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Abstract 

This study will research through primary and secondary data if organizations are 

optimizing their employee talent through documentation and registration of employee talent 

and skills. Primary data was gathered through interviews with companies of different sectors 

and sizes. Additionally, a random sample web survey was conducted. Statistical analysis was 

used to examine if there was a difference of documentation between size groups and sectors. 

The results showed that companies are not optimizing their employee talents through 

documentation even though most companies reported that offering courses for learning 

opportunities was important to them.  
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Introduction 

In the past few decades significant changes have been made in how firms and 

corporations operate, which may be due to the economic crisis of 2008, plummeting oil prices, 

changes towards sustainability, or the pandemic (Anthony, Trotter, & Schwartz, 2019). With 

the constant development of technologies and all the new methodologies, there has never been 

such diversity in human history. Not only can this diversity be found in the business 

environment, but in all human activates. These options have led to thousands of different skill 

definitions, where each skill or a combination of skills is required in at least one kind of job or 

will be soon (Greenan, 2003). As Robert Greene wrote in his book Mastery, “The future 

belongs to those who learn more skills and combine them in creative ways.” (Greene, 2012). 

In a small company, the skills that are needed are at least a dozen. An excellent example of a 

crucial skill for a simple company is to sell the product or service, have the skill to charge 

correctly, and document information for the accounting processes. In today’s business 

environment, small companies commonly outsource many of their needed skills. An example 

of this is accounting or annual financial statements. When businesses grow and become more 

complex, there is usually an increased need for wider varieties of skills. However, it is often 

necessary to outsource activities that do not create a competitive advantage, which is termed 

strategic outsourcing. (Omi, 2019). Another recent shift in the business environment is an 

increased focus on corporate intellectual capital, where companies state that employees are 

their most valuable resource (Gabcanova, 2011). This is mainly due to the employee’s 

previously acquired skills and the skills they will obtain and develop during their employee 

lifetime. Necessary skills for current work tasks are known to the employer, however other 

skills the employees possess are often unknown to the employer. This may lead to 

underutilization of talents. The documentation of employee skills create a comprehensive view 

of the resources within the company. Even though the intellectual capital is not a resource 

owned by the company, though some companies try to obtain ownership through contracts, it 

is still a valuable resource that should not be left out in the optimization equation for a 

competitive edge.  

 This research will explore if the average employer documents and optimizes the skills 

that reside within the company.  Which was analysed by gathering both primary and secondary 

data. Secondary data will be reported in the literature review chapter below. Primary data was 

gathered with two different methods. First, a qualitative interview with five managers from 
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companies of different sectors and sizes. Secondly, through a quantitative web survey, sent to 

a simple random sample of companies in Iceland. 

The research question of this thesis is: Are Icelandic organizations optimizing their 

employee talent? 

This will be researched through the following hypothesis. 

1. Icelandic companies are optimizing their employee’s talent. 

2. There is a difference between the size of the company when optimizing employee’s 

talents. 

3. There is a difference between industries when it comes to optimizing their 

employee’s talents. 

Literature Review 

This chapter contains secondary data for the research question mentioned above. The 

chapter aims to explore the literature, key terms, and previous research made on the topic at 

hand and present the current knowledge available to manage, register, and document talent. 

The goal is to allow the reader to gain insight into the topics related to the research. 

Changes in the Labour Market 

One of the most significant legacies Covid-19 will leave behind is remote work and 

shifts in how companies operate (Levanon, 2020). Within a few months of the pandemic, 

companies worldwide were forced to allow employees to work from the safety of their homes. 

The changes that the pandemic forced affected where the employees work from and introduced 

companies to view the work concepts that Silicon Valley has been operating by for some time 

now. There, employees are valued for their skill and contributions, rather than their position on 

the hierarchical ladder (Jost, Mahadevan, Pralong, & Sieberer, 2020). With remote work on the 

rise in popularity, the race to find competent employees changed for many sectors. Recruitment 

managers must not only compete with companies that are geographical competitors. Now they 

must consider that an increasing number of companies are offering employees to work from 

home. Resulting in a worldwide competition for talent (Donald, 2020). 

