program and those that had freedom to choose their own training approaches.
The biggest priority for training was to gain points for promotion, followed by gaining
knowledge and skills. Overall, participants felt their needs were met by the training programs
that were offered, and that IPA facilities were adequate to the training task required.
However, agency participation had much lower indicators, with only neutral attitudes to the
question of whether agencies appropriately planned and implemented training programs,
monitoring and evaluation of training programs, and commitment of the agencies to
improving performance of the training program. The question of employee participation was
interesting, since participants indicated that they felt more involved in training when they
participated in the decision to undertake it, but rarely offered their opinion. They also were
reluctant to ask for IPA training programs that were not associated with the training plans.
This suggests that employees could be more involved in the training plans. This does raise
the question of power relations within the organization. The structure of Saudi organizations,
as highly hierarchical and controlled, would suggest there are power imbalances involved in
the organizations. However, this was not examined in detail in this study. Finally, the
respondents were asked about participation, indicating that they rarely participated in their
training and development plans. A number of training needs that the IPA did not meet were
also identified, including specific technical and professional training needs (often complex
ones) and non-promotion oriented personal and soft skills like communication and computing
skills. These skills are not necessarily technical requirements, but are required for
organizational operation and effective development, and thus should be considered as part of
the agency’s training set.
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The qualitative interviews with seven department heads from various agencies offered
a detailed glimpse into the practices of training, coordination between agencies, and other
aspects of the training process. There are clear areas of concern across agencies that are likely
to be negatively influencing the outcome of training programs.
The first is the complex problem of needs analysis. Currently, needs analysis is done
at the departmental level, most commonly by examining job descriptions. However, this does
not necessarily work because it does not take into account the training needs of individuals,
many of whom may operate in a matrix setting and may not work strictly to their job
description. Another problem with needs analysis is that the previous outcomes (such as for
previous one-year and five-year plans) are not useful due to inadequate data collection and
analysis. Because of this, some agencies do not consider it possible to use data from previous
training cycles to adjust the requirements for the current training cycle. This results in less
effective training than might otherwise be found, since it is not aligned to the training needs
of the individuals or the organization.
The second core problem set is focused on the government agencies. First, agencies
tend to consider training plans to be optional, and many (if not most) agencies do not submit
training plans to the MCS for finance and planning. Furthermore, the dominance of training
as a tactic to gain promotion, rather than to account for actual skills required, results in
inappropriate assignment of employees to specific training courses. This may be exacerbated
by the fact that many organizations do not prepare training plans, but instead simply allow
their employees to self-nominate to training programs. In response, the IPA and other
agencies do not take training plans or requirements into account when planning their training,
since they do not believe training plans reflect the true training needs of the agency. In
response, organizations feel that the IPA does not provide appropriate training. This is
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difficult to manage because agencies often do not have training specialists to manage the
process.
A final cluster of issues surrounds the IPA itself. In particular, while its training
requirements continue to rise (agencies must increase their training at a rate of 5 per cent per
year), IPA facilities and resources have been static for some time. In part, this is because the
IPA does not take into account training plans. However, the IPA also does not provide the
type of training many organizations increasingly require, including advanced specialist and
technical training and longer-term, multi-skill training practices. Thus, to some extent the
training problems between agencies and the IPA are cyclical and are connected to the same
complexity of organizational problems and coordination issues. In the next chapter these
issues will be explored in more detail.
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Chapter 6 Discussion and Analysis
The previous chapter has presented the findings of the primary research, following a
comprehensive literature review and methodological discussion. These findings were derived
from documentary sources, a survey that was distributed to Saudi public service agencies
about their training programs, and interviews with the heads of seven Saudi public service
agencies. In this chapter, the focus of discussion is on answering the research question and
sub-questions presented in Chapter 1, based on the primary research findings (Chapter 5) and
the literature review (Chapter 3). This chapter also analyzes the findings based on the
literature review, and identifies any key gaps that emerge during the research process.
The main research question for this research study was: How to develop strategies for
effective planning and successful training plan implementation in Saudi public service
agencies? This key research question was accompanied by four sub-questions. These
included:
1. What is the context of planning and the in-service training plan implementation
defined in the Saudi public service agencies?
2. How is the needs assessment of in-service training plan implemented?
3. How is a cause analysis of needs and needs solutions of in-service training plan
defined? and
4. How does the participative planning approach enhance the effective planning and
training implementation in Saudi public service agencies?
The approach taken in this chapter is first to provide a consolidated answer from the
primary and secondary research for each of the research questions, drawing as appropriate
from each of the information sources. The final section of the chapter offers an overall
answer to the key research question by identifying best practices from the literature review to
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target the issues that are found in the primary research. This information can be used to
generate improved planning practices in the Saudi public agency context.
The main findings of this research are as follows. First, the planning and
implementation for training in the public agencies surveyed is both distinct and
uncoordinated. The training process is often uncontrolled, and oriented more toward
individual career development than either organizational effectiveness and strategy or
broader societal human development goals. Furthermore, while training targets are set, only
one agency reported actually tracking their performance, and future goals (set on a five-year
schedule) do not bear any relation to completion of current goals.
The second key finding is that the IPA does not meet all the goals required for
organizations. In particular, the organizations may not be able to obtain high-level technical
training or soft skills and computer training, which are needed for various tasks and
organizations. Needs analysis for training is conducted in agencies, but it is conducted at the
department (sub-agency) level, and needs are not always communicated or coordinated. This
suggests that there is little evaluation or management of needs within the organization.
Finally, it is not clear that the participative planning approach actually does impact the
agency’s performance. Although the training planning process is participative in name at the
individual level, in fact most individuals reported little participation. Instead, they were often
assigned training by their managers, suggesting that this is more what Nutt (1983) termed
manipulative than truly participative. There is also little evidence that the organizations used
participative planning when deciding what training they should seek out, instead making
these decisions at the top level. Thus, without a true use of participative planning, it cannot be
said that there is any value (although the actual training probably does have some
organizational value).
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6.1 Context of Planning and In-Service Training Plan Implementation
The first research sub-question addressed the context of planning and in-service
training plan implementation in the Saudi public service. This research question was
addressed in the documentation review. Documents used in this review included training
plans, implementation documents, and implementation assessments collected from various
public service agencies. The seven agencies that supplied documents were the same agencies
whose leaders were interviewed in the quantitative research. The findings indicated that most
Saudi agencies did not actually have their own training and development plan; instead, they
used the training and development plan from the Institute of Public Administration (IPA). In
one sense, this made data collection easier, since all documents could be collected from the
IPA. However, it also suggests that agencies are not taking into account their own training
needs. Goals and aims were consistent across agencies, with a single set of IPA goals and
objectives used. In fact, many state agencies do not even have their own training program,
but instead use IPA training programs. Objectives of the IPA training programs include
raising efficiency of employees and agencies, supporting administrative reform and
development, consulting in administrative fields, and providing support for administrative
thought and research. These objectives, while clearly defined and reasonable for a central
training agency, are not necessarily useful for the individual agency. Most training (around
95%) occurred in general training programs, while only a small subset of training was
specialist in nature. There are no comprehensive training plans in place in any agency
surveyed, including at the IPA, which instead relies on demand to determine the required
training programs. The Training Regulation and associated regulations set some requirements
for training, including submission timeframes, allowing employees to attend up to 20 training
days per year, and requiring annual audits of training practices. However, this regulation
does not address how agencies should set training priorities or practices.
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The various definitions of planning suggest that one of the main problems with
organizations is not maintaining their own training plans, or only planning for budget and
hours allocation rather than for strategic needs. For example, Bryson (2004, p. 5-6) argues
that planning shapes the organization and what it does. Friedman (1987) brings in the concept
of linking previous knowledge to future actions; without understanding what has gone before,
it is not possible to appropriately plan how the organization can improve in future. According
to Mintzberg’s (1994, p. 333) definition of planning, the plan is an important roadmap to
understanding and controlling the future. All of these definitions suggest that by ceding the
planning of training opportunities and programs to the IPA, Saudi public agencies are at least
to a small extent ceding control over their future use of facilities (i.e. buildings and built
training facilities for training, information technology, and so on), power, and efficiency, and
losing the potential benefit of all of its previous experience. This is certainly true within the
literature review, where the organizations do not have much control over what training they
are offered and where there is a need to seek out different training elsewhere. This can
particularly be seen in the case of agencies such as MMRA, where there are substantial gaps
between the training offered by IPA and their actual training needs; without a training plan of
their own in place, this agency cannot improve their performance in future. Despite the
nominally participatory nature of training according to the IPA’s own documentation, it is
clear that the organization is in fact not able to meet all the requirements of the agencies.
However, this has not stopped the agencies from mostly simply taking part in the training the
IPA decided to offer. This could be a substantial problem in future since there is no way for
organizations to easily access training outside the IPA.
The plan serves a number of purposes within the organization that need to be
considered. Hoch (2007a) provided some information about the purpose of plans that could
be useful for agencies, in order to understand why they should maintain control of their own
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training plans. He argued that plans were first intentional and pragmatic (describing what the
organization plans to do), and second representational (describing how the organization sees
itself) (Hoch, 2007a). Training can also be conceptualized as a democratic communicative
action, with dialogue between stakeholders co-creating a future image of the organization
(Healey, 1993). This is meant to take into account the needs of the whole organization, not
just the individual (Abram, 2000, p. 352). This is an area where the organizations surveyed
are clearly not being effective, since a general view is that training is usually selected for
individual reasons (such as providing points for promotional opportunities or even simply
interest in the training location), rather than for the good of the organization. Furthermore,
only one of the organizations had a successful program of monitoring training in place that
would allow them to determine whether their planning practices were effective. Thus, it is
clear that the minimal amount of training planning taking place in the organizations is not
serving the organization’s needs as well as they could.
The model of planning best aligned to planning practices in the organizations is
strategic planning, or planning for market-like outcomes (such as cost effectiveness and
efficiency) in the organization (Kaufman & Jacobs, 1987). This framework, while
understandable in a market framework, can be problematic in public service planning
(Bryson, 2004). However, most of the training that takes place in organizations does not
actually address strategic needs. Instead, most of the training planning for one-year and fiveyear plans is oriented to operational needs, such as the number of employee training sessions
required. A few organizations are working to strategic needs (such as improving vocational
training availability). However, this is a relatively small part of the training planning for most
organizations. One problem that this could be associated with is lack of upper-level guidance.
McCarthy (2007, p. 56) notes that top-level leadership is most commonly charged with
strategic planning. However, interviews suggested that top-level involvement with training
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planning was minimal, and might only be involved in the unintegrated five-year plans in
some organizations. This is a significant area for improving the use of training plan
implementation.

