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Abstract

IT employees must necessarily acquire new skillss &nowledge throughout their
professional life since the field of informatiorchemology is constantly developing, both in
the technical and the organizational sense. IT @mi@s invest a great deal of money in
educating their employees to deal with their eyenging environment, in the hope of
shortening development time, reducing project fasy etc. The purpose of this study was
to examine the state of training at Icelandic I'Thpanies and try to answer questions such
as how important employees consider training, hdfgceve the training is and how
beneficial it is. To gain answers to these androffuestions, a questionnaire was sent out
to the IT employees at two Icelandic companies emérviews were conducted with
department managers at one of them. The main sesluttw that training is valued as an
important tool to sustain and add knowledge, bus ihot followed through — either by
employees’ setting goals regarding the trainingythieceive or by evaluation or
accountability after the training.

Keywords: Continuous education, Training assessmdnformation Technology,
Professional development, Questionnaire

Utdrattur

Starfsmenn a svidi upplysingateekni (UT) purfa ngofega ad 6dlast nyja heefileika og
pbekkingu i gegnum starfsferil sinn par sem heimpplysingateekni er i stddugri proun,
baedi i teeknilegum og skipulagslegum skilningi. Wiirfeeki fjarfesta mikla fjarmuni i ad
mennta starfsfolk sitt til ad takast & vid sibriegi umhverfi, i von um ad stytta
prounartima, draga ar mistokum o.s.frv. Tilgangesgarar rannsoknar var ad athuga stoou
pjalfunar hja fyrirteekum sem starfa & svioi UT a&yrra ad svara spurningum a bord vid
hversu mikilvaega starfsmenn telja pjalfun i stdrfiersu markviss hun er og hvernig hun
gagnast. Til ad fa svor vid pessum og fleiri spogaim var notast vid spurningalista sem
sendur var a almenna starfsmenn tveggja islengkreedkja og vidtél sem voru tekin vid
deildarstjéra annars fyrirteekisins. Helstu nidudsto syna ad pjalfun er alitin sem
mikilvaegt tol til ad vidhalda og baeta vid pekkingm, henni er litid sem ekkert fylgt eftir —
hvorki med markmidasetningu starfsmanns adur em bekur patt i pjalfun né med mati
ad lokinni pjalfun.

Lykilord: Simenntun, Mat & pjalfun, Upplysingateekifagleg préun, Spurningalisti
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1 Introduction

The labour market is constantly developing, whetthee to changes in the content of
employment or to technical and organizational cleanghis is especially true for workers
in the field of information technology, which reqes great flexibility from its employees.
IT employees must necessarily acquire new skillss &nowledge throughout their
professional lives so as to meet successfully texs of their job. Continuous education
(hereinafter referred to as training), in the fasfrvarious training activities, e.g. seminars,
conferences, etc., has for a long time been thgestubf many studies, especially in the
field of Human Resources — their aim being to exenmotivation and cost-related issues.
This is certainly an interesting area of reseafult, so too are questions such as how
training is utilized; what the benefits and objees of company training are, whether it is
ever put to use, and if so, when. In my opinionsh@@mpanies do not have any structured
evaluation of knowledge being learned and moshefttaining events that employees seek
do not enhance their personal development — andargequently not of any use in the
company’s environment.

The aim of this thesis is to study how trainingniplemented by companies in the field of
information technology in Iceland, and where pdssdmnnect the results to other studies.
Training implementation refers to issues like thgeotives and benefits of IT training and
employees’ experience and view of the training careg to managers’ views. Before
formulating the research questions, various sourtesaterials regarding the subject were
examined. Below, the key points from these sousresoutlined, and subsequently the
research questions are introduced.

According to Potter (2000) it is important to derawate a connection between the IT staff
training costs and the benefits received. But congsaneed to determine which benefits to
offer, in order to retain employees. To replacesaployee costs the equivalent of 20% of
one employee’s salary and fringe benefits. Pottentians that training is the number one
requested item from IT employees when job huntiagking above flexible schedules and
higher salaries.

Babu et al. (2004) said that in order to keep pace with théwsse industry’s ever-
changing knowledge and development requirementspaaies face a big challenge in
deciding how to train their employees. In that eant formal training is increasingly
becoming recognized by companies. Not only is itical to the success of their
professionals but also their overall competitivesipon in the marketplace. But it is also
important to be able to detect a difference indh®gloyees who participate in training —
failing to link training and development to somadiof improvement is a risk, not only for
those responsible for training but also the comjsapgrformance in the marketplace. If no
difference in employees’ performance can be dedewtighin three to six months after
conclusion of the training, the reasons why musgysdored.



Holton et al. (2003) concluded that instead of treating lear@a@n obligatory cost factor,
today’s progressive corporations are regarding i aveapon in the battle for competitive
advantage. While training is an instructor-led, teotrbased intervention, leading to
desired changes in behavior, learning is a sedfetidd, work-based process, leading to
increased adaptive potential.

According to Coverstone (2003), a knowledgeable skiled IT staff is required to
support a company’s business processes successiully adequate IT services.
Companies attempt to focus their intellectual @pit a direction that supports both long
and short-term business objectives. Usually thisdasie by some corporate training
programs. A company’s short-term goal would ber&intthe IT employees in skills that
support its immediate business needs, while thg-term goal would be to increase the
value of its knowledge capital. Often, how thingg done reveals more about the culture
and political climate within a company than abotiickh employee is trained in what skills.
Training is a good choice to increase the humantalapf a company and support its
organizational culture.

Bostromet al. (2003) said that knowledge learned at variousiitngi events is often not
transferred to the work situation and effectiveiniry is sup-optimal in most
organizations. They suggest that the reason behisdis the lack of business focus in
terms of application of IT skills to business premes. Also there is no understanding of
what enhanced skills and better systems will dohbfutr the individual and the
organization. To solve this problem, the organ@atieeds to have the capability to focus
on the larger business picture by acknowledginglth&aining should be considered in an
integrative manner with organizational strategi€¥ganizations have to create and
implement an effective IT learning strategy definasl a “pattern of IT actions for
deploying resources to develop the repository ohmater knowledge and skills in an
organization’s workforce”.

Baddooet al. (2008) constructed a new model of motivation iftvgare engineering by
using results from their previous systematic li@ra review. Motivation has a major
impact on software quality and productivity. Theyir out that rewards and recognition
are not a software engineer's number one motivatidactor at work: rather, he is
motivated by the nature of the job, e.g. challegdecthnical problems and peer interaction.
Other factors mentioned are improvements in prodtygtand project delivery time and
improved project success.

Lindvall & Rus (2002) wrote an interesting artickbout knowledge management.
Knowledge management focuses on the individual raexpert and as the bearer of
important knowledge that can be systematically eshavithin an organization. Because
software development is quickly changing, the ad@d resources are not increasing along
with increasing needs, and because knowledge i®rghv and steadily growing,
organizations have a problem with indentifying ttantent, location and the use of the
knowledge. Management’s worst nightmare is probalbign new technology emerges that
is supposed to make development efficient, buthofésults in serious delays. The reason
for this, Lindvall & Rus suggest, is that engineeften resort to the “learning by doing”
when not familiar with the technology instead o thrganization’s having a plan for how
to master the knowledge.



Stephenson (1999) outlines the concept of capalmlitelation to education, training and
business success. Individuals and organizationid bpia store of knowledge and technical
expertise and it becomes one of their most prec@ssts. Stephenson suggests that both
individuals and organizations need the same gesalith survive and improve; therefore it
would make sense for both parties to use a workédésarning strategy embracing, e.g.
openness, responsibility and continuous learninggofk-based learning strategy must help
people to be explicit about their learning goadsate to long-term personal development,
build confidence and provide an informal culturesofpport and official recognition of
achievement.

Hugheyet al. (1997) said that almost all companies provide stype of training for their
employees, and at some it is a very formal proc€ks. motivation though behind this
training can vary considerably; some examples araiigely committed to enhancing the
skills and competencies of their workforce, white ather companies training is only
conducted for appearance’s sake. Despite this,nted for employee training keeps
increasing in direct relation to the rapid techgglehanges, and companies are beginning
to recognize that employee training have a profgupdsitive impact on job satisfaction,
productivity and ultimately profitability. It is, dwever, very important that the result of
training is not only to enhance employees’ skiltel &ompetence level: it should also
complement and support the company’s financialiliabl o substantiate effectiveness of
training, Hugheyet al. suggest several areas to be addressed, e.g. die @otraining
should be in line with the company’s strategic pldoe impact of the acquisition of new
skills and competences on productivity should bs&itpe, and the company should have a
comprehensive strategic plan that addresses thartdegnts’ goals and objectives by
having employee training available. They also emspathe importance of training
evaluation, which must be done, both as regardbémefit for the individual employee
and also as regards the appropriateness of tiéngatself: does it make a real difference?

Mathieson (2006) introduces the idea of a leareyaie, shown in Figure 1-1, which is an
interesting contribution to the training discussidu the start, the company’s needs are
identified. Then, in the next step, how a compawoyhd know if the training/development
needs have been met is determined. This is a stapatly taken at the end of the learning
process, but doing this in the beginning elimindtes time and effort in justifying the
needs when training is finished. By using a diveraege of methods to ensure
sustainability, a learning intervention is designkdthis step the delivery method most
likely to be effective is chosen, e.g. how the héag is to be applied to the job. The cycle
ends with the evaluation step, where the performamdicators identified at the outset are
measured, e.g. when training employees on all thersonal competencies the result
should show an increase in their overall persooahpetence levels as agreed by their
manager.



Learning cycle

|dentify Meeds

Deliver learning

intervention
Figure 1-1 Learning cycle

Blantonet al. (2005) said that when IT managers are faced wotdlsgthat may not have
been met by the company’s current IT employeespbl@m arises over how to bridge the
gap between the new requirements and the IT peetenability. He suggests that the
managers must decide between four options; intgrrdgveloping the existing IT
employees, hiring new employees to bridge the gapsourcing to a third party or a
combination of all three. It often makes the mestse, when the gap is narrow and time is
of the essence, to choose internal developmeitieoétisting IT employees.

1.1 Research Questions

The subject of the study is vast, so narrowingdtvd was necessary. While reading
through the literature mentioned in previous sectegarding the subject, it became clearer
what the main focus of the study should be. Thidswill try to answer five questions:

e How important is training?

* What is the extent of training?
* How relevant is the training?

* How beneficial is the training?

*  Where do employees seek solutions for either imatediroblem solving or long
term problem solving?

In the following sections, each question is exmdim more detail.



1.1.1 How important is training?

Training is often viewed as a luxury or some kiichdonus for a job well done. Therefore
training is repeatedly the first item to be cut wle®mpanies’ budgets are under pressure.
By now though, it should be clear that money ig lb€mployees do not have the right
skills or knowledge to participate in or finish @@n projects — not to mention the effect
this has on job satisfaction and morale. Trainirtipvw companies should be considered as
an investment, not as a luxury. Despite this, tkgreke of change in an employee’s
performance as a result of training does not alwag®t management’s expectations,
despite investing large budgets in the trainingvgstone, 2003).

This question aims at identifying the importancéraining: how important IT education is
to the employees, whether the opportunity of haviragning was a factor when they
decided to apply for their current job, and howelhployees consider training on the job —
what affect it has on the company in the long tard the employees’ overall status on the
job market.

1.1.2 What is the extent of training?

Can it be said that a certain amount of traininghis right amount? Probably not: the
amount of training must surely be related to thedsethat arise within the company at any
given time, e.g., when projects begin that calltf@ use of new knowledge or, as has been
mentioned earlier, in the form of an employee peye (e.g. as a bonus for a job well
done).

The aim of this question is to see how many pebple had training over specific time
period and how the knowledge gained by those emsplbyas been transmitted to other
employees. It would also be interesting to find thé reasons why some employees have
not received any training yet and their opinioritafse who have.

1.1.3 How relevant is the training?

The number of training events does not necessgikily evidence of how relevant training
is; nor does it say if the employee who receivasing is satisfied, either with its quality
or its purpose. Relevant training implies complanweith a specific plan for each
employee; introducing a formal training plan. If farmal training plan has been
implemented in a company it is assumed that thel®me has made a plan ahead, in
cooperation with his manager, to ensure contintemigcation on the job. Hughey al.
(1997) suggest a formal strategic plan that noy @aldresses the department goals and
objectives, but also includes both short-term amgj{iterm timetables to ensure meaningful
results. The plan should also be formalized andexby company personnel at all levels.
This plan should serve as a reference point foerdehing the success or failure of
training, and they suggest that several questionst montinually be asked: Have the
employees learned something new? Do their newsskidlve positive impact from a
cost/benefit perspective? How can training be nmadee effective?

Coverstone (2003) emphasizes that even if employeesing objectives are effectively
carried out, the overall business objectives mayeachieved.



According to Kirkpatrick (1998) it is important farompanies to recognize that results

such as increased production, improved qualityredesed costs, reduced frequency and/or
severity of accidents, increased sales, reduceaver, and higher profits are the reasons
for having training programs. Therefore, the finbjectives of the training program need

to be stated in these terms.

But does a formal training plan exist in IT compe If not, do employees feel that such a
plan is necessary? What are the training efforteencompanies and who is responsible for
training?

1.1.4 How beneficial is the training?

Training is motivational; it can increase job daiision and reduce boredom. It also shows
the employee that he is a valuable asset for thgpaay — valuable enough for it to invest
in him and his development.

But how beneficial is the training, and when daasitng come in useful? Does it come in
useful? What actions are taken to ensure thatrtheirtg yields the maximum benefit?
Does training yield benefits after the trainee meguo the job? What causes training not to
yield benefit or what delays the achievement ofttéeefits of training?

This research question attempts to answer thesethrdquestions.

1.1.5 Where do employees seek solutions for either immediate
problem solving or long-term problem solving?

Where do IT employees seek knowledge when tryingotae problems in the short term
and the long term? Are there any differences betveeenpanies? Do companies take any
measures to keep track of the knowledge gainedvipiayees on their own — as a part of
their long term or immediate problem solving?

This research question addresses knowledge managenwmmpanies — IT employees are
experts in harnessing knowledge that they acquiréheir own or receive elsewhere. The
challenge faced by most companies consists of kmpwbw to keep track of this huge
knowledge base that lies in their employees anditoramg how the knowledge is spread
and used to avoid other employees’ making the samtakes over and over, resulting in
slower development time and more costs. Accordngindvall & Rus (2007), avoiding
mistakes reduces re-working, and repeating suadepsbcesses increases productivity.
Team members acquire valuable individual experigiheg other teams do not benefit
from, so organizations must find a way to applycess knowledge gained in previous
projects to future projects.