When competing for talent, companies should focus more on the employee. Companies 

are becoming more employee-centric, and organizational culture has become an essential point 

of focus for competitive companies since high-purpose cultures have been shown to outperform 

companies that do not emphasize culture (Glassdoor Team, 2019). This actively demonstrates 



3 

that companies are viewing employees as their most valuable resource (Gabcanova, 2011). 

Creating and retaining good culture within companies can seem like a daunting task for many 

managers. With employees being the most valuable resource, diversification of employees can 

be a great help to build and maintain culture (Rampton, 2019). By diversifying the employee 

pool within a company, innovation and creativity has significantly increased since characters 

of different backgrounds view the same problems from different perspectives and bring forth 

diverse solutions (Richard, McMillan, Chadwick, & Dwyer, 2003).  

Employee Motivation 

A diverse workforce helps bring out the full potential of the company’s employees 

(Lyons, 2019). Bringing out the full potential of employees can also be viewed by different 

motivational factors employees have. The employee can be driven by either extrinsic or 

intrinsic motivation. Extrinsic motivation is influenced by external factors, such as salary, 

incentives, or titles which has been commonly used by organizations in the past. Intrinsic 

motivation is influenced by the task itself and the satisfaction of completing and working on 

said task (Bundgaard, 2017). By considering different motivational aspects, organizations can 

grow their current employee talent pool and strive for a competitive advantage. Another theory 

to be kept in mind is the perspective the manager has towards the employees. Douglas 

McGregor developed a theory related to the motivational theories mentioned above. McGregor 

believed that manager's perceptions and beliefs influence the way companies are run. He 

pointed out that there are two categories that managers can fall into, Theory X and Theory Y. 

Theory X claims that the average employee dislikes work and will avoid it if possible. Since 

the employee dislikes work, managers should control, direct, and threaten punishment to get 

the employees to put forth their efforts. Theory X also claims that employees prefer to be 

directed, avoid responsibility, and have little to no ambition. The central claim the employee 

has is towards security. Theory Y is based on the integration of individuals and company goals. 

It assumes that employees are happy to work on their own initiative, want to be involved in 

company decision making, are self-motivated towards completing their tasks, are ambitious 

and want to take ownership of their work, seek, and accept responsibility, and view work as 

fulfilling (Mind Tools, 2017). These theories actively demonstrate that managers' perceptions 

and beliefs can also be a variable for optimizing employee skills and talents. A manager that 

does not believe his or her employees want to grow, learn, and use new or old skills, will not 

see the importance of documenting and keeping track of the skills at hand. This manager 

believes employees will not want to take on new tasks. A manager who follows Theory Y will 
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see the benefit of the documentation and tracking skills since he or she believes the employees 

want to do their best and take on new responsibilities related to their talents.  

The topics mentioned above are essential tools that organizations need to utilize in 

today’s changing work environment. However, there is one change organizations are likely 

unprepared for. With Millennials and Gen Z becoming the largest proportion of the workforce, 

there appear to be changes in employee retention rate. Younger generations are not believers 

in gaining seniority within organizations to further their career. They change jobs more 

frequently in pursuit of job satisfaction and advancement (Waikar, Sweet, & Morgan, 2016). 

Higher employee retention, the rise of online recruitment platforms such as LinkedIn and 

remote working will create a job-hopping environment in the labour market that will prove 

difficult for some organizations to keep up with. Employee retention therefore becomes a 

crucial focus point for employers. Employee retention involves the task of retaining employees 

within the organization. It is an important task for employers since the cost of turnovers is 

increasing, not only in financial costs but as well as “soft costs”, such as lower productivity 

and engagement (Florentine, 2019). An easy non-financial way to keep employees within the 

company is using the knowledge employee has retained to challenge and create opportunity for 

them (Ramlall, 2003). This also gives the employees a purpose for their learnings and their 

internal growth within the company.  

