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Abstract  
The ever stronger globalisation tendencies in the world are rapidly coming to influence the processes 
and quality of training and professional development as well. Development and training are significant 
for the employees of a public authority in any country. Training and personnel development are highly 
important in public administration, as this is particularly where non-material services are provided. The 
outcome to be achieved in the process of training in public administration is highly qualified employees 
who perform the functions they are responsible for in the public authority in order to assure the 
performance of the functions and sustained operation of the authority, implementation of its strategy, 
and the achievement of its targets. Among the most essential factors in assuring quality performance 
of the functions and tasks are education and qualification of the personnel. The aim of the research 
study is to investigate the current process of training in the public authority and to provide 
recommendations for the management in two key aspects – recommendations for the improvement of 
the entire process of training and the induction training for the new employees.  Questions were 
brought forward:  What is the current process of personnel training in the public authority? How is the 
induction training provided to the new employees and what improvements are necessary? The authors 
of the study chose to investigate the training processes in the public authority both for new and current 
employees, as investment in accurate planning of personnel training, selection of the training topics 
and methods, and their implementation will pay off, and the public administration will acquire 
professional, knowledgeable and loyal employees. 3 surveys developed by the authors were used in 
the study: A survey for the heads of the structural units of the public authority regarding the induction 
training provided to new employees, a survey for new employees regarding the induction training, a 
survey regarding the personnel management processes and the personnel training in the public 
authority. The results of the study show that the public authority has a Training Procedure in place, but 
it does not establish a concrete training structure for professional development and in-service training 
support by clusters of jobs (positions). The employees have evaluated the development of the annual 
training plan positively, but also note that the training plan should be provided for each cluster of jobs 
(positions) separately. The heads of the structural units plan external training for their employees 
differently, and the approaches include annual performance evaluation interviews early in the year, for 
the entire year (in the second half of the year only when necessary), and there are structural units 
where the employees attend internal training only. Some of the most contemporary training methods 
used in the public administration include webinars for in-house training and mentoring for the training 
of new employees. The most efficient type of training mentioned by the employees is theoretical 
training together with practical sessions. The content of the induction training received by the new 
employees is evaluated only upon its completion, and it is pretty often concluded that, as an 
investment into the new employee, the training has been a waste of time and human resources, and 
that the new employee has not actually acquired anything, they are not interested in the job, and the 
employment needs to be terminated. 
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1 INTRODUCTION 
Development and training are significant for the employees of the public sector in any country. As the 
Latvian economy has been developing and the public administration has been becoming more 
professional, the Public Sector has also been improving continuously. Learning is a generally 
accepted concept which substantially comprises characterisation of the process and the activity [1]. 
Educating and training should be provided using the existing programmes and possibilities, and also 
developing specific ones for the particular organisation [2]. Learning is one of the most substantial 
factors in the process of development because they independently and directly influence not only 
abilities and knowledge, but also the character of the employees themselves and their willingness to 
improve [3]. In every organisation, the employees are adult individuals. Education of adults should 
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focus on dealing with problems, and not on the content of training [4]. By investing into its 
development, every organisation invests in the development of technological solutions, various 
operating procedures and human resources, and learning needs appear if new technologies, 
processes, new services and products are implemented in the organisation [5]. Organisations should 
become organisations which learn [1]. To train the employees with results, it is necessary to 
understand what the most suitable method of training would be, and the selection of the methods is a 
very important element in the assurance of successful results in training adults [6]. Some of the major 
learning needs appear if the personnel of the organisation changes and it is necessary to train the new 
employees [7]. Adaptation is essential for any new employee [8]. As Rosemary Harrison [3] notes, in 
the daily operation of every organisation, practical training has the most fundamental influences on 
teaching. This experience includes not only the work performed by people, but also how they 
cooperate with other employees in the organisation and their behaviour, social viewpoints and values 
[9]. According to the cognitive approach, learning is based on the acquisition of new knowledge and 
skills, which also results in changes in the behaviour of the person [10]. The memory of the person is 
involved when using the cognitive approach to learning. It is essential to link the newly acquired 
information with the already existing knowledge, see the connections and be able to use them for a 
more successful performance of the current job processes [11]. Computerised learning or the webinar, 
which is also known as an internet conference, is becoming popular in organisations nowadays. It is a 
service which enables real-time participation in a video or audio conference even if the participants 
come from various distant places in the world [12]. The external and internal training programmes 
must be mutually complementary and harmonious, their aim is not competition, but systematic, 
purposeful development of the competence of the personnel [13]. The authors wish to emphasise that 
new contemporary methods have also appeared in the 21st century, and new methods of teaching 
adults have emerged in Latvia over the last decade, bringing new words into the Latvian language, 
such as mentoring, coaching, supervision [9]. Having evaluated mentoring, coaching and supervision, 
the authors believe that not all novelty training methods can be implemented and would appear to be 
efficient in a governmental institution. Nevertheless, the authors indicate that mentoring relates to 
instructorship (education based on work), which is rather efficiently used in the induction training 
provided to new employees.   