6.2 Needs Assessment Practices
The second research sub-question asked about needs assessment practices in the Saudi
public service organizations. This question was addressed through the quantitative survey
that was distributed to members of public service agencies. There is no indication that needs
assessment is a priority in most of the organizations. The descriptive findings suggested that
the performance of agencies in providing training opportunities was mixed, with some
agencies not providing appropriate training opportunities. There was relatively strong
agreement that training programs did provide appropriate information, skills, and other
resources to allow the participant to improve their performance and efficiency and provide
for gradual development of career skills. However, agency performance in implementation,
monitoring, and assessment of training needs was seen as very weak by the participants, with
many indicating they were not certain what role the assessment played. Furthermore, many
participants did not even see meeting training needs as the main reason for participating in
training. Instead, obtaining points for promotion was cited as the main reason for being
involved in the training process. Furthermore, responses to how individuals were assigned to
IPA training courses suggested that no needs assessment was taking place; instead, almost 40
per cent of participants selected their own training courses and nominated themselves directly
through the IPA automated system based on their own priorities. An assessment of training
areas that are not covered by IPA (Table 21) suggest that there are substantial areas where
needs assessment could be useful, including agency-specific and general administrative
trainings. Taken together, the findings suggest that training needs assessment is almost
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entirely unused at the organizational level, and training for individuals is selected based on
individual priorities.
Needs assessment is not a strictly defined approach that would require substantial
organizational redesign or material investment. Instead, it is a process of gathering data to
identify needs, setting priorities and determining how solutions will be selected, and setting
performance criteria for outcomes (Witkin & Altschuld, 1995). This process should be
systematic, but it does not need to be implemented using any particular structure. This
suggests that although there are regulations about setting one-year and five-year training
plans, there is nothing that says that such an approach could not be used. Thus, there is a
serious question about why needs assessment is not being used seriously in order to improve
outcomes. Needs assessment can be flexible, focusing on future or present requirements, and
can integrate a number of different types of resources and potential solutions (Witkin &
Altschuld, 1995). Thus, even though they are not currently using it, organizations do have the
potential to use needs assessment.
Currently, the main needs assessment that does take place is at the individual
organization level. This is consistent with quasi level needs analysis, where the needs of
individuals are determined and solutions are selected to meet them (Kaufman, et al., 1993). In
keeping with the quasi needs assessment, this is informal and may not take into account the
needs of the group. However, Kaufman et al. (1993) argue that micro needs assessment,
which takes into account the needs of the entire organization, is more powerful because it
automatically includes and integrates the needs of the individual as well as the group. Macro
needs assessment could include training needs assessment for the entire Saudi civil service.
This already does take place informally, such as through development of new programs and
improvement of vocational programs by IPA, MCS, and MEP. However, this could be
formalized and improved in order to increase effectiveness.
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There are several different models that the agencies could use for needs assessment if
they implemented it at the micro or macro level. Multi-attribute utility theory (MAUT), and
its modified version SMART, are formalizations of the individual-focused process currently
in place (Altschuld & Witkin, 2000, pp. 145-156). However, this does nothing to improve the
assessment of training needs for the entire organization, which is the current problem many
of the organizations face. Moreover, somewhat more formal approaches than the current
quasi needs assessment approach (Witkin & Altschuld, 1995) is desirable, since these
approaches are best implemented at a low level. At the same time, however, excessively
formalized models (such as the TINA model, used to assess transportation needs) can be too
difficult to use, and can even be inaccurate because of false precision in the assumptions it is
based on (Short & Kopp, 2005).
Given these findings, agencies that decide to implement a more formal training needs
assessment program will need to strike a balance between two different poles. The program
will need to take into account the needs of the individual and the organization. It will also
need to balance formal and informal methods to allow for improved efficiency without
imparting excessive formality. Another factor that will need to be taken into account is the
needs of different stakeholders (Agyeman & Evans, 2003, p. 50). Agyeman and Evans’s
(2003) study pointed out that any needs assessment will have multiple stakeholders, or parties
with interest in the outcomes of the study. The environment also needs to be considered, as in
the study of needs assessment for improving health (, et al., 2006). In this case, needs
assessment could take into account existing programs through the IPA as well as educational
programs available elsewhere. Implementation of such a program would substantially
improve the outcomes of needs assessment for the agencies.
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6.3 Cause Analysis and Identification of Solutions
The third research sub-question addressed the issue of cause analysis and
identification of solutions for training plan implementation. This question was primarily
addressed through the qualitative interviews with heads of public service agencies, with some
additional input from the quantitative survey. Quantitative findings suggest that there is no
attempt to find novel solutions for training plan implementation. First, no training plans
appear to be present. Second, most training (if not all training) reported occurs through IPA
and is selected from its standard training program set. The interviews indicated that agencies
do have one-year and five-year operational training plans. Some agencies (including IPA,
MCS, and MEP) do have direct influence in cause analysis and identification of training
needs solutions. However, these are the agencies that are tasked with supplying training for
the other agencies. Within the operational agencies (ME, MF, MJ, and MMRA), the main
focus is on identifying employees to receive training, planning and budgeting, and turning
long-term organizational strategies into short-term training needs. This does involve
coordination with IPA, MCS, and MEP (depending on the agency involvement). However,
there are significant gaps in this area. For example, MMRA states that the IPA training
programs do not meet vocational requirements for its department. Many agencies indicate
that training is used for obtaining points for individual promotion rather than meet
requirements of the organization. There is some effort to perform job analysis and identify
gaps between existing skills and requirements, and some agencies do use custom training
programs designed by the IPA to train their employees. This is most commonly used by MH,
which has the most complex training plan. However, use of performance reviews or previous
outcomes in planning training is minimal, and some agencies do not even follow up on
training programs. In general, upper-level managers are responsible for training programs,
but do not engage except at the five-year strategic level.
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Given that agencies are doing very little in this area, this raises the questions of what
the agencies could or should be doing in order to improve their performance. The literature
review provides a variety of points where improvements could be made in order to identify
training solutions and needs. One particularly important area is top management involvement
in the training process. Currently, the interview participants indicated, top management was
mainly involved in the five-year training planning process, and some agencies do not even
have that level of involvement. This is a fundamental error of planning, given the importance
of managerial involvement in order to make strategic planning a success (McCarthy, 2007, p.
56). The absence of top-level managerial input leaves program planners dependent on vague
regulatory guidelines that specify timeframes for submission of plans, but do not actually
provide a basis for establishment of plans. Thus, top management involvement is required to
improve outcomes in this area.
Another element of planning that needs to be considered is the requirements of the
training process itself, including commitment from involved agencies, inclusion of
implementation and management provisions in the plan, identification of management
techniques, and the use of these management techniques in the plan implementation process
(Laurian, Day, Berke, Erickson, Crawford & Dixon, 2004). Currently, there are major gaps in
the monitoring and assessment of plan outcomes, with most organizations reporting little or
no use of relevant statistical or qualitative information in the preparation of subsequent plans.
The use of the Plan Implementation Evaluation (PIE) method could provide guidance on how
training plans that are developed (either through participative planning as discussed below or
through top-down planning) could be evaluated. The failure to assess plan implementation is
not an uncommon problem for training plans and other types of plans (Talen, 1996b; Talen,
1996a). However, without assessing the outcomes of plans it is not possible to determine how
