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ABSTRACT 

This dissertation is a commissioned consultancy for the Northern Territory (NT) Office of the 

Commissioner for Public Employment to review the Northern Territory Public Sector 

Management Course (PSMC). The PSMC is a middle management training programme which 

has been offered in the NT since 1993. The PSMC was evaluated nationally in 1993 but the 

contribution to this evaluation of the course was minimal. 

A number of authors attest to the complexities of evaluating middle management training c.f. 

Marlow; Attridge; Regan; and Duffy ( all in PSC 1992a); Woodcock and Jones (1985); 

Bramley (1996). 

A preliminary study into participant perceptions was carried out, by questionnaire for the whole 

population. To increase the rigour of data , the Sponsors of course participants were also 

surveyed. 

The present study seeks to consider the PSMC participants' perceptions of: 

. whether the course has met their needs; and 

• changes in their own behaviour as a result of the course. 

Eighty percent of participants believe that the course has met the majority or exceeded their 

objectives and expectations for the course. Participants reported improvements in their own 

behaviour within the workplace as a result of the PSMC. Reported improvements rated from a 

small to very significant change in the range of in the range from 85-96% improvement. These 

figures are above the national average as reported in the National Evaluation of the PSMC (1994). 

Sponsor results generally reflected the results reported by participants but with slightly higher 

scores. 

The survey also highlighted a number of workplace factors influencing the participants learning 

during the duration of the course and transfer of learning after completion of the course. 

The PSMC can be considered to be meeting the needs of NT Government Departments and 

Commonwealth Departments in providing learning for middle managers. A number of 

recommendations to do with selection of participants and assistance during the learning period 

have been made. 

In addition, as this was a preliminary study, a number of areas for further evaluation have been 

delineated. 
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Chapter One: Introduction 

INTRODUCTION 

This dissertation is based on a Consultancy undertaken for the Northern Territory 

Office of the Commissioner for Public Employment (OCPE). The OCPE through the 

Local Management Group of the Public Sector Management Group wrote to the 

Northern Territory University (NTU) seeking expressions of interest from Post-

Graduate students to undertake a study to review the course at a local (NT) level. This 

opportunity was advertised at the NTU in April 1996. The researcher (Cheryl 

Crosthwaite) responded and was commissioned as consultant by the Director, Human 

Resource Development Division in May 1996. This was an unpaid consultancy. 

However administration costs were covered by the OCPE. 

The report of the Review of the Public Sector Management Course in the Northern 

Territory thus constitutes the majority of the dissertation. This report forms Chapter 2. 

The Report to the Local Management Group (Chapter Two) stands alone in fulfilment 

of the consultancy to the Office of the Commissioner for Public Employment. The 

other chapters provide additional information for the reader. Chapter one introduces 

the reader to the approach taken in the dissertation. Chapter 3 provides the reader with 

some additional information on Research Methodology and Chapter 4 provides an 

opportunity for the author to reflect on the learning that has occurred during the 

research process. 
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Chapter 2 thus includes both a statement of the problem and a discussion of the 

significance of the problem. It broadly describes the research methodology (additional 

information is presented in Chapter 3). A comprehensive review of the literature, 

results of the study, discussion and recommendations also form part of Chapter 2. 

Approach to the study 

The potential scope of this study was extremely large. It was considered necessary to 

first carry out a literature review to consider the relevant issues in evaluation of 

middle management training. Many authors describe the complexities of evaluating 

middle management training (c.f. Marlow; Attridge; Regan; and Duffy ( all in PSC 

1992a); Woodcock and Jones (1985); Bramley (1996). These complexities are 

discussed in detail in Chapter 2. 

In recognition of some of the inherent difficulties involved in a study aimed at 

evaluation of middle management and because of the potential size of the study, it 

was important to establish the scope of the study with the client, the Director of 

Human Resource Development, OCPE. 

The original proposal put to the NTU by the Local Management Group described the 

following. The study would seek to establish whether the course: 

has met the needs of the individual participants; and 

the NT Public Sector. 
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3. It would also be required to assess any behavioural changes that may have 

eventuated from participants' involvement in the course. 

The literature review indicated that points 1 and 3 would require a Level 3 evaluation 

(as per the Kirkpatrick model- a detailed description of this is available in Chapter 2). 

The second request would involve a level 4 evaluation(Kirkpatrick Model). The 

literature suggests that there are currently very few level 4 evaluations being carried 

out. A level 4 evaluation seeks to determine the outcome to the organisation from the 

training. Due to the difficulty of this approach and the need to keep the study small 

enough to complete within a six month time frame, it was concluded by the researcher 

and client that this aspect would not be included within the scope of this study. 

Indeed, the study does not attempt to provide a comprehensive level 3 evaluation. 

Assessment of behavioural changes of participants is far from an exact science. 

Behavioural changes are often difficult to define, and observe. Change may occur 

over differing time frames. Each of these factors add to the complexity of the study. 

The study has thus been confined to consider the participants' perceptions of: 

• whether the course has met their needs and 

• changes in their own behaviour as a result of the course. 

To strengthen the rigour of the study, the design has involved triangulating the data by 

also assessing the participants' sponsors' views of the participants. It is hoped that this 

will provide data to substantiate participants' own perceptions. (Refer to Chapter 3 for 

additional information on triangulation). 
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This study can thus be seen as a preliminary study providing a framework for further 

work in this area. The study attempts to: 

• summarise the literature on issues in management training evaluation; 

• provide preliminary data on any behavioural changes perceived by participants; 

and 

recommend strategies for further evaluation. 

It is important to distinguish here that this study is not, as such, an evaluation. It does 

not seek to 'place a value' on the PSMC as middle management training. 

This study fits however into a view put forward by Goldstein (1993:147) who 

suggests evaluation can be seen as: 

"The systematic collection of descriptive and judgmental information 
necessary to make effective decisions related to selection, adoption, value, and 

modification of various instructional activities ". 

This study attempts to provide the OCPE with descriptive and judgemental 

information to assist them in their ongoing commitment to review of government 

programmes . As well it seeks to provide information by which the course can be 

improved to better meet participants needs. Finally it looks to identify further areas of 

evaluation. 
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Report to the Office of the Commissioner for Public 
Employment 

A Review of the Public Sector Management Course in the 
Northern Territory 

Cheryl Crosthwaite 
February 1997 
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Chapter Two: Report to the OCPE 

This Consultancy is undertaken for the Northern Territory Office of the 

Commissioner for Public Employment (OCPE. The OCPE through the Local 

Management Group of Public Sector Managemnent Group, wrote to the Northern 

Territory University (NTU) seeking expressions of interest from Post- Graduate 

students to undertake a study to review the course at a local (NT) level. This 

opportunity was advertised at the NTU in April 1996 The researcher (Cheryl 

Crosthwaite) responded and was com,nissioned as consultant by the Director, 

Human Resource Development Division in May 1996. As such this consultancy 

full/s the requirements of a dissertation required injiulfilment of a Masters of 

Business Administration degree at the Northern Territory University. 

I would like to thank the fbllowing people for assistance in the preparation of this 
report: 

Office of the Commissioner for Public Employment 

Dr Naida Tattersall 

Ms Kate McTaggert 

Ms Chris Kaiser 

Mr Bevan Sandow 

Territory Health Services 

Ms Anne Aiclersiade 

Mrs Sarojini Raut 

Northern Territory University 

Dr Merrick Jones 
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EXECUTIVE SUMMARY 

The purpose of this report is to provide a review of the Public Sector Management Course 

(PSMC) within the Northern Territory. The PSMC is an Australia wide accredited middle 

management course which has been implemented in the NT since 1993. 

The PSMC is designed to enhance the existing knowledge and skills of public sector middle 

managers to improve outcomes in the areas of public sector service, productivity and people 

management. 

As part of the Government's ongoing review programme this review has been commissioned 

under the auspices of the PSMC Local Management Group. 

A National review of the PSMC was carried out in 1994 but there was minimal involvement 

of the NT at this time. 

Evaluation of middle management training without defined competencies is a very complex 

task. Additionally, it is often difficult to evaluate because of an inability to determine precise 

outcomes from the investment in training. 

There is a vast scope of literature which attests to these difficulties but which also indicates 

the importance of evaluation of training to enable organisations to have a better 

understanding of the benefits they receive. 

Kirkpatrick's four level model of evaluation is the most widely accepted. Kirkpatrick (1996) 

argues that the most effective evaluation occurs at levels 3 and 4. Level 4 is very difficult to 

achieve as it attempts to evaluate the impact on the organisation. Level 3 measures the extent 

to which participants change their on-the-job behaviour. 

This study has attempted a Level 3 evaluation. In order to increase the rigour of the study 

both Participants of the course and their Sponsors were surveyed by questionnaire to 

determine current status, needs of participants; factors influencing participants in the 

workplace and changes to the way the participant works. 
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Summary of Results of Study: 

Over 80% of participants rated the course as meeting the majority or greater of their 

objectives and expectations. 

How closely did the PSMC meet your 
objectives? 

Attained set 

Partially met 

Didn't set 
any 

0 10 20 30 40 

How closely did the PSMC meet your 
expectations? 

Exceeded 

All met 

Majority met 

Partially met 

No expectns 

0 10 20 30 40 50 

Participants rated the key factors in the workplace which assisted them in this learning 

period. Sponsor and Supervisor support was rated as very important but participants reported 

that actual satisfaction levels of these sources of support were less than they desired. 
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Level of satisfaction with sponsorship 

Not Medium Extreme 
satisfied satisfactn satisfn 

Management of work demands was a key factor with an 87% importance rating but with only 

38% satisfaction levels. 

Participants reported changes in their behaviours at work as a result of the PSMC in the 

range from 85-96% improvement. These figures are above the national average as reported in 

the National Evaluation of the PSMC (1994). 

Sponsor ratings by and large supported participant perceptions in each of the review 

categories. In addition, 870/0 of Sponsors rated the work based project of having medium or 

greater benefit to the organisation. 
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Sponsor's rating of the value to the agency 
of the work based project 

25 

20 
U) 

15 

NE 
Non Some Medium High Very 

high 

A number of recommendations have been made from the literature review and this study. 
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Recommendations 

Recommendation 1: Pre -Entry to Course 

1.1 That further qualitative data be collected from the group of participants failing to 

complete the PSMC and the participants reporting objectives and expectations partially or 

not met1  

1.2 That a pre -information session be developed and implemented for intending participants, 

similar to that outlined by Marlow (in PSCa1992) , refer section 3.4.1 

1.3 That agencies review their selection criteria for candidates. 

Recommendation 2: Support in the Workplace 

2.1 That sponsors be surveyed to determine their understanding of the role and the 

impediments and successes in delivering this role within the workplace 

2.2 OCPE and agencies work together to assist supervisors in better understanding their role 

in assisting changed workplace behaviours of PSMC participants, including effective 

feedback and recognising the need to modify workplace demands during the learning period. 

2.3 That agencies or the OCPE employ or identify a Human Resource person to provide a 

watching brief on workplace issues of participants and sponsors during the learning period. 

This may take the form of support groups, mentors (past PSMC graduates ) or mediation 

between participant and supervisor if required. 

This would be best carried out by focus group or structured interview. The existing data bases would 
be used to identify this population. 
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Recommendation 3: Continuation of Course 

That the PSMC continue to be offered to N.T and Commonwealth Government Departments 

as a major strategy for middle management training. 

Recommendation 4: Improved Evaluation Procedures 

4.1 Continued involvement nationally to develop the means for improved evaluation of the 

PSMC, via participation at National Board and PSMC coordinators meetings. 

4.2 Resources be identified and devoted to improving the existing data collection and 

analysis. 

4.3 Modification of the use of Action Plans to form a means of evaluation to assess transfer 

of training. 

4.4 The current role of the PSMC coordinator needs to be reviewed to consider the various 

workload demands placed on this position with particular reference to the role of managing 

the collection of data for evaluation. 
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1. INTRODUCTION 

The Office of the Commissioner for Public Employment (OCPE) has as its mission: 

Leading and working in partnership with our clients to enable the Northern 
Territory Public Service to meet its human resource needs and challenges, for 
the optimum development of the Northern Territory. 

Two of the major challenges for the OCPE cited in Strategic Directions June 1996 
are: 

• helping to equip employees at all levels to manage ongoing change 

• helping to equip employees with the knowledge and skills necessary to undertake 

their duties, enhance their development and exceed customer expectations. 

The implementation of the Public Sector Management Course (PSMC)in the 

Northern Territory is one of a number of strategies implemented by the OCPE to meet 

these challenges. 

The PSMC was developed, Australia-wide, to: 

"make a real dfference to the way managers in the public service do their jobs. 
Improving Government performance in delivery of services to the community depends 
substantially on the performance of managers in bringing about continuous 
improvements to achieve higher levels of client satisfaction" (PSMC 1995) 

The PSMC offers the opportunity for tertiary study of particular relevance to the 

public sector for middle managers within the Northern Territory Public service 

(NTPS) and Commonwealth Departments and is an accredited course at Flinders 

University leading to a Graduate Certificate in Public Sector Management. The PSMC 

offers experiential learning opportunities geared to improved workplace performance. 
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The course is a joint venture between Commonwealth, State and Territory 

governments and the ACTU and in the Northern Territory is overseen by a Local 

Management Group. (Appendix 1) 

1.1 Statement of the problem 

The Public Sector Management Course (PSMC) has been offered to middle 

management public sector employees in the Northern Territory since 1993. The 

course was selected after significant discussion from all CEO's of NT Government 

Departments about the issues facing their departments as a result of a changing 

climate both for the public service within the NT and across Australia. 

The OCPE regularly undertakes a process of program evaluation and thus the NT 

Local Management Group for the Public Sector Management Course is seeking to 

evaluate the course to: 

• establish whether the course has met the needs of the individual participants 

• and the NT Public Sector; and 

• to assess any behavioural changes that may have eventuated from participants' 

involvement in the course. 
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1.2 Significance of the problem 

Within the last decade few public sector agencies have remained unchanged (Weller 

et al 1993; Keating 1990). The 1980's and 1990's saw major government- driven 

reforms of the Australian Public Service and amongst these were human resource 

management reforms (Comm. of Aust. 1995:5; Colwill 1996). Structural and 

procedural reform have been constant and have resulted in the need to consider 

organisational change and the management of money and people. (Codd 1991). 

A major consideration in the area of management of people includes changes to the 

way middle managers work. These changes include: responsibility for decision 

making being 'pushed down' to middle managers (Comm. of Aust. 1995:5); the 

concepts of management by results, and value for money (Colwill 1996:11); and 

broader scope and increased responsibility with flatter organisational structures 

(Miller and Longair 1985:2-16; Kilmurray and Lambert in May et al 1987: 169). 

Keating (1990) and Albrecht (1990) have also commented on the increasing 

complexity of middle manager roles. 
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Colwill (1996:30) in contrasting manager's roles in the private and public sector 

describes the additional requirements imposed on public sector managers: 

the public service operates as part of a political system which makes it open to 

influence and scrutiny; 

• there are responsibilities to be accountable and responsive, and to uphold such 

public values as equity, impartial due process; and 

there is a concern with the public good as well as with the benefits for the 

organisation and its immediate customers. 

There has been a gradual recognition by both government and in the senior echelons 

of the public services that implementing the new public management requires a new 

type of public manager (Stewart 1996) and thus a recognition of the need to better 

equip managers to undertake the new tasks being required of them (Codd 1991). As 

the Public Service is a service industry its greatest assets will always be the 

knowledge, skills, and capabilities of its people. With the continuing emphasis on 

improved performance, there will be an increased focus on the quality, skills and 

training of the people in the Service (Comm. Govt of Aust 1993:19). 

Another major factor influencing middle managers within the public service is the 

'service revolution', the increasing focus on delivery of high quality customer focused 

services, which will result in a greater concentration on middle management roles and 

responsibilities (Miller and Longair 1985:78). It is thus essential for public sector 

agencies to look to management development activities to assist the development of 

the new middle manager. 
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Appropriate management development activities need to be consistent with public 

sector reform agendas with an aim to: ".. develop an efficient , people-oriented and 

creative public sector, sensitive to the needs of its customers" (Premier's Dept 1993). 

In 1990-91 the total amount of money spent on training across the Australian Public 

Service was around $283 million ( Kennedy in PSC 1992a:1). While this amount was 

not all assigned to middle management training it is significant to note that middle 

managers and supervisors have participated more than any other group of employees 

in training, according to a study cited in Ingols (in May et al 1987: 76). As Kennedy 

states: 

"The bottom line..is that managers and HRD practitioners must be able to 
substantiate in a rational way the contribution that their training dollars are 
making towards improving organisational effectiveness. It is not an easy 
process.. but it is an essential one if assessments of the value of training are to 
be based on anything more than anecdotal evidence, hearsay and personal 
prejudices" (in PSC 1992a:3) 

Kilmurray and Lambert state that: "management education is the most expensive 

investment in terms of program and salary costs (but) ... it also has the most at stake in 

terms of its potential contribution to the organisation" (in May et al 1987:170). 

However although it is important to investigate the return on investment, it can be 

incredibly difficult for an organisation to achieve ( Mcdonald in May et al 1987:2 1). 
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It is thus incumbent on each organisation to assess its training programmes to ensure 

that the management skills being developed are appropriate to their needs and to 

build- in evaluation to enable them to measure if their needs have been met. In this 

way evaluation can provide a critical link in the process of improving the real 

performance of the Public Service (Kennedy in PSC 1992a:3). Research by Miller and 

Longair suggests that far too often this is not being done, within either the private or 

public sector (1985:4-7). 

It is therefore significant to consider the issue of how the NT Public Sector is 

addressing the issues of developing and evaluating middle management skills through 

the implementation of the Public Sector Management Course (PSMC). 

1.3 Approach to the study 

The original proposal put to the NTU by the Local Management Group described the 

following: 

The study would seek to establish whether the course: 

has met the needs of the individual participants; and 

the NT Public Sector. 

It would also be required to assess any behavioural changes that may have 

eventuated from participants' involvement in the course. 
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Many authors admit to the complexities of evaluating middle management training 

c.f. Marlow; Attridge; Regan; and Duffy ( all in PSC 1992a); Woodcock and Jones 

(1985); Bramley (1996). Due to the potential size of a study designed to meet these 

requirements and taking into account the inherent difficulties involved in a study 

aimed at evaluation of middle management, it has not been possible to carry out a 

study meeting the above requirements. 

This study has thus been confined to consider the participants' perceptions of: 

• whether the course has met their needs and 

• changes in their own behaviour as a result of the course. 

To strengthen the rigour of the study, the design has involved triangulating the data by 

also surveying sponsors' views of the participants. (Refer to Chapter 3 for additional 

information on triangulation). 

This study can thus be seen as a preliminary study providing a framework for further 

work in this area. The study attempts to: 

• summarise the literature on issues in management training evaluation; 

• provide preliminary data on any behavioural changes perceived by participants; 

and 

• recommend strategies for further evaluation. 
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2. DEFINITIONS 

Middle management training falls under the category of Human Resource 

Development. It is useful, here to have an understanding of these terms as well as to 

define the meaning of evaluation. 

2.1 Human Resource Development 

Human Resource Development is difficult to define as a concept or as a set of 

activities. Barrett (in PSC 1992a:5) offers one definition:.. 

"(It).. encompasses formal training and skills acquisition, on the job training 

and development, application of rewards/sanctions counselling and career 

development and planning" 

2.2 Management Development 

Temporal (1990:8) defines this as: 

"a process (consisting ofplanned and unplanned activities and experience) 
that helps managers in an organ isation to develop their experience, ideas, 
knowledge, skills ,relationships and personal identity so that they can 
contribute to the effective development of their organisation." 

2.3 Middle Management 

The Public Service Commission (1992b:l-3) defines middle management as: 

".. those holding positions between top management and operating 
supervisors -positions which might be a stepping stone to a top management 
position." 
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2.4 Training 

Training is defined by Hinrichs (1976) as: 

"any organ isationa lly initiated procedures which are intended to foster 
learning among organ isational members in a direction contributing to 
organisational effectiveness" (in Bramley 1996:xvii). 

Rae (1991:11) agrees with this definition stating that: 

"the purpose of training to provide the learner with the opportunity to 
improve his (her) skills for the benefit of the organisation ". 

2.5 Evaluation 

Evaluation has been defined by a number of authors. Rosenberg (in May et a! 