The process of learning provides a sense of satisfaction and supports internal motivation, and training 
and personnel development provide an immeasurable contribution in order to attain the targets set by 
the organisation [2]. Additionally, it should be mentioned that, in the process of learning, the individual 
acquires and improves their knowledge, skills, abilities, behaviour and attitudes [9]. Nowadays, 
learning is no longer an episodic, but a constant process the course and advancement of which are 
responsibility of the company management, not only the employees of personnel management, as it is 
typically assumed to be [14]. Warr [15] indicates that the outcome of learning is influenced by the 
environment and personal factors. 

2 METHODOLOGY 
A study into the process of learning in public administration. A survey on personnel training developed 
by the authors was used in the study. The survey consists of 3 blocks – questions to the new 
employees (with length of service up to 2 years), questions to the heads of the structural units, and 
common questions to all respondents, using 8 scales. There were two research questions: 

RQ1 – What is the current process of personnel training in the public sector?  

RQ2 – How is the induction training provided to the new employees and what improvements are 
necessary?  

The sample of the respondents consists of 274 individuals employed in public administration. In the 
survey, out of all the respondents between 30 and 49 years of age, 80% were females, and 20% were 
males. The authors divided the respondents participating in this survey into three groups: 274 all 
employees of the institution, 41 heads of structural units, 57 new employees.   

3 RESULTS 
Respondents (59%) consider that their current professional knowledge is sufficient for the 
performance of their official duties. Nevertheless, a majority of the respondents (84%) also indicate 
that the employer should also send them to training, and 39% specify that they participate in the 
identification of the training needs themselves. Such responses suggest that the employees attend 
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training willingly to improve the performance of their official duties. The authors consider that, when 
organising training, it is important to plan its length adequately. In the survey, the employees indicate 
that the preferred and most optimal duration of training would be 4 – 6 hours (43%). The preferred 
methods of training specified by the employees (37%) include lectures, seminars, courses. From other 
methods, the employees also opt for combinations of methods, such as lectures together with sharing 
of experience, and indicate that would make use of all training methods, depending on what 
knowledge or skills are to be acquired.  For acquisition of new knowledge, the respondents (78%) 
prefer theoretical training together with practical training. 

The responses provided by the respondents (98%) show the opinion of the new employees, i.e., that a 
mentor should be appointed for the period of the induction training, and they also support the 
statement that it is necessary to develop a certain induction training plan. The authors emphasise that 
the new employees (92%) note positively that the period of induction training should not exceed three 
months and that the induction training provided during the trial period was sufficient for being able to 
do the job on their own. However, the survey conducted among the heads of the structural units (87%) 
shows that training is most frequently planned in evaluation, when noting future period needs, or upon 
changes in the factors which influence the performance of the official duties. A large part of the new 
employees participate in the internal training or webinars only. The authors believe that this is because 
the public sector has small training budgets. For this reason, every opportunity is used to provide in-
house training, and specifically internal training is organised on the topics and procedures which are 
most necessary for the new employees.   

3.1 Correlation Analysis 
The analysis of the correlations lead to a conclusion that there was a statistically significant correlation 
between management (the work of the mentor or the direct supervisor with the new employee) and the 
process (the work commencement/training plan for the new employee) (r=0.78, p=0.001). This means 
that the more the manager or mentor is involved in the process of induction training, the more 
successful the induction training with a certain plan is for the new employees. Consequently, it might 
be essential to introduce a structured training plan in the induction training of the new employees and 
also to appoint a certain employee responsible for the induction of the new employee via providing 
them with information about their specific job obligations, introducing them to the colleagues, and 
making them aware of the aims, vision, areas of operation and the culture of the institution. 

Table 1.  On the Pearson correlation scales “Profession”, ”Job Processes” and the scales “Development of 
Personnel Management”, “Training”, “Training Needs” - managers’ opinion 