well the organization has implemented the plan. Effective plan implementation depends on
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factors like plan quality, capacity and commitment devoted to implementation in all
organizations, and interactions between agencies (Laurian, et al., 2004). Although Laurian et
al. (2004) studied environmental plans, this same framework can be applied to Saudi public
agencies. In this case, the organizations involved include the public agencies, as well as the
IPA, MEP, MCS, and other agencies involved in training and human resources development.
An indirect stakeholder is the constituencies served by the public agencies, but it would be
difficult, at least at first, to integrate input from these stakeholders. However, it is something
to consider. The PIE framework provides a guideline for assessment using standard and
systematic approaches to measuring and evaluation (Laurian, et al., 2004). This is meant to
overcome a problem of inadequate qualitative and quantitative approaches that are frequently
used, which do not actually determine whether performance is appropriate (Alexander &
Faludi, 1989, p. 130; Talen, 1996b; Talen, 1996a). This can be seen to be the case in most of
the organizations surveyed, where performance data is either not collected at all, not used, or
not used effectively (such as with benchmarks) for long-term planning. This is a major area
for improvement in all but one of the agencies (MMRA), and should be considered when
implementing a program to monitor and evaluate plan outcomes.
In order for the PIE method to be effective, there are a number of concerns. Ideally,
evaluation criteria should be built directly into the training plan (Baer, 1997). However,
multi-causality can make this more comlex than necessary (Talen, 1996a). However, by
establishing specific objectives, measurement criteria, policies, and benchmarks it is possible
to determine with some level of certainty whether the plan has been effective in achieving the
objectives that have been accomplished (Laurian, et al., 2004). In order to implement this
plan, it will be necessary to return to the first point of customizing training plans and goals
within the organization rather than using the generic goals specified by the IPA, since these
plans and goals are not built for criterion specification and measurement. Thus, each
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organization will need to seriously consider what its training program is meant to achieve,
rather than accepting a generic set of goals. Furthermore, the PIE approach is only one stage
in a continual planning and assessment cycle (Baer, 1997; Laurian, et al., 2004). This means
that agencies that are not integrating one-year and five-year planning cycles should consider
doing so, as the metrics derived from the one-year cycles can ideally be used for assessment
of the five-year cycles. This is a major departure from current practice and one that needs to
be considered for the future implementation of training programs and practices.
6.4 Participative Planning
The fourth research sub-question focused on the use of participative planning in the
training process. This research question was discussed during the qualitative interviews, as
with the cause analysis discussion above. There was also some input from the quantitative
findings. The quantitative study indicated that while members were more motivated if they
participated in their own training planning, in most cases this was not allowed. While many
participants did appear to be able to select their own training programs, these were not
planned and were often designed to improve promotion potential rather than improve skills.
Interviews indicated that planning integration could vary, with some agencies integrating
their one-year and five-year plans and others not using one-year results for five-year plans.
Monitoring was a significant gap, with only MH undertaking detailed monitoring of
individual planning, training performance, or organizational needs. MH also used a
comprehensive approach to testing and assessing outcomes, but other organizations were
much weaker. For example, MJ collected monitoring statistics but did not have any
benchmarks or other performance requirements to be able to assess performance. MJ
admitted there was no benefit to this assessment process, and the findings were almost
unused. Other agencies like MMRA felt this information was not useful, though MH and ME
did suggest they were useful. MH was the most participative agency, with the input of
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trainees, trainers, officials and supervisors, the planning department, direct supervisors and
managers, and other stakeholders being included. However, central agencies (IPA, MEP, and
MCS) did not follow up on training programs, and agencies did not generally engage well
with each other to integrate findings. Overall, this discussion does not suggest that most
agencies are effectively using participative planning at any stage of the planning process.
Participative planning is one of the most important paradigms to emerge from recent
decades of research on planning (Nutt, 1983, p. 601). As Nutt (1983) explained, participative
planning is not unilateral, relying on the input of a single individual or even a small group. At
the same time, however, participative planning is not meant to manipulate individuals in
order to provide the appearance of participation while still supporting the interests of a single
party. Instead, parties in participative planning can include the manager, planners, agencies,
regulators, residents, employees, businesses, and other interest groups, depending on the
planning requirements and program goals (Green, 1995). Evidence from the current study
suggests that participation in planning is limited to line managers, top managers (often
superficially), and employees (often only in an opinion role, though this varies widely). This
suggests that participative planning is not occurring, even when the planning process is not
unilateral.
Previous research has shown that while the Saudi Arabian government has supported
the implementation of participative planning, it has not in fact been implemented in
organizations at the local level (Alshuwaikhat & Aina, 2005). The current research supports
this finding, as it shows very little penetration of the practice of participative planning at the
agency level for training needs. Of course, this is related to the relative lack of training needs
planning in general, since many organizations do not step outside the budget allocation
requirements of the Training Regulations. However, it is also worth considering what
benefits the organizations could see from participative planning if it were to be implemented.
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If agencies did seek to implement strategic planning, there would be a number of
stages required for them to move forward. Goal identification is the first stage, where goals
are identified from the intersection of goals from various participant groups (Knippen &
Green, 1995; Forester, 1999). In the Saudi agency context, this would likely involve
identifying specific skill requirements and desired efficiency improvements. Second,
planning constraints need to be identified (Knippen & Green, 1995, p. 33). For the agencies
involved, this would include the requirements of the training regulations as well as the
available training programs. Of course, agencies can (and sometimes do) use the IPA and
CMS to create individual programs, which should also be considered. Next, alternatives will
need to be identified, evaluated, and selected (Knippen & Green, 1995, p. 34). This process
would be a significant improvement over the current process, where there is little direct use
of assessment or evaluation of training programs. It would also reduce the extent to which
individuals can pursue training that meets their personal goals (like promotion) instead of
organizational goals.
The literature review has also revealed a number of practices that could be put into
place to improve outcomes. The search conference could be used to bring participants
together and bring out issues that need to be accounted for (Large, 1997). In the Saudi
agencies, this could be an inter-agency cooperative effort, including IPA, MEP, MCS, and
representatives (including managers and employees) of individual agencies. This would have
the effect not just of identifying potential needs, but also building commitment and
integrating social concerns into the planning practice (Large, 1997; Schusler, et al., 2003, p.
310). An improved IT system could also be used to improve outcomes by recording needs
and making sure all needs are assessed (Higgs, et al., 2003; Kangas & Store, 2003).
Currently, the IPA’s automated nomination system for training is the main approach to
planning, and many organizations do not collect any statistics or metrics. These are areas
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where improvements could be made in IT systems. These programs have been shown to be
highly effective in other contexts for building consensus and sharing information (Higgs, et
al., 2008). However, there are a number of issues that would need to be taken into account as
well, including views of legitimacy, involvement of stakeholders, and moral judgments and
risk aversion of participants (Bartels & Burnett, 2011; Nichols, 2002; Mathie & Greene,
1997).
6.5 Implementing Participative Planning for Increased Effectiveness of Planning and
Implementation
The main research question (How to develop strategies for effective planning and
successful training plan implementation in Saudi public service agencies?) has been
addressed through developmental synthesis, based on the problems and issues observed and
the existing practices in use. In other words, this research question integrates findings from
the document review, qualitative and quantitative findings, and literature review to arrive at a
conclusion about the best practices required to implement participative planning and improve
the effectiveness of training planning and implementation in the Saudi public service
environment. In summary, the previous sections have shown that:
•