1987:58) defines evaluation as: 

"the collection and analysis of data, the goal of which is to provide useful 
information for decision-making. It can be considered the appraisal of 
quality or performance, or the determination of 'worth 'or 'value". 

Rae (1991:2 & 11) provides a definition of evaluation as it relates to training: 

"the assessment of the total value of a training system, training course or 
programme in social as well as financial terms. Evaluation dffers from 
validation that it attempts to measure the overall cost benefit of the course 
or programme and not just the achievement of its laid down objectives. 
Effective training starts with the identfIcation of a need and it is also at this 
stage that evaluation starts ". 

Under these definitions the current study then does not constitute an evaluation 

because there is no attempt to assign a value to the training activity. Goldstein 

(1993:147) provides an alternative definition: 

"The systematic collection of descriptive and judgmental information 
necessary to make effective decisions related to selection, adoption, value, and 

modification of various instructional activities ". 

Review of the NT I'SMC 23 



Chapter Two: Report to the OCPE 

Bramley (1996:4-5) agrees and considers evaluation as: 

"a set of information- gathering techniques and the type of evaluation will 
vary depending on its purpose ". 

Finally, it is also useful to look at a definition of Program Evaluation as this is a term 

used by the Public sector. 

2.6 Program Evaluation 

According to Barrett (in PSC 1992a:6), Program Evaluation can be defined as: 

"the systematic, periodic assessment of a program, or part of it, to assist 
managers and decision-makers to: 

assess the continued relevance ofprogram objectives, especially in 
relation to changes in government policies; 

test whether the program outcomes achieve the stated objectives; 
find if there are better ways of achieving those objectives; 
assess the value and feasibility of new proposals; and 

decide whether the resources devoted to a program should remain at 
current levels, be increased, reduced or even discontinued." 

Corbett(1992:171) simplifies this by stating that: 

"Evaluation, from the point of view of ci public sector manager, means 
comprehensive review of a program to answer the question: Should we go on 
with this or bring it to an end and do something else instead?" 

Thus this study can be seen as part of a systematic periodic review to assist the OCPE 

in determining changes to the PSMC. As discussed in Section 1.3 this study will only 

commence a part of the process however recommendations for future evaluation will 

be made. 
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3 REVIEW OF THE LITERATURE 

A review of the literature seeks to give the reader a framework to understand the 

development of and difficulties in evaluation of middle management training. It also 

provides a description of current models of evaluation. This review is intended to alert 

the reader to the numerous and practical problems associated with evaluation, the 

need to undertake ongoing in-built evaluation and the need to consider the real cost 

and benefits of evaluation options. 

3.1. History of Management education 

Substantially, the need for formal management training arose from the impetus of 

World War II when there was a requirement to retrain civilians for war effort. During 

the 1950's and 60's management training grew rapidly. At this time the literature first 

begins to comment on the need for evaluation so that by 1969 Bealasco and Trice 

estimated only 1% of management programs were evaluated (Ingols in May et al 

1987:78-80). Campbell in 1971 (Ingols in May 1987:79) described the literature as 

"... voluminous, non empirical, non-theoretical, poorly written and dull" and Hogarth 

concurred with that description seven years later in 1979 (Ingols in May 1987:79). 

There was a clear bias in the literature towards reporting on methodology rather than 

the impact of management training ( Whitlaw 1972; Hamblin 1974; Clement 1981; 

Eurich 1984). This trend has slowly been changing and now the topic of more recent 

literature is to do with the difficulty of assessing middle management training; the 

need for middle management competencies; and the need to carry out level 3 and 

Review of the NT PSMC 25 



Chapter Two: Report to the OCPE 

level 4 evaluation (Kirkpatrick model: for a fuller description of this model refer to 

Section 2.3). 
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3.2. Difficulties of Evaluation of middle management training 

The concept of evaluation of training, and specifically middle management training, is 

a complex issue. However many authors attest to the importance of evaluation in 

middle management training: Goldstein (1974); Rosenberg; Ingols ; (both in May et 

al 1987); Robinson (1988); Phillips (1991); Lewis & Thornhill (1994), Bramley 

(1996) and Cornwill (1996). Barrett contends that: "there is no such thing as 'an 

evaluation' per Se. It is a continuum, a means to an end. It is therefore more 

appropriate to define it in terms of its purpose" (in PSC 1 992a:4). 

He goes onto to state that: 

"evaluation is an information tool which is ultimately intended to improve the 
quality of decision making. In this way it assists program clients, program 
managers, the Government and society as a whole. Evaluation also assists 
our understanding of how programs work. "(in PSC 1992a: 7) 

Woodcock and Jones (1985:15 1) offer three main motivations for evaluation: 

• Political- i.e. the desire for the programme to survive in the organisation; 

• Programmatic: to determine changes in the training program; 

• Pay-off: e.g. the need to study the transfer of training to on the job behaviour. 
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Attridge (in PSC 1992a:35) describes an OECD report which identified the following 

benefits of Human Resource Development evaluation: 

• better targeted training and development; 

• senior managers more involved in developing line managers; 

• more involvement by line management in developing people; 

• more use made of work based training techniques with less lost time, and training 

directly relating to outputs; 

• cost savings and 

• output focused evaluation -assessment against standards provides managers and 

students with observable behavioural results. 

Stone (1992) argues that it is impossible to establish: "a straight line cause and effect 

relationship between something as intricate as a manager development program, and 

something as complex as an organisation..."(in PSC 1992a:40). He believes however 

that it is possible to establish some milestones and measure differences as the 

organisation changes and develops. 

Mcdonald (in May et al 1987) discusses the difficulty with establishing the 

appropriate criteria with which to measure the training activity. Ryan (1993) alludes 

to the specific difficulties in the public sector when: "evaluating a complex program 

with various stakeholders and delivered across multiple layers of government" 

(1993:255), as in the case of the PSMC. 
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O'Connor (in PSC 1992a:55) emphasises the difficulty most evaluators have in 

deciding where to start, what to evaluate, the scope of the exercise and for what to 

look . Robinson (1988:178) describes the complexities of attempting to evaluate 

management training, stating that: 

"many still cling to the idea that any training is bound to be beneficial, 
which of course is a myth and cannot be substantiated from the available 
evidence ". 

He does, however, indicate that there are other indirect payoffs of effective training 

and these may be intangible, such as increased morale which can have an effect on 

output, quality, labour turnover, absenteeism, and safety (1988:178). 

Ethral (1994) indicates there are five major barriers to evaluation of management 

training programmes: 

• a lack of standards by which to evaluate training programmes; 

• difficulty in measuring evaluation; 

• insufficient staff; 

• difficulty in isolating behaviours that have changed as a result of a training 

program; and 

• a lack of expertise among existing staff in evaluating methods. 

Attridge maintains that: "evaluation of training and development activity has 

traditionally been undervalued and under-utilised" (in PSC 1992a:26). He reports that 

in 1991 in the Australian Public Service, one third of agencies did not spend resources 

on evaluating their Human Resource Development and while two thirds did they did 
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not evaluate their Human Resource Development work in relation to its impact on 

corporate goals. 

Other surveys quoted by Attridge outside the public service support these results and 

he suggests this can be broadened to include many OECD countries, indicating that 

Australia is not alone in grappling with the difficulties of middle management training 

evaluation. Attridge adds that a report from the Auditor General found the following: 

• evaluation preparation for courses in the Australian Public Service is done 

sporadically; 

• in-course evaluation is irregular; 

• immediate post evaluations by means of the so- called 'happy sheets" are widely 

undertaken, but could have better use made of them; and 

• post course evaluation in the workplace is generally rare (in PSC 1992a:28). 

Phillips (1991:4) sums up the problem when he reports that fewer than 1 in 10 

organisations in the United States of America conducted formal program evaluation 

on training despite the fact that these organisations were spending in excess of 

$11,000 Us per trainee. Only 15 % of companies in a survey reported by Phillips 

stated that they performed some type of limited cost/benefit analysis of their 

management development and training programs. 
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Apart from the already outlined reasons to do with difficulty of evaluation, another 

factor to consider is the actual cost to the organisation of evaluation. Evaluation may 

be too costly for the benefit derived from the organisation. This is a difficult concept 

for organisations to grapple with in the face of a compelling need to constantly 

evaluate. Organisations need to critically examine which programmes should be 

subject to evaluation and the scope and benefit of the evaluation. The PSMC does fit 

the criteria for evaluation due to its scope, potential and real impact across multiple 

government departments. 

3.3: A Model of Evaluation 

Arguably the most important and influential contribution to evaluation of training was 

that of Kirkpatrick (1959) who described a four stage model. He argued that 

objectives should be set for: 

. the reactions of trainees to programmes; 

• learning at end of programme; 

• changed behaviour in the job; 

• ultimate organisational effectiveness. 

(Bramley 1996) 

Kirkpatrick (1996:55) believes his model is widely used because it is simple and 

practical. More recent authors such as Holton (1996) contest the view that this is a 

model and argues that it is really a taxonomy not a model. Holton does, however, 

stress the need for a model to be developed and that it should be simple and practical 

to ensure its application. 
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Despite assurances that the model is practical, it is not comprehensive and does not 

detail how to implement all four levels. According to Kirkpatrick: "its chief purpose is 

to clarify the meaning of evaluation and offer guidelines on how to get started and 

how to proceed" (1996:55). The following table outlines each of the levels according 

to what is commonly referred to as the Kirkpatrick Model. 

Table 1 Levels of Evaluation in the Kirkpatrick model 

Level '1: Reaction: 

This is a measure of how participants feel about the various aspects of a training 

program including the topic, speaker schedule etc. 

Level 2: Learning: 

This is a measure of the knowledge acquired, skills improved, or attitudes changed 

due to training 

Level 3: Behaviour 

This is a measure of the extent to which participants change their on - the -job 

behaviour because of training. (transfer of training) 

Level 4: Results: 

This is a measure of the final results that occur due to training, including increased 

sales, higher productivity, reduced costs, less employee turnover and improved 

quality 

Kirkpatrick (1996:55-56) 
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Evaluation becomes more difficult, complicated and expensive as it progresses from 

level 1 to 4 but the results are more important and meaningful to any organisation 

wishing to assess the value of its training effort (Kirkpatrick 1996). Kirkpatrick's 

work was significant and influenced many other authors. Since Kirkpatrick's original 

work there have been a number of other models all of which predominantly modify 

Kirkpatrick's model. Table 2 provides details and a comparison of the most 

significant variations to Kirkpatrick's model. 

Table 2: Variations to the Kirkpatrick Model (Bramley 1996:13) 

Areas Components Kirkpatrick Warr, Glosssary Hamblin 
1959 Bird, 1971 1974 

Rackham 
1970  

Within the • Judgements of the Reaction Reaction Reaction 
training quality of trainees 

experience 

• Feedback to Trainees 
about learning Internal 

• Measures of gain or Learning Immediate Validation Learning 
change 

• Feedback to Trainers External 
At the job about methods Validation 
after training • Relevance of the 

Learning Goals 

• Measures of use of Behaviour Inter- Job 
learning or change of mediate Behaviour 
behaviour 

• Retrospective 
feedback to trainers 

Organisational • Measures of change in Results Ultimate Evaluation Organisation 
Effectiveness organisational 

performance 
• Implementation of 

individual/action 
plans or projects  

Social or • Measures of social Evaluation Ultimate 
Cultural cost and benefits 
values Human Resources Ultimate 

accounting  
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Bramley argues that the most comprehensive of these frameworks is that offered by 

Hamblin (1974). Hamblin's belief is that learning should be evaluated in terms of pre-

defined objectives and that expected changes in job behaviour should be linked with 

changes in effectiveness of the organisation. Hamblin, himself, though recognises that 

this is often an assumption of training programmes rather than a reality (Bramley 

1996:12-14). 

In looking to where the PSMC current evaluation methods fit in this model (both 

nationally and in the NT), evaluation appears to be confined to levels I & 2 i.e. 

reaction to the course content - the traditional feedback or happiness sheets and the 

learning of the participant (see Appendix 2 notably 2.1-2.5). It should be noted that 

the PSMC does also provide for a pre-course measure by participants and a six month 

post course evaluation by both participant and sponsor, though these primarily limit 

themselves to assessment in changes in learning (level 2)2  Although this falls far 

short from what the literature would suggest, the PSMC is not alone in this failing. 

Bramley (1996:89-90) cites the following: 

In the USA, Ralphs and Stephan (1986) found that 86 % of the Fortune 500 
Companies 'usually' evaluated their courses by means of evaluation forms 
filled in by learners at the end of the course, whereas only 12 % 'usually' 
used business data records. 

The study 'Training in Britain' (1989) carried out for the Training Agency 
was a survey of a large number of organisations, responsible for some 80% of 
the employed workforce in the UK. The results showed that, in 1986/87, 90% 
of the organ isations in the survey used the reaction level of evaluation, but 
only 19% attempted any evaluation in terms of benefit to the organisation. 

2  The six month post course questionnaire does include two sections on workplace behaviours and 
organisational benefit and as such is attempting to measure at level 3 at this point. There are however a 
number of logistical problems preventing this information from being used in evaluation - see section 
5.1 
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Phillips (1991. 7) reports a study of Fortune 500 companies where only 15% 
of respondents measured change in performance on the job and 8% measured 
change in company operating results that were traceable to training. 

A study by Bernhard and Ingols in the Harvard Business Review of 1988 
(reported in Phillips 1991), indicated that 30% of corporations conduct no 
formal evaluation of their training and development programs. 

A report by Scovel (1990) reported in Phillips 1991 suggested that 52% of 
organisations had some type of evaluation but only 13% evaluated changes in 
organ isational performance. 13% had no evaluation. 

These reported studies appear to demonstrate an increasing trend to evaluation of 

some type but are still showing a lack of evaluation at levels 2 and above. 

Although these studies are older, a more recent scan of the literature by the researcher 

has failed to indicate that this trend is changing significantly. For example in an 

Editorial of Executive Development in 1995, the Editor cites recent research to 

indicate that only 1 in 4 employers are satisfied with their methods used to evaluate 

training and development and almost 50% report a degree of dissatisfaction. 

Bramley (1996) believes that a problem in confining evaluation to the reaction level 
(Level 1) is that it may be just measuring enjoyment, i.e. assessing training on the 
basis of its entertainment value. He states that: 

"The issuing of a two page questionnaire towards the end of a programme 
has, in many organ isations, become a ritual expected both by trainees and 
trainers. There are better ways of assessing the quality of the training" 
(1996: 90). 
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Other Authors have also criticised the 'happiness sheets' approach to evaluation 

including Delaney (in May et la 1987); Brinkerhoff (1987) and Phillips (1991). 

Phillips (1991) does quote a 1977 study which found a direct correlation between 

positive comments at the end of a program and the actual improved performance on 

the job. However other studies have proved otherwise. Phillips quotes studies by 

Newstrom in 1987 and Dixon in 1990 which provide inconclusive results. In addition 

a survey by Alliger and Jank (1989) found that good reactions did not predict learning 

or changed behaviour any better than poor reactions (Bramley 1996:14 & 90). 

The discussion is summed up well by Bramley who states that: 

The logic of the goal based approach is compelling. Deciding what training 
is intended to achieve, pre-setting objectives to specify what effects should be 

seen and evaluating whether they have been achieved is a sound way to ensure 
effective training. In practice it is often dfJlcult to produce clear linkages between 
training content and job tasks, especially in management training. Although it is 
also dfJIcult to link training objectives to organ isational goals, we should support 
Hamblin in the view that it is worth trying" (1996: 15). 

Organisations invest money in training because the ultimate objective of training and 

development is to increase effectiveness in at least a part of the organisation. Yet 

many authors argue that training, and in particular management training, cannot be 

evaluated against organisational effectiveness. This may be because the changes due 

to training become indistinguishable from the effects of other events or because the 

effort of an individual has little effect upon the performance of the organisation as a 

whole (Bramley 1996). 
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Bramley goes on to argue that level 3 and 4 evaluation should be required of any 

organisational activity which represents a significant investment in funds. "The costs 

of not evaluating, and thus continuing to run programmes which have no benefit can 

be severe" (1996:137). Zenger (1996) agrees with this approach and suggests that 

"now more emphasis is placed on a few, extensive programs that have the potential to 

affect an organisation's critical mass" (1996:49) rather than attempting expensive and 

difficult evaluation for all organisational training. 

Dixon (1996:84) concurs with these authors and cites that all the best - practice 

companies he reviewed are conducting Level 3 and Level 4 evaluation selectively 

rather than consistently. The main reason for this approach is based on 3 concerns: 

. data collection at this level has to be customised for each situation; 

• data collection is costly and time consuming; and 

• the kind of data collection requires the collaboration of clients. 

Dixon describes that in one leading organisation level 3 and level 4 are measured less 

than 10 % of the time: "yet studies that are conducted have such convincing results 

that they serve to greatly enhance training credibility throughout the organisation" 

(1996:84). Zenger concludes that though there has been some progress towards level 4 

evaluation: "we still have miles to travel on this road" (1996:5 1). 
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A body of literature exists about the difficulties of effective evaluation particularly in 

the area of middle management training without the development of competencies. 

Marlow argues that: "... competency models can be used as the basis for development 

programs" because you can assess people against competencies expressed in 

behavioural terms thus establishing a baseline: "which can then be used to evaluate 

the change in output behaviours following training" (in PSC 1992a:22). 

Regan (1992) puts forward the view that the establishment of competencies allows 

for better evaluation. "Without defining what competencies are required for jobs, we 

will never determine accurately what training is required to do them, and we will not 

have the right benchmarks for evaluating the effectiveness of training" (in PSC 

1992a:45). 

Many authors such as Woodcock and Jones (1985); Marlow; Attridge; Regan; Duffy 

(all in PSC, 1992a); and Bramley (1996) argue that without the development of clear 

competencies (and they acknowledge that this is far more difficult in management 

than in physical or technical areas) it is difficult to tailor and then measure training in 

these areas. 

There is clearly much further development needed in the area of evaluation of training 

particularly when evaluating middle management training. The literature continues to 

illustrate the growing demand for more sophisticated measures to evaluate return on 

investment for organisations. However there are still considerable practical difficulties 

in achieving this. 
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3.4. Training Process Model 

A number of authors including Brinkerhoff (1987); Delaney; Rosenberg; (both in May 

et al 1987); Phillips (1991) and O'Connor (in PSC 1992a) discuss the need for a 

complete training process including: 

. identification of training need; 

• development of an evaluation plan; 

• selection of methods and application; 

• collection and analysis of data; and 

• evaluation of outcomes. 

Phillips (1991): describes a detailed Human Resource Development model of 18 steps 

which importantly embraces evaluation as an integral step in the development of a 

results oriented human resource development model. 
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Table 3 

A Complete Results Oriented HRD Model 

Conduct a Needs Analysis and Develop Tentative Objectives 

Identify purposes of Evaluation 

Establish Baseline Data 

Select Evaluation Method! Design 

Determine Evaluation Strategy 

Finalise Program Objectives 

Estimate Program Costs/Benefits 

Prepare and Present Proposal 

Design Evaluation Instruments 

Determine and develop Program Content 

Design or Select Training and Development Methods 

Test program and make Revisions 

Implement or Conduct Program 

Collect data at proper stages 

Analyse and Interpret data 

Make program adjustments 

Calculate return on investment 

Communicate Program results 

(Phillips 1991:63) 
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3.4.1 Selection of Participants 

As well as a training process model there is also a need to examine the selection 

process of participants. Marlow (in PSC 1992a) reports on a preparatory module 

exploring individuals' interest and capability for moving into management training. 

Following this introductory module there was a reduction in the number of technical 

staff applying for management development. This was seen as positive as it increased 

the ability of the programme to target its intended audience rather than using training 

resources for technical staff who then wished to stay within a professional or technical 

stream. 

Wainwright (in PSC 1992a) believes that organisations rarely have clear 

expectations of why they are sending people to training activities and what the activity 

is designed to do. He offers an alternative approach to Marlow by suggesting that 

there is a role for someone in each organisation to determine the appropriate selection 

of individuals for training and development. 
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3.5. Methodology of Evaluation 

3.5.1 Types of Evaluation 

O'Connor (1992) asserts that: "there is no simplistic (sic) evaluation methodology that 

can be used in a wide range of circumstances" (in PSC 1992a:59) and according to 

Woodcock and Jones any thorough study of the effectiveness of management 

development sessions would need to incorporate more than one method (1985:152) 

They suggest some different methods including: 

• end of course evaluations; 

• following surveys; 

• following interviews; 

• following meetings; and 

• monitoring hard indexes. 