New and improved ways of solving problems are gsmMaopping up and employees are
constantly making important decisions on buildimgaoquiring software. However, many
companies still lack some kind of infrastructurénedp people make informed decisions. A
lot of people make decisions by hearing what sohgihave worked for others ‘around the
water cooler or on discussion boards, but accgsaihelpful set of good or bad decisions



other employees have made in some systematic vilaysems to be a daunting task
(Shull, 2007).

1.2 Overview

The structure of this thesis is as follows: Chagtelescribes the research methods used to
collect data for the study, along with a descriptod the participants involved in the study.
Chapter 3 introduces the results of the study idetail, broken down into sections, each
devoted to one of the research questions. Chaptescdsses the results as regards to each
research question and also the data credibilitg eole. Chapter 5 concludes the thesis
with lessons learned and suggestions of future wmle done.






2 Research Methods

This is a primary study, i.e. no data was availdbddorehand regarding the research
subject, and therefore it was necessary to begim &cratch in designing and collecting
data, which then had to be analyzed. In the contéxthis study, it was felt that a

questionnaire, on the one hand, and more in-dagrviews, on the other, would be
appropriate. The main purpose of the questionnaies to obtain the employees
perspective of the research subject, while the geepof the interviews was to obtain a
detailed managers view.

To have a clear picture of what kind of data thesgions in either the questionnaire or the
interviews should produce, they were linked toréeearch questions. In this way it would
be certain that the questionnaire was reliable \&aidl, in terms of the attributes it was

designed to measure. Using Mindjet MindManager,hequestion in the survey was

connected to a research question. An example of suraey questions were connected to
the research question "How important is training2n be seen in Figure 2-1. A total of 6

survey questions were aimed to help answer thiscplar research question.

3. How important do you think it is for
profassional IT workers to have
completed an IT related degree program?
7. When interviewing/applying for the
job, how important was having the
opportunity of receiving formal training
at the company?

24, In my opinion, training is very
beneficial and cost-worthy for the

. i IR
1. How important is training? company, in the long-term

24, In my opinion, large training budgets
ensure the adequacy of the IT skills
among the company’s employees?

24. In my opinion, formal training plan is
critical to my success at the company?

24. In my opinion, formal training plan is
critical to my competitive position in the
market place?

Figure 2-1 Example of research questions linkethéoquestionnaire.
The rest of the map can be viewed in Appendix —Sfdae Mapping (English).

The study was conducted at two companies in the&kjRak area. Both are quite large,
taking into account number of employees, yearlyfitfg@nd market share. They differ in
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that one is a financial company with a large IT alépent, whilst the other is solely an IT
company. These companies will be referred to a§ FT Department) and C-IT (IT
Company) respectively.

2.1 Questionnaire — Online Survey

2.1.1 Description of method

“A questionnaire is a cost effective way to colldata, from large numbers of population.”
(Clarke and Jack, 1998).

Although easy to execute, questionnaires cannatym® usable data and a good response
rate without careful planning. The anonymity a dieesaire provides also encourages
more honest and frank answers than, for examplerviews or focus groups, and helps
reduce bias. A clearly-defined target audience,l-degigned questions with a clear
purpose and the quantitative data they produce nuplestionnaires a powerful data
collection tool (Marshall, 2004). That said, thevioius drawback of depending on a
questionnaire to produce high quality data, is thaelivers “shallow” data from a large
number of people, but contains little or no “deejgtailed data (Feng, Hochheiser and
Lazar, 2010).

2.1.2 Structure of questions - The model

When designing and writing the questionnaire, thecla “IT Training assessment and
Evaluation: A Case Study” by Dr. Paul D. Coverstaras relied on the most. In his paper
Dr. Coverstone examines the “as-is” state of ITifsskills and training at a large
government utility organization, in order to progigreater context and clarity of the case.
His study looked at the phenomenon in the contéxdogporate sponsored IT education
and training. After conducting his case study hactades with recommendations that
focus on a plan for training evaluation as wellaasystematic assessment of the results
(Coverstone, 2003).

Dr. Coverstone categorizes his questions into thetegories: general questions, specific
IT training questions and finally questions he ugdten interviewing a supervisor group
within the company. Most of these questions coe@ldi¥ed directly in this study.

Furthermore, some questions where found in Kirkgld Evaluating training programs
from a case study conducted at Intel Corporatidie questions were used in a self-report
survey that collected data on employee’s perceptminboth post- training intervention
behavior and the training influences of the workiemment. The value in collecting such
self-reports was to answer the question, “If ndtywot?” referring to behavior transfer
when training is completed.

The complete questionnaire used for this studybsafound in Appendix — Questionnaire
(Icelandic) / (English).

10



2.1.3 Additions to D-IT questionnaire

In addition, D-IT also provided a list of all edticaal events their IT employees had
attended during the years 2007 — 2011. The lidudszl events to which each department
within IT had sent a representative and the datesrumber of time units spent at the
event. After careful classification of each evehg total number of events became clear;
285 in total. The purpose of this data was to getamployees to evaluate the events or
courses they had attended, so the number of eveadsreduced to 134, based on the
amount of time units and the total number of empésyattended. The events were then
classified into the following categories:

e Technical courses

e Technical conferences

e Business related courses
e In-house courses

* Personal development

2.1.4 Participants

The survey was sent to employees working at theldpartment of D-IT and to two
divisions within C-IT. These divisions are the kesgIT divisions in the company. The set
of employees at D-IT consisted only of employees Wad a permanent working contract,
excluding summer employees and contractors. In lbothpanies the employees had a
widely diverse background as regards educatioreapdrience, and varied both in age and
seniority.

2.1.5 Data collection

After an informal study of some of the online syregtes that are available, and also after
seeking counseling from colleagues, the web-basgdeyg solution company Survey
Monkey (www.surveymonkey.com) was chosen. The atdgms of using an online survey
include cost efficiency, faster delivery, and geckesponse time. Also, online surveys
make it much easier to design complex routing arekip logic.

The disadvantages, on the other hand, are techeiedéd issues, for instance SPAM, the
danger that the user will submit answers more trare and the common denominator for
all surveys, the researcher not being presenttt\chuestions.

The survey was sent out on July™2011, with a deadline for submission of Augusf 12
2011, for D-IT. On August 8 a reminder was sent out, and because of summatioas
the original deadline was extended by an extray3.d&or C-IT, the survey was sent out
on September 122011, and left opens for one week. Because C-I§ gizen the survey
in September, with no summer vacation factor weighn, the time-frame was shorter.
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2.1.6 Piloting

An important part of creating and designing a qoasiire is to pilot it before it is sent to

the respondents. Checking the reliability and wlidf the questionnaire is important to

remove any flaws, e.g. confusing wording or indiors, and also to check that the data
the questionnaire produces is usable. Obtainingettieedbacks from piloting helps the
researcher to redraft or rephrase the question(Maeshall, 2004).

It is recommended to pilot the questionnaire ambpg®ple who come from the same
background as those for whom the questionnairatended, and therefore three people
were chosen from the original respondent group.s@&hthree individuals worked in
different areas within the IT department of D-ITieowas a programmer in a development
team, one was a software tester in another devaopteam and the third was a business
manager.

When the questionnaire was considered to be coenptet properly installed on the online
survey site, the pilot group was sent a link to tmdine survey, together with some
guidelines on things to look for while testing tgestionnaire.
The guidelines were as follows: (based on guidslinem surveymonkey.com)

e Do you understand the objective of the survey?

e Are there any questions that are uncomfortableswar?

* Is the wording of the survey clear?

* Are the answer choices viable?

* Do any of the items require you to think too longhard before responding? If so,
which ones?

* Which items produce irritation, embarrassment,amfasion?

* Do any of the questions generate response biag? Which ones?

« Do the questions reflect the purpose of the survey?

* Is the survey too long?
There were a couple of minor suggestions or corsliidas about few of the questions,
besides the general spelling and wording adjustsnating with some tips about the

survey setup. Responses in one question had tbdreyed, because the original ones that
were used in the pilot were too confusing.
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2.2 Interviews

2.2.1 Description of method

The purpose of interviews is to develop deeper kedge about the subject in hand, or one
specific person or institution. They can also bedugo illustrate a more general

phenomenon. In this study, their main purpose waserve as an auxiliary method in

conjunction with the questionnaires (Kvale, 1996).

Interviews of course have their pros and cons. ®Vljuestionnaires mostly obtain
“shallow” data, interviews have the ability to “gteep”. Although the interviewer has
prewritten, specific questions he must ask, theibiéty in interviews enables the

interviewer to re-order questions or come up wilwnpreviously unthought-of questions,
all based on the interviewee’s responses. The abwon is that this flexibility can get out
of hand, potentially ending in unbounded discussigieng, Hochheiser and Lazar, 2010).

2.2.2 Structure of questions - The model

Dr. Coverstone’s (2003) last category of questiomsnded for interviews was used as a
model for the questions used in these interviewsoAsome of the questions from the
online survey were added to the interview quesfidasgive some further information
about training.

The questions can be viewed in Appendix — Intenvi@wstionnaire (Icelandic) / (English).

2.2.3 Participants

Interviews were conducted with four IT departmeranagers at D-IT. In addition to
having different numbers of subordinates for whdmytwere responsible, they also had
widely diverse backgrounds in terms of educatiod experience, and varied both in age
and seniority.

2.2.4 Data collection

The interviews were conducted in a closed meetagn; located at D-IT. Beforehand, a
meeting request was sent via email with the givereframe of half an hour. First the
interviewees were told that the interview wouldreeorded and that their names would be
treated as confidential. Before they answered thigen questions, the interviewees were
asked to state how long they had been employed, hany subordinates they had and
whether or not they had ever conducted structunegbl@yee interviews. Also, the
interviewees was asked to think of a specific sgenbefore answering the last three
questions, which would help them to put the questia context with real life.

A sound recording program included in Windows OSwaed to record the interview,

thereby giving me more freedom to listen carefilythe answers and to ask follow-up
questions. At the end of the interview, the managesre asked if they could be contacted
later if further questions arose when listeningh® recordings.
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2.3 Summary

Data was gathered by means of online surveys aedviaws. Subjects at two companies
answered similar questionnaires, and four divisranagers of one of the companies were
interviewed. Questions were formulated mainly bingswo sources, a case study and
self-report survey, and then installed at an onfine/ey site. The questionnaire was then
piloted and presented to the subjects at differards.
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3 Research results

This chapter presents the results of the studyiallyi a few research questions were
presented in Chapter 1.1, which the questionnaideiterviews were intended to answer.
There are five research questions in total, aneictian in this chapter will be devoted to
each. First, however, we take a look at the paditis’ demography. The research sample
in D-IT consisted of 93 employees, and 70 answéresponse rate: 75%). In C-IT there
were 135 employees in the sample and only 53 aesifezsponse rate: 39%).

The results are presented in both written and geapformat.

3.1 Participant characteristics

Participants were asked about various details schheir gender, age, education and
period of employment. More than two thirds of tlespondents were male, and the most
common age distribution (accounting for 48% of tihi@al) was 21 — 35 years. This can be
seen in Figure 3.1. Four respondents did not teastate their gender and nine refused to
state their age

28. Gender 29. Age
@ Younger than
21
4%
m Male @m21-35
W Female m 36-50
48%
m Not willing O Older than 50
to answer
m Not willing to
answer
Answered question: 105 Answered question: 106

Figure 3-1 Gender and age of participants

Seventy-five participants had completed a univerdégree related to either Information
Technology (IT) or Computer Science (CS). Of thepd8&icipants who had not completed
any degree in these areas, only 19 had complated/arsity degree in some other subject.

As Figure 3-2 shows, the largest single group ofigpants, 38%, had been employed at
their current company for more than 3 years and »4%articipants had been employed
for longer than 6 years. Seventeen per cent ofcgaahts had been employed for less than
one year at their company.
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30. How long have you worked for the
company?

9%
8%

O Less than 6 months
B Less than 12 months
21% E Less than 3years

E Longerthan 3 years

B Longerthan 6 years

38%

Answered question: 106

Figure 3-2 Seniority

3.1.1 Summary

Two thirds of respondents were male, and just uhddrwere between the ages of 21-35
years old. A total of 75 respondents had complateaiversity degree in either IT or CS,
and most had been working at their company foréorigan 3 years.

3.2 How important is training?

This section attempts to answer the first resequastion, i.e., how important training was
for the employees. Respondents’ views were soughttapics including, e.g., the
importance of education amongst IT workers, whether possibility of training was a
factor when they applied for their current job la¢ tompany and whether training was
beneficial and cost-effective for the company. Resients were also asked to say whether
a formal training plan was important for their segg at the company and their competitive
position in the job market.

Employees were asked how important they thougivag for professional IT workers to
have completed an IT related degree. Sixty-onecpat thought it was fairly important,
while only 5% considered it not very important (fig 3-3). During the interviews, only
one department manager at D-IT said it was extnemabortant for IT workers to have
completed an IT related degree, two said it wdseramportant — one adding although that
it was not entirely necessary. One said it was/aot important.
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3. How important do you think it is for professional
IT workers to have completed an IT related
degree program?

0,
2% 59,

24% 8%

m Not at all important
O Not very important
m No opinion

m Fairlyimportant

H Extremely important

61%

Answered question: 122

Figure 3-3 Importance of professional IT workerwimg completed an IT related degree

Sixty-eight per cent of respondents said that f@odunity of receiving formal training at
the company had been a fairly important or veryartgmt factor, or an important factor, in
their decision to apply for the job (Figure 3-4).

7. When applying for the job, how important was having the
opportunity of receiving formal training at the company?

4% 8%

O Not at all important
Not veryimportant

35% [ ryimp

m No opinion

m Fairlyimportant

W Extremely important

33%

Answered question: 116

Figure 3-4 Importance of receiving training as &tiar in deciding to apply for the job

Employees were asked to value four statements aheirt company and their personal
development at the company. The majority, 105 dutG8 (97%), either agreed with, or
strongly agreed with, the statement “In my opinitrajning is highly beneficial and cost-
efficient for the company in the long term”. Theakiation became more distributed when
the employees were asked to state whether a leaigpeng budget would ensure adequacy
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amongst the IT workers at the company, but onlye@Ber agreed or strongly agreed.
Thirty-seven neither agreed nor disagreed andagjcked.

If the two companies are compared regarding thesestatements, there is a very small
difference between responses — most employees @itiieed or strongly agreed. Figure
3.5 shows the comparison between the companiesdirgathe first statement (that
training is beneficial and cost-efficient for thengpany in the long term). Five per cent of
respondents in D-IT said they neither agreed neagieed, but no one in C-IT chose that
option.