Most agencies do not retain their own training plans and rely on IPA training plans
and programs;

•

Needs assessment is irregular to non-existent, and most training programs are
assigned based on individual priorities like career advancement;

•

Cause analysis and identification of solutions is not really used, and short-term
training programs are not targeted well to organizational requirements; and

•

Participative planning is under-utilized, although findings suggest that it would be
helpful.
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The literature has been reviewed to find solutions that could help improve outcomes in this
area. These solutions and best practices are presented to improve efficiency of the training
program in the Saudi public service.
The suggested approach for improvement of the training program efficiency and
effectiveness integrates needs assessment, participatory planning, and PIE into a single,
cyclical process of assessment, planning, and evaluation. There are a few prerequisites that
will need to be met prior to implementing this program in the individual agency or across
agencies. First, top-level support and guidance will be required in order to make sure the
program is successful (McCarthy, 2007, p. 56). Second, although there are a number of levels
this analysis could be performed on the most effective approach would integrate the macro,
micro, and quasi levels of needs assessment (Kaufman, et al., 1993). This means that needs
assessment should take place at the institutional level (across and between public service
agencies including the IPA and operational agencies), at the organizational level (within the
individual agencies), and at the individual level (taking into account the needs of individual
trainees.). A third concern is that short-term and long-term plans should not be in separate
cycles; instead, the one-year plans (short-term and operational) should be integrated into the
five-year plans (long-term and strategic) (Short & Kopp, 2005). It is only through this
integration that needs assessment can be fully effective (Short & Kopp, 2005), however,
currently only one agency reports using this type of integration. Figure 20 shows the basic
model for this cycle.
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Figure 20 An integrative model of needs assessment, participative planning, and plan
implementation evaluation
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The first stage of this integrated process is needs assessment. As previously noted,
needs assessment identifies the gaps between the current situations and the organization’s or
group’s goal, and then identifies resources that are available to help fill those gaps (Witkin &
Altschuld, 1995). The needs assessment framework used in the system should not be too
formal and rigid, in order to make sure that the system can implement it effectively (Short &
Kopp, 2005). However, neither is the loose, qualitative quasi needs assessment that is
currently used likely to be most effective, since it is too focused on individual needs
(Kaufman, et al., 1993). A particular problem is the lack of needs assessment for individual
training, with a large number of trainees able to choose their own trainings in order to meet
individual goals like promotions. However, individual choice should not be completely
eliminated, since participants did indicate that this was a major factor in motivation. Since
individual needs are a valid level of analysis in needs assessment (Kaufman, et al., 1993),
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these individual preferences should be considered alongside the needs of the agency and the
institution.
The second stage in the process is participative planning, which would involve
stakeholders from all levels including employee representatives, agency management, and
inter-agency and institutional stakeholders like IPA, MEP, MCS, and others. Participative
planning does need to take into account the needs of all groups, which would be provided in
the needs assessment process (Nutt, 1983, p. 602). While it would clearly be inefficient to
include individual input from each employee at the strategic planning stage, employee
surveys could still provide general views on training requirements. Furthermore, employees
could be empowered at the individual level to select training packages that meet their
requirements (a freedom about 40 per cent of the sample of respondents already has). This
would help set the stage for implementation of the plan that was arrived at following the
needs assessment and planning process.
Plan monitoring and evaluation should be undertaken using a modification of the PIE
approach suggested by Laurent, et al. (2004). This will require that the plan is established
with evaluation criteria in place, and it will be easier if these evaluation criteria are inherent
in the plan so there is no need to consciously collect them (Baer, 1997). The use of improved
information systems could be a particular help in this case, in order to improve data
collection and analysis (Higgs, et al, 2003; Kangas & Store, 2003). However, the agencies
involved will still need to set benchmarks and performance metrics in order to determine
whether the organization is performing. In keeping with the integrative approach, the
performance achieved from previous plans should be used to modify future plans for
improved outcomes, including short-term and long-term plans. Since this is the essence of
planning, it is appropriate that this integration should take place.
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6.6 Summary
This chapter had two purposes within the structure of the research. First, it integrated
findings from the qualitative and quantitative primary research and document review in order
to provide answers to each of the four research sub-questions that were posed about the use
of participative planning in the Saudi public service. Second, it then discussed these findings
and analyzed them with the literature in order to understand what the implications of the
findings were and identify opportunities for improvement. The findings of the research
indicated that most agencies did not maintain their own training plans. Instead, they relied on
IPA’s training programs, even in cases where these programs were not effective or
appropriate for the needs of the organization. Second, the findings suggested that training
needs assessment was rarely used, with most assessment focusing on budget and scheduling
requirements. Many participants (though not all) reported that they were allowed to select
their own IPA training programs, and custom programs were rarely used. Third, there was
little use of follow-up information, and finally participatory analysis is under-used. The
literature review suggests that this situation is likely to lead to ineffective and inefficient
allocation of training resources across agencies, and would not allow public agencies to meet
all their training needs. The identification of a number of gaps in training, particularly in
specialist and vocational training areas, suggests that this is the case. The chapter closed on
an assessment of best practices from the literature review that could be used to improve the
uptake of participative planning and training needs assessment in the Saudi public service.
This involved an integration of NA and PIE models, putting into place a cycle of needs
assessment, plan establishment and implementation, monitoring, evaluation, and adjustment,
as well as cyclical feedback between one-year and five-year planning cycles. The next
chapter will conclude the research and discuss recommendations for the Saudi public service
to improve these outcomes.
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Chapter 7 Conclusions and Recommendations
The previous chapters have addressed a number of issues and concerns in the study,
including setting the stage for research (Chapter 1), a detailed description of the Saudi public
service (Chapter 2), the literature review (Chapter 3), methodology of the research (Chapter
4), primary research findings (Chapter 5), and discussion and analysis (Chapter 6). In this
chapter, the threads of all this previous work are drawn together to provide a meaningful
conclusion and synthesis. The chapter opens with a summary and conclusion of the findings,
focusing on the core research question and objectives. Next, recommendations for public
policy researchers and implementers are examined, particularly in regard to the IPA and the
needs of the public service. Two critical discussions follow, including the limitations of the
study and opportunities for future research. These discussions are meant to conclude the
study and summarize the key findings and implications of the research.
7.1 Conclusion
This core issue or problem in this research was the provision of in-service training
programs for public service agencies in the Kingdom of Saudi Arabia (KSA). The Institute of
Public Administration (IPA) is the central professional training body for public services. It
offers a range of pre-service and in-service training programs, including standard programs
offered across different agencies and custom-designed programs tailored to the need of
specific agencies. Current opinion about the effectiveness of IPA training programs is mixed.
A recent review has shown that the IPA needs to address concerns of monitoring and
assessment of training plan development for client agencies, which is seen as a particularly
weak area. The literature also reflects a serious and continuing concern that the agencies IPA
provides services to are more geared to political gain and advantage than to actual service
provision. This makes the question of whether the IPA is delivering appropriate human
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capital development a serious one. The actual performance of the agency in providing
training has also been questioned.
This study focused on needs assessment and participative planning, as these were
areas where there was seen to be a particular gap in IPA and agency practices. The main
research question that was examined in this study was “How to develop strategies for
effective planning and successful training plan implementation in Saudi public service
agencies?” This main question was accompanied by several sub-questions, which included:
1. What is the context and process of planning and plan implementation for in-service
training in Saudi public service agencies? (Including plan development, performance
monitoring and measurement, modification, and performance gaps)
2. Is needs assessment used in the planning process, and if so how?
3. How are the needs and solutions for in-service training plans defined?
4. How does participative planning contribute to the planning and implementation of
training plans?