Phillips (1991:70-80) argues that the most common form of program evaluation 

instrument is the questionnaire but also believes the interview is a useful alternative. 

3.5.2 Involvement of managers 

Whichever type of evaluation is implemented there is a strong bias in the literature to 

the involvement of managers in the evaluation process: Robinson (1988); Rae (1991); 

Attridge (in PSC 1992a); Bramley (1996). 
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Evaluation of training and development cannot hope to be successful without the 

active commitment, and the involvement, of senior managers and line management: 

. managers need to be consulted on evaluation strategies to be used in particular 

development programs; 

. managers need to be appropriately involved in undertaking evaluation, for example 

through seeking their views on the impact that particular development programs 

have had on their staff,  

. managers need to be involved in assessing the evaluation outcomes as well as in 

decision -making on any follow- up adjustments to Human Resource Development 

programs that are required (Attridge in PSC 1992a:34) 

0' Connor's evaluation placed emphasis on demonstrable or visible changes in course 

participants back on the job. This meant changes had in fact to be observable. 

O'Connor tested degree of change not just through participant perception but also 

their supervisors and peers (PSC 1992a:58). 
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Stone (in PSC 1992a:43) supports the notion of triangulating data because he believes 

that : "managers' perceptions of their own behaviour are significantly different from 

those of their subordinates". The concept of assessment by subordinates, however, 

also has significant methodological concerns (Phillips 1991). Currie (1994) argues 

that flaws of research design and strategies can be offset by triangulation, and this is 

also supported by Woodcock and Jones (1985) Stone adds a cautionary note to the 

assessment of managers because he feels that: "very little information that could be 

gleaned from a superior about the behaviour of a participant. Most managers knew 

little about what their subordinates did." (in PSC 1992a:43). In this present study it is 

intended that sponsors (who for the most part are the participants' managers), in fact, 

will know more about the subordinate in question as they have agreed to take on a 

sponsor's role (Appendix 1). 

Regan (1992) perhaps sums up the issue best when he states that: 

". the basic unit of training is not the individual doing the training but the 
individual and his or her manager (author's emphasis) ... we need to think of 
training and development as a joint effort. We need to get managers 
involved in.. assessment before the training takes place and in supporting the 
individual back in the workplace to apply some of the knowledge and skills 
acquired and working with the individual to measure the impact (in PSC 
1992a:45). 

3.5.3 Action Plans as a Means of Evaluation 

Action Plans are discussed by a number of authors as a potential means of evaluating 

transfer of training to the work place. Robinson (1988:188) suggests the mandatory 

use of action plans to assist in transfer of training and can also form the basis of a 
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means of measuring the success of the programme in changing manager behaviour. 

Currie 1994:22 supports this view. 

Zenger (1996:50) believes that having participants sign a contract for what they are 

going to do post development is important . He argues that: 

'far too much responsibility for learning is placed on the trainers;far too 
little responsibility is transferred to participants, even courses that are 
supposed to teach empowerment and participation ". 

Donnison (1995:31) describes the use of an action plan as part of an evaluation in 

order to take an overview of the outcomes of a course. In his evaluation sponsors 

validate the participants' perceptions of their outcomes by a variety of methods 

including monitoring participants' predictions over 3 months to establish their 

accuracy, comparing their self-perceptions of performance with that of the perception 

of others and comparing before and after results of various inventories. 
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4. HISTORY AND CURRENT SITUATION OF PSMC IN THE 

NORTHERN TERRITORY 

Information in this section has been obtained from OCPE Registry Files, nationally 

published information on the PSMC, PSMC Board documentation and from personal 

interviews with OCPE staff. 

4.1 National Development of PSMC 

Following an initiative by the Commonwealth Government to focus on the 

development of skills of middle managers a Commonwealth, State and Territory 

venture was undertaken to : "develop an innovative, challenging course in 

management tailored to the particular needs of middle managers in all public sectors" 

(Hagan 1991:182). 

The process of development of the course is summarised below: 

• In 1989 the Commonwealth announced expenditure of $10 million a year for a 

three year period to invest in the development of middle managers in the Australian 

Public Service. 

• Of this, $1.5 million per year was to go towards the course costs of the PSMC 

• In 1989 the Prime Minister sought the agreement of all states and territories to this 

co-operative venture. 
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• The Commonwealth Interdepartmental Steering Committee was established in May 

1990 to develop draft course specifications. 

In August 1990 a board of management was established to oversee the venture. 

This board continues to the present day. 

In 1991 a public sector management course project team was established and 

worked with a consultant on the design, development, implementation and 

evaluation of the PSMC. 

• The course was originally piloted in South Australia. 

• Full delivery of the course commenced in 1992 (with the exception of the NT 

where it commenced in 1993). 

• The course was originally accredited in 1992 by Griffith University with 

participants gaining a Graduate Certificate in Public Sector Management. As well 

as Griffith University a number of other universities across Australia have 

articulated the Graduate Certificate to their Graduate Diploma and Masters 

programmes. 

• In 1994 the Course was revised by a consortium from Victoria University of 

Technology and Deakin University with independent consultants. 

• From July 1995 the course transferred to a consortium of Flinders University and 

the University of Western Sydney- Nepean. Participants are awarded a Graduate 

Certificate in Public Sector Management form Flinders or following the 

submission of an additional assessable piece of work, a Graduate Certificate in 

Management from Western Sydney. 
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Appendix 3 contains details of the PSMC Outline and a Summary of Major 

Knowledge and Skill outcomes of the PSM Course. 

The PSMC was evaluated nationally in 1993. NT played a minimal role in the 

contribution to this evaluation as the course had just commenced in the same year. 

The goals of the national evaluation were: 

rationalisation of all existing evaluation instruments providing a long term 

evaluation strategy that is consistent from state to state; 

establishment of a measure of the impact of the Course on improving middle 
managers' skills, changes in individual management behaviour and major factors; 

influencing effectiveness; 

. establishment measures of the quality of Course materials and the ease of delivery; 

. measurement of the effectiveness of delivery and administration; and 

• an indication of preferred future directions of the course. 

4.2 Development of PSMC within the Northern Territory 

Although the Northern Territory Government had originally been approached to 

join in the joint venture, and did in fact take part in initial national discussions, it 

withdrew from the joint venture as the direction did not fit well into the direction 

the NT was wishing to head with management development. However at this time, 

the Northern Territory had begun to grapple with the need for a development 

programme for middle managers. The outline of this process is presented below: 

Review of the NT PSMC 48 



Chapter Two: Report to the OCPE 

In August 1992 the Public Service Commissioner (PSC) sought views from the 

CEO's in all departments about areas of skill deficiency. The responses indicated 

the need for particular emphasis on Human Resource management and managing 

change within middle management. 

. In 1992 the Co-ordination Committee (which consists of the CEO of every NT 

Government Department) flagged the need for a service wide middle management 

programme. 

• CEO's had identified and prioritised the skill areas they recognised as required in 

their middle management staff. 

In 1991/2 competencies required for senior executive in the NTPS were identified 

by CEOs. 

• In October 1992 a Research Workshop was held with the objective: 

To identfy competencies required for A07- A08 (or equivalent) within the 

NTPS in order to develop an accredited program for middle managers 

The participants of this workshop were senior managers who had completed the 

Executive Development Programme, had middle managers working for them and 

represented a broad cross section of senior managers and organisations in the 

NTPS. These competencies were identified. 

• A proposal development plan to develop a Middle Management Program was 

undertaken by the Human Resource Development Division in 1993 

• In 1993 the OCPE commissioned a literature review on middle management. 
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. A number of options were considered by the Co-ordination committee with the 

final decision being to select the PSMC as the vehicle to address middle manager 

competencies.3  

• Following a ministerial directive, the course commenced in mid 1993. 

Since the withdrawal of the NT in 1992 ,the joint venture had considered issues raised by the NT and 
other states and altered its original concept so that the end product was more in line with NT 
requirements ( Source Interview NT PSMC Course Co-ordinator, 1996) 
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5. RESEARCH METHODOLOGY 

5.1. Limitations 

The limitations of evaluating middle management training are well supported in the 

literature, Goldstein (1974); McDonald (in May et al 1987); Robinson (1988); 

Attridge (in PSC 1992); O'Connor (in PSC 1992); Bramley (1996) and Dixon (1996). 

There are a number of major limitations to this study which need to be identified from 

the outset. These are: 

• Difficulty isolating the impact of training from other influences in the workplace. 

• The life cycle of training means that there may be a long lead time before the 

benefits of training become apparent. 

• This is a study of perceptions where it is not possible to measure actual changed 

behaviours because competencies were not clearly identified at the commencement 

of the course. 

• Difficulty with assessing change post course when this level of evaluation has not 

been built in to the course from the outset. Bramley believes that it may be 

impossible to isolate the effects of training from other factors: "ifthe criteria by 

which change is to be monitored have not been established before the training is 

designed" (1996:106). Mcdonald (in May et al 1987) and Delaney (in May et al 

1987) also support this limitation. 

• Difficulty matching participant and sponsors because either may have moved from 

the NT Public Service. 

• Ability of respondents to recall information. 
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• Willingness of questionnaire participants to be honest and objective in their 

answers. 

• Possible contamination of data and population of participants by a Survey of 

Mobility of PSMC Participants carried out in August (Appendix 4). 

• The PSMC had until the beginning of 1996 collected pre-course data which 

were fed into a national data base. This process however ran into difficulties and 

has not been inputted this year nor has it been collated. The data are being kept in 

raw form. The pre-course questionnaire (Appendix 2) did attempt to quantify the 

participants' objectives and priority areas for development but other than that was 

focused on a level two evaluation (Kirkpatrick model) i.e. a measure to test pre and 

post course learning. Post course ( 6 month) evaluation forms (Appendix 2) have 

not been routinely distributed. Post-course stream evaluations have been collected 

but are only in raw data form. There is currently no available system to link this 

data together; that is to effectively track participants evaluations or to link them to 

the two Sponsor evaluations ( end of course and post course -6 month) (Appendix 

2). 
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One method of the PSMC evaluation has been the assessment of participants' 

application of information learnt from the course to the work based project, which 

forms part of their assessable work towards the graduate Diploma. Additionally, the 

panel who assess the work based project (Composition: Assessor from Flinders 

University ; representative from the Local Management group and an interested 

Departmental Representative) also assess the learning that the applicants describe in 

their self learning analysis. This evaluation is also not linked to the participants' pre 

course or entry self assessment. 

It was noted that there appeared a significant percentage of withdrawals from the 

course but it was not intended that this area be included within the scope of the 

present study. It is an area for possible further investigation. 

5.2 Interviews 

A number of interviews were carried out to initially explore the scope of the review 

and to further define it. These interviews were held with Director of Human Resource 

Development Division and the PSMC Co-ordinator. A further interview with the 

PSMC Co-ordinator provided information for Section 4.2. 
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5.3 Literature Review 

A literature review was carried out which highlighted the difficulties involved in 

evaluation of middle management at this level. Much of the literature referred to 

important variables in the success of transfer of training and these were incorporated 

into the research where possible. OCPE papers and registry files provided a good 

basis for understanding the terminology and approach to the research undertaken e.g. 

matching sponsors to participants. 

5.4 Questionnaires 

Because of the subjective nature of this study, it was felt that a questionnaire asking 

for participants' and their sponsors' views on the course was the most appropriate 

methodology to use (refer Section 5.5). Questionnaires are relatively inexpensive to 

administer and are an advantage when the population is geographically dispersed as is 

the study population (Sekaran 1992). The size and layout of the questionnaire ( see 

Appendix 5) was kept small. The main reason for this was that both participants and 

sponsors held middle to senior positions in their organisations and it was felt that the 

questionnaire should not exceed two pages or take more than 10 minutes to complete 

as this may well affect the return rate. 
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5.5 Triangulation of the Data 

In order to substantiate participants' perceptions of any behavioural change since 

attending the PSMC, it was considered important to correlate these with another 

source. Sponsors of participants were chosen as the PSMC sets up a relationship with 

a senior member within their organisation to support the participant during and after 

the course. This approach was thus intended to obtain a source of data with which to 

validate participants' perceptions. Currie (1994) argues that flaws of research design 

and strategies can be offset by triangulation. He used a similar methodology in his 

case study. 

For the purposes of this study it was felt by the researcher the sponsor role developed 

within the PSMC provided for a senior person in the organisation (who may be the 

participant's supervisor) a closer opportunity to work with and observe the participant 

during the Course than perhaps would occur in a normal workplace environment. 

5.6 Population 

As the whole population numbered 191 in the years to be studied 1993 -1995 it was 

felt that a whole population study was possible . The benefit of studying the whole 

population means more reliable data and also a greater chance of the response rate 

being high enough to analyse the data meaningfully. This study is a field study carried 

out over a three week period with the unit of analysis at the individual level. 

"Excluding participants who had failed to complete or withdrawn from the course. 
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5.7 Survey Response rate 

A total of 191 participants and 128 sponsors were surveyed.5  There was a 52.4% 

return rate for both participant and sponsor questionnaires. Only 36 matched 

responses were available. This constitutes a 53.7% return rate of the available sponsor 

questionnaires. This percentage was considered adequate to provide a meaningful 

analysis. 

5.8 Analysis of Previous Telephone Survey 

Prior to the Researcher accepting this study, another section of the OCPE had decided 

to survey the same participant population. This survey was not intended to assess the 

individual benefit to the participant from their improved work but rather to look at 

increased mobility ( either lateral or upwards i.e. promotion) as a result of attending 

the PSMC . This research was carried out under the auspices of Sharon Noske, Co-

ordinator of Mobility & Exchange Program. (Appendix 4) 

Because the participants had already been asked to make comment on their personal 

benefit i.e. greater career mobility or increased remuneration, these areas were not 

considered in the current study. Noske's study did provide the researcher with a 

source of additional data as applicants were given an opportunity to comment on the 

course at this time Of the 186 participants surveyed, 156 provided a response. In all 

291 comments were available for analysis. These comments were categorised 

independently by two people and then agreement reached as to the appropriate coded 

category (Appendix 6). 

The lesser number of sponsors is a result of 45 participants not having sponsors and 18 sponsors not 
having a recorded address. 
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6 RESULTS 

6.1 Participant Questionnaire 

6.1.1 Current Status: 

11% of the respondents were course participants in 1993, 45% in 1994 and 43% in 

1995. This compares to 13% in 1993 , 36.6% in 1994 and 50.4% in 1995 for the entire 

population. The spread of respondents appears to approximate the relative numbers 

from each of the years. 

Question I was designed to determine the percentage of participants who have 

graduated as opposed to those who have completed the course but not graduated. 

These data could be used to determine if there are any significant differences between 

these two groups. Almost 80% of responding participants have graduated from the 

course with 13% completed but not graduated and 8% still to complete the course. 
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There was no difference based on median scores for either objectives or expectations 

being met for either graduates or non graduates.6  Analysis indicated that the PSMC 

met participant objectives and expectations, in the majority of responses by either 

meeting the majority, all, or exceeded, their objectives and expectations. 

6.1.2 Needs of Participants: 

Question 2 and 3 were replicated from the national PSMC evaluation and were 

designed to assess the participants view of how closely their objectives and 

expectations were met. 

84% believed that the majority of their objectives had been met, all attained or 

exceeded, with 9% partially met, 2% not met and 5% of participants who failed to set 

objectives. 

Graph 2 
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The Mobility Survey (Appendix 4) also indicates little difference in satisfaction with the PSMC 
between those who had graduated and those who completed but have not graduated. 

Review of the NT PSMC 58 



Chapter Two: Report to the OCPE 

A similar picture emerges for expectations with 88% having the majority of 

expectations met, attained or exceeded. 7% of expectations were partially met, with 

again 5% not setting any expectations. 

Graph 3 
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6.1.3 Participants in the Workplace 

Question 4 and 5 sought to describe factors in the workplace that may have influenced 

participants in meeting their objectives and expectations. 

Sponsor Involvement: 

40% of participants used their sponsor as there main form of support during the 

course, with another almost 20% using a colleague. Other forms of support were a 

mentor (other than the sponsor or supervisor) 10%; supervisor 9% and 22% of 

participants did not use any form of support. 
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Question 5 was designed in two parts to determine the importance of each of these 

workplace factors to their perceived success in changing workplace behaviours and 

also an assessment of how satisfied participants were with each of these factors. Over 

half the Participants rated sponsor involvement as very to extremely important to 

successful changed behaviours in the workplace. 29% rated sponsors as of medium 

importance, 11% of some importance and 7% as of no importance. Only 35% of 

participants rated sponsor involvement as very or extremely satisfied, with 26% not 

satisfied at all and the other 40% or response indicated some to medium satisfaction 

equally. 

Graph 4 
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Supervisor Support: 

66% of participants rated supervisor support as very or extremely important to their 

success in implementing changed behaviours in the workplace, with 22% believing it 

to be of medium importance, and 12% of little or no importance. 39% of participants 

actually rated the level of supervisor support as very or extremely satisfied, with 20% 

of medium satisfaction and 13% reporting some satisfaction, and 27% reporting no 

satisfaction. 

Participants were asked to comment on the supervisors support in assisting them to 

achieve desired work outcomes once the course had been completed. 64% of 

respondents felt that this was very to extremely important with 22% giving it medium 

importance. 37% rated their satisfaction to the support given as very or extremely 

satisfied, with 25% giving a moderate satisfaction rating. 

Participants were also asked to consider the importance of having the same supervisor 

throughout their learning period. 5 1 % considered this to be of very or extreme 

importance, and 25% of medium importance. 43% reported satisfaction of this factor 

with 25% reporting medium satisfaction. 
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Feedback: 

60% of participants rated as very or extremely important feedback from sponsors and 

59% feedback from supervisors. 36% of participants reported very or extreme 

satisfaction with sponsor feedback with 26% of supervisor feedback being rated in the 

same category. Medium satisfaction of sponsor feedback was reported by 20% and 

23% for supervisor feedback. Analysis of median data indicated that sponsor feedback 

overall was rated as partially satisfied (2) by participants.7  

Managing Work Demands 

Managing work demands was seen by 87% of participants as very or extremely 

important to their sUccess at implementing changed behaviours in the workplace (with 

over 50% rating it as extremely important). Only 38% of participants rated as very or 

extremely satisfied their actual management of work demands. Participants were also 

asked to rate the importance of their supervisor assisting in managing work demands. 

68% of participants felt this to be very or extremely important, with only 28% 

reporting very or extreme satisfaction. 27% reported no satisfaction with this factor. 

Action Plan 

53% of participants considered Action Plans to be important to their success in 

implementing changed workplace behaviours in the workplace, with 32% rating 

Action plans of medium importance. Participants rated their actual satisfaction of 

Analysis of median data overall indicated levels of satisfaction at 3 medium satisfaction or above. 
This was the only variable that was rated lower than medium. 
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action plans as 37% being very or extremely satisfied with 39% having medium 

satisfaction, and 19% having some satisfaction. 

6.1.4 Changes in the Way the Participant Works: 

Question 6 was replicated from the national PSMC evaluation and was designed to 

seek both participant and sponsor perceptions on observed behaviours. 

Table 4 Participant Perceptions to changes to the way they work 

Changes in: No change Small change Signilleant to 
very 
significant 
change % 

Networking 4 40 56 

Productivity 15 27 58 

Results focus 10 17 73 

Client Focus 9 16 74* 

People Management 3 18 77* 

Leadership 5 21 72* 

Teamwork 10 16 74 

Capacity to deal with change 4 16 78* 

Understanding of your personal style of 
operating  

1 11 84* 

* where TOWS (10 not equal IOOY%, some responses were don 't know 
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6.2 Sponsor Questionnaire 

The sponsor questionnaire was designed to provide a mechanism for the collection of 

data to substantiate participants' perceptions (as discussed in Section 3.5.2). Other 

information was also collected to provide further details about this significant group 

in the implementation of the PSMC programme. 

6.2.1 Current Status 

73% of sponsor are also the participants direct supervisor. 80% of sponsors remained 

consistent for the participant during the PSMC. 42% of sponsors had taken part in a 

management development program with the vast majority having completed the 

Executive Development Programme or the Executive Management Programme. 