 Development of personnel 
management Training Training 

needs 

 
Profession  

Pearson 
Correlation. .35* .44** .033 

Sig.(2-tailed) .024 .004 .836 

Job Processes  
Pearson 
Correlation. .62** .32* .41** 

Sig.(2-tailed) .000 .040 .008 

Development of 
personnel 
management  

Pearson 
Correlation. 1 .60** .095 

Sig.(2-tailed)   .000 .553 

There is a statistically significant correlation between the scales “Profession” and un “Development of 
Personnel Management (r=0.35, p=0.024), and this suggests that the more responsibly the managers 
have chosen their profession and hold a corresponding office, the higher their ratings for the personnel 
management processes. There is a statistically significant, medium strong correlation between the 
scales “Profession” and “Training” (r=0.44, p=0.004), and this suggests that the higher the level of 
satisfaction with the chosen profession among the managers and the office they hold, the higher their 
ratings for the opportunities to acquire the new and to evaluate the new knowledge through testing. 
There is a statistically significant correlation between the scales “Job Processes” and “Development of 
Personnel Management” (r=0.62, p=0.000), and this suggests that the managers with the highest 
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rating for the personnel management processes also see wider opportunities and better development 
of the personnel. There is a statistically significant correlation between the scales “Job Processes” and 
“Training” (r=0.32, p=0.040), and this suggests that the managers with the higher ratings for the 
personnel management processes also demonstrate more support to the necessity to evaluate the 
benefits from the attended training with tests and self-tests. There is a statistically significant 
correlation between the scales “Job Processes” and “Training Needs” (r=0.41, p=0.08), and this 
suggests that the managers with the higher rating for the personnel process demonstrate higher 
ratings for the necessity for more employees to attend training. There is a statistically significant 
correlation between the scales “Development of Personnel Management” and “Training” (r=0.60, 
p=0.000), and this suggests that the managers with the higher ratings for the personnel development 
processes demonstrate more support to the necessity to use tests and self-tests for checking the 
knowledge acquired during the training, provide evaluations for the training, and share the training 
experience with the colleagues. 

Table 2.  On the Pearson correlation scales “Job Processes” and “Evaluation of Personnel Development” 
and the scales “Evaluation of Personnel Development” and “Training Needs” – opinions of the new 

employees 

 
Evaluation of Personnel 

Development Training Needs 

 Job Processes Pearson Correlation .61** .251 

Sig. (2-tailed) .000 .059 

Evaluation of 
Personnel 
Development 

Pearson Correlation 1 .38** 

Sig. (2-tailed)  .003 

There is a statistically significant correlation between the scales “Job Processes” and “Evaluation of 
Personnel Development” (r=0.61, p=0.000), and this suggests that the new employees with the higher 
ratings for the personnel management processes also have higher ratings for their professional 
growth, career and training opportunities. 

The is a statistically significant correlation between the scales “Evaluation of Personnel Development” 
and “Training Needs” (r=0.38, p=0.003), and this suggests that the new employees with the higher 
ratings for the personnel development also more believe in the necessity to not only acquire the new, 
but also to check the acquired knowledge with tests and self-tests. 

4 CONCLUSIONS 
The results of the study show that the public sector has a training procedure in place, but it does not 
establish a concrete training structure for professional development and in-service training support by 
clusters of jobs (positions). The employees have evaluated the development of the annual training 
plan positively, but also note that the training plan should be provided for each cluster of jobs 
(positions) separately. The heads of the structural units plan external training for the employees 
differently, and the approaches include annual performance evaluation interviews early in the year, for 
the entire year (in the second half of the year only when necessary), and there are structural units 
where the employees attend internal training only. Some of the most contemporary training methods 
used in the public sector include webinars for in-house training and mentoring for the training of new 
employees. The most efficient type of training mentioned by the employees is theoretical training 
together with practical sessions. The content of the induction training received by the new employees 
is evaluated only upon its completion, and it is pretty often concluded that, as an investment into the 
new employee, the training has been a waste of time and human resources, and that the new 
employee has not actually acquired anything, they are not interested in the job, and the employment 
needs to be terminated. The employees have evaluated the development of the annual training plan 
positively, but also note that the training plan should be provided for each cluster of jobs (positions) 
separately. The heads of the structural units plan external training for their employees differently, and 
the approaches include annual performance evaluation interviews early in the year, for the entire year 
(in the second half of the year only when necessary), and there are structural units where the 
employees attend internal training only. Various methods of training are used in the public sector, and 
the employees are most willing to use the conventional methods of training (lectures, seminars, 
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courses). Some of the most contemporary training methods introduced include webinars for in-house 
training and mentoring for the training of new employees. In the survey, the new employees and the 
heads of the structural units in the group of the respondents who are satisfied with the acquired 
profession hold a corresponding office and perform duties they enjoy, similarly believe that, following 
any attended training, evaluations should be carried out to determine how the employees have 
acquired the knowledge as well as whether the acquired knowledge is applied in the performance of 
the official duties. The new employees provide positive feedback on the onboarding processes. 
Nevertheless, a major part of them missed a concrete plan for the period of the induction training. The 
heads of the structural units should plan the training necessary for their employees in a structured 
manner, based on the annual evaluation and plan the necessary training immediately by distributing it 
across the entire year in the training plan for the year to come. The human resources department 
should liaise with the heads of the structural units to introduce an evaluation of the efficiency of any 
attended external training, i.e., whether the knowledge acquired in such attended training has been 
applied in the performance of the official duties by the employee. The human resources department 
should liaise with the heads of the structural units to introduce a new employee induction training plan 
for all positions, with certain tasks, timelines and a mentor.  
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