In your opinion, training is very beneficial and co st-effective for
the company in the long term

80% 1= 75%

ED-IT mC-IT

5%

Strongly agree Agree Neither agree Disagree Strongly
or disagree Disagree

Answered question: 108

Figure 3-5 Is training beneficial and cost-effeetifor the company?— Comparison
between D-IT and C-IT

Figure 3.6 shows the difference between the comgameigarding the latter statement (that
large training budgets would ensure adequacy amadngs$T workers). More employees at
D-IT than at C-IT said they strongly agreed (34%nmpared with 16%), but more at C-IT
agreed with the statement (39% compared with 27%€@wAemployees either disagreed, or
strongly disagreed, with the statement.
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In your opinion, large training budgets ensure the adequacy of
the IT skills among the company’s employees

100%

90%

80%

70%

60%

50% ED-IT mC-IT|
39%

40%

34% 34% 35%

30%

16%
20% -

10%

e . 2%

Strongly agree Agree Neither agree Disagree Strongly
or disagree Disagree

10% +

0% -

Answered question: 108

Figure 3-6 Do large training budgets ensure adequamongst IT employees? —
Comparison between D-IT and C-IT

The last two statements at this point concernedl@maps’ evaluation of formal training
plans and the effect of such plans on their futiwrecess at the company and their overall
competitive position. The majority, 98 out of 1@8.%0), either agreed or strongly agreed to
the statement that a formal training plan wouldrbportant for their future success at the
company, and also the majority (99 out of 108) diduthat such a plan would be
important for their competitive position in general

It is interesting to see when any connection existsveen respondents’ education and their
responses to the two questions mentioned above;immpoertant they thought it was for
professional IT workers to have completed an I'atexl degree on the one hand, and how
important a factor it was (when they decided tohafgr the job) to have the opportunity of
training at the company. This is done by crosstinn in the SPSS software.

Ninety-two per cent of respondents who had comglateniversity degree related to IT or
CS thought it was fairly important or extremely ionfant that employees should have
completed an IT/CS related degree. Sixty-eightqaeert of those who had not finished a
university degree related to IT or CS also thoughtas fairly important that employees
should have completed a degree. Responses are ghéigure 3-7.
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100%

90% -

80%

68%

70% -

60%

B IT/CS related

50% | degree

40% W No IT/CS
related

degree

30% -

20%

10% -

0% -

Not at all Not very No opinion Fairly Extremely
important important important important
How important do you think it is for professional | T workers to have completed

an IT related degree?

Figure 3-7 IT/CS related university degree * Im@orte of IT professionals having
completed a degree

These correlations are statistically significardaading to the Chi-Square significance test,
for which the results are shown in Table 3-1. Chir&e (called Pearson Chi-Square) is
equal to 19.101 and the Degrees of Freedom (dfeaual to 4. The value in the column
marked Asymp.Sig. (2-sided) is called p, and besaushis case p is less than 0.05 we say
that the correlation is statistically significant.

Table 3-1 IT/CS related university degree * Impadea of IT professionals having
completed a degree. Chi-Square results

Asymp.Sig.

(2-sided)
Pearson Chi-Squareg  19.101 4 .001

N of Valid Cases 122
N of Missing Cases | 1

Regarding whether a correlation exists betweenoresgnts’ qualifications in IT/CS and
whether the opportunity of training had been andrtgnt factor when they decided to
apply for the job, it becomes clear that no sigaifit correlation exists between the two
guestions. Table 3-2 shows the result for the Qia®e test. P is much greater than 0.05.
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Table 3-2 IT/CS related university degree * Impada of receiving training when
applying for the job. Chi-Square results

Asymp.Sig.
Value df (2-sided)

Pearson Chi-Squarg  4.503 5 479

N of Valid Cases 116

N of Missing Cases | 7

If all respondents who either had a university degn IT/CS or any other subject were
grouped together (hereafter referred to aduhwersity Degreegroup) and the correlation

checked by compiling a cross table on the sametignesas above, no significant
correlation is found between their positions widlgard to the two questions. Table 3-3
shows the Chi-Square results between the holding ahiversity degree and whether
respondents thought it was important for IT workershave finished an IT/CS related
degree, and Table 3-4 shows the Chi-Square relsettgeen the holding of a university
degree and whether the respondents had regardegbplogtunity to receive training as an
important factor when they decided to apply foiirtiebs.

Table 3-3 University Degree * Importance of IT mssionals having completed a degree.
Chi-Square results

Asymp.Sig.

(2-sided)

Pearson Chi-Squarg  7.450 4 114

N of Valid Cases 122

N of Missing Cases | 1

Table 3-4 University Degree * Importance of recegviraining when applying for the job.
Chi-Square results

Asymp.Sig.

(2-sided)

Pearson Chi-Squarg 3.226 5 .665

N of Valid Cases 116

N of Missing Cases | 7

An examination was also made of a possible coroslabetween the question if

respondents think a formal training plan existed theem within the company and two

separate statements: whether they thought a famaaing plan was important for their

success at the company, on the one hand, and whine thought such a plan was
important for their overall competitive position gme job market on the other. Table 3-5
and Table 3-6 show that no significant correlagarsts between these questions.



Table 3-5 Does a formal training plan exist wittiive company? * Is a formal training
plan important for employees’ success at the coyip&hi-Square results

Asymp.Sig.
Value df (2-sided)

Pearson Chi-Squarg 4.115 4 391

N of Valid Cases 108

N of Missing Cases| 15

Table 3-6 Does a formal training plan exist wittive company? * Is a formal training
plan important for employees’ overall competitiasipion? Chi-Square results

Asymp.Sig.
Value df (2-sided)

Pearson Chi-Squarg  1.620 4 .805

N of Valid Cases 108

N of Missing Cases| 15

3.2.1 Summary

Respondents who had completed an IT/CS relatecersity degree almost all agreed that
it was important for IT professionals to have coetgdl a degree in that area. When
applying for their current job, 61% of respondeh& not felt it was very important to
have an opportunity of training at the job. Thisaidigh percentage, given that most IT
workers feel that training is an important aspectheir job. Maybe it is not such an
important factor when it comes to career choices.

Most respondents thought training was beneficidl @vst-efficient for their company, and
the majority either agreed or strongly agreed i statement that a formal training plan
was important for both their future success atdbmpany and their competitive status
overall.

3.3 What is the extent of training?

This section attempts to answer the second reseprebtion i.e. what is the extent of
training? First, how many respondents underwermmitrg and how many training events
they attended is addressed. The rest of the sefteuses on those who did not undergo
any training, the reasons why they had not undergoamining so far and whether they
benefited from others who did undergo training.

Ninety-seven people, or 84%, underwent some kirtdafing provided by the company in

the previous four years (2007-2011). ‘Provided’enircludes instances where the training
was proposed by the company, the employees wemsayged to take it and it was paid
for by their company.
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Of those who underwent training, the majority (648&ended 1-3 training events during
the time period; 20% attended 3-5 events and 1&faa@ed 5 or more events. Overall, the
majority was satisfied with the quality of the trmg they had received; 74% of
respondents were fairly satisfied or extremelys$iatl with the training quality, as Figure
3-8 demonstrates.

11. How satisfied are you with the quality of training
thatyou have received at the company?

1% 1% 10%

| Not at all satisfied
15% o Not very satisfied
m No opinion

@ Fairly satisfied

m Extremely satisfied

63%

Answered question: 96

Figure 3-8 Quality of training at the company

Those who answered that they had not undergon&aning during the given time period
were asked to suggest the reason why they belithadhadn’t received training so far.
Eighty-two per cent thought that their short peraddemployment was the major factor.
Figure 3-9 presents these results, along with ofhetiors mentioned. Of the 18% who
thought other factors weighed more than the giveesponly two submitted their own
suggestions; one factor they named was their wodd land the other was poor
management.
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22. What do you think is the the primary reason for your not
receiving any training at the company so far?

100% -
90%
80% -
70%
60% -
50%
40% -
30%
20% -

82%

18%

9% 9%
] o ]
0% ‘ ‘
Shortperiod of Lack offunds Lack of Lack of Other. Please
employment personal managers specify.
interest interest

Answered question: 20

Figure 3-9 Primary reasons for employees not raogiany training so far

Additionally, respondents who had not received #&mayning were asked to give their
opinions of those employees that had. First, thesevasked to state whether they thought
their colleagues had communicated or transferredr thew-found knowledge well to
others. Of the 19 who answered, 10 said they rnegttpeeed nor disagreed.

Second, they were asked to state whether they lhaigy had benefited from their
colleagues who had undergone training in certaldd$i Of the 18 who answered, 8 said
they neither agreed nor disagreed with the staten@mly 3 respondents (17%) disagreed
with the statement.

An examination was made of the correlation betwhew long the respondents had
worked for the company and whether they had undergmy training over the previous 4
years, with a cross table. According to the resuhs likelihood that an employee will
undergo training is greatest (95%) if he has worleedonger than 3 years at the company.
The likelihood of receiving training is 82-88% Iifet employee has worked for the company
for 1 — 3 years, and it is fifty-fifty in cases wheemployment has lasted for less than one
year. Figure 3-10 shows the results.
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95%

@ Have
attended
training

W Have not
attended
training

Less than 6 Less than 12 Less than 3 Longerthan 3 Longer than 6
months months years years years

How long have you worked for the company?

Figure 3-10 Have employees attended any trainirgg@am * Seniority.

These results are statistically significant acaugdio the Chi-Square significance test, as
Table 3-7 shows.

Table 3-7 Have employees attended any trainingnaro@ * Seniority. Chi-Square results

Value

Asymp.Sig.
df (2-sided)

Pearson Chi-Square  18.643 4 .001

N of Valid Cases 106

N of Missing Cases| 17

3.3.1 Summary

Eighty-four per cent of respondents had receivaithitig over the previous 4 years, with an
average of 3-5 training events. The majority weatisfied or fairly satisfied with the
guality of the training.

The likelihood of receiving training increased witinger employment at the company.
This correlates with what respondents who had eceived any training thought was the
main reason why they had not received any traiggtg Most of these respondents were
also rather undecided when asked if those who hddrgone training had transferred their
new knowledge well to the others and whether ttnaining yielded benefits for those who
had not undergone the training themselves.
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3.4 How relevant is training?

This section attempts to answer the third resequelstion i.e. how relevant is training?
Issues including the companies’ training effontairing responsibility, training quality and
personal development etc. are addressed here.

Employees were asked how they would describe @minpanies’ training efforts. The
majority, 67%, felt that their company was posittegvards training but failed to follow it
through. Twenty-three per cent, on the other haad that training was followed through
(Figure 3-11). When asked the same question, thartteent managers of D-IT were not
unanimous in their opinion. Two managers thougattthining effort was good, while one
said it could be more efficient and one descriltedsi being weird and suggested that
money was a limiting factor.

4. How would you describe the company's training effort?

O The company is negative
6% 2% 29, towards training

B The company is positive
towards training butitdoes
notreturn desired result

@ The company is positive
towards training butitis not
followed through

B The company is positive
towards training and itis
followed through

m Don'tknow

Answered question: 114

Figure 3-11 Companies’ training efforts

When asked if they thought that a formal trainirignpexisted for them within their
company, 83% of employees answered no (Figure 3T®ensure that employees were
not confused about what a formal training plararsexplanation of the term accompanied
the question (for the complete questionnaire, sppeAdix — Questionnaire (Icelandic) /
(English)). This result goes hand in hand with wkiz@ majority of the department
managers at D-IT said in their interviews; 3 outdoktated that no such training plan
existed.
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5. As far as you know, is there a formal training
plan for you within your department?

17%

mEYes
m No

83%

Answered question: 115

Figure 3-12 Formal training plan

When asked who the employees thought should bemegpe for training on the job, 64
of 112 respondents felt that both the employee thedcompany should be responsible.
Thirty felt that the responsibility lay solely withe employee rather than the companies.

Department managers at D-IT indicated a similawvi€hree out of four said that it was

mainly the employee’s responsibility to know wheairiing was needed; the employee
should know what was expected of him and therefake steps to avoid stagnating. The
company’s responsibility was to react to those setmhelp the employee to identify gaps
in their skills, to analyze their training needsldre informative on what kind of training

was available at any given time. Only one managaught that the responsibility lay solely
with the company.

A few statements were valued regarding job devetynand the future outlook for the
employees at their companies. Just under half (4a§tged with the statement that they
had a chance of career development at the com@amythe other hand, their response
when they were asked to indicate whether they @gpea long career at the company was
more spread between the ‘agree’ and ‘neither agpeelisagree’ categories (34% and 39%
respectively). The majority agreed that they wepénaistic as to their future within the
company, while just under half agreed that theyldoeicommend the company as a good
place to work. A total of 114 employees respondetth¢se statements.

Employees were asked to indicate the three trairdrgps they thought were most
important for their personal development over thetitwo years. Almost all answered that
technical training was the most important trainemga, followed by leadership training and
time management training. Figure 3-13 shows thaltes
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9. Please indicate the three training areas mostimportant to your
development over the next two years
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Answered question: 114

Figure 3-13 Training areas most important over togning years

When the two companies are compared, it is clear tthere was no great difference
regarding areas of personal development, althau@hl|iT presentation skills training takes
the lead over time management training, but byrg small margin. More employees at D-
IT considered foreign language training a good @hokFigure 3-14 shows the comparison

between the companies.

Please indicate the three training areas mostimpor  tant to your
development over the next two years

70
62
60 -
50 - 48
40
32 49 ED-IT WC-IT|
30 +
2 22 22
20 +
16 14
13 11
10 4
0 i
Technical Financial / Leadership Presentation Foreign Time
training Marketing training skills training  language training management

training training

Answ ered question: 114

Figure 3-14 Training areas most important over toening years — Comparison between
D-IT and C-IT

The department managers at D-IT all agreed on teghinaining being the most important
training area for their subordinates. Others memstib time management training,
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leadership training and finance - / marketing fragnas well. One mentioned the need for
some kind of project management training as antiaddi choice, and one thought
documentation training would be of good value figrdubordinates.

An examination was made of the correlation betwekea two statements where
respondents were asked to indicate their agreeroantheir opportunities for job
development at the company, on the one hand, amihehthey were optimistic about
their future success at the company on the othan émployee strongly agreed to the first
statement there was a 77% chance he would alsptheistic about his/her future success
at the company (Table 3-8).

Table 3-8 Opportunities for career development tUfe success at the company
optimism. A crosstabulation.

| have real opportunities for career developmerthé

company
Strongly | Agree | Neither| Disagree| Strongly| Total
agree agree disagree
nor
disagree
Il am Strongly agree 77% 18% 5% 0% 0% 100%
optimistic
about my Agree 6% 70% 22% 2% 0% 100%
future :
e a Neither agree| 4% 56% 32% 8% 0% 100%
oAl hor disagree
Disagree 0% 13% 25% 62% 0% 100%
Strongly | 0% 17% 33% 33% 17% 1009
disagree
These results are statistically significant as &P shows.
Table 3-9 Opportunities for career development tUfe success at the company
optimism. Chi-Square results
Asymp.Sig.
Value df (2-sided)
Pearson Chi-Square  121.683 16 .000

N of Valid cases 114

N of Missing cases 9
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3.4.1 Summary

Overall, companies are positive towards training ibus not followed through and they
have not yet established a formal training plan tfegir employees, according to the
respondents. The majority thought that both theleyaes and the company shared a joint
responsibility for training, which, to judge by thmesults, should be focused mainly on
technical training over the next two years.