58% of sponsors had not attended middle management programmes. 

6.2.2 Needs of Participants: 

77% of sponsors believed that participants' objectives had been met or had the 

majority of objectives met. 15% believed participants' objectives were partially met 

while 6% reported that they were not met. 
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Graph 5 
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84% of sponsors reported that participants' expectations had been met, exceeded or 

the majority met, with 13% reporting expectations had been partially met and 3% not 

met 
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6.2.3 Participants in the Workplace 

Sponsors were asked to rank the importance of factors in the workplace contributing 

to the participants' success in implementing changed behaviours within their 

workplace. They were also asked to assess their satisfaction with these factors during 

the time they sponsored the participant. 

Sponsor involvement 

62% of sponsors rated their own support as very to extremely important, with 26% 

rating it of medium importance, 10% as of some importance and 2% as of no 

importance. Of the sponsors responding 42% were well satisfied with their own 

involvement, with 36% reporting medium satisfaction. 19% rated themselves as 

satisfied to some extent with 3% not satisfied with their own involvement as sponsors. 

Supervisor support 

84% of sponsors felt it was important to have the supervisors support with 10 % rating 

it of medium importance. 5 1 % of sponsors reported being well satisfied with the 

participants' supervisors' support , with 34% being moderately satisfied, 12% with 

some satisfaction and 4% not satisfied. Sponsors were also asked to comment on the 

supervisors' support in assisting participants to achieve desired work outcomes once 

the course had been completed. 76% of respondents felt that this was very to 

extremely important with 22% giving it medium importance. 44% rated their 
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satisfaction to the support given as very or extremely satisfied, with 34% giving a 

moderate satisfaction rating.8  

Sponsors were asked to rate the importance of having the same supervisor throughout 

the participants' learning period. 69% rated this as very to extremely important, with 

24% rating this as of medium importance. 54% or respondents were well satisfied 

with the participants having the same supervisor throughout, with 40% reporting 

medium satisfaction. 

Feedback 

71% of sponsors felt that their own feedback to the participants was very to extremely 

important with 20% giving it medium importance. Sponsors rated their own 

performance in this area as 36% very or extremely satisfactory, and 47% moderately 

satisfied. 14% reported some satisfaction with 3% unsatisfied with their own 

performance. Sponsors rated supervisor feedback as very or extremely important in 

76% of the responses, with 20% rating it as of medium importance. Sponsors rated 

supervisor feedback as well or extremely satisfactory in 43% of the responses, with 

44% giving it a moderate satisfaction rating. 

Managing Work Demands 

Sponsors rated participants managing their work demands as very or extremely 

important in 83% of the responses. They were well or extremely satisfied with this 

occurring in 45% of the responses, with another 41.7% being moderately satisfied. 

8 NB It is important to note here that 80% of the sponsors surveyed were both sponsor and supervisor to the participant so 

respondents were assessing themselves on both their sponsor and supervisor role , in many cases. 
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Sponsors were also asked to rate how important it was for supervisors to assist 

participants in managing their workloads. 84% felt this was very to extremely 

important, but reported that 52% were well satisfied with this happening, with 35% 

reporting medium satisfaction. 
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Action Plans 

68% of sponsors believed that action plans were very important to participants being 

able to implement changed behaviours in the workplace with 29% rating these as of 

moderate importance. 45% of sponsors reported being well satisfied with action plans 

as a means of implementing changed participant behaviours, with 42% giving action 

plans a moderate satisfaction rating. 

Work Based Project 

Sponsors were also surveyed to rate the practical return for investment in the PSMC 

that the work based project offered the workplace. 58% of sponsors rated the project 

as providing a significant or very significant return, with 29% rating as providing a 

moderate return. 8% felt it provided little return with 3% rating it as having no return. 

Graph 7 
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6.2.4 Changes in the way the participant works 

Table 5 Sponsors perceptions of changes to the way participants work 

Changes in: No change 
0/u 

Small change 
% 

Significant to 
very 
significant 
change % 

Networking 2 30 59* 

Productivity 23 31 36* 

Results focus 10 23 59* 

Client Focus 2 26 62.5* 

People Management 8 31 45* 

Leadership 10 25 44* 

Teamwork 10 26 55* 

Capacity to deal with change 7 19 59* 

Understanding of participants own 
personal style of operating 

3 18 67* 

* where rows do not equal 100%, remainder of responses were 'don 't know ". The reported range of 

'don't know" responses was/rain 6.6- 14.8% 

6.3 Triangulation of data. 

There were 36 sets of matching data ie. where the participant had rated themselves 

and their sponsor had also rated that participants' performance. Triangulation of the 

data provides a more rigorous assessment of the data than reliance on participants' 

perceptions alone. 
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Analysis was carried out comparing the ratings of participants and sponsors in the 

matched pairs (36) with all replies of both sponsor and participant to determine if 

there was a significant difference between participants' perceptions and sponsors' 

perceptions. As this analysis was done on median scores a difference was considered 

significant if it varied by one.9  This comparison indicates that 80% of responses are 

similar to the matched pairs, indicating a degree of reliability with the overall 

responses. There were only 7 variations between the two data sets from 29 matching 

questions. This would lend evidence to the hypothesis that matching pairs data are 

generally reflective of the population as a whole. Table 6 outlines those variables 

where there was a significant difference. These areas may need further investigation in 

future evaluations.'°  

Table 6 

Participants in the Workplace Changes to the way the Participant 
Works 

Support of Supervisor during the course Productivity 
Having the same supervisor throughout Capacity to deal with change 
Participant managing work loads Understanding of participant's personal 

style of operating 
Supervisor assisting in managing 
workloads 

' 
Cautionary note. One of the difficulties with analysis of median scores when using a five point Likert 

scale is that most responses will favour the middle of the score so that median reporting aggregates 

some of the reported differences. The data reported here indicates a difference by at least one from 5. 
10 A reconmiended strategy for investigation of these variables is by focus group. 
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All three behaviours in changes to the way the participant works were over reported 

by participants (ie participants scored themselves more highly than their sponsors) 

with most responses citing significant and very significant improvement. The 

behaviour which indicate the most divergence was that of productivity, with sponsors 

only indicating a small change compared to participant's rating of significant to very 

significant. 

It is interesting to note that just as participants have rated themselves more favourably 

on the above behaviours, sponsors generally rated their own performance more highly 

than did the participants, 42% compared with 35% (refer Section 6.1.3 Graph 4). 

From this data, it is possible to deduce that in general participants' perceptions of their 

own performance is in fact supported by their sponsors. 
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6.4 Qualitative Analysis 

291 responses were coded into the 10 most frequent response categories with the 

following results (refer Appendix 6). Overall there were 64.9% favourable comment 

on the course. Of these 18.5% commented on improved work performance; 7% 

commented favourably on increased mobility as a result of the PSMC with 14.4% 

favourable comments on course content. For example: 

"Superb course. PSMC promotes self awareness ofpersonal strengths and 
weaknesses." 

"(1) gained personal development and recommend the PSMC to others. Generally a 
worthwhile training course." 

8% of responses commented on the difficulty with dealing with workload demands, 

with 5.3% reporting a need for greater agency support. Responses from this group 

were reflected by comments such as: 

"Workload did not diminish during PSMC, it actually increased. (There was) 
little support or understanding from the agency (which) created dfJIculties." 

" Veryfrustrating going through the training and then trying to implement 
change into the workplace but overall a challenging experience" 

10.3% commented on negative aspects of course content , while 7 % felt there had 

been a negative affect on mobility prospects as a result of the PSMC. For example: 

"Applicants were not adequately warned ofpersonal responsibilities and level of 
commitment required for PSMC" 

"PSMC has had no impact at al/in terms of career - program worked against (me)" 
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7 DISCUSSION & RECOMMENDATIONS 

7.1 Triangulation of the Data 

This research attempted to triangulate participant responses with sponsor responses to 

increase the rigour of the data and thus not just rely only on perceptions of 

participants. Although the methodology allowed for a high matched response rate, for 

the most part data has had to be aggregated for both participants and sponsors rather 

than being able to use matched responses. Despite this limitation, the aggregate 

sponsor data had provided a degree of support to participant perceptions and also 

provided some informative data on sponsors' perceptions of themselves and the value 

of the workbased project. The reader needs to be aware that the following comments 

are made on the basis of this aggregated data unless otherwise specified. 

7.2 Needs of Participants 

The survey results indicate that there is an 84 % overall satisfaction with the PSMC in 

meeting the majority of course objectives and 88% in having the majority or greater of 

expectations met from participants. Sponsors generally confirm this trend with results 

of 77% of respondents believing the course had met the majority of participants 

objectives and 84% reporting participant expectations having been met. The PSMC is 

substantially achieving outcomes as defined by the participants and their sponsors for 

over 80% of all participants. 
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This may well be indicative that appropriate selection and information about the 

course is being given to participants in the majority of cases, or that participants have 

modified their objectives and expectations based on course information or exposure to 

the PSMC. 

As noted in Section 6 approximately 20% of participants have withdrawn or failed to 

complete during the sample years of 1993 -1995. Approximately 15% of course 

participants have reported that objectives and expectations were only partially met, 

not met or were unclear about their goals. These two groups represent a significant 

input by both the PSMC and their respective agencies and it may be useful to further 

evaluate this population. 

Recommendation 1: Pre -Entry to Course 

1.1 That further qualitative data be collected froni the group ofparticipants failing 

to complete the PSMC and the participants reporting objectives and expectations 

partially or not met" 

1.2 That a pre -information session be developed and implemented for intending 

participants, similar to that outlined by Marlow (in PS Ca1992) , refer section 3.4.1 

1.3 That agencies review their selection criteria for candidates. 

This would be best carried out by focus group or structured interview. The existing data bases would 
be used to identify this population. 

Review of the NT PSMC 75 



Chapter Two: Report to the OCPE 

7.3 Participants in the Workplace 

Transfer of learning from middle management training such as the PSMC is 

imperative if agencies are to gain outcomes from their investment in the PSMC. The 

ability to support participants before, during and after formal course training is well 

documented in the literature . (Refer to Section 3.5.2) The PSMC recognises this 

requirement by the development of a sponsor for each participant and since receiving 

feedback from participants in earlier years, this aspect of the course has continued to 

be stressed. The survey results clearly indicates that both participant and sponsor 

groups rate sponsor involvement very highly (50% and 62% respectively). The 

reported satisfaction levels however fell well below this with 35% expressing overall 

satisfaction and 27% reporting no satisfaction. Although, as discussed in section 6.2 

sponsors have over-reported their performance compared to participant ratings, never 

the less sponsors have indicated only 42% as expressing overall satisfaction at their 

own ability to assist participants in implementing changes behaviours in the 

workplace. 

Supervisors were also seen by participants as being critical to the process of 

participants implementing changed workplace behaviours and to achieving desired 

work outcomes after completion of the course. Again actual satisfaction levels was 

rated much lower for both of these factors. Another important factor for participants 

was the feedback from both sponsors and supervisors. Participants rated this as only 

being achieved at 50% levels compared to the importance attributed to it. 
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One of the most highly rated aspects in this section was managing work demands, 

with 87% seeing this as very or extremely important ( supported by sponsors results 

of 83%). Only 38% of participants were satisfied with their ability to manage 

workloads. 

A number of qualitative responses indicate this to be of particular importance to 

participants. Some respondents felt that this had either marred their experience or 

prevented promotion because of their work load demands increasing and their lack of 

ability to meet these demands. Participants reported a poor satisfaction with 

supervisors assisting in management of workloads during this learning period. 

Work based Project 

A side benefit described by the PSMC is the practical return to organisations of the 

participants participating in a work based project. Sponsors were surveyed to see if in 

fact this was considered significant. 89% of sponsors felt that this had at least 

provided a moderate return to the organisation. 
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Recommendation 2: Support in the Workplace 

2.1 That sponsors be surveyed to determine their understanding of the role and the 

impediments and successes in delivering this role within the workplace 

2.2 OCPE and agencies work together to assist supervisors in better understanding 

their role in assisting changed workplace behaviours of PSMC participants, 

including effective feedback and recognising the need to modify workplace 

demands during the learning period. 

2.3 That agencies or the OCPE employ or identify a Human Resource person to 

provide a watching brief on workplace issues ofparticipants and sponsors during 

the learning period. This may take theform of support groups, mentors (past PSMC 

graduates) or mediation between participant and supervisor if required. 
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7.4 Changes in the Way the Participant works 

This part of the survey attempted to carry out a level three evaluation according to the 

Kirkpatrick model (refer section 3.3 This section of the survey also replicated part of 

the national evaluation to report on the changes on NT participants as compared to 

national averages. Unfortunately, due to only aggregate data being made available in 

the national evaluation, comparisons can only be made at a superficial level. The 

national evaluation appears to have aggregated and included in the reported data 

responses indicating a small change in behaviour to significant or very significant 

change. One needs to be cautious in interpreting this data as perceptions of change 

vary widely. Readers are cautioned to consider if the objective of the course needs to 

do more than produce a small positive behavioural change . On the other hand, a small 

change for some participants may be interpreted by some agencies as a successful 

outcome. If the NT data is aggregated to include a small percentage change then the 

following comparisons in Table 7 can be made. 
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Table 7 Comparison of Participant perceptions in changes to the way they work 

Changes in: National % N.T % 

Networking 78 96 

Productivity 72 85 

Results Focus 83 90 

Client Focus 83 90 

People Management 87 95 

Leadership 86 93 

Teamwork 84 90 

Capacity to deal with Change 84 94 

Understanding of your personal style of operating 91 95 

From this interpretation the NT outcomes for the PSMC are easily comparable and 

indeed are rated more highly than the national average. 

Sponsors have not presented such a positive reporting of participants skills as the 

participants themselves. A comparison of participants and sponsors perceptions of the 

changes in behaviour is included in Table 8. 
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Table 8: Variation of Participant and Sponsor Reporting 

Significant to very significant 

Changes in 

Participants Sponsors Variation 

0
,
/u  

Networking 56 59 3 

Productivity 58 36 22 

Results Focus 73 59 14 

ClientFocus 74 62.5 11.5 

People Management 77 45 22 

Leadership 72 44 28 

Teamwork 74 55 19 

Capacity to deal with Change 78 59 19 

Understanding of participants own 

personal style of operating 

84 67 17 

There are a number of interpretations as to why participants have varied in their 

reporting of changes in behaviours than sponsors. These include: 

• participants bias of needing to report improvement for their own investment in the 

course; 

• sponsors may not be not fully aware of participants skills or activities; and 

• participants having internalised skills and attitudes that may be difficult to observe. 
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It is important to note here the information obtained from the matched pairs. This data 

indicated only significant difference in reporting of data for three variables: 

productivity ; capacity to deal with change and understanding of participants' personal 

style of operating. 

Given the difficulty of obtaining hard data on the outcomes of transfer of training of 

middle management competencies , this information needs to be read cautiously, but 

never the less is a positive indication that participants believe their skills to have 

developed as a result of PSMC participation. 

Recommendation 3: Continuation of Course 

That the PSMC continue to be offered to N. T and Gonimon wealth Government 

Departments as a major strategy for middle management train jug. 
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7.5 Evaluation: The Need for Further Evaluation? 

A large section of this report has been devoted to indicating the many difficulties 

facing organisations in their attempts to evaluate middle management training. The 

research carried out and described in this report is not in fact an evaluation, but a part 

of the ongoing review of public sector programmes. The ability to carry out true 

evaluation of middle management training has been well described (refer section 3.2). 

In fact it is unrealistic for public sector agencies to be able to place a true "value" or 

cost benefit on middle management training because the data is not available to 

produce meaningful outcomes in terms of efficiency or increased productivity. One 

then needs to consider research such as the current study as a descriptive indicator of 

the value of training. This study provides a positive indicator of the value of the 

PSMC which has been strengthened by sponsors' responses which have broadly 

supported participants' perceptions. 

Part of the scope of this project was to identify further areas for evaluation and the 

research has provided a number of areas for further review. At this time, the reader 

needs to consider the cost of evaluation to the organisation. No evaluation is without 

cost, and the outcome of the evaluation may not justify the cost of undertaking the 

evaluation. This research has helped contribute to our understanding of the PSMC on 

middle managers within the NT Public Service and Commonwealth agencies. It is 

suggesting that this has had some positive outcomes. 
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The incremental improvement in our understanding of why this is so , or on providing 

additional information to improve the course needs to be weighed against the cost of 

evaluation for the organisation.12  

Bearing this in mind, it is still critical to devote some resources to evaluation. 

Currently, the National PSMC Board are considering how best to evaluate the PSMC. 

As described in Section 5, there are already a number of in-built mechanisms for 

evaluation of the PSMC (see Appendix 2). In the present state these are not useful 

tools. With modification of implementation and collection procedures, these tools can 

provide much more useful information. This information has the ability not only to be 

used for level 1 & 2 evaluation but also to provide a longitudinal study of workplace 

behaviours which would provide agencies with some important data on long term 

changes to their middle managers skills, attitudes and knowledge (level 3 evaluation). 

The existence of action plans within the PSMC has the potential for further 

development into a useful level 3 evaluation tool. As suggested by Robinson (1988), 

Currie (1994), Donnison (1995) and Zenger (1996) in Section 3.5.3, this can become a 

valuable evaluation tool. Procedures for the use and collection and cross tabulation of 

data from action plans need to be developed. 

2  As in this research, many costs can be waived for the organisation by the use of Research students 
such as the Author. A possible solution for further evaluation is for the continued use of MBA ( or 
similar) students to progressively tackle each of the areas identified for further evaluation. 
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Recommendation 4: Improved Evaluation Procedures 

4.1 Continued involvement nationally to develop the itzeans for improved evaluation 

of the PSMC, via participation at National Board and PSMC coordinators 

meetings. 

4.2 Resources be identified and devoted to improving the existing data collection 

and analysis. 

4.3 Modificatio,z of the use ofAction Plamis to form a means of evaluation to assess 

transfer of training. 

4.4 The current role of the PSMC coordinator needs to be reviewed to consider the 

various workload demands placed on this position with particular refrrence to the 

role of nianagilig the collection of data for evaluation. 
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8. CONCLUDING REMARKS 

This research has provided a strong foundation for further review of the PSMC as part 

of the N.T Government's requirements for ongoing review of programmes. The report 

has highlighted the difficulties and costs of middle management training evaluation. 

The research carried out, while acknowledging a number of limitations has 

demonstrated a positive outcome for over eighty percent of PSMC participants. The 

study has also highlighted a number of areas for further improvement. Finally, further 

areas for review have been identified. 
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RESEARCH METHODOLOGY 

This chapter is designed to provide a more detailed description of the research 

methodology undertaken in the study than is provided in Chapter two (Section 5). 

Limitations 

The limitations of evaluating middle management training are well supported in the 

literature, Goldstone (1974); McDonald (in May et al 1987); Robinson (1988); 

Attridge (in PSC 1992); O'Connor (in PSC 1992); Bramley (1996) and Dixon (1996). 

There are a number of major limitations to this study which need to be identified. The 

reader is directed to Section 5 of Chapter 2 for a comprehensive description of the 

limitations of the study. 

Methodology: 

2.1. Initial Interviews 

An initial interview was held with the Director, Human Resource Development 

Division of the Office of the Commissioner for Public Employment (OCPE) in May 

1996. The purpose of this interview was to gain information on the intended project. 

Upon acceptance of the project by the researcher a further two meetings were held 

with the Director in August and September to further clarify and define the scope of 

the project and the desired outcomes for the client (OCPE). 
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This process resulted in an understanding that a comprehensive evaluation was not 

within the scope of this study. Rather within an ongoing process of program 

evaluation carried out by the OCPE, this study would attempt to measure: 

. The extent to which the course has met individual participants' needs. 

The degree of behavioural change that may have eventuated from participants' 

involvement in the course. 

Substantially this evaluation would then begin to collect some preliminary data 

towards a level 3 evaluation in the Kirkpatrick model (refer to chapter 2 for a more 

detailed discussion of this model). 

Interviews were also held with the PSMC NT Course Co-ordinator and the OCPE 

statistician to determine the best way to proceed with the data already collected by the 

OCPE. 