A mixed methods design was used for this study. The information for this study came from
several sources, including literature review (secondary analysis), agency and program
documents from the IPA (documentary review), interviews with principals at some of the
IPA’s client agencies (n= 7) (qualitative research), and surveys addressing the public service
employee experience in the training system (n = 396) (quantitative research). Each of these
sources of data provided a unique view on the research questions. In the sections below, the
outcomes of each of the research questions are examined.
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7.1.1 The Context and Process of Planning for In-service Training
Information about the context and process of planning for in-service training was
mainly derived from documentary review. Documents from the IPA as well as the seven
agencies involved in the qualitative research were examined in order to understand how
planning was used. This research revealed that most agencies did not actually maintain their
own long-term training and development plan. Instead, the centralized plan provided by the
IPA was used. Agencies did engage in short-term planning (for example, identifying training
targets for the year and arranging for customized training programs at IPA when possible),
but they did not maintain their own training programs or set training goals.
The IPA offers a number of different types of training programs, including pre-service
professional training, general in-service training programs (such as those focusing on
management, soft skills, or computer skills), and specific in-service training programs (those
focusing on particular professional needs). Despite the diversity of the training programs
offered, in fact 95% of the training hours conducted by the IPA are in the generic soft skills
programs. Some of the client agencies stated that the IPA was not capable of meeting their
technical training needs, and as a result they were forced to send their workers to other
training facilities (often outside the country) in order to receive adequate technical training.
The IPA also did not use comprehensive training assessments or programs to determine what
types of training were needed, and instead offered training based solely on demand. In
general, the process of planning for in-service training for the Saudi public service as a whole
is somewhat ad hoc, and does not take a forward-looking approach to what types of programs
will be needed or how client agency needs could be better served. Client agencies also do not
attempt to develop better training programs with the IPA.
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7.1.2 Use of Needs Assessment
Information about the use of needs assessment was collected in the primary research.
The interview outcomes showed that needs assessment on the agency level did not play a
major role in the training planning process. Instead, each individual department (a sub-unit of
an agency) set their training needs based on ad hoc information and decisions. Information
from the surveys also indicated that needs assessment was not used in most cases at the
individual level either. Some agencies did not provide adequate training opportunities, while
other agencies allowed participants to simply choose training (up to a certain amount) based
on their own perception of training needs. Possibly even more problematic is that individual
or departmental skills needs were not seen as the major basis for selection of training
programs. Instead, training programs were most commonly selected because they contributed
required points needed for promotion within the agency’s hierarchy. This is particularly
problematic given the absence of visible needs assessment and the focus of most IPA training
on soft or general skills, since it implies that most of the IPA’s training resources are actually
being devoted to training that may be unnecessary from an operational point of view. There
are also some significant areas of needed skills, including administrative and technical skills,
which are not being provided. In general, needs assessment is not really being used either in
the IPA or at the individual level at client agencies. This results in inadequate provision of
some types of training, along with excessive provision of others (especially those that are
viewed as useful for career advancement).
7.1.3 Identification Training Plan Needs and Solutions
The third research question focused on how needs and solutions for in-service training
were actually defined. Since it is clear that needs assessment was not being used, this is a
significant question. Qualitative and quantitative information was used to answer this
research question. The interviews suggested that agencies do have one-year and five-year
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operational training plans, but these training plans are not necessarily linked. They also are
not monitored or measured for performance in most agencies, making the outcomes
uncertain. While a few agencies do take advantage of IPA’s customized training solutions
offering, operational agencies do not tend to do so. Instead, they use outside trainers for their
technical training needs. At the individual level, there is no organized approach to identifying
training needs and solutions. Instead, many agency employees simply sign up for a
predetermined amount of training from IPA’s standard offerings through the automated
enrolment system. While some agencies, such as MH, do make an effort to use job analysis
and person analysis in order to identify training needs, this is the exception rather than the
rule. Most agencies also do not measure or follow up on training program outcomes or
performance. In general, the findings give the sense that identifying training plan needs and
solutions and measuring the outcomes of training plans is a priority of neither the IPA nor the
client agencies, and in general it is poorly implemented (if at all).
7.1.4 The Use of Participative Planning
The final research question focused on the use of participative planning in the training
planning process. This question was examined using qualitative and quantitative findings.
Individual responses from the quantitative study found that participation in planning was very
mixed, with some employees being able to essentially choose their own training needs and
paths, some having some input (but the final decisions remaining with the manager), and
some having no input. The participants did report they were more motivated if they could
participate in training choice, but in most cases this was not allowed; instead, they were
simply assigned training based on criteria that were sometimes opaque or uncertain.
Furthermore, a lack of plan integration, measurement of training outcomes, and training
needs planning at the agency level meant that even those individuals that did take part in
planning their own training may not actually find their needs being met. The predominance of
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political and career-related concerns in the training process further constrained the use of
participative planning. Specifically, most of the respondents that could select their own
training programs focused on career advancement needs, rather than technical training needs.
In general, use of participative planning was uncertain and sporadic. Where it did occur, the
goals of the participants were often not aligned with the needs of the agency, which would
further reduce its effectiveness.
7.1.5 Conclusion
The conclusion of this research is that the current use of participative planning and
training needs assessment in Saudi public service agencies is highly inadequate. The IPA’s
centralized training approach could be highly effective if it were more aligned to client
agency training needs and less focused on the provision of general training aligned to career
advancement. Furthermore, training planning in individual agencies and their departments
could be improved if it were more integrated (including integration across departments as
well as between one-year and five-year training plans), if the focus were placed on technical
needs of the agency rather than career advancement, and if the training programs focused on
participation by individuals. However, none of these conditions is actually in place, and there
are no current demands to shift training practices. In some agencies, there have been
movements toward change, such as the use of performance measurements and stronger needs
assessment and planning techniques in some agencies (especially MH). Some of the agencies
do show awareness that their technical needs are not being met, and have been developing
approaches to meet their needs outside the IPA system or using the IPA’s custom training
programs. However, this is not ubiquitous and is actually still a minority approach. In
general, training needs assessment and participative planning could be effective at helping the
IPA and client agencies improve their training outcomes. In order to do so, they would need
to be consciously implemented by the agencies, which is not currently happening.
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7.2 Implications and Recommendations of the Research
The conclusion, above, pointed out an obvious fact about the training program of the
Saudi public service, at least as implemented by the centralized in-service training of the IPA
– it is not working very well. In particular, it is not meeting agency technical needs or
requirements, but is instead mainly facilitating career advancement. Furthermore, the
programs are not necessarily meeting agency needs, since technical training is often not
offered. There are also serious problems at the individual agency level, which have resulted
in a lack of training plan needs assessment, planning, implementation, or measurement. This
section assesses the implications and recommendations of the research for the IPA and client
agencies, providing recommendations for changes to policy and practice in order to better
meet organizational needs. Recommendations are based on the literature as well as the
findings.
7.2.1 Implications for the IPA
One key group of implications for this study arises for the IPA, which is tasked with
central management of training needs for the agencies involved. Currently, the IPA takes a
reactive position, offering training programs based on demand (enrolment levels) as well as
occasionally contracting to agencies to provide specialist training. This wastes the IPA’s
potential leverage as a centralized training provider, since it could act to provide training
planning assistance and facilitate technical training.