Employees who said they had a chance of careetagement at their company were more
optimistic about their future success at the corngpan

3.5 How beneficial is the training?

This section attempts to answer the fourth resequastion i.e. how beneficial is the
training? It focuses on participants who had undleegsome kind of training provided by
their company over the previous four years (200¥10and addresses issues such as
training review, when and if new skills’lknowledgente in useful and whether there were
any barriers preventing new knowledge from beiredysroperly.

Participants who have undergone training were asétedalue the statement that, before
training took place, the employee discussed hishmerin attending the training event with

their manager, by indicating their level of agreem®f the 93 who answered, 32 (38%)
neither agreed nor disagreed with the statemergpdteses were divided fairly equally

between agree or disagree, 24% and 22% respectMebt of the department managers at
D-IT were unanimous about always having a discussibh their subordinates before they
sought any kind of training; one said this was simrmes done and sometimes not.

Forty-five per cent of the employees who have ugalee training said they were required
to provide a review of the training experience. Wiige two companies are compared the
answer pattern turns out to be quite different. Agure 3-15 shows, 66% of those
answering from D-IT say that they were requireghtovide a review, while only 15% say
the same thing at C-IT. The difference is signiifica

The department managers addressed this issueiiintieeview, and the reason behind this
huge difference became clearer. D-IT has a spediatation division that, amongst other
things, is responsible for getting employees wheetattended some kind of training event
to host a presentation for their colleges. Dedpiterole of the education department, 34%
of D-IT’s respondents had not provided any revidwheir training experience.
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14. When you participate in funded training, are you requiredto
provide areview of that training experience?

100%

90%
80%

70%

G0%

50%

ar-T mcAT

40%

30%

20%
10%

0%

Yes Mo
Answered question: 91

Figure 3-15 Review of training experiences - Congmar between D-IT and C-IT

When asked if their boss held them accountabled@nonstrating added competencies
after training, 59% said no (Figure 3-16). On thkeo hand, all department managers,
except one, said that they do hold their subordmaiccountable — but when asked how
they enforce this they answered that it was natreefl in any formal way.

15. Does your manager hold you accountable for
demonstrating added competencies after training?

41%
@ Yes

m No

59%

Answered question: 90

Figure 3-16 Accountability for added competenciiésraraining

Respondents were asked to suggest a timeframeiohwhey had been able to use their
new-found knowledge or skills on the job. Fortykgigper cent said they had done so
immediately, 13% said within a month and 12% withiveek. Twelve per cent said they
had not used their knowledge yet (Figure 3-17).
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17. After returning from training | was able to use the
skills/knowledge | learned

12%

7% @ Immediately
O Within a week
B Within a month

m 2-3 months later

8%

13% O 3-6 months later

m Have notused yet

12%

Answered question: 91

Figure 3-17 Time periods in which employees wete @buse new skills/knowledge

Participants who answered that they had at song peed their knowledge were asked if
there had been any issues keeping them from usaigrtewly gained knowledge properly,
to which 18 out of 83 agreed or strongly agreed.

Those who answered either ‘agree’ or ‘strongly egweere asked to state the reasons why
they had been unable to use their knowledge prgpearivhich 28%, thought they had not
had the opportunity yet. Twenty-four per cent chtsenention other factors than those
listed as possible reasons; one saying that usiaghew knowledge was not expected
during working hours and another one said thatrgth@ects had higher priority. Twenty-
three per cent indicated that their working envin@mt had changed since they had gained
their knowledge (Figure 3-18).

21. The reason that | have been unable to use my new skills/’knowledge
properly

@ Haven'thad the opportunity
@ Job changed
O Managerdoesn'tsupport

28%

A O Resistance to change (self)

O Resistance to change (group)
1% O Didn'tlearn anything new

O Don'trecall content

B Resources notavailable

B Other. Please specify.

11%

0%

Answered question: 38

Figure 3-18 Reasons why employees have been uiwalée their new skills/knowledge
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Those participants who answered that they havgetaised the knowledge they learned in
training were asked additional questions. Thesestiures were tailored to obtain an

understanding of why the new knowledge had not lused so far. Fifty per cent said they
had not had the opportunity yet, 42% said they teeh too busy or had had more urgent
priorities at work than using their knowledge. Noeoanswered that their boss had
discouraged the employees from using the knowledgkno one mentioned alternative
reasons (Figure 3-19).

18. Please say why you haven't applied the skills’knowledge that
were taught. Please indicate which of the following conditions

apply

0%

m | didn't really learn anything | can

O,
g apply

8%

m | haven't had the opportunity

42%
m | have been too busy - too many

higher priorities

O My manager has prevented or
discouraged me from applying
them

B Any other reason? Please
specify

Answered question: 12

Figure 3-19 Reasons why employees had not appiedriew skills/knowledge.

The majority (73%) agreed that they planned tothseknowledge and skills they learned
in the future.

An additional data was used in D-IT’s survey toueathe benefits of training. The data
was a sample from all educational events that Ipleyees at D-IT had attended during
the years 2007-2011. The events were classifiaul fime categories and the employees
were asked to value them based on how the eventh@employee’s idea of professional
development. Figure 3-20 shows the total numbewvefts.
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Number of events

W Technical courses

@ Technical conferences

W Business related
courses

@ In-house courses

O Personal development

Figure 3-20 Number of training events

Of the 317 ratings given, only a total of 6% of thaning events received the rate of being
bad. Most courses in personal development receiliedrate of very good, but most
business related courses received excellent ratereAge ratings can be seen in Figure 3-
21.

Average ratings of training events

70%

60%
60% -

800 7 m Bad

m Fair

o Good

@ Very Good
m Excellent

40%

Technical Technical Business In-house Personal
courses conferences related courses development
courses

Total ratings given: 1317

Figure 3-21 Average ratings of training events

Crosstabulation was used to explore where a ctioelaxisted between the responses to
the two issues: whether, before training, the p@dints had discussed their goal in
attending the training with their managers and wietyy had been able to start using their
new-found knowledge. As Table 3-10 shows, the tatios is not statistically significant
according to the Chi-Square test, as the valueDBi2.
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Table 3-10 Manager-Employee discussion about tngigoals * When could the employee
start using new skills/knowledge. Chi-Square result

Asymp.Sig.
Value df (2-sided)

Pearson Chi-Squareg  10.695 10 .382

N of Valid Cases 91

N of Missing Cases | 32

3.5.1 Summary

Discussing employees’ goals in attending a traimwgnt seems not to have been practiced
in either company. Training reviews were much namemon in D-IT than in C-IT, which

iIs most likely explainable in the light of the fatttat D-IT had a special educational
division. Added competencies employees gained hinitrg were not monitored by
managers. Lack of opportunities to use the new kedyge gained by training and more
urgent job priorities are the main reasons why samngloyees had not used their
knowledge yet.

3.6 Where do employees seek solutions for
either immediate problem solving or long
term problem solving?

This section attempts to answer the fifth and finedearch question i.e. where do
employees seek solutions for either immediate probkolving or long term problem
solving?

Overall, most employees gain knowledge in the shortby using online search engines or
by asking other colleagues. The use of technicdisites is just above 50%. The trend
seems to be to use the search engines first; titypsmally lead employees to various

technical sites. Figure 3-22 shows the overallltesu
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25. Where do you seek knowledge when problems arise that need immediate
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Answered question: 106

Figure 3-22 Immidiate problem solving

By comparing the answers between the two compathies is very little difference in

how respondents seek knowledge in the short reareb engines and colleagues were the
main resources of knowledge. The most interestimgtto note in the comparison is the
fact that employees in D-IT more often sought kremlgle in books than those at C-IT — the
difference is 15%. Figure 3-23 shows the comparisgiwveen the two companies.
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Figure 3-23 Immidiate problem solving — Comparisgatween D-IT and C-IT



Those who chose social networking sites or techsites were asked to name these sites
in free text. Thirty-nine respondents did so anel tbsults are not surprising. Table 3-11
shows the top 5 mentioned social networking ankrieal websites.

Table 3-11 Top 5 social networking — and technigabsites used for immediate problem
solving

Web Number
Microsoft related web pages, such as: 19

* msdn.com

» technet.com

* premier.microsoft.com

google.com 10
stackoverflow.com 8
Oracle related web pages 7

e oracle.com

e asktom.com

e oracle forums

» oracle support
muso.com 3

When asked where employees sought knowledge fgrtlerm use at the job, a more even
distribution of answers becomes noticeable. Alttoagarch engines were still the most
popular choice, books, other colleagues and teahmites were not far behind. Social
networking sites were used to a similar extent|evtiie use of papers and magazines rose
sharply, from 1% before to 16%. Figure 3-24 shdvesresult.

26. Where to you seek knowledge for long term use at the job?
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Figure 3-24 Long-term problem solving

37



No huge changes were noticeable when the two coegparere compared as regards the
seeking of knowledge in the short run or for thegldaerm. The most obvious change was
that search for knowledge using books now beconws even as Figure 3-25 shows.

Where to you seek knowledge for long term use atth e job?

100%
90%
80% -

7%

72% 0%, 67%

ED-IT mC-IT

Figure 3-25 Long-term problem solving — Comparisetween D-IT and C-IT

There was an obvious difference though in the $awgworking and technical sites
employees mentioned using free text. Microsoftteglasites were still at the top, but after
that, mentions were more evenly distributed. Ithsee¢hat for the long-term, employees
used more specific sites e.g. special programmiteg $ike codeproject.com and other
similar sites.

Finally, employees were asked to evaluate a feterstants regarding problems solved by
other employees and their access to the solutidres statement that solutions to problems
made by other employees are accessible to othetogegs was valued first, and the

answers were relatively distributed between categoof agreeing, neither agreeing nor
disagreeing and disagreeing — the range lay bet@g&&nand 29%. When valuing if there

IS a consensus amongst the companies’ employeésththaknowledge and solutions

employees gain were accessible to other employleesnajority agreed or neither agreed
nor disagreed. Seventy-nine per cent either agoeextrongly agreed with the statement
that colleagues were enthusiastic about guiding strating knowledge and experience
with one another.

3.6.1 Summary

Search engines were the most popular tool usedlve sn the job problems that needed
immediate solution or when building up knowledge floe long term. Books played a
larger role in solving problems in the short runCadT, and other colleagues were a
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valuable source of knowledge at both companiesd-Htaseemed that employees were also
enthusiastic about sharing skills and knowledgé wéch other.
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4 Discussion

This chapter discusses the study results, wherglpescomparing them to the results of a
foreign study that was introduced earlier (in Clea@.1.2). The chapter is divided into

sections, each of which is focused on one resagrehtion, and ends with a discussion of
the data credibility.

4.1 The importance of training

The results of the part of the study that addresisedmportance of training showed that
both those who had completed a university degreetlamse who had not thought it was
important or extremely important for profession@lworkers to have completed an IT-
related degree. Sixty-one per cent of respondems’tdthink that the opportunity of
receiving formal training had played an importasierin their decision to apply for their
current job at their company. The majority of raspents agreed, or strongly agreed with
the statement that training is beneficial and edfetive for their company, although the
level of agreement dropped quite a bit when valuimg statement that large training
budgets ensure the adequacy of the IT skills antbeagcompany’s employees. The vast
majority of respondents agreed, or strongly agrebdf a formal training plan was
important for their future success at their compamd important for their overall
competitive position.

Table 4-1 and 4-2 show the two groups of partidipaim Dr. Coverstone’s study,
mentioned earlier in Chapter 2.1.2, one consistinganagers and professionals, the other
of IT employees and contractors. Additionally, mtews were conducted with three unit
coordinators (a first level supervisor positionpverstone used two questionnaires, one
intended for the managers/professional set anchanaoine for what he calls the IT Team
(IT employees/contractors set).

41



Table 4-1 Participants in Dr. Coverstone’s studynfr 2003- employees only questionnaire
(Coverstone, 2011)

Respondents Total staff Avg. No. % Represented
Responding

Managers 14 9 64%

Professionals 72 22 31%

Table 4-2 Participants in Dr. Coverstone’s studynfr 2003- skills questionnaire
(Coverstone 2011)

Respondents Total staff Avg. No. % Represented
Responding

Employees 86 35 41%

Contractors 37 14 38%

If our results are compared to Dr. Coverstone’®80results, an interesting difference
emerges between the two studies. In the earlielysnade by Dr. Coverstone, only 1/3 of
both managers and professionals thought it was wagortant or vital for an IT
professional to have an IT/CS related degree —ewinilmy study, 86% of respondents
thought it to be fairly or extremely important. Alsthree quarters of the department
managers thought it was important. It is diffictdt say what causes this difference in
opinion. It is possible that the higher educatiastatus of the IT employees at D-IT and C-
IT, versus the organization in Dr. Coverstone’slgtoould be a factor: only 40% of the IT
employees had completed an IT/CS related degreleereas 62% of the employees in our
study had completed such a degree. The results drsstabulation shown earlier in
Figure 3-7 demonstrates a correlation between gagompleted a university degree in
IT/CS and the importance of IT professionals hawdrdgegree. It is also interesting to see in
the same figure that 74% of those who had not cetaglan IT/CS related degree thought
it was either fairly important or extremely impartao have completed an IT/CS related
degree. Maybe the difference between the two sfulies in different organizational
culture — education is valued more in D-IT and C-IT

As mentioned previously, 61% of respondents thotlghbpportunity of receiving training
was not an important factor in their decision t@lggor the job. This is perhaps quite a
high percentage, given that most IT workers fegihing to be an important, even vital,
aspect of their job. According to Potter (2000jrtng is the number one requested item
from IT entry-level and experienced staff when jalnting and it scores over flexible
schedule and higher salaries. Why then did onlytbind of respondents think it was fairly
or extremely important? Is this a notion that lo€elia IT employees have not engaged in
yet or is it considered such an obvious part ofjthreas not even to be worth mentioning
when interviewing for a job?

Not all respondents agreed with the statement |Hrge training budget would ensure
adequacy amongst the workers at the company — 4B®fsaid they strongly disagreed,
disagreed or neither agreed nor disagreed. AcagrdirCoverstone (2003), large training
budgets are no guarantee of the adequacy of trekillE amongst companies’ workers.
“Despite what would appear to be adequate trainimyjads expended, the degree of
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change in worker performance as a result of tragndoes not always meet management
expectations.”

The existence of a formal training plan was vievesdimportant for employees’ future
success at the company and their overall compefttosition on the job market. Here, one
can wonder why a formal training plan is so impottdhis is clearly something that was
not previously available so it is hard to imagineyvgo many thought it was important.