In addition, a further extensive interview was held with the PSMC co-ordinator in 

November to elicit further information on the development of the PSMC not easily 

located in files. This "corporate memory" was a useful additional source of 

information providing greater detail than that contained in the registry files. 
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2.2 Literature Review 

A literature review was carried out primarily using catalogues and data base searches 

at the Northern Territory University Library. Further review of the literature was then 

made by following up of bibliographies from these original sources. Additional 

material from the OCPE was obtained specifically pertinent to the development, 

implementation and evaluation of the PSMC. These materials included published 

course notes, course prospectus, the National Evaluation of the PSMC as well as 

Registry papers and the National PSMC Board papers. 

The literature review highlighted the difficulties involved in evaluation of middle 

management at this level. Much of the literature referred to important variables in the 

success of transfer of training and these were incorporated into the research where 

possible. The OCPE papers provided a good basis for understanding the terminology 

and approach to the research undertaken eg. matching sponsors to participants. 

2.3 Questionnaire 

As discussed in Chapter 2 Section 5, questionnaires are relatively inexpensive to 

administer. They are also useful when the population to be studied is geographically 

dispersed The size and layout of the questionnaire ( see Appendix 5) was kept small 

as it was felt that the questionnaire should not exceed two pages or take more than 10 

minutes to complete as this may well affect the return rate. 
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A covering letter from the researcher formed the first page and a reply paid self 

addressed label formed the last page keeping individual effort required minimal. All 

questionnaires were coded to identify to the researcher the relationship between the 

participant and sponsor questionnaire and to enable follow up of non returned 

questionnaires to ensure a better response rate. 

An introductory letter written by the Commissioner for Public Employment was used 

to indicate support for the research and the importance of completion and return to the 

researcher. 

Access to the Northern Territory Government telephone directory data base was used 

to find the current location of all participants and sponsors. 

As a number of sponsors had supported more than one participant, a detachable note 

was attached to the sponsor questionnaire indicating which questionnaire should be 

filled in for each participant. 

The completed questionnaires were piloted by a small group of sponsors (3) and 

participants (5) and comments on the ease and presentation of questions were sought. 

This information was also sought from the Director, Human Resource Development 

and the PSMC Co-ordinator. Modifications were made in line with these suggestions 

and the questionnaires were printed and distributed in early November 1996. 
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2.4. Triangulation of the Data 

In order to increase the rigour of the study it was felt important to substantiate 

participants' perceptions of any behavioural change since attending the PSMC with 

another source. Sponsors of participants were chosen as the PSMC sets up a 

relationship with a senior member within their organisation to support the participant 

during and after the course. This approach was thus intended to obtain a source of data 

with which to validate participants' perceptions. 

Woodcock & Jones (1985:155-6) describe a similar approach to the one being 

undertaken in this study. O'Connor (in PSC 1992) emphases the need to focus on 

demonstrable or visible changes in course participants back on the job. In addition to 

supervisors, O'Connor tested the degree of participant change against a measure by 

peers. Phillips (1991) commends soliciting feedback from other individuals. He 

suggests there are 5 categories: supervisors; peers; subordinates; HRD staff and 

specially trained observers. Supervisors are considered by Phillips to be the most 

common group to be surveyed as they are a source of reliable information. Other 

authors have questioned this believing that managers rarely know details about a 

subordinate's activity (Stone in PSC 1992a: 43). 
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Peers are considered by Phillips to be the least used group for feedback and feels that 

this is a highly subjective technique and may be unreliable because of: "the loose ties 

between evaluator and the participant"( 1991:166) .As described in Appendix 1, the 

Sponsor was selected as it is an integral part of the PSMC and the role was such as to 

provide a closer opportunity to work with and observe the participant during the 

course than perhaps would occur in a normal workplace environment. 

Although this study is a subjective analysis, Peachey (in PSC 1992a:64) considers this 

appropriate as long as it is tempered with some rigour to ensure opinion from a 

number of sources and that data is determined from the whole population. Both of 

these conditions are met in this study. 

2.5 Response rate: 

104 participant questionnaires were returned with 100 useable responses. This is a 

52.4% return rate. This percentage was considered adequate to provide a meaningful 

analysis. The mailing list came from the PSMC co-ordinator and was updated using 

the NT Government telephone directory. 

There were 74 returned sponsor questionnaires with 67 useable responses. This is a 

52.4% return rate. With the lesser amount of 128 sponsor comments available for 

triangulation of the data, this meant a possible maximum return of 128 matched 

responses, and a minimum of 67 matched pairs given the actual sponsor return rate. 

Only 36 matched responses were available that is of the 100 participants returning 

questionnaires only 36 of the returning sponsors matched with participants. This 
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constitutes a 53.7% return rate of the available sponsor questionnaires and was thus 

considered adequate to provide a meaningful analysis. 

2.7 Questionnaire Analysis: 

An Excel data base was designed to enable each of the paired questionnaires to be 

coded to each other. Because the course had evolved over the three years, with more 

emphasis being placed on sponsor involvement in 1995, it was felt important to 

separate the responses into course year attended. The data base also allowed for 

recording of individual responses with the ability to follow up with a reminder 

telephone call in order to facilitate a greater response rate. 

This data base would allow for further analysis of the data as individual participants 

could be linked to the demographic data held by OCPE (eg. gender, level of position 

held, organisation) for further detailed analysis if required as a follow up to this study. 

After recording of responses on the database the information was analysed using the 

SAS statistical package. 
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INTRODUCTION 

During the course of my MBA studies the dissertation has loomed large, perhaps 

because I am a first time researcher, it seemed such a large task. From the onset of my 

thinking about producing a dissertation, it has remained clear in my mind that I would 

attempt to do empirical research rather than another piece of scholarly research. As a 

part time student I left the production of a dissertation until the end choosing to build 

on the information and skills gained through coursework and also hopefully find a 

topic. 

Crunch time came for me when completing the Research Methods unit as I had to 

write up a research proposal. Finally I came to select a topic, only after having written 

up the proposal to lose interest in the topic! 

Next came an elective subject Service Industry Management which stimulated my 

interest in continuous quality improvement. This resulted in a flurry of activity 

reading in the field to come up with a more specific topic. It was at this point where I 

was despairing of narrowing my reading to a specific dissertation topic that I noticed 

an expression of interest from the Office of Commissioner For Public Employment 

for a student to carry out a Review of the Public Service Management Course. 
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I was extremely interested in this for three reasons: 

It appeared an excellent opportunity to carry out a consultancy and thus learn first 

hand how to consult to an organisation. 

I could do research. 

The area of middle management training interested me. 

As I approached the task a fourth reason became apparent: 

The difficulties in evaluation of training. 

These four reasons formed for me my own learning contract. Out of producing my 

dissertation to fulfil the requirements for my MBA I hoped to learn in each of these 

areas. The rest of this chapter will be devoted to describing my learning in each of 

these areas. For ease of description I have combined them into the following headings: 

1. Becoming and Being a Consultant 

This aspect of the dissertation was a powerful motivating factor for me. I have often 

wondered ahead to my career path and considered that consultancy is an area that 

interests me. Being an unpaid consultant for the OCPE has been a very interesting 

experience. As I work for the NT Public Service, I felt the difference between 

working in one area to another would not be extreme. 
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This was in fact not the case at all. In this consultancy I had to let go of my normal 

role, ie manager in Territory Health Services and pick up the role of unpaid student. 

Although I considered I was doing a consultancy for the organisation, in reality I was 

probably at the bottom of the organisational hierarchy ie unpaid and student. This is 

not to suggest that I was not treated badly but simply to reflect on the power 

relationships in organisations. As such I do not truly believe this has been 

representative of a conventional consultancy for two reasons: 

• when an organisation pays for a service they value it more ie they place a dollar 

value on the service; 

• a consultant often is seen as an 'expert' in the area; a student is definitely not seen 

in that role. 

However I believe I experienced many other aspects of consultancy work. Amongst 

these are: 

1. Having to fiuzd your way quickly around a new organisational structure and 

understand the power relationships and dynamics ofpeople at work in the 

organisation. 

Here it became imperative to form positive working relationships with people. Much 

of my ability to have the organisation produce the information I required for a 

successful completion of my research was only able to be achieved by people carrying 

out tasks I had requested of them within negotiated time frames, in addition to their 

normal duties. I learnt quickly the value of building rapport, and lavishing many 

thanks and praise on people so that my interactions with them stayed positive and the 

task was completed. If this strategy had not been successful, my only recourse would 
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have been using the "power" of the Director, HRD to gain a response, which may not 

have been a successful strategy. 

2. Needing to negotiate clearly the terms of the consultancy. 

This was a developing skill for me, partly because I had undertaken to do this project 

prior to having any real knowledge of the topic. My first meeting with the Director, 

HRD was very much swayed by the fact that I wanted to do the job and demonstrate 

that I could so tended to agree to all her suggestions (not really having a theoretical or 

practical base to contradict- this developed as I progressed through the literature 

review and planning for the research). After absorbing vast amounts of information 

through the literature review I was able to more critically analyse the size of the task 

and re-negotiate the scope of the project down to a more manageable size. This 

occurred over a period of time as learning occurred for me. 

An interesting aspect of power relationships was demonstrated in this developing 

relationship. As a student researcher I was not at first successful in attempting to 

reduce the scope of the research. The Director, HRD, I believe, considered the topic as 

a potential PhD. My attempt to scale down the project was limited until I used a 

strategy of stating that I had been directed by my Supervisor to review the scope. As 

soon as a more "powerful" player was referred to discussions moved towards scaling 

down of the project , with the possibility of another MBA student completing further 

aspects of the review which I would identify .  
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For me this was an interesting learning experience, firstly having to negotiate from a 

"less powerful" position , but most especially working out a strategy based on an 

understanding of power relationships to come to a successful outcome. 

3. Recognising the need to identify and 'contract for' Resources. 

When I commenced discussing the project, the Director, HRD had given assurances 

that all expenses and administrative assistance would be met. I certainly had the clear 

impression that the resources of her work unit and the larger organisation would be 

made available to me. In the early days of grand planning, when focus groups and face 

to face interviews were being discussed support included such things as airfares to 

Alice Springs. I was to look back ruefully to this perceived extravagance at about 

10.00 pm on Monday the 4th of November after working all day to reproduce 350 odd 

questionnaires when I was in my third hour of stuffing questionnaires into envelopes 

and addressing them. 

I was fortunate that all other assistance that required in the form of access to the data 

base for addresses, layout of the questionnaire and most importantly access to Bevan 

Sandow the statistician, were all available. I learnt that while departments may plan 

for such a project, changing priorities and workloads can affect the deliverables. The 

key lesson from this experience was to clearly outline all requirements to carry out the 

consultancy prior to it commencing. In hindsight, this should have been written down 

at the very minimum, but I would go further next time. I believe a project brief 

outlining the scope and stages of the process, including critical success factors is a 

very useful tool for both parties to clearly understand the roles and requirements for 
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successful completion. A clearer project management approach to this research would 

have assisted me in this and other areas. 

Overall, I believe my first experience as a consultant has given me a number of 

insights, taught me practical skills which I can apply in my workplace and also 

hopefully in doing other consultancies in the future. 

2. Doing Research 

Writing this some six months after the commencement of my work on this topic, it is 

hard to describe the amount of learning that has occurred in the area of doing research, 

yet I still can't help but feel a babe in the woods!. The two strongest influences on 

keeping me sane during my development of the research methodology were the 

literature review and my dissertation supervisor, Dr Merrick Jones. The literature was 

totally conclusive in establishing the degree of difficulty of the task Iliad undertaken. 

Merrick also provided appropriate feedback to reassure me that tight, scientific 

methodology and conclusive data were all probably "pie in the sky" but nevertheless 

the research I was attempting would offer some useful insights both for me as the 

researcher and for my client. 

A reading of the National Evaluation of the PSMC also greatly contributed to me 

feeling more at ease with my research as the national evaluation also had a number of 

significant flaws and I felt I was at least on par with these paid and presumably 

'expert' evaluators! 
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One of the hardest things to struggle with as a first time researcher is to narrow down 

exactly what you wish to find out. this seems simplistic but became for me a 

painstaking task, firstly wading through all the literature and also because my client's 

views on the scope of research was far in excess of any practical ability to accomplish 

within timeframes or in fact return on investment of energy required to fulfil a masters 

dissertation. Slowly through reading and absorbing and discussions with my 

supervisor the path appeared to be found. A much needed input at this time came from 

Bevan Sandow (Statistician), who assisted me greatly in the first draft of my so called 

focussed questionnaire ,by producing a red pen and 'grilling' me on why I wanted to 

collect these data and what was it going to do for me. My first draft 5 page 

questionnaire was trimmed down to a manageable double sided A4 page. Bevan 

assured me I would be happy with this once I started analysing the data. He was 

proved correct, when I was confronted with 68 pages of data to analyse! (Bevan 

confided in me that a lecturer had assisted him in this way in his studies - this was an 

unlooked for but very effective learning experience for me and one I will pass on to 

others). 

One of the unforseen consequences of doing this research is the relative loneliness and 

thus discipline required to continue to motivate oneself to the end of the project. 

Having been busily engaged in coursework, with a focus on syndicate work, it took 

some time to adjust to no deadlines except my own and the fact that only I was 

interested in the topic. The only outlet for me was my supervisor, and regular input 

from him enabled me to keep me motivated. 
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In summing up, I still don't feel a natural researcher- perhaps that's too high an 

expectation at this point, but neither do I feel that I will never attempt research again. 

It has its own appeal and just as I missed the interaction of coursework, when I hand 

this in I will no doubt miss the challenge of producing this dissertation. 

3. Evaluation of Middle Management Training 

This topic is enormous. I believe my research into this area has only scratched the 

surface. The whole area of middle management training is vast without consideration 

of the difficulties of evaluation of training in this area. During my reading in this area 

I have often reflected on my own skills. What competencies do I bring to the job of 

Manager, what skills attitudes and knowledge do I have and is this sufficient for 

management at my current level. What do I need to develop to manage at a more 

senior level? In attempting to answer these questions my interest has grown in the area 

of competencies. Much of the literature suggests that despite the enormous difficulties 

in developing competencies at the middle manager level, this is the only effective way 

organisations will have to evaluate if training has resulted in the development of these 

competencies. 

Probably the most lasting impression I will take from this learning experience is the 

absolute complexity of evaluation. Since I commenced this dissertation I have become 

much more analytical in discussions, at meetings and in my reading when confronted 

with the topic of evaluation. There is a lack of clarity and differing views of 

evaluation that hamper even the beginning of a solid framework for developing good 

evaluation. 

Review of the NT PSMC 98 



Chapter Four: Learning Reflections 

I have also developed a degree of cynicism as to the uses of evaluation. When I look 

to the possible outcomes of my dissertation I see little perhaps being changed. At the 

most minimal I have enabled the Human Resource Development Branch of the OCPE 

to "tick off' one more programme that has been "evaluated" for the next three year 

period, as the NT Government Finance & Audit Act requires. I also see this attitude 

prevalent in my own organisation, where we are driven to evaluate because we have to 

not necessarily because it will be cost effective or result in any major outcomes. I take 

comfort in the words of Kilmurray & Lambert (in May et al 1987: 182) who state: 

"evaluators who expect that the results of a systematic evaluation effort will 

immediately be applied to a management program decision are only going to be 

disillusioned. Even if specific findings about a program point to an answer, evaluators 

cannot expect that management educators will put the answer into practice at once." 

Cheryl Crosthwaite 
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Appendix 1 

Administering the PSM Course 
Excerpt from PSMC Introductory module 

The course is administered in different ways through the following groups: 

• participants; 
• workplace sponsors; 
• presenters; 
• PSM Course Local Management Groups (LPGs); 
• course co-ordinators; and 
• Griffith University. 

The administrative roles of each group are summarised below. 

Participants 

Participants are responsible for: 

• identifying their own learning goals and reviewing their progress towards them; 
• demonstrating a high level of commitment to achieving the intended learning outcomes for the 

PSM course; and 
• identifying and practising the principles of adult learning. This practice will come mainly through 

the module learning framework. 

Workplace Sponsors 

Workplace sponsors are responsible for: 

• nominating a participant in the PSM Course; 
• identifying with the participant his or her individual learning needs and acting as a mentor; 
• attending the concluding one-day Module (optional); 
• negotiating with the participant to identify a suitable organisational issue upon which the workplace 

project may be based; 
• acting as a mentor to assist with project tasks or nominating an appropriate mentor to assist with 

the project; 
• supervising the project and enlisting an executive of the organisation to review the project; and 
• acknowledging completion of the project. 



Presenters 

The presenter is responsible for: 

• facilitating your achieving the intended learning outcomes in terms of knowledge and skills for 
each module; and 

• using adult learning principles in each module. 

PSM Course Local Management Groups 

A local management process in each State and Territory administers and co-ordinates course delivery. 
The Local Management Group (LMG) is the body responsible for running the PSM Course in each 
State or Territory. Each LMG appoints a course co-ordinator who is responsible to this management 
group. 

Course Co-ordinators 

The course co-ordinator is responsible for: 

• co-ordinating delivery of the course in that region; 
• assisting in monitoring participants' progress through the course; 
• monitoring the quality of module presentation, in particular, the application of adult learning 

principles; 
• administering the evaluation of the course in conjunction with the PSM Course Project Team; 
• overseeing course delivery, including pre-course contracting and post-course counselling; and 
• advising on, and specifying, local content and local presenters. 

Griffith University 

Griffith University is responsible for: 

• providing the credential for the Graduate Certificate in Public Sector Management; 
• accrediting course presenters; 
• assessing participants' assignments and workplace projects; and 
• assessing applications for recognition of prior learning (RPL). 
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Public Sector 
Management Course 

State/Territory: 

Course No. 

PARTICIPANT QUESTIONNAIRE 

PRE COURSE 

This questionnaire is part of an ongoing evaluation of the PSM Course. 
The purpose of this questionnaire is to provide: 

• you with some benchmarks for monitoring your progress on the 
course; and 

• the course presenters and co-ordinator with an indication of your 
development needs. - 

All participants of the PSM Course are requested to undertake a needs 
assessment prior to the commencement of the Course. The information 
that you provide will be kept strictly confidential. It will be combined 
with information obtained from other participants and reported in 
aggregate form only. 

The questionnaire should take about 15 minutes of your time to 
complete. You may fill the questionnaire Out alone or in consultation 
with your manager or nominated sponsor. 

Please complete all sections of the questionnaire unless you are 
directed to move on to the next section. This will ensure your views 
are included in the statistical analysis of the responses we receive. 
Please indicate your answer to each question by placing a tick or 
entering a number in the box that represents your view or situation 
and providing comments where appropriate. 

When you have completed the questionnaire please forward it to the 
PSM Course Co-ordinator in your State or Territory. 

Thank you for your time in completing this questionnaire. 

7-1 

April 1995 



PRE COURSE QUESTIONNAIRE Disability 2 

For each question please place a tick or enter a 
number in the box, or provide comments as 
appropriate. 

BACKGROUND 

Please place a tick in the appropriate box 

In which State or Territory are you 
employed? 

ACT NSW NT Q1d 

LI LII [III LI 
1 2 3 4 

Vie WA Tas SA 

LI LIII LI LII 
5 6 7 8 

What is your: 

2. Current agency 

Commonwealth 1 
State/Territory 2 
Local 3 

Office location 

Central Office 1 
Regional Centre 0 2 

Gender 
Male 
Female H 2 

Do you identify yourself as a member of 
any of the following Equal Employment 
Opportunity Groups? 

Non-English speaking background LI 

Highest level of education completed 

Primary 

Secondary 

Tertiary 3 

(please specify qualification) 

SKILLS and KNOWLEDGE 

Please rate your current level of skills and 
knowledge for Questions 7, 8, 9 and 10 
against the scale below, by placing the 
number in the box that represents your 
level. 

1 = Extremely Able 
2 = Very Able 
3 = Able 
4 = Not so Able 
5 = Unable to assess 

Aboriginal or Torres Strait Islander 1 

April 1995 



7. Leadership and Change 

Ability to influence and motivate to 
achieve results 

Ability to develop and apply effective 
leadership skills and strategies to 
improve individual and work group 
effectiveness 

Ability to create a client service 
environment and meet accountability 
requirements. 

What are your objectives for the 
stream Managing Service 
Delivery, ie what do you hope to 
achieve? 

Knowledge of work group dynamics 
and personal preferences in work 
groups 

Knowledge of processes of change and 
ability to manage change effectively 

 What are your objectives for the stream 
Leadership and Change, ie what do 
you hope to achieve? 