7.2.1.1 Training planning assistance
The IPA occupies a key position as a facilitator of training for client agencies (which
include most agencies). Although it cannot provide all possible training services, particularly
complex technical training, it can provide a broader range of services. One of the interesting
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findings of the research is that client agencies already rely on the IPA’s training plan and
strategy, even though it is poorly designed for that purpose (since it is aligned to the IPA’s
vision and goals). The IPA could expand its effectiveness in training by offering agencies
technical assistance with training planning, from the establishment of a training policy and
strategy through to operational planning. This could be particularly helpful for agencies
establishing a five-stage planning process, as discussed below. This could also help IPA
improve its own offerings, since it would be able to help agencies have a consistent approach
to forward planning. This could be a major change in the agency’s service provision, but it
does still fall into the agency’s current remit and could be positioned as a further consulting
and technical assistance role.
7.2.1.2 Facilitating technical training
Currently, the IPA does not provide much technical training for agencies. Instead,
many agencies report that they go outside the IPA to meet their technical training needs.
Obviously, offering all technical training would be impractical, particularly in the case of
specialty or engineering training (which must be provided by specialist agencies and
providers, making the scale of Saudi raining requirements impractical). The IPA could
increase the amount of value added to its agency offerings by facilitating external technical
training and helping agencies implement these external trainings into their training plans. For
example, the IPA could help agencies determine what their technical training requirements
are for current and future capacity planning, as well as determine whether the IPA can help
provide the training. It could also help agencies find training providers and select preferred
providers based on the agency’s needs and requirements. The IPA could also help facilitate
horizontal cooperation between agencies, for example by coordinating agency needs and
helping them gain economies of scale. This could be a significant addition to the training
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planning process, as well as increasing the IPA’s effectiveness in helping to ensure training
effectiveness.
7.2.2 Implications for Agencies
The second key group of implications is for agencies, which may have difficulty
managing their interactions with the IPA as well as with other agencies in order to meet their
needs. There are three related groups of recommendations that can be found for these
agencies, including implementing training needs assessment, planning, and measurement
practices; cooperating and integrating with other agencies; and making changes in
organizational culture in order to improve their training outcomes.

7.2.2.1 Training needs assessment, planning, and measurement
One of the most obvious recommendations is that agencies need to revise their
positions vis-à-vis training needs assessment, planning, and measurement. Currently, most
agencies use a sporadic approach to these aspects of the training planning process. However,
implementing an integrated approach to the process (such as proposed in Section 6.5) could
significantly improve the organization’s outcomes both in short-term goals (such as meeting
immediate organizational human resource needs) and in long-term goals (such as human
capital development and effective implementation of Saudization policies). This approach
would have five stages, beginning with needs assessment and moving through participative
planning, plan implementation, plan monitoring, and outcome assessment.
•

Needs assessment would help determine the goals and existing resources, as well as
identify training that could be used to fill gaps (Short & Kopp, 2005; Witkin &
Altschuld, 1995). This will help overcome problems associated with the ad hoc needs
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assessment currently in use, which is too focused on individual needs that are not
aligned with the organization’s goals (Kaufman, et al., 1993).
•

Participative planning would be useful from a number of perspectives. For example, it
would account for multiple stakeholder perspectives (Nutt, 1983), and maintain
interest and engagement of individual employees (Kaufmann, et al., 1993). This
would help the agency generate training plans that were more appropriate to both
individual and agency needs.

•

Plan implementation is currently a weak area in most agencies, with little integration
of short-term and long-term plans and little or no focus on making sure plans are
actually carried out. The plan should include evaluation criteria (Baer, 1997), and
information systems could be improved to monitor plan implementation (Higgs, et al,
2003; Kangas & Store, 2003). A modification of PIE could be helpful to ensure the
plan is carried out appropriately (Laurent, et al., 2004).

•

Plan monitoring should flow directly from the plan implementation, since ideally the
plan will be designed with evaluation criteria and monitoring systems in place.
Continual monitoring will help set the stage for outcomes evaluation.

•

Outcomes evaluation should assess how well the plan has accomplished its stated
goals, as well as any gaps in the implementation process (Laurent, et al., 2004). This
will help establish the goals for the next round of needs assessment.