4.2 The extent of training

Results related to the research question "Whttaesextent of training?” show that 84% of
respondents had undergone some kind of traininghglihe past four years, with 3-5
training events undergone by each. Seventy-onefd®@f respondents who had undergone
training were fairly or extremely satisfied withetlgquality of the training they received
from the company. Among those who had worked fss khan a year at their company the
likelihood that they had undergone training was 5@¥d this likelihood increased with
longer periods of employment. Of those who hadrectived any training during the last 4
years, the vast majority identified their shortipérof employment as the main reason for
this. Most of these respondents were rather nomauttal when asked if their colleagues
who had received training had either transferred thew knowledge well to others or if it
had been beneficial for those who had not haditrgin

There is no right amount of training that IT emm@eyg should receive given any time
period. No information exists that can say whetthesse results represent a high or low
amount of training was received. When viewing thessults, one wonders if period of
employment should be a factor in deciding if or wiae employee receives some kind of
training — is training then considered a bonus dogob well done instead of being an
important tool the company uses to ensure the d&stfastest solutions to problems and
build up a competitive group of employees? Onehef department managers at D-IT
addressed this issue in the interview, pointing tbat receiving training was sometimes
used as a bonus.

Only one employee mentioned lack of money as thia meason for not receiving training
— a point also made by one of the department masagé®-IT. Overall, compared to the
answers, money did not seem to be that great sebainen it came to training.

4.3 The objective of training

The main results in this section showed that bothganies seemed to be positive towards
training, but that it was not followed through and formal training plan for each
employee had been established — although highlghgcafter, according to results from
Section 3.2. Technical training was the number omast popular type of training
mentioned when employees were asked about perdemalopment over the coming year,
followed by leadership and time management trainlig majority of respondents thought
that both employees and the company had a joirgoresbility for training, and the
department managers at D-IT agreed. Forty-sevemegugrof respondents agreed with the
statement that they had a real opportunity of cateeelopment within the company, while
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more responses were given to the ‘neither agreedisagree’ category when employees
were asked if they expected a long career withendbmpany. Most were optimistic of
their future within the company but only nearlyfhafl respondents would recommend the
company as a good place to work. Employees whogthiothey had a chance of career
development at their company were more optimisboua their future success at the
company.

In Dr. Coverstone’s case study, when asked how wwayld describe their company’s IT
training effort, 74% of managers and professiotedf Said that training occurred too late
to be effective. Most thought training wad hog not pre-planned. In my study | did not
offer the same possible answers, but in my intarsié was stated that training could be
more efficient, but overall the training effort wasnsidered good or very good. Twenty-
three per cent of respondents in the survey thotingtitthe company’s effort was positive
and training was followed through. It would havesbenteresting to find out more about
this, e.g. how it was followed through in their mipin and why this was not so obvious to
the rest of the employees? My first guess is thatespeople consider giving a presentation
as constituting a follow up on their training.

In Dr. Coverstone’s case-study, employees weredagkbere existed a formal IT training
plan within the company. Only 10% of respondent$icated any knowledge of such a
formal training plan. Seventeen per cent of respatglin my survey indicated that such a
plan existed — while 83% indicated no such plastexi. Three quarters of the department
managers at D-IT said it did not exist. Here thatktions of a questionnaire become clear.
It would have been interesting to find out why #h@® people said that a formal training
plan existed — it can’t be assumed that they allkew in the one department where the
manager said a formal plan existed.

Employees in Dr. Coverstone’s study were asked thbyg believed was more responsible
for ensuring employee skills are improved, the @ygé or the organization. Eighty-six
per cent of respondents believed it was more thgoresibility of the organization than of
the individual to maintain the IT skills of its efogees. This conflicts greatly with results
of my study, where 57% of respondents said it wpsna responsibility, but only 9% said
it was more the company’s responsibility or soléhe company’s responsibility; an
interesting difference. A possible reason lies difference in the organizational culture.

Unit coordinators in Dr. Coverstone’s study werd&ealsto describe the roles and the
responsibilities of the individual and those of tmganization in ensuring that adequate
skills are achieved. The general consensus waghbatorporate training budget should
cover the cost of training that directly benefitsjpcts or specific organization knowledge
needs, but when keeping up with industry changed mew technologies the IT

professionals must take on the responsibility fatiséying their own professional

knowledge needs. The department managers at D-f€ asked the same question. The
majority said the responsibly was joint, laying lwkioth the employee and the company:
the employee’s responsibility lay in finding withimmself in what areas he needed further
training, knowing what was expected of him and stdgnating, while it was the

company’s responsibility to draw this informationtdrom the employee, work with him

in finding the knowledge he lacked and analyzirgyrieéeds. Only one manager thought the
responsibility lay solely within his department.rel¢he difference between the two studies
is significant. In the companies in my study, atlds of training expenses were covered by
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the company, whether for training for a certainj@ebin progress or about to begin, or just
keeping the staff on their toes — quenching IT eygés’ thirst for knowledge.

4.4 The benefit of training

The results show that 65% of respondents did netudis their objectives for going to
specific training events beforehand with their ngeera, and a huge difference was found
between the two companies when it came to providingview of the training experience.
Fifty-nine per cent of respondents said that thmenagers did not expect them to
demonstrate added competencies after trainingyfeayht per cent of respondents were
able to use their new knowledge from training imragady after returning to work but 12%
had not used it yet. The main reasons for not lganged their new knowledge yet was that
employees had not had the opportunity yet or tlagly/lleen to busy, having too many more
urgent priorities. Despite this, most were positihat they would benefit from their
knowledge in the future.

When patrticipants in Dr. Coverstone’s case studgwvasked if they are required to provide
a review of their training experience, 81% said tha follow-up reviews were required
after training participations. Only 55% of all resglents in my study indicated that this
was done; however, 85% respondents at C-IT satchtheeview takes place after training,
which corresponds more closely with Dr. Coverstemre'sult. This is a matter of concern
for C-IT — a training review is certainly missinglso, despite the existence of the
education department at D-IT, 34% of the employess still not provided a review of
their experience. Granted, some training consistetiard-core tech courses, aimed to
solve a specific problem in a short time, but stilhll department managers at D-IT said
that a review was provided, if not by the educatlaepartment, then in some small group
of people or a ‘chalk talk’ (an informal lecture tiwvidata and diagrams shown on a
blackboard).

When asked if employees were expected to demoastdated competencies after training,
50% of both managers and professional staff indawverstone’s case study indicated that
no process for demonstrating competencies was aneplThis is very similar to our
research results, where 59% said they were notcéegbéo give any demonstration. There
was, however, a difference between the responsen diy employees and department
managers at D-IT: only 49% of the employees say Were expected to demonstrate their
competence, but all managers, except one, saidetk@scted their subordinates to do so.
The problem seems to be that it is not enforcexhinformal way.

According to Babu and Devaraj (2004), measuringpitng for effectiveness and efficiency
remains a daunting task even though the trainingdinical employees is certainly not a
new challenge. If no difference in participantsifpemance is discerned within three to six
months of the conclusion of their training, thes@as why must be explored and the issue
should be taken up by senior ranks of the corpornatieagement.

According to Kirkpatrick (1998), who created theufdevels of training evaluation, there
are different opinions amongst training and dewvelept professionals on what the term
‘evaluation’ means. It could mean:
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* Measuring changes in behavior that occur as atrektraining programs

* Determining what final results occurred becauseaihing

« Comments sheets that participants complete atti®@fa training program
* Measured by increased knowledge, improved skilld, @hanges in attitude.

Kirkpatrick believes these opinions are all righaire yet wrong, and therefore all four are
necessary; none by itself is sufficient.

4.5 Immediate and long-term problem solving

The results show that online search engines aremtbst popular tool used to solve
problems that need immediate solution and also whaiding up long-term knowledge.
Colleagues and technical web sites are the secotidhird most popular methods used
when seeking immediate solutions to problems, lmatkb crawl up the ladder to second
place when seeking long-term knowledge. Only 4Ppoadents out of 106 either agreed or
strongly agreed that solutions to problems foundother employees were accessible to
others, and slightly more (only 46) said they aithgreed or strongly agreed that there was
a consensus amongst the companies’ employees hhatrnowledge and solutions that
employees gained were accessible to other employéesvast majority either agreed or
strongly agreed that colleagues were enthusiasiaitaguiding and sharing knowledge
with each another.

Because there was no consensus amongst the cosipamigloyees that knowledge and
solutions other employees gained were made actedsilothers, it was natural that the
majority should feel that solutions found by othevere not accessible. Distributing
knowledge between employees can be a great chall&ug something companies should
see great purpose in having under control. Accordia Lindvall & Rus (2002)
organizations should have a knowledge managememtegy in place for implementing
knowledge management systematically. They defiaselphases to be:

 Originate/create knowledge: Employees develop Iegrthrough learning, problem
solving, innovation, creativity, etc.

» Passing knowledge informally: An important aspetckioowledge sharing culture
and should be encouraged.

Transform/organize knowledge: Knowledge should bgawized, transformed or
included in written materials and knowledge bases.

Deploy/access knowledge: Knowledge should be disked through education,
training programs, automated knowledge-based sgstm

* Apply knowledge: This should be the ultimate goal.
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Implementing a knowledge management strategy cawmept things such as knowledge
spill (e.g. when employees quit or retire) and dwgtion of work (which can be very time-
consuming).

4.6 Data credibility

Overall, we think that the data gathered are fairgdible, especially when it comes to data
collected from D-IT, where | received a good regmmate. The response rate of C-IT’s
employees was rather low, possible reasons beatgqithreminder was sent out at any time
and nor was any extra time given to answer, as @da®e with D-IT. Also, D-IT’s
employees had far more time to respond. The refsahis was that the survey was sent
out over the summer when most employees — incluaiyself — had summer vacations. In
addition, interviewing the department managersagdit gives a one-sided view of the
topic, but also weighs in as a strengthening faciothe results gathered by questionnaires
at D-IT. The number of interviewees might be regdrds reducing the credibility. When
structuring the study at the beginning interviewandotal of 12 persons at D-IT was the
first thought. When taking a closer look at tho&ep#rsons, it became clear that their input
would not be of great value for the study; by nangeall had subordinates or had anything
to do with decision making when it came to trainiddter the structure within the IT
department was simplified in the spring of 201 Hepartment managers became eligible in
terms of having subordinates and being involvedraming decisions. What also made
their answers credible was that their periods gblesment at the company ranged from 5
to 8 years, except for one who had only been emeplofpr about 5 months when
interviewed. That particular manager, however, &&ensive knowledge from within the
IT business, which must be considered as an adyan@verall the interviewees’ inputs
were important, although it would have been intiemgsto interview department managers
at C-IT for comparison. In my opinion it would ndtpwever, have led to any major
changes in the results.

What strengthens the survey is the fact that it piésted before being sent out. This
revealed various shortcomings and also produced gisas for amendments, which in my
opinion ensured that the questionnaire was as gequbssible.

According to Shenton (2004), the credibility of @atitative study can, e.g. be strengthened
by deriving, where possible, the specific procedusmployed, such as the line of
guestioning pursued in the data gathering sessindshe methods of data analysis, from
those that have been successfully utilized in previcomparable projects. By using
questions from Dr. Coverstone’s case study and Wb@tving a questionnaire for IT
employees and interviewing department managerslibiliey was established. Another
point made by Shenton is familiarity with the cw#uof participating organizations.
Because | had worked at one of the companies fgears, a “prolonged engagement”
between me and the participants had been estathli$hes demonstrates trust between me
and the participants, and therefore strengthensstindy. Another factor mentioned by
Shenton which strengthens the credibility of a gtisdriangulation, which involves the
use of different methods, which form the major detdlection strategies. The use of
different methods in concert compensates for tin€iividual limitations and exploits their
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respective benefits. Using a questionnaire, comagiehterviews, and having participation
by informants within two organizations create arigulation for credibility.

Finally, it is worth considering whether or not $leestudy results could be extrapolated to
other IT companies in Iceland. Wherever similarpogses within the companies were
collected, there is a greater possibility that gsme goes for other IT companies.
Employees of both companies had similar statusimg of IT/CS education, although
more employees in D-IT had not completed any usitiedegree. In both companies, the
response rate was similar when it came to the Ipidigsiof career development within the
company, the length of their career and optimismards their success at the company.
Technical training was the number one most impottaming area at both companies, and
the numbers of employees who had attended trapiograms or conferences in the past
four years were similar. Employees’ responses aoitog whether their managers had
discussed with them their objectives in attendirajning before they did so, and the
quality of training received, were similar. Finallsimilar responses were given when it
came to statements to the effect that training @seficial and cost-effective for the
company, that large training budget would ensuegadcy in IT, and that a formal training
plan was important for the employees’ success withie company and also for their
overall competitive status

A few questions elicited rather different respopatierns from the two companies. D-IT’s
employees responded “yes” with an overwhelming migjado the question whether
employees were required to provide a review ofrthiining experience (66% versus
15%), and there was also a difference in the etialuaf the training effort made by the
two companies: it was regarded as being positivieoih cases, but a larger set of D-IT’s
employees seemed to think the follow-up was defici®lore employees at C-IT believe
that a formal training plan existed within theirngoany (30% versus 8%) and an
overwhelming majority of C-IT’'s employees said thenanagers did not hold them
accountable for demonstrating added competencies &hining. A small nuance was
found between the companies’ responses regardmgetiisons why employees who had
not used their new knowledge yet, had not usechdare employees at D-IT said they had
not yet had the opportunity to use the knowledgéo aise it properly. Bearing in mind that
very few employees answered these last-mentionedtigns, this definitely reduces their
credibility. An interesting difference was foundtlween the companies when those
employees who had not had any training yet weredatihe reasons why; more employees
at C-IT mentioned short period of employment burenat D-IT said the managers lacked
interest.

Despite some differences between the companidimanswers given by their employees
to the questions above, | believe they are notigwifcant as to make it impossible to
extrapolate the overall results to other IT comeanin Iceland. Of course there are always
some differences between companies regarding, @agpprate culture and management
styles, which will affect the results slightly.
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5 Conclusion

The purpose of this study was to examine the sfat@ining at companies operating in the
field of information technology. The study foundmis were reviewed and as a result five
research questions were presented.

e How important is training?

* What is the extent of training?
* How relevant is the training?

* How beneficial is the training?

*  Where do employees seek solutions for either imatediroblem solving or long-
term problem solving?

To gain answers to these questions, a questionaaileinterview were used as a data
collection tools. Two Icelandic companies partitgehin the study: D-IT, with a fairly
large IT department, and C-IT, which operates estetly in the field of IT. The structure
of the questions used in both the questionnairetlamdhterviews was derived mostly from
a survey that had been conducted on a similar @mpioad and partly from a book about
training evaluation.