9. Resource Management 

a) Knowledge of the scope and the role 
of resource management in the 
public sector: 

financial management 
information technology 

b) Ability to interpret resource manage 
8. Managing Service Delivery ment frameworks, plan, select and 

implement strategies and evaluate 

a) Knowledge of Public Sector reforms 
outcomes: 

and impact on middle managers 
financial management 
information technology 

b) Ability to develop, implement and 
understand the value of strategic and 
operational planning c) Ability to manage programs to 

satisfy accountability and audit 

c) Skills to plan, implement and evaluate 
requirements. 

policy , service and program delivery 

April 1995 



e) What are your objectives for the stream e) What are your objectives for the stream 
Resource Management, Ic what do you hope People Management, ie what do you hope 
to achieve? to achieve? 

10. People Management 11. Development Needs 

a) Knowledge of Human Resource 
Management, the Industrial Relations 
environment and the implications for 
managing people and their work to 
improve productivity in the public 
sector. 

Briefly state your priority areas for 
development during the Course, as identified 
by you or in consultation with your nominated 
sponsor. 

Ability to develop effective human 
resource plans and recruit the right 
people for the right jobs. 

Knowledge and understanding of Eli 
recent workplace reforms that have 
influenced current work practices. 

Ability to plan the work of a unit and LII allocate work on the basis of 
organisational and individual needs, 
maintain effective working 
relationships and involve staff in 
decision making. Date 

Please check that you have answered all the 
questions. 

April 1995 



Public Sector 
Management Course 

State/Territory: H 7-- 

Course No. 

PARTICIPANT QUESTIONNAIRE 

LEADERSHIP AND CHANGE 

This questionnaire is part of an ongoing evaluation of the PSM Course 
The purpose of this questionnaire is to provide: 

• you with some benchmarks for monitoring your progress on the 
course, and 

• the course co-ordinator and presenters with an indication of your 
development. 

All participants of the PSM Course are requested to provide their 
views on completion of each stream in the Course. The information 
that you provide will be kept strictly confidential. It will be combined 
with information obtained from other participants and reported in 
aggregate form only. 

The questionnaire should take about 15 minutes of your time to 
complete. 

Please complete all sections of the questionnaire unless you are 
directed to move on to the next section. This will ensure your views 
are included in the statistical analysis of the responses we receive. 
Please indicate your answer to each question by placing a tick or 
entering a number in the box that represents your view or situation 
and providing comments as appropriate. 

When you have completed the questionnaire please forward it to the 
PSM Course Co-ordinator in your State or Territory. 

Thank you for your time in completing this questionnaire. 

April 1995 



STREAM - LEADERShIP AND CHANGE 

For each question please tick or enter a number 
in the box, or comment as appropriate. 

BACKGROUND 

Location of Course 

ACT NSW NT Qid 

2 3 4 

Vic WA Tas SA 

LII LI LI LI 
5 6 7 8 

2. Current agency 

Commonwealth 
State/Territory 2 
Local 3 

SKILLS AND KNOWLEDGE 

3. Please rate any improvement in your 
knowledge as a result of having 
undertaken this stream, against the scale 
below, by placing a number in the box 
after each item. 

Ability to influence and motivate to 
achieve results 

Ability to develop and apply effective 
leadership skills and strategies to 
improve individual and work group 
effectiveness 

Knowledge of work group dynamics 
and personal preference in work 
groups 

Knowledge of processes of 
change and ability to manage change 
effectively 

4. To what extent were your pre-course 
objectives met? 

(Please tick one box) 

Not met 
Partially 

Majority attained 

Exceeded those set 

None set 

Unable to assess 

1 
2 

3 
4 

5 

6 

If your objectives were not met or only par-
tially met please comment on what we could 
have included in the Stream to meet these 
objectives: 

1 = Excellent 
2 = High 
3 = Good 
4 = Acceptable 
5 = Low 
6 = Unable to assess 

April 1995 



COURSE COMPONENTS 

5. Please rate the overall effectiveness of 
the following aspects of the Stream 
against the scale below, by placing a 
number in the box after each item. 

1 = Excellent 
2 = Very Good 
3 = Good 
4 = Fair 
5 = Poor 
6 = Unable to assess 

6. Please rate the presenter(s) on their 
ability in delivering this stream 
against the scale below, by placing a 
number in the box after each item for 
each presenter (if more than one). 

1 = Extremely Able 
2 = Very Able 
3 = Able 
4 = Not so Able 
5 = Poor 
6 = Unable to assess 

1234 
a) Stream (Course) material a) Knowledge of Public I I I I Sector 
b) Small group work LII 1 2 3 4 

Ability to communicate r i i  Activities clear instructions ____ 

 Integration activity 
1234 c) Effectiveness in making 

I I I I presentations, style, etc i 

e) Links between theory and activities LII d) Effectiveness in facilitating 1 2 3 4 
group discussions and I I I 
activities 

Any other comments 

Any other comments on the presenter(s) 
delivery 

April 1995 



ADMINISTRATION 

7. Please rate the level of appropriateness 
of the program and administration 
against the scale below, by placing a 
number in the box after each item. 

1 = Excellent 
2 = Very Good 
3 = Good 
4 = Fair 
5 = Poor 

8. Please rate the overall pace of the 
program by ticking one box. 

Too slow LII 1 

About right fjJ 2 

Too fast 1111 3 

Any other comments 

6 = Unable to assess - 

 geographical location 

 venue 

 service provided by venue staff 

 comfort of rooms 

 catering 
FUTURE COURSES 

 information and services provided by Eli co-ordinator 9. Have you any further comments on 
changes to the Stream materials, 
delivery or administration which 

Any other comments on the program and you consider would improve the 
administration course? 

Date 

Please check all questions have been 
answered and forward your response to 
the PSM Course Co-ordinator. 

April 1995 



Public Sector 
Management Course 

State/Territory: NT 

Course No. 

PARTICIPANT QUESTIONNAIRE 

MANAGING SERVICE DELIVERY 

This questionnaire is part of an ongoing evaluation of the PSM Course. The 
purpose of this questionnaire is to provide: 

• you with some benchmarks for monitoring your progress on the course, and 
• the course co-ordinator and presenters with an indication of your 

development. 

All participants of the PSM Course are requested to provide their views on 
completion of each stream in the Course. The information that you provide will 
be kept strictly confidential. It will be combined with information obtained from 
other participants and reported in aggregate form only. 

The questionnaire should take about 15 minutes of your time to complete. 

Please complete all sections of the questionnaire unless you are directed to move 
on to the next section. This will ensure your views are included in the statistical 
analysis of the responses we receive. Please indicate your answer to each 
question by placing a tick or entering a number in the box that represents your 
view or situation and providing comments as appropriate. 

When you have completed the questionnaire please forward it to the PSM 
Course Co-ordinator in your State or Territory. 

Thank you for your time in completing this questionnaire. 

2 

April 1995 



STREAM - MANAGING SERVICE 
DELIVERY 

For each question please tick or enter a 
number in the box, or comment as appropri-
a Ic. 

BACKGROUND 

I. Location of Course 

ACT NSW NT Qid 

1-1  LI LI LI 
2 3 4 

Vie WA Tas SA 

LI LI LIEu 
5 6 7 8 

2. Current agency 

Commonwealih I 

Slate/TeiTitory 2 

Local 3 

SKILLS AND KNOWLEDGE 

3. Please rate any improvement in your 
knowledge as a result of having 
undertaken this stream, against the 
scale below, by placing a number in the 
box after each item. 

Knowledge of Public Sector reforms 
and impact on middle managers LI 
Ability to develop, implement and 
understand the value of strategic and LI operational planning 

Skills to plan, implement and 
evaluate policy, service and program LI 
delivery 

Ability to create a client service 
environment and meet accountability LI 
requirements 

4. To what extent were your pre-course 
objectives met? 

Not met 

Partially 

Majority attained 

Exceeded those set 

None set 

Unable to assess 

1 

2 

3 

4 

5 

6 

If your objectives were not met or only partially 
met please comment on what we could have 
included in the Stream to meet these objectives: 

= Excellent 
2 = High 
3 = Good 
4 = Acceptable 
5 = Low 
6 Unable to assess 

April 1995 



COURSE COMPONENTS 

5. Please rate the overall effectiveness of 
the following aspects of the Stream 
against the scale below, by placing a 
number in the box after each item. 

1 = Excellent 
2 = Very Good 
3 = Good 
4 = Fair 
5 = Poor 
6 = Unable to assess 

6. Please rate the presenter(s) on their 
ability in delivering this stream 
against the scale below, by placing a 
number in the box after each item for 
each presenter (if more than one). 

1 = Extremely Able 
2 = Very Able 
3 = Able 
4 = Not so Able 
S = Poor 
6 = Unable to assess 

 

 

 

 

 

1234 
Stream (course) material  Knowledge of Public I I F 1 Sector 
Small group work LIII 1 2 3 4 

 Ability to communicate 

Activities clear instructions   

Integration activity  Effectiveness in making 1234 

I I I presentations, style, etc I 
Links between theory and activities  Effectiveness in facilitating 1 2 3 4 

group discussions and I I I 
activities 

Any other comments 

Any other comments on the presenter(s) 
delivery 

April 1995 



ADMINISTRATION 8. Please rate the overall pace of the 
program by ticking one box. 

7. Please rate the level of appropriateness 
of the program and administration Too slow I 

against the scale below, by placing a 
number in the box after each item. About right 2 

Too fast 3 
1 = Excellent 
2 = Very Good Any other comments 
3 = Good 
4 = Fair 
5 = Poor 
6 = Unable to assess - 

 geographical location LII 
 venue LII  

 service provided by venue staff 

 comfort of rooms [11 
 catering [II] FUTURE COURSES 

 information and services provided by LI co-ordinator 9. Have you any further comments on 
changes to the Stream materials, 
delivery or administration which 

Any other comments on the program and you consider would improve the 
administration course? 

Date 

Please check all questions have been 
answered and forward your response to 
the PSM Course Co-ordinator. 

April 1995 



Public Sector 
Management Course 

State/Territory: N T 

Course No. 

PARTICIPANT QUESTIONNAIRE 

PEOPLE MANAGEMENT 

This questionnaire is part of an ongoing evaluation of the PSM Course 
The purpose of this questionnaire is to provide: 

• you with some benchmarks for monitoring your progress on the 
course, and 

• the course co-ordinator and presenters with an indication of your 
development. 

All participants of the PSM Course are requested to provide their 
views on completion of each stream in the Course. The information 
that you provide will be kept strictly confidential. It will be combined 
with information obtained from other participants and reported in 
aggregate form only. 

The questionnaire should take about 15 minutes of your time to 
corn p lete. 

Please complete all sections of the questionnaire unless you are 
directed to move on to the next section. This will ensure your views 
are included in the statistical analysis of the responses we receive. 
Please indicate your answer to each question by placing a tick or 
entering a number in the box that represents your view or situation 
and providing comments as appropriate. 

When you have completed the questionnaire please forward it to the 
PSM Course Co-ordinator in your State or Territory. 

Thank you for your time in completing this questionnaire. 

2. 

April 1995 



STREAM - PEOPLE MANAGEMENT managing people and their work to 
improve productivity in the public 

For each question please tick or enter a number 
sector 

in the box, or comment as appropiate. 
b) Ability to develop effective human 

resource plans and recruit the right 
BACKGROUND people for the right jobs 

1. Location of Course c) Knowledge and understanding of 
recent work place reforms that have 

ACT NSW NT Qld influenced culTent work practices 

2 3 4 d) Ability to plan the work of a unit and 
allocate work on the basis of 

Vic WA Tas SA - organisational and individual needs, 
maintain effective working 

5 6 7 8 relationships and involve staff in 
decision making 

 Current agency 

4. To what extent were your pre-course 

Commonwealth 1 objectives met? 

State/Territory 2 

Local 3 Not met 1 
Partially 2 
Majority attained 3 

SKILLS AND KNOWLEDGE Exceeded those set 4 
None set 5 

Please rate any improvement in your Unable to assess 6 
knowledge as a result of having 
undertaken this stream, against the scale If your objectives were not met or only 
below, by placing a number in the box partially met please comment on what we 
after each item. could have included in the Stream to meet 

these objectives: = Excellent 
2 = High 
3 = Good 
4 = Acceptable 
5 = Low 
6 = Unable to assess 

a) Knowledge of human resource 
management, the industrial relations 
environment and implications for  

April 1995 



COURSE COMPONENTS 

5. Please rate the overall effectiveness of 
the following aspects of the Stream 
against the scale below, by placing a 
number in the box after each item. 

I = Excellent 
2 = Very Good 
3 = Good 
4 = Fair 
5 = Poor 
6 = Unable to assess 

6. Please rate the presenter(s) on their 
ability in delivering this stream 
against the scale below, by placing a 
number in the box after each item for 
each presenter (ii more than one). 

= Extremely Able 
2 = Very Able 
3 = Able 
4 = Not so Able 
5 = Poor 
6 = Unable to assess 

 

 

 

 

 

Stream (course) material  

Small group work 
 

Activities  
1-1 

Integrauon activity  

Links between theory and activities  

Any other comments  

1234 
Knowledge of Public 
Sector 

Ability to communicate 
1234 

clear instructions 

Effectiveness in making 1 2 3 4 

presentations, style, etc I I I I I 
Effectiveness in facilitating 1 2 3 4 
group discussions and I I I activities 

Any other comments on the presenter(s) 
deli very 

April 1995 



ADMINISTRATION 

7. Please rate the level of appropriateness 
of the program and administration 
against the scale below, by placing a 
number in the box after each item. 

1 = Excellent 
2 = Very Good 
3 = Good 
A - 

8. Please rate the overall pace of the 
program by ticking one box. 

Too slow 1 

About right 2 

Too fast 1-1  3 

Any other comments 

1• - I Ull 

5 = Poor 
6 = Unable to assess - 

 geographical location 

 venue 

 service provided by venue staff  

 comfort of rooms [ 
 catering 

FUTURE COURSES 

 information and services provided by 
co-ordinator 9. Have you any further comments on 

changes to the Stream materials, 
delivery or administration which 

Any other comments on the program and you consider would improve the 
administration course? 

Date 

Please check all questions have been 
answered and forward your response to 
the PSM Course Co-ordinator. 

April 1995 



Public Sector 
Management Course 

State/Territory: #.JT 
Course No. 

PARTICIPANT QUESTIONNAIRE 

RESOURCE MANAGEMENT 

This questionnaire is part of an ongoing evaluation of the PSM Course. The 
purpose of this questionnaire is to provide: 

you with some benchmarks for monitoring your progress on the course, and 
the course co-ordinator and presenters with an indication of your develop-
ment. 

All participants of the PSM Course are requested to provide their views on 
completion of each stream in the Course. The information that you provide will 
be kept strictly confidential. It will be combined with information obtained from 
other participants and reported in aggregate form only. 

The questionnaire should take about 15 minutes of your time to complete. 

Please complete all sections of the questionnaire unless you are directed to move 
on to the next section. This will ensure your views are included in the statistical 
analysis of the responses we receive. Please indicate your answer to each 
question by placing a tick or entering a number in the box that represents your 
view or situation and providing comments as appropriate. 

When you have completed the questionnaire please forward it to the PSM 
Course Co-ordinator in your State or Territory. 

Thank you for your time in completing this questionnaire. 

2.5 

April 1995 



pl- 

For each jue5110n please tick or enter a number 
in the box, or comment as appropnate. 

BACKGROUND 

Knowledge of the scope and the role 
of resource management in the public 
sector 

financial management 
information technology 

I. Location of Course Ability to interpret resource 
management frameworks, implement 

ACT NSW NT Qld strategies and evaluate outcomes 

LI LI LI LI 
2 3 4 

I) financial management 

Vic WA Tas SA 2) information technology 

LI LI [ILl 
5 6 7 8 

Ability to manage programs to satisfy LI 2. Current agency accountability and audit requirements 

Commonwealth 
State/TelTi tory 2 
Local 3 

SKILLS AND KNOWLEDGE 

3. Please rate any improvement in your 
knowledge as a result of having 
undertaken this stream, against the scale 
below, by placing a number in the box 
after each item. 

= Excellent 
2 = High 
3 = Good 
4 = Acceptable 
5 = Low 
6 = Unable to assess  

4. To what extent were your pre-course 
objectives met? 

Not met 
Partially 
Majority attained 
Exceeded those set 
None set 
Unable to assess 

2 

3 
4 

5 
6 

If your objectives were not met or only 
partially met please comment on what we 
could have included in the Stream to meet 
these objectives: 

April 1995 



COURSE COMPONENTS 

5. Please rate the overall effectiveness of 
the following aspects of the Stream 
against the scale below, by placing a 
number in the box after each item. 

1 = Excellent 
2 = Very Good 
3 = Good 
4 = Fair 
5 = Poor 
6 = Unable to assess 

6. Please rate the presenter(s) on their 
ability in delivering this stream 
against the scale below, by placing a 
number in the box after each item for 
each presenter (if more than one). 

1 = Extremely Able 
2 = Very Able 
3 = Able 
4 = Not so Able 
5 = Poor 
6 = Unable to assess 

a) Stream (course) mateal El 
1234 

a) Knowledge of Public I I I Sector 
b) Small group work 1 2 3 4 

Ability to communicate I 

 Activities clear instructions I I I I 

 Integration activity LII c) Effectiveness in making 1234 

presentations, style, etc I I I I 
e) Links between theory and activities [III d) Effectiveness in facilitating 1 2 3 4 

group discussions and I I I 
Any other comments 

activities 

Any other comments on the presenter(s) 
delivery 

April 1995 



ADMINISTRATION 

7. Please rate the level of appropriateness 
of the program and administration 
against the scale below, by placing a 
number in the box after each item. 

1 = Excellent 
2 = Very Good 
3 = Good 
A - 

8. Please rate the overall pace of the 
program by ticking one box. 

Too slow LII 1 

About right 1111 2 

Too fast LII 
Any other comments 

all 

5 = Poor 
6 Unable to assess 

geographical location 

venue  
service provided by venue staff EIII 
comfort of rooms [II] 
catering [III FUTURE COURSES 

f) information and services provided by 
co-ordinator 9. Have you any further comments on 

changes to the Stream materials, 
delivery or administration which 

Any other comments on the program and you consider would improve the 
administration course? 

Date 

Please check all questions have been 
answered and forward your response to 
the PSM Course Co-ordinator. 

April 1995 



Public Sector 
Management Course 

State/Territory: 

Course No. 

PARTICIPANT QUESTIONNAIRE 

SIX MONTH POST COURSE 

This questionnaire is part of an ongoing evaluation of the PSM Course. 
The purpose of this questionnaire is to provide the PSM Course Board 
with information on course outcomes. 

All participants of the PSM Course are requested to assess changes in 
their knowledge and skills levels, and their work behaviours at the six 
month interval after completion of the Course. The information that 
you provide will be kept strictly confidential. It will be combined with 
information obtained from other participants and reported in 
aggregate form only. 

The questionnaire should take about 15 minutes of your time to 
complete. 

Please complete all sections of the questionnaire. This will ensure 
your views are included in the statistical analysis of the responses we 
receive. Please indicate your answer to each question by placing a tick 
or entering a number in the box that represents your view or situation 
and providing comments as appropriate. 

When you have completed the questionnaire please forward it to the 
PSM Course Co-ordinator in your State or Territory. 

Thank you for your time in completing this questionnaire. 

4.l7 

April 1995 



SIX MONTH POST COURSE 

For each question please tick or enter a number 
in the box, or comment as appropriate. 

BACKGROUND 

Location of Course 

ACT NSW NT Qid 

LI LI LI LI 
2 3 4 

Vic WA Tas SA 

LI LII LII LII] 
5 6 7 8 

2. Current agency 

Commonwealth 
State/Territory 2 

Local 3 

3. Office location 

Central Office 
Regional Centre 2 

4. Gender of participant 

Male 
Female 2 

5. Did the participant undergo 
assessment for accreditation? 

Yes 
No H 2 

6. Have you been promoted either 
permanently or temporarily to a higher 
level since you began the PSM Course? 

SKILLS AND KNOWLEDGE 

Please rate the extent to which you 
consider the level of knowledge and skills 
may have improved for each stream as a 
result o! your participation in the PSM 
Course, using the scale below by placing a 
number in the box after each item for 
questions 7-10. Refer to the precourse 
assessment of your strengths and 
weaknesses. 