If implemented as a continual cycle of training evaluation, this approach could help
substantially improve the performance of the agencies and how well they can accomplish
their goals.
7.2.2.2 Horizontal agency cooperation and integration
One issue that emerged in the research is that most agencies do not make use of IPA’s
custom training service, and instead rely on a combination of the general trainings offered by
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IPA and outside providers (often those outside the country). To some extent, this cannot be
avoided, particularly for highly complex technical training needs. However, it is possible that
increased horizontal agency cooperation and integration of training requirements could
increase the effectiveness of the IPA’s general offerings. For example, if several smaller
agencies banded together in order to use the custom training service for a shared need, this
could increase IPA’s uptake of these offerings. This would require increased inter-agency
cooperation and integration, which is currently a problem for a public service that is highly
fragmented (Hertog, 2007). However, increased integration would increase the consistency of
agencies generally with a Weberian ideal of the bureaucracy (Swedberg & Agevvall, 2005).
Thus, this could be a highly useful activity.
7.2.2.3 Changes in organizational culture
A third recommendation for agencies (including the IPA) is that there needs to be a
change in organizational culture in order to reduce the emphasis on training as an individual
career advancement activity rather than an activity aligned to shared organizational goals.
This is currently a major barrier to the effectiveness of IPA’s training programs as well as the
implementation of agency-level training systems and priorities. This cannot be done without
top management support, which could be problematic given the design of the Saudi public
service under a rentier state (Hertog, 2010). However, it is a goal worth pursuing if the Saudi
public service is to be realigned as a facility for human resource development, rather than
individual career goal development. While the researcher acknowledges this recommendation
will be difficult to implement, it still should be considered as a way to improve efficiency and
performance and meet long-term goals.
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7.3 Limitations of the Research
There are a number of limitations of this study that need to be identified. These
limitations mean that the study may or may not be applicable in certain ways.
The first group of limitations is based on the design of the study itself. The first
limitation is that although it incorporated historical elements in the form of documentary
review, the study is a cross-sectional study that only relates to current training program use
and organization in the Saudi public service. Since public service reform is a continual
project and matter of concern in the Saudi public service, this could limit the application of
findings over time as policies and practices change. A second limitation related to the study
design is that only the largest public service agencies were included. This was necessary
given the fragmentation of the Saudi public service as well as its size, which would make
polling the entire set of agencies and departments impractical at the scale this study was
limited to. However, there could be substantial differences in the operations and management
of larger and smaller agencies, which could make a difference in the use of the IPA’s training
program. This could be particularly true in the case of smaller specialty agencies, which may
have less room for political positioning and advancement-related training and more demand
for technical or specific skills. Thus, the outcomes of this study do not necessarily reflect the
entire Saudi public service.
There are also some limitations on application of these findings that are related to the
subject matter, rather than to the methods. The first limitation is that these findings are
particular to the Saudi public service, particularly the larger service agencies (as discussed
above). The particularity of conditions of the Saudi public service means that the findings
may not be directly applicable outside the country, since different organizations, structures,
and institutions will be in place in other situations. The findings could have critical and
analytical insights to offer, however, which should be considered. The findings may also not
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apply to private firms in Saudi Arabia. Saudi private firms are likely to be structured
substantially differently than public service agencies, particularly since public service
agencies have other priorities (such as Saudization). This means that the situation in the
public service agencies cannot be presumed to be a general condition of Saudi organizations.
The final group of limitations is limitations on the validity and reliability of the
findings. Ultimately, both the qualitative and quantitative findings were based on attitudinal
and opinion information, and the practices and outcomes of training program implementation
in the target agencies were not directly measured. This could mean that there is respondent
bias that could impact the findings and their credibility. The researcher did try to control for
this, for example by involving multiple agencies for the interviews and using statistical
techniques to ensure reliability and validity of the questionnaire. However, the potential for
undetected respondent bias remains within the design of the study.

7.4 Recommendations for Future Research
There are several questions and issues that emerged during this research that fell
outside the scope of the present study. These questions and issues often have not been
examined in detail in the literature, and as a result present an opportunity for future research.
The first and most obvious question that encourages further research is how
participative planning and training needs assessment could be used in Saudi agencies (even
though it is not being used currently). This is a question of possible interest since several of
the agencies involved in the current study indicated that the program in place was not
meeting their needs. This question would be ideal for exploration through action research,
which implements policies and/or processes within organizations and observes the results. An
action research project could potentially be designed in order to implement a training needs
assessment, integrated planning, and participative planning approach. It would also need to
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measure the results in some way (such as training outcomes and/or agency process-related
outcomes), in order to adjust the training and performance plan. The action research plan
could act as a model approach for other agencies that were struggling with the
implementation of training needs assessment and planning. There are a number of potential
difficulties with action research that would need to be addressed in order to implement this
recommendation. The researcher would require agency and top management buy-in to
implement the plan, which probably means they would need to be already in place within the
organization. It may also be easier to implement such a program in one of the smaller
agencies, where there will be fewer logistical challenges to implementation. However, this
type of study could be very effective for informing future policy recommendations and
adjustments to training practice.
A second obvious question to be addressed is how the IPA itself could be reformed in
order to better meet the needs of its client agencies. Currently, the IPA focuses on functional
training, rather than emphasizing long-term technical or human resource capacity training.
While other agencies, such as MCS, do engage in such activities, this is fragmented and
disparate. By increasing integration and cohesion between agencies, this situation might be
improved. It is possible that policy research into the role of the IPA and related agencies
could generate a better understanding of how these agencies interact and how agencies could
become more integrated. This type of knowledge is not currently available, as most of the
research on the topic emphasizes the balkanized and fragmented nature of the Saudi public
service. Policy and organizational research designed to examine horizontal connections and
integrations between agencies could fill this research gap. For example, a study could look at
informal organizational connections and how these could be used to challenge existing
hierarchies and formalized distinctions. A study could also examine how formalized interagency connections at the horizontal level could be formed. For example, it could examine
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the establishment of an inter-agency coordinating body that focuses on training planning,
including long-term human resource development concerns as well as short-term training
needs. This type of research would need to look beyond the received wisdom of Saudi public
service research and examine how the current situation could be changed in order to be
successful.
A third area for research is the problem of organizational culture within the
organizations, how it interacts with Saudi national culture, and what steps could be taken to
modify it in order to improve the outcomes of training processes. Some of the issues
identified in this study hinted at ingrained issues in organizational culture, which would
prevent the development of effective training programs if the goals of the program are longterm human development needs. For example, reliance on training program attendance for
points to facilitate advancement, rather than to gain needed skills, suggests that there is a
misalignment of priorities in organizational culture. The tendency of agencies to seek outside
training rather than make use of IPA programs also suggests a cultural misalignment.
Organizational research into the corporate culture of Saudi public service organizations could
help to identify key issues and potential priorities for change processes within the
organization. This type of study could also consider the role of charismatic and/or
transformational leadership in the establishment of organizational culture. This would help
identify some of the potential problems that could be resolved in order to improve long-term
agency performance. This would not necessarily need to be action research like the first
suggestion (since it could be oriented toward simply providing recommendations), but it
would still require buy-in from organizational leaders to conduct effectively. It may also be
appropriate to conduct this study in one of the smaller agencies, since it would reduce the
scale of the study and any management problems that might result.
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you have been given, you should consult the researcher or (if the researcher is a student) the
research supervisor. For this project, the appropriate person is:
Name:
Contact details:

Dr. Jesmin Islam
Business and Government
University of Canberra
Ph: 02 6201 5439

2. If you wish to discuss with an independent person a complaint relating to:
conduct of the project, or
your rights as a participant, or
University policy on research involving human participants,
Please Contact:
Ethics and Compliance Officer
Telephone (02) 6201 5870
Room 1 D88
UNIVERSITY OF CANBERRA ACT 2601
Providing research participants with this information is a requirement of the National Health and Medical Research Council National
Statement on Ethical Conduct in Research Involving Humans, which applies to all research with human participants conducted in
Australia.
Further information on University of Canberra research policy is available in University of Canberra Guidelines for Responsible Practice in
Research and Dealing with Problems of Research Misconduct and the Committee for Ethics in Human Research Human Ethics Manual.
These documents are available from the Research Services Office at the above address or on the University’s web site at
https://guard.canberra.edu.au/policy/policy.php?pol_id=3136 (Research Guidelines)
http://www.canberra.edu.au/research/ethics/human-ethics-manual (Human Ethics Manual)
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Appendix 2: Interview Questions for Departments of Planning and Development at
Government Agencies