5.1 Lessons learned

According to the data, it is fairly clear that evirough companies operating partly or
solely in the IT field make genuine efforts regagltraining, their follow-up is not done
adequately. As one department manager said, tcpisimefficient. As the literature has
already stated, one of the most important factorsn-the-job training is that employees
should state their goals in undergoing training imore formal manner, preferably ahead
of time. According to the data gathered, this isffam being the case: training is almost
never preplanned. After training, managers shoaieela structured plan of how the effects
of training are evaluated: Does work efficiencyrease? Do projects get done faster? In
other words, are there any benefits of investinggany money in employee training? This
is not carried out either, according to the data.

Because these issues mentioned above do not @pgeaaddressed in companies today, it
might be said that training in Iceland is still wed as a luxury, a compensation — it has
been shown that training increases job satisfachiod is therefore a powerful tool for
managers to hold on to valuable employees, pew#psthe justification in mind that it
costs less than to hire a new employee.
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According to the National Statistical Office (Hagfst islands) there were 2,692 employees
working in the software and consultancy part of thefield in Iceland in 2008. Even
though the set of respondents in my survey is roy large (4.5%), the data speaks for
itself. On the basis of the similarity between #reswers given in the two companies to
many questions, this study gives some groundsseuraing that other IT companies have
a similar state of training. The results are thaeefa valuable input for consideration by
those who handle training issues at Icelandic Imganies, whether they are human
resource managers or department managers. Compahmdd even consider the
possibility of establishing a position of a spedraining manager: according to Hughety
al. (1997) a position like that is a desirable assAttraining manager understands the
staff's training needs and can easily relate engaey training goals to the company’s
strategic needs; he knows he is responsible forodstrating training efficiency and he
tracks progress that shows explicity how the asitjon of new knowledge and
competence has a positive impact on productivity gumality. This is an interesting area of
operation which companies should seriously consider

The study also provides a foundation for furtheseegch in this area, for those who would
like to delve deeper into the subject of trainimipether it be in information technology or
any other profession. Most of the questions thatwsed in the questionnaire can be used
without modification while others can easily be tomsized to fit any profession, and
results can also be compared with those of thidystlihe study also demonstrates how
little is known about this topic in Iceland, anetéfore there are enough opportunities for
further studies.

5.2 Future work

To demonstrate even more decisive results, it migive been better to have involved
more companies in the study. Also, interviewing department managers at C-IT would
have strengthened the management voice in the .sBetyause D-IT has established a
specific educational department, it will be intéwras to explore further its significance,
both in employee’s answers and also in terms oflitierences in the answers given in the
two companies. Overall, the questions covered $serdials that was needed to gain from
the study and also highlighted what was thoughiedhe most important to view in this
context.

The next steps could be of two kinds. Firstly, agslk into what IT companies in Iceland
are spending on employee training on a yearly basie adoption of a suitable method of
measuring performance in ISK (Icelandic kronur)isTis an interesting topic in itself. The
most obvious step to take as a result of this stuolyld be to implement some kind of a
formal training plan at the companies participatidgormal training plan would consist of
identifying employees’ training needs and goals tfe next couple of years, this being
done in collaboration with management and alignath ihe companies’ needs. An
evaluation plan would follow, structured by a sfiecapproved method and also an action
plan will be implemented to respond to training r@gethat do not produce the desired
results within a specific time period. Intendeduteswill be measured in ISK, provided
that a cost study has been made previously. It balinteresting to compare data before
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and after the formal training plan is implement&dtudy of this latter type will be a large
and time-consuming project.

52



References

Babu, R. and Devaraj, S., 2004. How to measureeia¢tionship between training and job
performanceCommunications of the AGMol. 47, no. 5, pp. 63-67.

Baddoo, N., Beecham, S., Hall, T., Robinson, H. &tthrp, H., 2009. Models of
motivation in software engineeringnformation and Software Technologiol. 51, p.
219-233.

Baldwin, T.T. and Holton, E.F., 2003mproving learning transfer in organizations,
Wiley, San Francisco.

Blanton, J.E., Newton, S.K. and Wingreen, S.C., eAssg the IT Training and
Development Climate: An Application of the Q-metbtmyy, SIGMIS-CPR 052005,
Atlanta, Georgia, USA. ACM, p. 12-23.

Bostrom, R.P., Olfman, L. and Sein, M.K., A Besaftice Based Model for Information
Technology Learning Strategy Formulatior§IGMIS Conference '03 2003,
Philadelphia, Pennsylvania, USA, ACM, p.75-86

Clarke, A. and Jack, BThe purpose and use of questionnaires in resedpcbf Nurse
1998, vol. 14, no. 3, pp. 176-179.

Coverstone, P.D., 2003. IT Training Assessment Bwaluation: A Case StudgITC4
'03, Lafayette, Indiana, USA. ACM, p. 206-215.

Coverstone, P.D., 2011. E-mail to author’,h Nbvember.

Feng, J. H., Hochheiser, H. and Lazar, J., 2®Rdsearch Methods in Human-Computer
Interaction Wiley.

Hughey, A.W. and Mussnug, K.J., 1997. DesigningediVe employee training
programmesJraining for Quality vol. 5, no. 2, pp. 55-57.

Kirkpatrick, D.L., 1998.Evaluating Training Programs, The four leveBgrrett-Koehler,
San Francisco.

Kvale, S., 1996Interviews: an introduction to qualitative researaterviewing Sage
Publications, Thousand Oaks.

Lindvall, M. and Rus, I., 2002. Knowledge ManagemienSoftware EngineerindEEE
Software p. 26-38.

Marshall, G., 2005. The purpose, design and adiratign of a questionnaire for data
collection,Radiographyyol. 11, pp. 131-136.

53



Mathieson, M., 2006. Improving organizational periance through developing our
peopleIndustrial and commercial trainingsol. 38, no. 2, p.70-77.

Potter, J., 2000. Show me the Money, In IT Traihi®JlGUCCS '00 Richmond, Virginia,
USA. ACM, p. 252-257.

Shenton, A.K., 2004. Strategies for ensuring trostinness in qualitative research
projects Education for Informationvol. 22, p.63-75.

Shull, F., 2007. Who Needs Evidence, Anywa¥EE SoftwarglEEE Computer Society,
p. 10 — 11.

Stephenson, J., 1999. Corporate Capability: Imptioa for the Style and Direction of
work-based learnindyational Centre for Vocational Education Research

54



3. Hversu mikileagt telur pd a8
searlumenn fupplysingsts ke hafi kikid
ndmi tengdu upplisingat=kni?

7. Prgar SEU var urn iverandi starf,
hversu mikid vegk hafdl maguizik 4
~erntun inren Fyritkakisng &
rvalia?

Appendix — Question mapping (Icelandic)

1. Hversu mikilvaga telja

24. 5 minu mati er bjdlfun gagnleg op
Ay byrke Syl ol langnl tinea i

28, Hyar leltar b0 hidr [pokkingar agar startsmenn plalfun vara | starfi?  ~ 24. A0 minu mat munu haar
vancamdl kama upp sem barf 28 ley=a El 2jlf Irypgs
seran? Tultnggfaneli tami | Lppksingatasknl

26.TH 33 alla par jsakkingar til
langframa, sem nytast per [ searfi, nytir

medal starfymanna Fyriroeki

Fis T A3 i ail ar feeenleg Al us
bidlfun mikharg fyric velgengni mina hia
27. LAuSmr & wandanmdlm S8 upp 5. Hvar leita starfsmenn Pyt kinL
koma o starfsm afur beysir eru pléffunar - leldsagnar -
afgengllegas dfeur starbambenuen tl = pekkingar - drlausnar annars Rl i wad] e ol i SimfiTun
Trekari nitingal vegar til langtima og hins vegar bidWun miibaee fyrir sernkegpnii oy
v y til ad leysa verkefni strax? mina & vinrumarkagmum
27. pad rikir sinhugur Fyrietaskising ure
a8 pekking og lautni sem starfsmenn
=2JAllir afla sér séu adgengilegar S8ium 10, Hefur b sdet einhver ndmskeid eda
starlsmannum radstetnir & urdandGrmum

27, Samstarfamenn mirar &ru
dhagozami um af leibeing og mila of
reynsiu sinni

Leppd (s hingl upp A, Bwatt 1l ag gredit at
Fyrirtazkinu

12, Huersy morg namskeid =ia
ratstefnur hefur bu satt & sidusiu flérum
drum {2007 - 2611}

g D17

13, Abur en bjilfun dth sdr stall reddu
it e i bt friven Lmi Fesr mschenid
pin woes mef a8 szija hetta dkvedna Hckaspu
b akpid [ rddeteln

2. Hwersu mikil er pjdifuning - 33 Hvers telur i vara ailal dsta durs

it
greitt er f Fyrirtking, ert
wirsEan e reyish Bin 37
ndmskesding { radstefnunm®

15. Gerir ylirmalor pinn krofe um bt
Rt tarfl ad daknu ndmsken) |
rifstefng ¥
16. Eru bau sfni/ taki/tdl sem voru
At A pdin kel § eAAetelia em il
stttir bl afrata fyr adra starfsmenn |
=yt 7
17. Bogar ndmekeitl | radstofnu lauk
Rastbi notad i fmemi / pekiingu 2em bl
1w i

18, Vinsamlogast tigreinld huars vegna
bed bl ek et ot b4 bekkinga ¢
fanrmd £om péruar kennd.
18, Kemur pl bl med af nata pessa nygju
Pekkingu { Faetni | Fram
20, =ad erd nokkur agdi sm & ad
halga mér frd bl 2d nata nyja femi /
pokkirgy almannilega

inri

2. Astmdafur fyrir e ad &g hed ekin
getad nutad ngja kunndita mine
peblingu almennilzga

4. Hvernlg gagnast pialfunin

fymr byl 2 b hefur ekki fengid neina
pastfun | Fyrirtaking ern sem komid o

23. A minu mati hafa peir sem hafa
Targid piaHun hz Fprrimdin mislal |
Flutt nyfergna Fmrrd sina / hekkingu vel bl

anmarea starlsmanna

23, At minu mati hafa peir starfsmenn
st £k Pl Fengit Biblfun & sk dnum

seury ratl gy af sarlsmans

wam

et fergd b pidlfun?

3. Hversu markviss er pjalfunin?

A, Hyernlg myndic [ Wia vidisin
Fynrimkising t plalfurar { starfi?

5. Tuhut o a8 farmbeg bjstfunardatiun
&d til sralar frir pig innan frirr isins
serm b tarfar ha?

[ thér mil ol vers Sbyrgur
Fyrir pjathen | pinu starfi?

2. £ b= tmiofmni til sarfsbrdanar hjs Fyrirt=king

®. Fd or Blartsentn d valgengn mina
innan Fyrirtahising

8. fggetmzht med byrrteking serm
Eabur vinpustad

B. £q bjst wid 3 ciga langan starfsfen nja Fyrirs king

132 A heildmo fitd Feersn
Anmgh A gur art fii med gl
biaMunar sem b kefur Fengid 3 vmnustad
Dirsue

9. Vinzamiegast takid fram pau priu
Bidiunarsvid zem skipliv pig mesty mal
begarkemur al egin frambréun & nast

wsimut drum

55






Appendix — Question mapping (English)

25, Where doyou seek knowledge when
problems arise that need immediste
sobing?
26, Where do you seek knowledge far
FanE-tarm die at the job?
27. Soltions to problams made by
other employess are accessible v ather

employees S

27. Thare is a consensus amangst the
companies” employees that the
krowledge and solutions employess gain
ara arcassibbe to othars employees
Z7. My coblazgues ana enthas|astic
abaut guiding and sharing knawledge
and experieace with ane another

13. Priar ta training you and yoor
manaper discussed wour abjectives for
paing to the coursefeonference?
14, ‘When you participate in funded
Tralning, are you reguired t provide 2
revbew of that tralning experience?
15. Daes your manages hald you
sccountable far demonstrating added
competencies after tralning ?
16. The skills/kniwledge-related
PESBUTDes Lhat were dsed in the training
pragram/eorference you attended are
avatlable for use on the job?
17. After returning from training | was

abla ta use the skillsknowledpe | earned

18, Please say why you hawen't applied
the skills/ knowledge that wherne taught,
Please indicate which of the Rliowing
eond itions apply

15, Do you plan to use the

skills/mowledge in the future?

20. There are some issues that are
kEeping me f1om Deing abibe Lo use my
new skills/knowledge proparly

21. The reason that | have been unable

ta use my new skllls/knowledge properly

5. Where do employees seek
solutions for either immodiate
problem solving or long term
problam solving?

~ Research

4. How beneficial is the training?

1. How important is training?

2. What Is the extent of training? -

3. How relevant is the training? -

3. How impartant da yau think it is far
professional IT workers to have
camplated an [T related degree program?
¥. When interviewing sppalying for the
ot how Important was having the
apportunity of receiving fermal treining
at the campany?

24, Inmy apinion, training is very
heneficial and cost-effactive for the
carmpany, in the long-term

24, Inmy aginion, laige training budgets
ensure the adeguacy of the 1T skills
amang the company's emplayees?

24, In my apinion, farmal trainieg plan ks
eritical o my success ot the caompany?
2a. In iy aginion, formal training plan &
critical to my competitive position in the
market phacer

10. Have you attended any training
program ar canferences aver the faur
years (2007-2009) provided by your
Company? Provided means suggestad,
encaursged and paid for by the
Company

12, How many trainings or conferencas
b youl attended atver the last four
years (2007 - 2008)7

Additional question for D-1T

22, What da you think is the primary
reasnn far your nat receiving any training
a1 the company <o far?

23, In iy opinien, those who hawe had
training communicate/ traasfer thair
new-found skillsfknowledze well to
others,

23, Inmy opinden, empleyees who do
not recoivg training in certain fiold
benefit from emplayess wha have?

d. How would you describe the

company's training effort?

5. A far ax you know, is theee a formaf

tralning plan within your company ¥

6. Who da you believe should be mare
responsible for training on the obf

8. | have real apportunities for career
developmient in the company

E. lexpact ta have o long caréer with the company
&. lam optimistic about my futdre

success at the company

&, | would rocommend the company as a place o work
11. How satisfied are you with the

quality of training that you have received

At the company?

9. Please indicate the theee training areas mast
important ta your dovelopment auar the rexe two
wears:
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Appendix — Questionnaire (Icelandic)

Inngangur

Takk fyrir ad gefa pér tima i ad taka pessa kénnun. Pitt framlag er mjog mikilvaesgt fyrir verkefnid mitt.
K&nnunin er nafnlaus og ekki er hazgt ad tengja einstaklinga vid svarin.