= Very significant 
2 = Significant 
3 = Acceptable 
4= Low 
5 = Deteriorated 
6 = Unable to assess 

7. Leadership and Change 

Ability to influence and motivate to LII achieve results 

Ability to develop and apply LII effective leadership skills and 
strategies to improve individual 
and work group effectiveness 

Knowledge of work group dynamics 
and personal preferences in work 
groups 

Knowledge of processes of LI change and ability to manage 
change effectively 

Yes LII 1 

No 
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8. Managing Service Delivery 10. People Management 

Knowledge of Public Sector reforms a) 
and impact on middle managers 

Ability to develop, implement and 
understand the value of strategic and 
operational planning  

Knowledge of Human Resource 
Management, the Industrial 
Relations environment and the 
implications for managing 
people and their work to improve 
productivity in the public sector 

Skills to plan, implement and evaluate 
policy, service and program delivery b) Ability to develop effective human 

resource plans and recruit the right 
Ability to create a client service people for the right jobs 
environment and meet accountability 
requirements 

- 
c) Knowledge and understanding of 

work place reforms that have 
influenced current work practices 

9. Resource Management 

a) Knowledge of scope and role of 
resource management in the public 
sector 

financial management 

information technology 

b) Ability to interpret resource manage 
ment frameworks, plan, select and 
implement strategies and evaluate 
outcomes 

d) Ability to plan the work of a unit LI and allocate work on the basis of 
organisational and individual 
needs, maintain effective working 
relationships and involve staff in 
decision making, 

Do you have any other comments? 

I) financial management 

2) information technology I 
c) Ability to manage programs to satisfy 

accountability and audit requirements 

April 1995 



WORKPLACE BEHAVIOURS 

I. Have there been any changes to the 
way you work in your work area 
as a result ol your participation in the 
PSM Course? Please rate the degree of  
change using the scale below, by 
placing a number in the box for each ORGANISATIONAL BENEFIT 
item. 

12. Please rate the extent to which your 
1 = Very Significant organisation has benefited from your 
2 = Significant participation in the Public Sector 
3 = Small Management Course using the scale 
4 = None below, by placing a number in the 
5 = Has deteriorated 

- 
box for each item. 

6 = Unable to assess 
1 = Very high 

a) Networking (making effective 2 = High 
work contacts) 3 = Good 

4 = Fair 
h) Productivity (rate of output) El 5 = Poor 

6 = Unable to assess 
c) Focus on Outcomes 

a) Time as an investment 
d) Focus on Client Services 

b) Course fee as an investment 
e) People management 

c) Gain to work group/organisation 
f) Capacity to deal with personal 

management issues - 
d) improved client service  

g) Leadership e) improved productivity 

h) Teamwork 
WORKPLACE PROJECT 

i) Attitudes towards change - 

13) What was the focus of your 
j) Understanding of your personal El 

Workplace project and what 
style of operating were the major outcomes? 

k) Understanding of other people's 
style o1 operating 

I) Other signilicant changes in the 
way you work (Please specify) 
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14) Please indicate any views you may have 
about the Workplace project or hOw it 
may he improved: 

FUTURE COURSES 

16. Do you have suggestions for the 
improvement of the PSM Course and 
its effectiveness? 

15. How well did the Coursework prepare 
you for the Workplace project?  
(Please tick one box) 

Very well  

Satisfactory 2  

Not at all 3  
Made it more difficult 4  

Unable to assess 5 

Do you have any other comments on this Please check all questions have been 
issue9 answered and forward your response to 

the PSM Course Co-ordinator. 

April 1995 



Public Sector 
Management Course 

State/Territory: 

Course No. 

SPONSOR QUESTIONNAIRE 

SIX MONTH POST COURSE 

This questionnaire is one of two questionnaires sponsors are requested 
to complete which form part of the evaluation of the PSM Course. 

The PSM Course Board is interested to hear your views on the value of 
the course to your organisation and the extent of changes to the 
knowledge and skills levels of the participant, you have sponsored, at 
the six month interval following completion of the workplace project 

The information that you provide will be kept strictly confidential. It 
will be combined with information obtained from other sponsors and 
reported in aggregate form only. 

The questionnaire should take about 15 minutes of your time to 
complete. 

Please complete all sections of the questionnaire. This will ensure 
your views are included in the statistical analysis of the responses we 
receive. Please indicate your answer to each question by placing a tick 
or entering a number in the box that represents your view and 
providing comments as appropriate. 

When you have completed the questionnaire please forward it to the 
PSM Course Co-ordinator in your State or Territory. 

Thank you for your time in completing this questionnaire. 

Lt 

April 1995 



SIX MONTI-1 POST COURSE 

For each question please tick or enter a number 
in the box, or comment as appropriate. 

BACKGROUND 

Location of Course 

ACT NSW NT Qid 

LII LII El Eli 
2 3 4 

Vie WA Tas SA 

El LI LIII 
5 6 7 8 

Current agency 

Commonwealth 
State/TeiTitory 2 
Local 3 

3. Office location 

Central Office 
Regional Centre 2 

Gender of participant 

Male I 
Female 2 

Did the participant undergo 
assessment for accreditation? 

Yes 
No H 2 

6. Has the participant been promoted 
either permanently or temporarily to 
a higher level since he/she began the 
PSM Course? 

Yes I 
No 2 

SKILLS AND KNOWLEDGE 

Please rate the extent to which you consider the 
level of knowledge andskills may have 
improved for each stream as a result of the 
participants participation in the PSM Course, 
using the scale below by placing a number in 
the box after each item for questions 7-10. 
Refer to the precourse assessment of his/her 
strengths and weaknesses. 

= Very significant 
2 = Significant 
3 = Acceptable 
4= Low 
5 = Deteriorated 
6 = Unable to assess 

7. Leadership and Change 

Ability to influence and motivate to [11111 achieve results 

Ability to develop and apply 
effective leadership skills and 
strategies to improve individual 
and work group effectiveness 

Knowledge of work group 
dynamics and personal preferences 
in work groups 

Knowledge of processes of El change and ability to manage 
change effectively 

April 1995 



8. Managing Service Delivery 10. People Management 

a) Knowledge of Public Sector a) Knowledge of Human Resource 
dorms and impact on middle Management, the Industrial 

managers Relations environment and the 
implications for managing 

b) Ability to develop, implement and people and their work to improve 
understand the value of strategic and productivity in the public sector 
operational planning 

 Ability to develop effective human 
Skills to plan, implement and evaluate resource plans and recruit the right 
policy, service and program delivery people for the right jobs 

Ability 10 create a client service c) Knowledge and understanding of 
environment and meet accountability work place reforms that have 
I-C(I ffl i"OrnefILS influenced cuiTent work practices 

d) Ability to plan the work of a unit 
9. Resource Management and allocate work on the basis of 

organisational and individual 
a) Knowledge of scope and role of needs, maintain effective working 

resource management in the public relationships and involve staff in 
sector decision making, 

I) financial management 

2) inlOiTnation technology Do you have any other comments? 

h) Ability to interpret resource manage 
ment frameworks, plan, select and 
implement strategies and evaluate 
outcomes 

I) financial management 

2) information technology 

c) Ability to manage programs to satisfy 
accountability and audit requirements 

April 1995 



l=Very high 
2 = High 
3 = Good 
4=Fair 
5 = Poor 
6 = lJncihle to ics.cc 

Time as an investment 

Course fee as an investment 

Gain to work group/organisation 

improved client service 

improved productivity 

LI 
WORKPLACE PROJECT 

13) What was the focus of his/her 
Workplace project and what were 
the major Outcomes? 

a 

WORKPLACE BEHAVIOURS 

11. Have there been any changes to the way 
he/she works in your work environment 
as a result uI his/her participation in the 
PSM Course? Please rate the degree of 
change using the scale below, by 
placing a number in the box for each 
item. 

= Very Significant 
2 = Significant 
3 = Small 
4 = None 
5 = Has detedorated 
6 = Unable to assess 

Networking (making effective 
work contacts) 

Productivity (rate of output) 

Focus on Outcomes 

Focus on Client Services 

People management 

1) Capacity to deal with personal 
management issues 

Leadership 

Teamwork 

Attitudes towards change 

Understanding of your personal 
style of operating 

Understanding of other people's 
style of operating 

Other significant changes in the 
way you work (Please specify) 

ORGANISATIONAL BENEFIT 

12. Please rate the extent to which your 
organisation has benefited from his/her 
participation in the Public Sector 
Management Course using the scale 
below, by placing a number in the box for 
each item. 

I 

w 
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14) Please indicate any views YOU may have 
about the Workplace project or how it 
may he improved: 

FUTURE COURSES 

16. Do you have suggestions for the 
improvement of the PSM Course and 
its effectiveness? 

15. Did the Coursework prepare 
the participant for the Workplace 
project? (Please tick one box) 

Very well 1 

Satisfactory 2 

Not at all 3 

Made it more difficult 4 

Unable to assess 5 Please check all questions have been 
ans'Med and forward your response to 
the PSM Course Co-ordinator. 

April 1995 



Public Sector 
Management Course 

State/Territory: 

Course No. 

PARTICIPANT QUESTIONNAIRE 

END OF COURSE 

This questionnaire is part of an ongoing evaluation of the PSM 
Course. The purpose of this questionnaire is to provide: 

• you with the opportunity to measure the changes in your levels 
of knowledge and skills as a result of having completed the 
coursework, and 

• the PSM Board with information to assess the value of the 
course and identify any areas in need of improvement. 

All participants of the PSM Course are requested to provide their 
views following completion of the coursework. The information 
that you provide will be kept strictly confidential. It will be 
combined with information obtained from other participants and 
reported in aggregate form only. 

The questionnaire should take about 15 minutes of your time to 
complete. 

Please complete all sections of the questionnaire unless you are 
directed to move on to the next section. This will ensure your 
views are included in the statistical analysis of the responses we 
receive. Please indicate your answer to each question by placing a 
tick or entering a number in the box that represents your view or 
situation and providing comments as appropriate. 

When you have completed the questionnaire please forward it to 
the PSM Course Co-ordinator in your State or Territory. 

Thank you for your time in completing this questionnaire. 

April 1995 



END OF COURSE c) If no, Why ? 

For each question please tick or enter a number 
in the box, or comment as appropriate.  

BACKGROUND 

1. Location of Course 

ACT NSW NT Qid 

LIII LII 
1 2 3 4 

b) If yes, are there any way in which 
Vic WA Tas SA - 

the assessment process can be improved? 

LIII [hEll  5 6 7 8 

2. Current agency 

Commonwealth 
State/Territory 2 
Local 3 

3. Office location 

Central Office 1 
Regional Centre 2 

Gender 

Male 
Female H 2 

a) Did you undergo assessment for 
accreditation? 

Yes fli 
No 

SKILLS ANTI KNOWLEDGE 

Please rate the extent to which you consider 
your level of knowledge and skills may have 
improved for each stream, as a result of your 
participation in the PSM Course using the scale 
below, by placing a number in the box after 
each item for questions 6,7,8 & 9. Refer to 
your pre course assessment of your strengths 
and weaknesses. 

= Very significant 
2 = Significant 
3 = Acceptable 
4 = None 
5 = Deteriorated 
6 = Unable to assess 
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6. Leadership and Change c) To what extent did the course meet 
your personal objectives in relation 

Ability to influence and motivate to to this stream? Please comment 
achieve results 

Ability to develop and apply effective 
leadership skills and strategies to 
improve individual and work group 
ciTecti veness 

Knowledge of work group dynamics 
and personal differences in work 
groups 

Knowledge of processes of change 
- 8. Resource Management and auiiiiy to tiiaiiage criange 

effectively 
a) Knowledge of the scope and the 

role of resource management in the 
public sector: 

financial management 
information technology 

b) Ability to interpret resource 
management frameworks, plan 
select and implement strategies and 
evaluate outcomes: 

financial management 
information technology 

c) Ability to manage programs to 

7. Managing Service Delivery satisfy accountability and audit 
requirements 

Knowledge of Public Sector reforms 
and impact on middle managws 

d) 

Ability to develop, implement and 
understand the value of strategic and 
operational planning 

Skills to plan, implement and evaluate [I] policy, service and program delivery 

Ability to create a client service 
environment and meet accountability 
requirements 

To what extent did the course meet your 
personal objectives in relation to this 
stream? Please comment 

Ii 

I 

To what extent did the course meet 
your personal objectives in relation 
to this stream? Please comment 

April 1995 



9. People Management 10. How frequently do you apply the 
improved level of knowledge and 

 Knowledge of Human Resource skills you gained from the Course in 
Management, the Industrial the workplace? (Please tick one 
Relations environment and the box) 
implications for managing 
people and their work to improve Frequently 1 
productivity in the public sector Often 2 

 Ability to develop effective human  Occasionally H 
resource plans and recmit the right Rarely h 
people for the right jobs Never E  Knowledge and understanding of 

Unable to assess 6 

recent work place refoniis that have - 

influenced current work practices 
II. Please describe briefly an example of 

 Ability to plan the work of a urn t  how you have applied the improved 

and allocate work on the basis of knowledge and skills and the change 

organisational and individual in your behaviour.  
needs, maintain effective working 
relationships and involve staff in 
decision making, 

 To what extent did the course meet  
your personal objectives in relation 
to this stream? 

COURSE COMPONENTS 

12. Please rate the extent to which the 
following aspects of the course have 
made a contribution to the knowledge 
and skills you have gained on the 
course, using the scale below, by 
placing a number in the box after 
each item. 

1 = Very significant 
2 = Medium 
3 = Little 
4 = None 
5 = Unable to assess 
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a) adult learning principles 14. Please indicate any views you may 

have on the COURSE DELIVERY 

b) mix of theory and content and how it may be improved 

c) mix of Commonwealth and State 
participants  

d) structure of course work 

e) relevance of course to work 

f) sponsor involvement 

g) supervisor involvement 

h) Workplace project 
15. Please indicate any views you may 

i) tertiary assessment have on the COURSE ASSESSMENT 
and how it may be improved 

j) additional readings provided for []  
assessment 

k) tutoiial support for assignments [} 
1) access to resources for 

assignments 

m) feedback on assignments from the [I]  university 

16. Any other comments on the PSM 
FUTURE COURSES Course would be welcome. 

13. Please indicate any views you 

may have on the COURSE 

CONTENT and how it may be 
improved  

Please check all questions have been 
answered and forward your response to 
the PSM Course Co-ordinator. 

April 1995 



Public Sector 
Management Course 

State/Territory: 

Course No. 

SPONSOR QUESTIONNAIRE 

END OF COURSE 

This questionnaire is one of two questionnaires sponsors are requested 
to complete which form part of the evaluation of the PSM Course. 

The PSM Course Board is interested to hear your views on the value of 
the course to your organisation and the extent of changes to the 
knowledge and skills levels of the participant, you have sponsored, as 
a result of completing the Course. 

The information that you provide will be kept strictly confidential. It 
will be combined with information obtained from other sponsors and 
reported in aggregate form only. 

The questionnaire should take about 15 minutes of your time to 
complete. 

Please complete all sections of the questionnaire. This will ensure 
your views are included in the statistical analysis of the responses we 
receive. Please indicate your answer to each question by placing a tick 
or entering a number in the box that represents your view and 
providing comments as appropriate. 

When you have completed the questionnaire please forward it to the 
PSM Course Co-ordinator in your State or Territory. 

Thank you for your time in completing this questionnaire. 

April 1995 



SPONSORS' END OF COURSE 
OUESTIONNAIRE 

For each question please tick or enter a number 
in the box, as appropriate. 

BACKGROUND 

Location of Course 

ACT NSW NT Qid 

LI LI LI LI 
2 3 4 

Vic WA Tas SA 

LI LI LILI 
5 6 7 8 

2. Current agency  

SKILLS AND KNOWLEDGE 

Please rate the extent to which you consider the 
participant's level of knowledge and skills may 
have improved for each of the following items 
as a result of their participation in the PSM 
Course against the following scale, by placing a 
number in the box after each item. 

You may wish to refer to the precourse 
assessment of the participant's strengths and 
weaknesses. 

High 
2 = Good 
3 = Acceptable 
4 = Low 
5 = None 
6 = Unable to assess 

Commonwealth 1 For example LII State/Territory 2 
Local 3 

6. Leadership and Change 

3. Office location  Ability to influence and motivate 
to achieve results 

Central Office 
Regional Centre 2 

 Ability to develop and apply 
4. Gender 0! participant effective leadership skills and 

strategies to improve individual 
Male H l and work group effectiveness  
Female 

c) Knowledge of work group 
dynamics and personal 

5. How long have you been the preferences in work groups 
Participant's sponsor? 

less than 6 months LI 1 d) Knowledge of the processes of LI 6 - 12 months 2 change and ability to manage 
more than 12 months 3 change effectively 
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7. Vlanaging Service Delivery 9. People Management 

a) Knowledge of Puhlic Sector reforms a) 
and Impact on middle managers 

h) Ability to develop, implement and 
understand the value of strategic and 
operational planning  

Knowledge of human resource 
management, the industrial relations 
environment and the implications 
for managing people and their work 
to improve productivity in the 
public sector 

c) Skills to plan, implement and 
evaluate policy, service and program 
delivery 

b) Ability to develop effective human 
resource plans and recruit the right 
people for the right jobs 

d) Ability to create a client service 
environment and meet accountability 
requirements 

- c) Knowledge and understanding of 
work place reforms that have 
influenced current work practices 

a 

U 

I) financial management 

2) inlormation technology 

d) Ability to plan the work of a unit 
and allocate work on the basis of 
organisational and individual needs, 
maintain effective working 
relationships and involve staff in 
decision making 

H 
iO. In the pre-course evaluation the 

participant identified three priority 
areas for development. To what 
extent have these needs been met? 
(Please tick one box) 

Completely 

Mostly 

Fairly well 

Not well 

Unable to assess 

1 

2 

3 

4 

5 

8. Resource Management 

Knowledge of scope and role of 
resource management in the public 
sector 

I) financial management 

2) information technology 

Ability to interpret resource manage 
ment frameworks, plan, select and 
implement strategies and evaluate 
Outcomes 

- 

10 

c)Ability to manage programs to 
satisfy accountability and audit 
requirements 
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WORKILACE BEHAVIOUR 

11. Have you observed any changes to the way 
the participant works in their work area 
since they began the PSM Course? Please 
use the scale below and enter a number in 
the hux alter each item. 

= Very significant improvement 
2 = Significant improvement 
3 = Small improvement 
4 = No improvement 
5 = Has deteriorated 
6 = Unable to assess 

12. Any other comments you may have on the 
PSM Course are welcome. 

Please check all questions have been answered 
and return your response to the PSM Course 

LII 

1-1 

LII 

Networking (making effective 
work contacts) 

Productivity (rate of output) 

Focus on Outcomes 

Focus on Client Service 

People management 

1) Capacity to deal with personal 
management issues 

Leadership 

Teamwork 

Attitudes towards change 

Understanding their personal 
style of operating 

Understanding of other 
people's style of operating 

1) Other significant changes in the 
way they work (Please specify) 

I 

U 

10-1 
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Public Sector 
Management Course 

State/Territory: N1'1 
Course No. 

PRESENTER REPORT 

END OF STREAM 

This report is part of an ongoing evaluation of the PSM Course 

The aims of the report is two fold 

• firstly, to enable presenters to provide their views and comments on 
the effectiveness of the Course materials and delivery and to 
suggest areas for improvement; 

• secondly, to provide information to other Course presenters about 
the level of development of the group and the major concepts 
covered so far to avoid any duplication of topics and effort in 
subsequent streams. 

You can either complete a report in the questionnaire form, in the space 
provided or use the headings as a guide for a more comprehensive 
report on the stream or module you have presented. 

Please ensure the report provides details of your name, the stream you 
presented, etc. which will enable the Co-ordinators to follow up any of 
your comments or requests. 

Please forward the report, with any additional materials as 
appropriate, to the Course Co-ordinator in your State or Territory at 
the completion of the stream or mod ide. 

Thank you for your time in completing the report. 