1. What are your main roles of departments of planning and development at government
agencies?
2. Are there any guidance and procedure to identify the need for the training and to define the
training program?
2.1 If yes, please explain
3. What criteria do you use for outlining the actual needs for the training?
4. If the actual need and specific targets for training are identified by others government
agencies, please explain how do you evaluate and prioritize those needs in order to ensure
that it can essentially fulfill the government agency’s needs.
5. How do you measure or evaluate the effective of your training plan?
5.1 Who involve in evaluating your training plan?
6. Has the new plan ever compared to the earlier years plans?
6.1 If yes, what are the purposes of doing that? And how are they differences?
7. How do you corporate with other stakeholders in participative planning (Working group
correspondents at the ministry of economy and planning and IPA)?
8. Are there any conflicts among stakeholders in participative planning?
8.1 If, yes please explain
9. What are the barrier and limitation of the planning and training plan implementation in
Saudi Public Service Agencies?
10. In your opinion, what would need to be done in order to improve planning and training
plan implementation in Saudi Public Service Agencies?

212

Appendix 3: Interview Questions for Working Group Correspondents at the Ministry of
Economy and Planning

1. What are your main role as working group correspondents at the ministry of economy and
planning?
2. As one of your main role is to develop five-years training plan, how would you ensure that
the plan cover all training needs at all levels?
2.1 Are there any procedures and guidance for doing this?
3. As the five year plan needs to align with the government vision and policy, how would you
measure and asses this linkage?
4. How would you evaluate the successful of the five years plan?
4.1 If yes, how often?
4.2 Who are the stakeholders involve in plan evaluation?
5. Have the plan been amended or revised during the five years?
5.1 If yes, pleas provide example and how this has been done?
6. How would you ensure that every plan has been effectively implemented?
7. How do you corporate with other stakeholders in participative planning (Departments of
planning and development at government agencies and planning and IPA)?
8. Are there any conflicts among stakeholders in participative planning? If, yes please explain
9. In your opinion, what are the barrier and limitation of the planning and training plan
implementation in Saudi Public Service Agencies?
10. In your opinion, what would need to be done in order to improve planning and training
plan implementation in Saudi Public Service Agencies?
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Appendix 4: Interview Questions for Planning and Development Department at the
Institute of Public Administration (IPA)

1. What are your main roles of IPA?
2. How do you corporate with other stakeholders in participative planning (Departments of
planning and development at government agencies and Working group correspondents at the
ministry of economy and planning)?
3. Are there any conflicts among stakeholders in participative planning?
3.1 If, yes please explain
4. As you have to deal with a number of government agencies regarding training programme,
what communication channels do you used?
4.1 How do you ensure the effective of communication between your department and
others?
5. How do you ensure that the five-years training plan developed by working group
correspondents at the ministry of economy and planning can truly fulfil government agency’s
needs?
6. Does the training programmes have been conducted by IPA or outsources?
5.1 If by outsources, please explain what are the criteria concern when selecting
outsources?
7. How would you monitor your training plan?
8. How would you evaluate the effective of the training programmes you conducted?
5.1 Who involve in this evaluation?
9. Are there any feedback channels provided for government agencies to share their attitude
and idea about training program? If yes, please explain
10. Do you have enough resources to provide effective training program for government
agencies?
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11. What are the barrier and limitation of the planning and training plan implementation in
Saudi Public Service Agencies?
12. In your opinion, what would need to be done in order to improve planning and training
plan implementation in Saudi Public Service Agencies?
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Appendix 5: Questionnaire for Government Agencies

Part One: Studying the participation of employees of government agencies in preparing
and implementing training plans.
Instructions: Place a (!) in the field that represents your assessment of the following
sentences.
Assessment
Statement

Strongly Agree

Agree

Neutral

Disagree

Strongly
Disagree

1.
2.
3.
4.
5.

The public training programs (courses) that I previously participated in and which
were offered by IPA met my actual training needs at that time.
The government agency I work at monitors the achievements of implementing its
training plan.
The government agency I work at monitors regularly the achievements of its annual
training plan.
After monitoring the achievements, the government agency I work at assesses the
results of implementing its annual training plan.
The government agency I work at assesses regularly the results of implementing its
annual training plan.
The government agency I work at makes use of the results of assessing the

6.

implementation of its training plan in enhancing and developing the future training
plans.

7.
8.
9.

More training in the field of preparing and implementing training plans will help
boost the efficiency of my government agency’s performance.
More training in the field of assessing the implementation of training plans will
boost the efficiency of my government agency’s performance.
I had sufficient training opportunities to help me develop my work performance and
boost efficiency.
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There is weak coordination between government agencies concerned with planning
10.

and implementing the training plans for employees of government agencies (e.g.
Ministry of Civil Service, Ministry of Economy & Planning and Institute of Public
Administration).

11.
12.
13.

The planning of training employees at government agency I work at is similar to
those applicable in other government agencies.
Assessing the implementation of training plans for employees at the government
agency I work at is similar to those applicable in other government agencies.
I give my opinion when determining my training needs during the preparation of
training plans at the government agency I work at.
There is a continued coordination between training planning officials at the
government agency I work at and government agencies concerned with planning

14. and implementing the training plans for employees of government agencies.

When I give my opinion in determining my training needs, I have a strong
15. commitment towards attending the training program listed on endorsed training
plan.
16.

I participate in public training programs offered by IPA, which were not listed on
the annual training plan of the government agency I work at.
The remoteness of the training place from the headquarters of my work led me

17. several times to decline from participating in the training programs listed on the
training plan endorsed by the government agency I work at.
18. My direct manager encouraged me to participate in the current training program.
19.
20.

The current training program fulfils my actual training needs to help me develop
my work performance and boost my efficiency.
The current training program includes specific and definite skills that can be used
gradually in development my skills.

21. IPA’s training capabilities encourage my to participate in the training programs.
22.

The training technologies used in carrying out IPA’s public training programs are
suitable.

23. The training facilities made available by IPA are suitable.
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24.
25.

The current training program is included in the training plan endorsed by the
government agency I work at.
I gave my opinion in selecting the current training program when preparing the
training plan at the government agency I work at.

Please, answer the following questions:
26.

I participate in the current training program with the
aim of (you can select more than one item)
Obtaining points for promotion
Fulfilling my training needs
Carrying out the directions of the government agency I work with.
obtaining a mandate.
Carrying out personal affairs in the city or the location of training.
Changing the routine work environment
Other (Specify)

Do you participate in the development

Usually Mostly

Sometimes

Rarely

Never

27. and preparation of training plans
related to meeting your training needs?

28.

If you participated in the preparation of the training plan to fulfill your training needs,
how did the participation process take place?
Complete freedom in defining the training programs and in a personal manner.
Meeting with administrative development or planning officials to discuss and study my
needs.
Giving my opinion only.
Direct nomination through the IPA automated system of nomination for training
programs, and without a plan for training.
Other (specify)

218

29.

No

Yes

No

training plan related to fulfilling my training needs.
Are there any training fields that are important for the government agency

30.

Yes
The government agency I work at provide me annually with a copy of the

you work at and which were not provided by IPA in its public training
program?

31.

If yes, what are those training fields?

Part Two: General Data
− Job Title:
− Government Agency:
− Job Rank:
− No. of Employment Years:

Year

− Age:

Year

How many public training programs (courses) did you
participate in, which were provided by IPA?

Training programs
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