Ef pl hefur einhverjar spumingar eda athugasemdir vardandi kénnunina endilega sendu post a rhr1 @hi.is

Menntun
1 Hefur pu lokid haskolagradu tengdri upplysingatakni eda télvunarfraedi?
Ja
Mei

Ef svarid er nei pa er farid i spurningu 2 annasri yfir i spurningu 3

2 Hefur pu lokid haskolagradu i 66ru fagi en upplysingatakni eda télvunarfra6i?
Ja
Nei

3 Hversu mikilvagt telur b ad starfsmenn i upplysingatakni hafi lokid nami tengdu upplysingatakni?
Alls ekki mikilvaegt

Ekki mikilvazgt

Enga skodun

Frekar mikilvazgt

Mjag mikilvasgt

Pjalfun a vinnustad - Almennar spurningar

Athugid: | samhengi pessarar rannséknar, pegar notad er ordid pjalfun er &tt vid hvers kyns simenntun i starfi, hvort heldur er ndm, ndmskeid
(stutt eda long), radstefnur hérlendis sem erlendis.

4 Hvernig myndir pu lysa vidleitni Fyrirtazkisins til pjalfunar i starfi?
Fyrirtaskid er neikvaett gagnvart pjalfun

Fyritaskid er jakvastt gagnvart pjalfun en hin skilar ekki tilastludum arangri i starfi
Fyrirtaskid er jakvastt gagnvart pjalfun en henni er ekki fylgt eftir

Fyrirtaskid er jakvastt gagnvart pjalfun og henni er fylgt eftir

Veit ekki

5 Telur pa ad formleg pjalfunaraatiun® sé til stadar fyrir pig innan fyrirtaekisins sem pu starfar hja?
Ja
Mei

* 5é formleg aastlun til stadar er gert rad fyrir ad starffsmadur hafi gert aastlun fram i timann vid yfirmann sinn, til ad tryggja simenntun i starfi.
Hér er ekki att vid nylidapjalfun.

6 Hver finnst pér ztti ad vera abyrgur fyrir pjalfun i pinu starfi?

bi Meira pd heldur en Baosi abyrg Fyrirtaskid meira heldur en

Fyrirtackid
Fyrirteekid bi ynnex

Abyrgd
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begar s6tt var um naverandi starf, hversu mikid vagi hafdi mdguleiki 4 simenntun innan Fyrirtakisins a starfsvalid?
Alls ekki mikilvasgt
Ekki mjog mikilvasgt
Engin skodun
Frekar mikilvaegt

Afar mikilvazgt

Vinsamlegast tilgreinid hversu sammala pu ert eftirfarandi fullyrdingum

Mjég sammala Sammala HVD”,(I samr‘r{mla ne Osammala Mjog dsammala
dsammala
Eq fas tackifaeri til starfspréunar®
hja Fyrirtaskinu.
Eqg byst vid ad eiga langan
starfsferil hja Fyrirtaskinu.
Eqg er bjartsyn/n & velgengni
mina innan Fyrirtaskisins.
Eg get masit med Fyrirtaskinu
sem gadum vinnustad.

* Med starfsproun er att vid proun i eigin starfi (persdnuleg og fagleg haefni) t.d. med aukinni abyrgd eda verkefnum, einnig getur pad pytt
flutningur milli starfssvidis eda eininga eda proun i hasrm og betri stddur t.d. stiérnendastddu.

Vinsamlegast takid fram pau prjd pjalfunarsvid sem skiptir pig mestu mali pegar kemur ad eigin frampréun a naestu tveimur arum
Halkid vid
Taeknileg pjalfun

Fjarmala-Markadspjalfun
Leidtogapjalfun
Framsdgupjalfun

Tungumalapjalfun

[ A A

Timastjérnunarpjalfun

10

Hefur pa sott einhver namskeid eda radstefnur 4 undanférnum fjérum arum (2007-2011) sem Fyrirtaekid hefur bodid uppa (stungid
upp a, hvatt til og greitt af Fyrirtazkinu) ?

Ja
Mei

Ef svarid er Ja pa er haldid afram i spurningu ahpars er farid yfir i spurningu 22

Mat & pjalfun

11

A heildina litié, hversu anagdlanagdur ert pu med gadi peirrar pjalfunar sem pu hefur fengid hja Fyrirtakinu?
Alls ekki dnagd/anazgdur
Ekki mjog ana=gd
Enga skodun
Frekar anaegd/anasgdur

M)ég anasgd/anasgdur

12

Hversu morg namskeid eda radstefnur hefur pa sott a sidustu fjorum arum (2007 — 2011)
1-3 ndmskeid/radstefnur
3-5 namskeid/radstefnur

5 eda fleiri namskeid/radstefnur

13

ABdur en pjalfun atti sér stad raeddu p og yfirmadur pinn um hver markmid pin voru med ad sakja petta akvedna namskeid /
fyrirlestur | radstefnu.

Mjog sammala

Sammala

Hvorki sammala né dsammala
Osammala

Mjog dsammala

60




14

Pegar pu tekur patt i namskeidi / radstefnu sem greitt er af Fyrirtazkinu, ert pu krafinn um ums&gn um reynslu pina af
namskeidinu / radstefnunni?

Ja
MNei

15

Gerir nasti yfirmadur pinn kréfu um bastta hafni i starfi ad loknu namskeidi / radstefnu
Ja
Mei

16

Eru pau efniltaeki/tol” sem voru notud a namskeidi | radstefnu sem pu sottir til afnota fyrir adra starfsmenn i Fyrirtakinu?
Mjog dsammala
Osammala
Hvorki sammala né dsammala
Sammala

Mjog sammala

* EfniiTaeki/Tal: Hvers kyns namsefni sem studst var vid i pjafun; baskur, basklingar, hefti, glaerur, hugbinadur, vélbanadur o.p.h.

17

Pegar namskeidi / radstefnu lauk gast pu notad pa farmi/ pekkingu sem pu lardir
Strax
Innan viku
Innan manadar
2-3 manudum sidar
3-6 manudum sidar

Hef ekki nytt mér enn

Ef hakad er vio ,,Hef ekki nytt mér enn” pa eridaéifram i spurningu 18 og 19, allir adrir kostieiba svaranda yfir §

spurningu 20

18

Vinsamlegast tilgreinid hvers vegna pu hefur ekki enn notad pa pekkingu / faarni sem pér var kennd. Tilgreinid hver af eftirffarandi
skilyroum gilda

Eg la=rdi ekkert sem ég get notad

Eg hef ekki haft taskifzri til pess ennpa

Eq hef verid of upptekin/nn — haerri forgangsréidun 4 dérum verkefnum

Yfirmadur minn hefur komid i veg fyrir eda dregid Gr mér kjark mig vié ad nyta nyja faemni.

Adrar astaedur? Vinsamlegast tilgreinid

b

19

Kemur pu til med ad nota pessa nyju pekkingu / farni i framtidinni
Ja
Mei

20

Pad eru nokkur atridi sem eru ad halda mér fra pvi ad nota nyja faerni / pekkingu almennilega

Mjog sammala

Sammala

Hvorki sammala né désammala

Osammala

Mjég dsammala
Ef svarad er Mjog sammala eda Sammala er farid &fspurningu 21. Adrir svarmoguleikar feerir svarang i
spurningu 24.
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21

Astaeéalur fyrir pvi ad ég hef ekki getad notad nyja pekkingu / faerni aimennilega

Hef ekki haft taskifasri

Vinnuumhverfi mitt hefur breyst

Yfirmadur minn stydur ekki notkun & nyrri pekkingu

Vidnam gegn breytingu (sjalfisjalfur)

Widnam gegn breytingu (hépur/deild)

Laerdi ekkert nytt

Man ekki efni namskeidsins

Efniftaski/tol ekki i bodi eftir pjalfun

Annad. Vinsamlegast tilgreinid

i

Svarendur sem lentu hér faerast sjalfkrafa yfir arsgu 24.

22

Hverja telur pa vera adal astaduna fyrir pvi ad pa hefur ekki fengid neina pjalfun hja Fyrirtakinu enn sem komid er?

f Stuttur starfstimi
’_ Skortur a flarmunum
[ Skortur & huga hja mér

f Skortur & ahuga hja yfirmanni
’_ Annad. Vinsamlegast tilgreinid

23

Vinsamlegast tilgreinid hversu sammala pu ert eftirfarandi fullyrdingum

Ad minu mati hafa peir sem hafa
fengid pjalfun hja Fyrirtaekinu
midlad / flutt nyfengna faemi sina
I pekkingu vel til annarra
starfsmanna.

Ad minu mati hafa peir
starfsmenn sem ekki hafa fengid
bjlfun hja Fyritaskinu a
akvednum svidum notid gdds af
starfsménnum sem hafa fengid
ba bjalfun.

Mjog sammala

. Hvorki sammala né E -
Sammala A B Osammala
dsammala

Mjog dsammala

Mat & virdi pjalfunar

24

Ad minu mati er pjalfun gagnleg
og ardbaer fyrir Fyrirtaskid til
lengri tima litid.

Ad minu mati munu haar
flarveitingar til pjalfunar tryggja
fullnazgjandi faerni i
upplysingataskni medal
starfsmanna Fyritaskisins.

A8 minu mati er formleg dastlun
um pjalfun mikilvaag fyrir
velgengni mina hja Fyrirtazkinu.
Ad minu mati er formleg dastlun
um pjalfun mikilvazg fyrir
samkeppnisstédu mina a
vinnumarkadinum.

Mjog sammala

Vinsamlegast tilgreinid hversu sammala pu ert eftirfarandi fullyrdingum

- Hvorki sammala né E -
Sammala ) B Osammala
dsammala

Mjig dsammala

Lausn a vandamalum
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25

Hvar leitar pa pér pekkingar pegar vandamal koma upp sem parf ad leysa strax?
|— Samskiptavefum

l_ Tezknivefum

|— Leitarvélum

[ Békum

|— Bladum, timaritum

|— Odrum samstarfsménnum

|7 Annad

Ef pu hakadir vid Samskiptvefi og/eda Tasknivefi vinsamlegast nefnié pa vefi sem notast er vid

26

Til ad afla pér pekkingar til langframa, sem nytast pér i starfi, nytir pa pér:
|— Samskiptavefi

|— Taeknivefi

|— Leitarvélar

|— Bazkur

|— Blad, timarit
|— Adra samstarfsmenn

|— Annad

Ef pd hakadir vid Samskiptvefi og/eda Tasknivefi vinsamlegast nefnid pa vefi sem notast er vid

)

27

Vinsamlegast tilgreinid hversu sammala pu ert eftirfarandi fullyrdingum

Mjog sammala Sammala HVDI’|"(\ samrrjala ne Osammala
dsammala
Lausnir 4 vandamalum sem upp
koma og starfsmadur leysir eru
adgengilegar 6érum
starfsménnum til frekari
nytingar.
Pad rikir einhugur innan
Fyrirtazkisins um ad pekking og
lausnir sem starfsmenn sjalfir
afla sér séu adgengilegar 6drum
starfsménnum.

Samstarfsmenn minir eru
ahugasamir um ad leidbeina og
midla af reynslu sinni hver til
annars.

Mjig dsammala

Almennar spurningar

Ad lokum er spurt um persdnulegar upplysingar sem koma ad gagni vid tolfraedilega Orvinnslu pessarar kénnunar.

28

Kyn
Karlkyn
Kvenkyn
Vil ekki svara

29

Aldur
Yngri en 21 drs
21-35dra
36 - 50 ara
Eldri en 50 dra
Vil ekki svara
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30 | Hversu lengi hefur pa unnid hja Fyrirtaekinu?
) Skemur en 6 manudi

) Skemur en 12 manudi

) Skemuren 3 &r

D) Lengur en 3 ar

D) Lengur en 6 ar

Kénnun lokid

Pé er konnuninni lokid. Pakka pér kaerlega fyrir ad svara.
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Appendix — Questionnaire (English)

1 | Do you have an IT/CS related university degree?
a) Yes
b) No
If answer “No” then move on to question 2; oth&ggo straight to question 3.

2 | Do you have a university degree that is not IT/&18ted?
a) Yes
b) No

3 | How important do you think it is for professiondl workers to have completed an IT related degree
program?
a) Not at all important
b) Not very important
¢) No opinion
d) Fairly important
e) Extremely important

4 | How would you describe the company’s trainingeff

a) The company is negative towards training

b) The company is positive towards training but itslaet return desired results
c) The company is positive towards training but indd followed through

d) The company is positive towards training and followed through

e) Don't know

5 | As far as you know, is there a formal trainingrpWithin your company?
a) Yes
b) No

6 | Who do you believe should be more responsibléréaming on the job?
a) You

b) You more than the company

c) Both responsible

d) The company more than you

e) The company

7 | When interviewing/applying for the job, how impeomt was having the opportunity of receiving formal
training at the company?
a) Not at all important
b) Not very important
¢) No opinion
d) Fairly important
e) Extremely important

8 | Please indicate your level of agreement withfélewing statements:

- | have real opportunities for career developnierihe company
(Strongly agree — Agree — Neither agree or disagmesagree — Strongly disagree)

- | expect to have a long career with the company
(Strongly agree — Agree — Neither agree or disagmesagree — Strongly disagree)

- | am optimistic about my future success at thegany
(Strongly agree — Agree — Neither agree or disagm®&sagree — Strongly disagree)

- | would recommend the company as a place to work
(Strongly agree — Agree — Neither agree or disagmesagree — Strongly disagree)
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9 | Please indicate the three training areas mogiriiapt to your development over the next two years:
a) Technical training
b) Financial / Marketing training
c) Leadership training
d) Presentation skills training
e) Foreign language training
f) Time management training
10 | Have you attended any training program or cemegs over the four years (2007-2011) providedday
company? Provided means suggested, encouragedhahfibpby the company.
- Yes
- No
If answer “Yes” then move to question 11, otheésglgo straight to question 22.
11 | How satisfied are you with the quality of traigithat you have received at the company?
a) Not at all satisfied
b) Not very satisfied
C) No opinion
d) Fairly satisfied
e) Extremely satisfied
12 | How many training events or conferences haveaytinded over the last four years (2007 — 2011)?
- 13
- 35
- 5ormore
13 | Prior to training you and your manager discusgen objectives for going to the course/conferénce
(Strongly disagree — disagree — neither agreesaigdee — agree — strongly agree)
14 | When you participate in funded training, are y@guired to provide a review of that training exgece?
- Yes
- No
15 | Does your manager hold you accountable for detmating added competencies after training?
- Yes
- No
16 | The skills’knowledge-related resources that wses in the training program/conference you atidrate
available for use on the job
(Strongly disagree — disagree — neither agreesaigdee — agree — strongly agree)
17 | After returning from training | was able to uke skills/lknowledge | learned
a) Immediately
b) Within a week
¢) Within a month
d) 2-3 months later
e) 3-6 months later
f) Have not used yet
If answer “Have not used yet” then move to questl8 and 19. Other response: move to question 20.
18 | Please say why you haven't applied the skilsMdedge that where taught. Please indicate whicthef
following conditions apply:
a) |didn't really learn anything | can apply.
b) 1 haven't had the opportunity
c) | have been too busy — too many higher priorities.
d) My manager has prevented or discouraged me froryiagghem.
e) Any other reason? Please specify.
19 | Do you plan to use the skills/knowledge in thieife?
- Yes
- No
20 | There are some issues that are keeping me feorg kble to use my new skills’lknowledge properly
(Strongly disagree — disagree — neither agreesaigdee — agree — strongly agree)
If answer strongly agree / agree then move to gueg1. Other response: move to question 24,
21 | The reason that | have been unable to use mygkidle/knowledge properly is:

a) Haven't had the opportunity
b) Job changed
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c) Manager doesn'’t support
d) Resistance to change (self)
e) Resistance to change (group)
f) Didn't learn anything new
g) Don't recall content
h) Resources not available
i) Other, please specify.
Move straight to 24.