L ft 

April 1995 



Public Sector 

Management Course 

PRESENTERS' END OF STREAM REPORT 

NAME: 

STREAM/MODULE: 

COURSE CODE: 

LOCATION of COURSE: 

DATE DELIVERED: 

Delivery 

Please give an overview on the module/Stream you have just delivered using the 
headers below as a guide: 

a) What aspects of the Course presentation worked well for this group? Why? 

h) What aspect of the Course presentation did not work well for this group? Why? 

April 1995 



Have you made any changes to Course materials or activities? If yes, what 
types ol changes were made'? 

In light ol your comments in a), b) and c) above, what changes could you 
make to the presentation to improve outcomes for participants'? (eg 
substitution of activities, academic references, guest speakers, deletion of 
activities)'? 

What was the Course coverage, depth and pitch in relation to the group's 
needs'? 

1) List the learning activities used and comment on their effectiveness and 
relevance: 

April 1995 



APPENDIX THREE 



Appendix 3 

Summary of Major Knowledge and Skill outcomes of the PSMC. 

Stream Outcomes: Participants will: 

Managing Service • understand and be able to interpret the impact of the internal & external 
Delivery environment of public sector programs, policies and operations 

• be able to plan, implement, evaluate appropriate policy, service & program 
delivery strategies to achieve corporate objectives while ensuring strategies are 
both ethical & responsive to client needs 

Leadership & • understand the importance of ethical behaviour and of developing competence 
change in interpersonal, communication & leadership skills to increase the 

effectiveness of the workgroup; 

• develop an improved understanding of the behaviour of themselves, other 
individuals & groups, and how to develop more effective interpersonal and 
leadership skills; 

• be able to manage effectively & to implement change 

Resource • understand the factors impacting on resources management in the public sector 
Management environment and the processes in managing these resources for best results 

• be able to plan and negotiate resource requirements, manage resources to 
achieve improved service & productivity & meet accountability requirements 

People • understand the purposes & principles & the principles underlying human 
management resource management in the public sector, the scope of human resource 

management, the industrial relations environment and the implications for 
managing people & their work to improve productivity 

• be able to plan and apply effective human resource management strategy for 
their work unit, to plan the work of their unit, to manage individual work 
performance and to establish effective work practices to achieve results 

(PSMC Introductory Module: 1995) 
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This brief survey was undertaken to examine the extent and type of mobility that has taken 
place involving Public Sector Management Course (PSMC) participants since they began the 
program. Some additional information was gathered regarding perceptions of the PSMC's 
contribution to career and personal development. The survey examines perceptions of the 
186 NTPS participants involved in the eight programs during 1993, 1994 and 1995. 

The PSMC is a national skills based management education program targeted at Public 
Sector employees in the $45 000 - $54 000 salary range who have direct responsibility for 
people, resource management and/or service delivery. The program is based on experiential 
learning with an academic component and completion of a specific work based project. In 
the Northern Territory. PSMC links with the Executive Development Program as a part of a 
sector wide strategy to provide more skilled managers for the future. 

The survey provides a snapshot of PSMC participants at September 1996 and the results 
provide some interesting insights into their mobility and views. It does not, however, attempt 
to provide a comparison with mobility outcomes for others in the target group across the 
sector. 

PSMC has now been delivered in the NT for four years and the Local Management Group 
has commenced a more extensive evaluation of the program. This report is aimed at mobility, 
not the value of the program itself. 

1613111111  : (•JI 

A phone survey was conducted in combination with information accessed through the NTPS 
Personnel Information and Payroll System (PIPS). In the review, outcomes for graduates 
were compared with outcomes for those who had withdrawn, failed or who were listed as 
current . In the majority of cases the latter participants had attended the program sessions 
but had not completed the academic component. 

1.0 SUMMARY OF FINDINGS 
Gender and agency participation are examined below. 

1.1 Participation and Graduation Rates by Gender - PSMC '93 to '95 

38% (70) 62% (116) 

Females Males 

Graduated 
7A0/ 
I '-t /0 Other 
(52) 

52% 
48% (60) 
(56) 

26% 
(18) 

Females Males 



The percentage of female participants reflects the percentage of females within the target 

group. Females, however, have a significantly higher graduation rate. 

Participation by Agency 
1993 - 1995 

NT Public Sector 

Conservation Commission 9 
Department of the Chief Minister 3 
Department of Primary Industry and Fisheries 4 
Education 32 
Liquor Commission 3 
Mines & Energy 8 
Fire Service 8 
Treasury 2 
NT Education and Training Authority 4 
Commissioner for Public Employment 5 
Power and Water Authority 20 
Sport & Recreation 3 
Territory Health Service 25 

Centralian College 3 
Department Asian Relations Trade and Industry 3 
Director of Public Prosecutions 1 
Housing and Local Government 10 
Lands Planning and Environment 9 
Museums Art Gallery NT 1 
Police 5 
NT Correctional Services 3 
Office of Courts Administration 1 
Ombudsman 1 
Racing & Gaming 2 
Transport & Works 20 
Work Health Authority 1 

TOTAL 186 
(12 Commonwealth Public Sector participants were not included in this survey) 

2.0 The extent and type of mobility is summarised in the following graphs 

Combined data - classes 93 to 95 
Extent and Type of Mobility for PSMC Participants 

50  

No. of participants = 186 
40 No. of graduates 108 

No. of withdrawals = 29 
- _______ _______ No. of failures = 2 L 

30 No. still current = 47 I Graduated 

Other 

o 20 

0 
z  

10 

0 
I I I I 

Promotion Higher Lateral Left No 
Duties Transfer Service Movement 

Class of 93 
Extent and Type of Mobility for PSMC Participants 

15 

No. of participants 
co 

0 10 No. of withdrawals = 3 
No. of failures = 2 Graduated 
No. still current 0 Other 

z 

0 
I 

Promotion Higher Lateral Left No 
Duties Transfer Service Movement 

2.1 
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Class of 94 

Extent and type of Mobility for PSMC Participants 
25 

No. at participants S 69 
20 

=  No. of graduates 42 
No. of withdrawals = 16 

15 No at failures = 0 
No. still current = 11 Graduated a, 

a- Other 
. 10 — 

d 
z  

5 

0 I I 

Promotion Higher Lateral Left No 
Duties Transfer Service Movement 

2.4 

It was notable that 79% of participants had experienced mobility through promotion, periods 
of higher duties or lateral transfers into different jobs at the same or equivalent level. These 
categories were not mutually exclusive and the trend was for the majority of respondents 
to have experienced at least two of the mobility options. Only 2 1 % of respondents had 
remained in the same position since beginning the program. While mobility is evident for 
both graduates and non graduates, graduates had increased promotion, higher duties and 
lateral transfers. 

3.0 Perceptions of Value of the PSMC Experience 

The 162 participants who were coniactable by phone were asked to assign a value to the 
PSMC experience in terms of its effect on personal and career development. A rating between 
0 for 'not useful at all' and 10 for 'highly useful' was requested. The average (median) rating 
is recorded below. 

3.1 Personal and Career Development 

A\IOILc (iitediaii) IItiItL cd all 1)lrli(il)afltS 

A 
0 2 4 (i $ 10 
Not useful at all I liglily uselul 

Average (iuiedian) rating ol all grarluiatcs 

A 
0 2 4 6 $ 10 
Not uise6i I at all I lighly uselul 

2.3 



Average (median) rating of withdrawals & fail to complete 

A 
0 2 4 6 8 10 
Not useful at all Highly useful 

3.2 General Comments on PSMC Experience 

Participants also volunteered a range of comments relating to their perceptions of the PSMC 
experience. The vast majority of comments were positive and the key themes were: 

great group support and good networking opportunity 
broadened view of world; and 
value of an academic course which married theoretical, practical and strategic thinking. 

For example, specific comments included: 

'Course worthwhile and personally very satisfying. Currently doing a masters Degree 
at NTU on International Management.' 

'Best management course ever undertaken. Very relevant, covers material in such a 
way that it 'sticks'. Have been given permission to apply what I have learnt in the 
workplace and have become more enthusiastic as a result.' 

The main themes of the negative comments were: 

• lack of agency/sponsor support; 
• increasing workloads while on the course; 
• difficulty meeting course demands and timing; and 
• PSMC itself does not create promotion or mobility for participants. 

For example, specific comments included: 

'PSMC has done nothing for promotion, but has given a reasonable networking 
opportunity with peers across the NTPS' 

'Not sufficient thought given by agency to individual workload. No agency support.' 

Conclusions 

Generally PSMC has been perceived positively by all participants. It is worth noting that non-
graduates in the main had still generally completed the PSMC course without undertaking all 
the academic components, but could still be said to have had the 'PSMC experience'. 

While participating in PSMC does not equate with gaining promotion or transfer it has been 
perceived by participants to enhance development of a broader perspective and promote mobility 
for many individuals. Significant mobility is evident in both graduates and non graduates, with 
an increased incidence for graduates. The majority of participants in both groups rate the 
experience as very useful. 

1 Withdrawn = withdrew from the program before completing all course requirements 
Current = undertaking course requirements 
Failed to complete = did not complete the course requirements and did not advise the course coordinator of 

intentions. 

Prepared by Roz Angeles, Kate McTaggart, Bevin Sandow, Sharron Noske and Pauline Payne. 
Office of the Commissioner for Public Employment NT Government 

Government Printer of the Northern Territory 
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Office of the Commissioner for Public Employment 
Harbour View Plaza, Cnr Bennett & McMinn Streets, Darwin 

GPO Box 4371, Darwin NT 0801 
Phone: 08 8999 5511, Fax: 08 8941 1895 

4 November 1996 

Dear PSMC Participant / Sponsor of PSMC Participant 

RE: PSMC EVALUATION 

The Public Sector Management Course (PSMC) is an important middle management development program delivered by the Office of the Commissioner for Public Employment on behalf of the CEO's of NT Government Departments and the Australian Public Sector. As part of the ongoing program evaluation, components of the course are now being reviewed. 

Cheryl Crosthwaite, an NTU Master of Business Administration student and Manager at NT Health Services, has undertaken to review some aspects of the PSMC in the NT as an independent researcher. You have been contacted as either a participant or Sponsor of a PSMC participant. 

I strongly encourage you to take the time to complete this questionnaire so that your insights can assist us in our goal of sustaining quality programs delivery. 

Yours sincerely 

D J HAWKES 
Commissioner for Public Employment 

0•1 

Northern Territory Government 
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PUBLIC SECTOR MANAGEMENT COURSE (PSMC) 
PARTICIPANT QUESTIONNAIRE 

The Office of the Commissioner for Public Employment is seeking to reviev the 
delivery of the PSMC in the NT. All participants in the PSMC course are being 
surveyed to establish to what extent their participation in the course has met their 
personal and workplace needs. 

IWHAT YOU NEED TO DO 

Please complete this questionnaire. This should take less than 10 minutes 
Then fold the questionnaire into three (so that the return address is showing), 
fasten, and mail by 18 November,  

ICONFIDENTIALITY 

Your responses to this questionnaire will be sent directly to me and kept confidential. 
Your information will be combined with information from others and reported in 
aggregate form only. The questionnaire does have an identification number for 
correlation with demographic data . All original data will be destroyed at the 
completion of the project. 

IShould you have any queries I can be contacted on 89993301 during office hours. 

IPlease be assured your participation in this review is most valued and appreciated. 

Thank you 

Cheryl Crosthwaite 



CURRENT STATUS: 
Question I 

Please tick the description that fits you: 

a) Graduated from the PSMC U 
h) Completed the course work but not graduated U 
C) Currently completing PSMC 0 

NEEDS OF PARTICIPANTS: 
Please circle the appropriate response 

Question 2 Your Objectives: 
How closely did the PSMC met your objectives?: 

Didn't meet objectives I 
Partially met objectives 2 
Majority of objectives met 3 
Attained objectives set 4 
Exceeded objectives 5 
Didn't set any objectives 6 
Don't Know 7 

Question 3 Your Expectations 
How closely did the course met your expectations? 

Expectations not met 1 
Expectations partly met 2 
Majority of expectations met 3 
All expectations met 4 
Expectations exceeded 5 
No initial Expectations 6 
Don't Know 7 

Question 4: Sponsor Involvement 

If you did not use your sponsor, who did you use for support? 
Please tick 

Not applicable 11 Mentor U Colleague 0 Supervisor 0 No support used 0 



PARTICIPANTS IN THE WORKPLACE: 

Question 5 

Please rate the following factors by: 1 ) their importance to your success 
in implementing changed 
behaviours in the workplace (in 
Column 2) and; 

2 ) your satisfaction with these 
factors (in Column 3). 

Importance: No Importance (1) to Extreme Importance (5) 
How satisfied: Not Satisfied (I) to Totally Satisfied (5) 
(Please circle one number in each item) 

How important? HoNi,  
were 

satisfied 
you?: 

5.1 Involvement of your sponsor 1 2 3 4 5 1 2 3 4 5 
5.2 Support of your supervisor during the 

course 
1 2 3 4 5 1 2 3 4 5 

5.3 Action plan 1 2 3 4 5 1 2 3 4 5 
5.4 Post course feedback from sponsor 1 2 3 4 5 1 2 3 4 5 
5.5 Post course feedback from supetvisor 1 2 3 4 5 1 2 3 4 5 
5.6 Support of your supervisor in achieving 

desired work outcomes since the course 
has been completed  

1 2 3 4 5 1 2 3 4 5 

5.7 Having the same supervisor throughout 1 2 3 4 5 1 2 3 4 5 
5.8 Managing your work demands 1 2 3 4 5 1 2 3 4 5 
5.9 Supervisor assisting in managing work 

demands 
1 2 3 4 5 1 2 3 4 5 

CHANGES IN THE WAY YOU WORK: 
Question 6 

Have there been any changes to the way you work in your work area (i.e. 
section) as a result of your participation in the PSMC? (Please circle one number 
in each item) 

No 
Change 

Small 
lmprov- 
ement 

Significant 
Improvement 

Very 
Significant 

 Improvement  

Don't 
Know 

6.1 Networking (making effective 
work contacts)  

1 2 3 4 5 

6.2 1 Productivity (rate of output) 1 2 1 3 4 5 
6.3 Results Focus 1 2 3 4 5 
6.4 Client Focus 1 2 3 4 5 
6.5 People Management - 1 2 3 4 5 
6.6 Leadership 1 1 2 3 4 5 
6.7 1 Teamwork 1 2 3 —4 - 5 
6.8 Capacity to deal with change 1 2 3 4 5 
6.9 Understanding of your personal 

style of operating  

1 2 3 4 5 

6.10 Other significant changes in the 
way you work: Please state  

6.10a  1 2 3 4 5 
6.11th  1 1 2 3 4 5 

Thank you for completing and returning this questionnaire. 



Confidential - 

Reply Paid 254 
Cheryl Crosthwaite 
GPO Box 4371 
Darwin 0801 
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PUBLIC SECTOR MANAGEMENT COURSE (PSMC) 
SPONSOR QUESTIONNAIRE 

The Office of the Commissioner for Public Employment is seeking to review the 
delivery of the PSMC in the NT. As a sponsor of a participant between 1993 -1995, it is 
extremely important that your views on this matter be canvassed. All participants 
(and their sponsors) in the PSMC course are being surveyed to establish to what 
extent their participation in the course has met their personal and workplace needs. 

WHAT YOU NEED TO DO 

Please complete this questionnaire. This should take less than 10 minutes. 
Then fold the completed questionnaire into three (so that the return address is 
showing), fasten, and mail by 18 November. 

CONFIDENTIALITY 

Your responses to this questionnaire will be sent directly to me and kept confidential. 
Your information will be combined with information from others and reported in 
aggregate form only. The questionnaire does have an identification number for 
correlation with demographic data . All original data will be destroyed at the 
completion of the project. 

Should you have any queries I can be contacted on 8999 3301 during office hours. 

Please be assured your participalion in this review is most valued and appreciated. 

Cheryl Crosthwaite 

xJ 



CURRENT STATUS: 

Question 1 

a) Did you remain the participant's sponsor for the duration of the PSMC? 
(Please tick) 

yes U 
Are you or were you the participant's supervisor? 

Please tick 

Supervisor & sponsor: 0 
Sponsor only U 
Currently still supervisor LI 

Have you undertaken : (please tick) 
the PSMC?: yes U no U the EMP/EDP? yes U noD 

NEEDS OF PARTICIPANTS: - 

ricase ciieie ule appwpriaie 1CbPUWU 

Question 2 Your Objectives: 
How closely do you believe the PSMC has met the participant's 
objectives?: 

Didn't meet objectives 1 
Partially met objectives 2 
Majority of objectives met 3 
Attained objectives set 4 
Exceeded objectives 5 
Didn't set any objectives 6 
Don't Know 7 

Question 3 Your Expectations 
How closely has the course met the participant's expectations? 

Expectations not met I 
Expectations partly met 2 
Majority of expectations met 3 
All expectations met 4 
Expectations exceeded 5 
No initial Expectations 6 
Don't Know 7 

Question 4: 
Do you believe the work based project provided a practical return to the 
organisation for the investment in the participant's development? 
(please Circle) 
No Return 1 2 3 4 5 very significant return 



PARTiCIPANTS IN THE WORKPLACE: 

Q UCStIOU 5 
Please rate the following factors by: 1) their importance to the 

participant's success in 
implementing changed 
behaviours in the workplace (in 
Column 2) and; 

2 ) your satisfaction with these 
factors (in Column 3). 

Importance : No Importance (1) to Extreme Importance (5) 
How satisfied: Not Satisfied (1) to Totally Satisfied (5) 
(Please circle one number in each item) 

How Important? How 
were 

satisfied 
you?: 

5.1 Involvement of yourself as sponsor 1 2 3 4 5 1 2 3 4 5 
5.2 Support of supervisor during the course 1 2 3 4 5 1 2 3 4 5 
5.3 Action plan 1 2 3 4 5 1 2 3 4 5 
5.4 Post course feedback from sponsor 1 2 3 4 5 1 2 3 4 5 
5.5 Post course feedback from-  supervisor 1 2 3 4 5 1 2 3 4 5 
5.6 Support of supervisor 

work outcomes since 
completed  

in achieving desired 
the course has been 

1 2 3 4 5 1 2 3 4 5 

5.7 Having the same supervisor throughout 1 2 3 4 5 1 2 3 4 5 
5.8 Participant managing work demands 1 2 3 4 5 1 2 3 4 5 
5.9 Supervisor assisting in managing work 

demands 
1 .2 3 4 5 1 2 3 4 5 

CHANGES IN THE WAY THE PARTICIPANT WORKS: 

Question 6 
Have there been any changes to the way the participant works in her/his 
work area (i.e. section ) as a result of their participation in the PSMC? (Please 
circle one number in each item) 

No 
Change 

Small 
Improve- 

me nt 

Significant 
Improvement 

very 
Significant 

 Improvement  

Don't 
Know 

6.1 Networking (making effective 
work contacts)  

1 2 3 4 5 

6.2 1 Productivity (rate of output) 1 2 3 4 5 
6.3 Results Focus 1 2 3 4 5 
6.4 Client Focus 1 2 3 4 5 
6.5 People Management 1 2 3 4 5 
6.6 Leadership 1 1 2 3 1 4 5 
6.7 Teamwork 1 2 3 -.4 - 5 
6.8 Capacity to deal with change 1 2 3 4 5 
6.9 Understanding of their personal 

style of operating  

1 2 3 4 5 

6.10 Other significant changes in the 
way they work: Please state:  

6.10a  1 2 3 4 5 
6.1Ob  1 2 3 4 5 

Thank you for completing and returning this questionnaire. 



Confidential - 

Reply Paid 254 
Cheryl Crosthwaite 
GPO Box 4371 
Darwin 0801 
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Appendix 6 

Mobility survey qualitative responses 

COMMENT 1993 
(no. 43) 

1994 
(no. 86) 

1995 
(no. 162) 

Total 
(no. 291) 
0/ 

1. Positive Comment on Course 6 20 46 24.7 

2. Positive Comment on Personal 
Mobility/career 

2 2 16 6.9 

3. Negative comment on personal 
mobility/career 

4 3 5 4.1 

4. Negative Comment on course 3 0 10 4.2 

5. Agency Support required 2 8 6 5.3 

6. Post Course Follow up needed 3 1 4 2.7 

7. Improved work performance 7 19 28 18.5 

8. Positive Course content 8 17 18 14.4 

9. Negative Course content 8 7 15 10.3 

10. Workload demands 0 9 14 8 
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