22 | What do you think is the primary reason for yoat receiving any training at the company so far?
a) Short period of employment
b) Lack of funds
c) Lack of personal interest
d) Lack of manager interest
e) Other, please specify.
23 | Please indicate your level of agreement witiféHewing statements
- In my opinion, those who have had training comitate/transfer their new-found skills/knowledge el
others.
(Strongly disagree — disagree — neither agreesaigdeée — agree — strongly agree)
- In my opinion, employees who do not receive irajrn certain field benefit from employees who dav
(Strongly disagree — disagree — neither agreesaigdee — agree — strongly agree)
24 | Please indicate your level of agreement witiféHewing statements:
- In my opinion, training is very beneficial andst@fficient for the company, in the long-term
(Strongly disagree — disagree — neither agreesaigdeée — agree — strongly agree)
- In my opinion, large training budgets ensureatequacy of the IT skills among the company’s epgss
(Strongly disagree — disagree — neither agreesaigdee — agree — strongly agree)
- In my opinion, formal training plan is criticad tny success at the company
(Strongly disagree — disagree — neither agreesaigdée — agree — strongly agree)
- In my opinion, formal training plan is criticad tny competitive position in the market place
(Strongly disagree — disagree — neither agreesaigdee — agree — strongly agree)
25 | Where do you seek knowledge when problems tr&eneed immediate solving?
a) Social Networking sites
b) Technical websites
c) Search engines
d) Books
e) Papers, magazines
f) Colleagues
0) Other, please specify.
26 | Where do you seek knowledge for long-term usheajob?
a) Social Networking sites
b) Technical websites
c) Search engines
d) Books
e) Papers, magazines
f) Colleagues
0) Other, please specify.
27 | Please indicate your level of agreement withiféHewing statements:

- Solutions to problems made by other employeegecessible to other employees
(Strongly disagree — disagree — neither agreesaigdee — agree — strongly agree)

- There is a consensus amongst the company’s’ grepdothat the knowledge and solutions employees
are accessible to others employees
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(Strongly disagree — disagree — neither agreesaigdee — agree — strongly agree)

- My colleagues are enthusiastic about guidingsivaing knowledge and experience with one another
(Strongly disagree — disagree — neither agreesaigdee — agree — strongly agree)

28

Gender
a) Male
b) Female
¢) Not willing to answer

29

Age:
a) Younger than 21
b)21-35
c) 36-50
d)51-60
e)Over 60
f) Not willing to answer

30

How long have you worked for the Company?
a) Less than 6 months
b) Less than 12 months
c) Less than 3 years
d) More than 3 years
e) More than 6 years
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Appendix - Pilot group e-mail
Keeri prufu notandi

Pu hefur tekid ad pér pad vidamikla verkefni adf@ndetkonnun sem €g mun nota vid
rannsokn mina fyrir Masters-verkefni mitt vio Hakké&slands.

Rannsoknin gengur Ut a pad ad meta pjalfun starfema Upplysingataeknisvidi D-IT og
eru rannsoknarspurningarnar sem ég leitast viovatad.d. hversu mikilvaega starfsmenn
lita pjalfun i starfi, hversu markviss er hin ogimig hun gagnast.

I rannsokninni stydst ég vid lista, sem FraedsladBHIT heldur utan um, s.s namskeid og
radstefnur sem starfsmenn svidsins hafa faridraduan 2007 — 2011.

Allar abendingar, hugleidingar og spurningar erupagnar.
Vinsamlega hafid eftirfarandi atridi i huga med@miuninni er svarad:
1. Skilur pa hver tilgangur kdnnunarinnar er?

2. Eru einhverjar spurningar 6paegilegar i svorum?

3. Er ordaval skyrt?

4. Eru svarmoguleikar raunheefir?

5. Eru einhverjar spurningar sem valda pvi ad pu [gdfeyda of Ibngum tima i ad hugsa
svar vio? Hvada?

6. Eru einhverjar spurningar sem eru pirrandi, 6paggii@da ruglandi? Hvada?
7. Eru einhverjar spurningar hlutdreegar?

8. Finnst pér pu geta svarad 6llu pannig ad pér finsndrin pin endurspegla tilgang
konnunnar?

9. Er konnunin of [6ng?
Konnunin er héhlekkkur.

Kvedja,
Ragnhildur H.
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Appendix — D-IT e-mail
Keeri samstarfsfélagi,

Eg er ad vinna ad Masters-verkefni minu i tolvursadi vid Haskdla islands, en verkefnid
er rannsoknarverkefni sem gengur Ut ad pad ad pjfan starfsmanna a
Upplysingataeknisvidi D-IT. Hluti af verkefninu ed éeggja kbnnun fyrir starfsmenn sem
notud veradur til grundvallar rannsokninni, en pgaraingar sem €g leitast vido ad svara eru
t.d. hversu mikilvaega starfsmenn lita pjalfun ffstaversu markviss hun er og hvernig
han gagnast.

[ rannsokninni stydst ég m.a. vid lista, sem Frashsld D-IT’s heldur utan um, s.s.
namskeid og radstefnur sem starfsmenn svidsinsfaafaa arunum 2007 — 2011 og er
pessi listi hluti af kbnnuninni.

Hlekkur & konnunina er hétekkur.

Mér peetti veent um ef pu seeir pér feert um ad ey&krom mindtum i ad svara pessari
konnun. Frestur til ad ljuka konnuninni er til 1@u&t nk.

Vinsamlegasekki aframsenda pennan post nema i samradi vid mig.

Kvedja,
Ragnhildur H.
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Appendix - C-IT e-mail
Seel veridi,

Nemandi i meistaranami i télvunarfraedi hafdi sandbad okkur, en hun er ad gera
rannsokn & pjalfun starfsmanna i upplysingateekéi.ad nedan er kynningarpostur fra
henni. Peir sem vilja leggja pessu lid endilegadpd. Frestur til ad taka patt er Ut pessa
viku. Smellid & hlekkinn til ad taka patttekkur

Keeri starfsmadur

Ragnhildur Helga heiti £g og er ad vinna ad Masters-verkefni minu [ télvunarfreedi vid
Haskdla Islands, en verkefnid er rannsoknarverkefni sem gengur Gt ad pad ad meta
bjalfun starfsmanna i upplysingateekni. baer spurningar sem &g leitast vid ad svara |
verkefninu eru t.d, hversu mikilveega starfsmenn lita pjalfun i starfi, hversu markviss
hin er og hvernig hin gagnast.

Stor hiuti verkefnising er ad leggja konnun fyrir starfsmenn  fyriteskja |
upplysingataekni, og bvi paetti mér vaent um ef pO saeir peér faert um ad eyda nokkrum

minatum | ad svara pessari kénnun.

Hiekkur a kénnunina er her

Med fyrirfram pokk,
Ragnhildur H.
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Appendix - Interview questionnaire
(Icelandic)

Spurningalisti eetladur deildarstjorum i D-IT.

Fyrirvari: | rannsokninni kemur hvorki fram nafnévhaelanda né nafn fyrirteekisins. EkKki
haegt ad tengja svor beint vid viomaelanda.

Bakgrunnupplysingar: Hversu lengi i starfi, marmedd, hefur tekid formleg
starfmannasamtol?

1.Hversu mikilveegt telur pu ad starfsmenn i upplyategkni hafi lokid ndmi tengdu
upplysingateekni?

2.Hvert er pitt personulegt mat & stodu pjalfunarfijteekinu?
pjalfun = i samhengi pessarar rannsoknar er pjdifians konar simenntun i starfi,
hvort heldur nam, namskeid (stutt/long), fyrirlesir radstefnur radstefnur
hérlendis/erlendis.

3.Hvernig myndir pu lysa vidleitni fyrirteekisins fijalfunar i starfi?

4.Er formleg pjalfunaraeetlun til stadar innan pindaildar?
Formleg pjalfunaraeetlun = pa er gert rad fyrir edfsmadur hafi gert asetlun fram i
timann i samradi vid sinn neesta yfirmann , semtaygdja simenntun i starfi.

5.Lysid hlutverki og abyrgd einstaklingsins annargareog fyrirtaekisins hins vegar
til ad tryggja ad fullnaegjandi feerni sé nad.

6.Lysid peim hindrunum sem pu telur ad séu fyrir hesgan standa i vegi fyrir
skilvirkari og afkastameiri pjalfun hja bankanum?

7.Vinsamlegast takid fram pau prju pjalfunarsvio sskiptir mestu mali pegar kemur
ad framproun undirmanna pinna & naestu tveimur arum.
Teeknileg pjalfun

Fjarmala / Markads pjalfun

Leidtoga pjalfun
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Framso6gu pjalfun

Tungumala pjalfun

Timastjornunar pjalfun

Annad

8.Adur en pjalfun & sér stad raedir pu og undirmadum pm hver markmid hans eru

med ad saekja akvedin namskeid / radstefnur?

9.pegar undirmadur pinn tekur patt i namskeidi /tefés sem greitt er af
fyrirtaekinur, eru peir krafdir um umsoégn um reynsina af namskeidinu /

radstefnunni?

10. Gerir pu krofu um beetta haefni i starfi pegar uneéinm pinir ljuka namskeidi /
radstefnu? Ef j4, hvernig er pvi framfylgt?
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Appendix - Interview questionnaire
(English)

1.How important do you think it is for professiond@lworkers to have completed an IT
related degree program?

2.What is your personal perspective on the stathefraining at the company?
3.How would you describe the company’s training dffor
4.As far as you know, is there a formal training glan

5.Describe the roles and responsibilities of theviatlial and that of the company in
ensuring adequate skills are achieved.

6.Describe any barriers you perceive exist that watdahd in the way of a more
efficient and productive use of training.

7.Please indicate the three training areas most it@poto your subordinates’
development over the next two years
Technical training

Financial / Marketing training

Leadership training

Presentation skills training

Foreign language training

Time management training

Other

8.Prior to your subordinates’ attendance at a trgiewvent/conference, do you discuss
with them their objectives in attending the cowsaference?
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9.When your subordinates participate in a fundedhimngi event, are they required to
provide a review of that training experience?

10. Are your subordinates held accountable for dematisty added competencies after
training? If yes, how is this enforced?
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Appendix — Interview summary

results

Hversu lengi i starfi?

Deildarstjori 1

Deildarstjori 2

Deildarstjori 3

Deildarstjori 4

Mannaforrad

Starfsmannasamtol?

1. Hversu mikilveegt
telur pu ad starfsmenn
uppl.teekni hafi lokid
nami tengdu
uppl.teekni?

2. Hvert er pitt
personulegt mat a stod
pjalfunar hja
fyrirtaekinu?

3. Hvernig myndir pu
lysa vidleitni
fyrirteekisins til
pjalfunar i starfi?

4. Er formleg
pjalfunaraaetliun til
stadar innan pinnar
deildar?

5. Lysid hlutverki og
abyrgd einstaklingsins
annars vegar og
fyrirtaekisins hins vegat
til ad tryggja ad
fullneegjandi feerni er
naod.
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X ar X ar X manudi X ar
X manns X manns X manns X manns
Ja Ja Nei Ja
Mjog mikilveegt | Skiptir po Mikilveegt en | Ekkert rosalega
nokkru mali ekki algjorlega | mikilveegt
naudsynlegt
Oskipuldgd Meetti vera Ekki i négu Starfsmenn
mikid betri fostum purfa ad finna
skoroum pjalfun sjalfir
Vidleitni géo — | Meetti vera Mjog gOori Skritin. Peningar
stendur og fellur; markvissari stoppa.
med peim sem
hafa
mannaforrad
Nei. Nei Nei Ja
Skipt a milli Abyrgd liggur | Fyrirteekisins =| Deildarinnar
starfsmanns og | beggja megin | greina pdrfina | (fyrirtaekisins)

fyrirteekis.
Starfsmadur =
finna hja sér
hvar hann purfi
frekari pjalfun

Yfirmannsins =

ad reyna ad

Einstaklingur =
parf ad pekkja
til hvers af
honum er
eetlast

Fyrirteekisins =
ad vinna i pvi

0g
upplysingagjof

Starfsmadur =
ber abyrgo a
pvi ad stadna
ekki i starfi




6. Lysio peim

hindrunum sem pu telu
ao séu fyrir hendi sem
standa i vegi fyrir
skilvirkari og
afkastameiri pjalfun hjg
fyrirtaekinu?

7. Vinsamlegast takid

sem skiptir mestu mali
pbegar kemur ad
frampréun undirmanna
binna a neestu

tveimur arum.

draga pad fra

starfsmanninum

ao hjalpa
honum ad
finna pa
pekkingu sem
vantar

HEMBJIVRIEUTHEISYE Timastjornunarp

8. Adur en pjalfun & séi
stad reedir pu

0g undirmadur pinn un|
hver markmid hans ery
med ad saekja akvedin
namskeid / radstefnur?

9. begar undirmenn
pinir taka patt i
namskeidi /

radstefnu sem greitt er
af fyrirteekinu, eru

beir krafdir um
umsogn um

reynslu sina af
namskeidinu /
radstefnunni?

10. Gerir pu kréfu um
beetta haefni i starfi
pbegar undirmenn pinir
ljika namskeidi /

radstefnu? Ef ja,
hvernig er pvi

Engar sérstakar| Of litil Sér engar Skilningur
hindranir sérhaefing hindranir yfirmanna
Peningar
Resource-ar
Teeknipjalfun. | Teeknipjalfun. | Teeknipjalfun | Teeknipjalfun
jalfun g6d Annad: Fjarmala/Mark | Leidtoga pjalfun
hugmynd Verkstjornun | adspjalfun
Framsodgu
Timastjornunar pjalfun
pjalfun
Annad:
Documentation
Ja Stundumog |Ja Ja
stundum ekki.
Ekki éqg, Fyrirtaekio Ja Opid chalk talk
fyrirteekio — i gerir med
gegnum freedsludeild.
freedsludeild. Sameiginleg
abyrgd innan
deildar ad
freeda hvort
annaod.
Ja — en ekki Ja—enekki |Ja. Ekki Gerir ekki krofu
framfylgt med | framfylgt. framfylgt til pess.
beinum heetti. | Mj6g ennpa.
oformlegt.
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framfylgt?
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