Giving an employee an apparent purpose for their internal growth and learning can also 

be described as aligning employee values with the company values. The results of a nationwide 

survey of American managers showed that employees and managers alike are convinced that 

clear company values has a significant impact in employees’ lives. It also showed a positive 

correlation of clear goals and increased performance in organizations (Posner, Kouzes, & 

Schmidt, 1985). As goals can be viewed as something to be achieved, purpose can be viewed 

as the reason for why one wants to achieve said goal. Aligning a company’s purpose and goals 

to that of the employee will create an environment that continuously encourages the employee 

to develop and enjoy his or her work, which will in turn lead to a lower employee turnover rate.  

 With the changing climate of the work environment, it may be concluded that fully 

optimizing a company’s in-house talent is of the utmost importance. All the changes and issues 

mentioned above influence employee retention in one way or another, and the first step of 

optimizing employee talent is to keep the talent within the organization. 
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Employee Turnover of Specialists 

As mentioned above, the generation entering the workforce has increased employee 

turnover. Therefore, there is an increased potential risk of losing a key player within the 

organization. Employee turnover can both have a positive or negative effect. Positive in the 

aspect of an involuntary turnover such as an employee being let go due to unsatisfactory job 

performance or inappropriate behaviour. Negative effect of employee turnover can be 

voluntary turnover. An employee leaves on their own accord, either due to dissatisfaction with 

the company or receiving a job opportunity from a competitor. The negative effects of 

employee turnover can be, for example: costs of finding, hiring, and training a new employee, 

decrease in productivity. Since an employee that left might have been a key player in some 

necessary tasks, and the offboarding of said employee did not result in another employee being 

able to pick up the task as efficiently (Koys, 2001). One aspect of risk analysis within 

companies is asking if a key player has shared his or her knowledge with a secondary player to 

ensure that the company does not suffer significant losses in productivity if the key player 

decides to leave. This ensures that no one employee becomes vital for the company’s wellbeing 

(Wang, Wang, Zhang, & Cao, 2011). This task can prove sensitive to some employees since 

they might not want to share their knowledge due to political, power, or hierarchical reasons. 

However, ensuring that the knowledge is shared within the company is vital. Sharing of 

knowledge can be a cumbersome task for managers to initiate. One way of achieving this to 

promote a knowledge-sharing culture. Intellectual capital is a crucial success factor for 

companies. However, intellectual capital is not owned by a company. The knowledge, talent, 

and skills an employee possesses is the employee’s own property. Ensuring and minimizing 

the risk of losing key employees is a crucial task for organizations as well as ensuring that no 

employee becomes irreplaceable. Achieving this before the employee decides to leave is of the 

utmost importance (Jääskeläinen, 2011). This is also an important factor due to vacations or 

sick leave that employees may take. An irreplaceable employee cannot or may have difficulty 

taking vacations since they have no one to replace them for the time they are away. Margret 

Heffernan mentioned in one of her lectures that companies that mainly focus on ‘super star 

employees’ do not have the same productiveness as a company that emphasize on social capital 

and the interaction between employees (Heffernan, 2015). This further demonstrates that 

documenting employee talents is crucial for organizations. Since the first task of eliminating 

irreplaceable or invaluable employees is knowing what talents are considered irreplaceable and 

crucial. Documenting, managing, and optimizing employee talents and skills therefore is the 
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first task of ensuring that the employee turnover of specialist does not have a negative effect 

on the company. 

Talent Management 

One of the top priorities of HR managers for 2021 is building critical skills and 

competencies of employees as well as employee experience (Gartner, 2020). The term talent 

management is related to this priority as it focuses on the utilization of employee talent (Ghosh, 

2019). Having a successful talent management procedure in place can prove crucial for 

companies to truly optimize the talent and skills residing within the organization. It can be 

defined as the whole process of creating, integrating, and applying employee talent. An 

example of successful talent management would be a company undertaking a new project 

which requires some certain skills. A manager should have access to the database of all the 

current employees and all their skill sets. The manager can then use the database to search for 

employees that have the required skill for the new project and determine availability and 

willingness to undertake the project or to provide internal consult. 

As mentioned above, one of the processes of talent management is creating employee 

talent. Continuous learning and creating a learning environment are concepts that many 

organizations are and should be familiar with in the current knowledge economy. Previous 

research on the topic proves that organizations with a strong emphasis on the learning 

environment demonstrated greater organizational productiveness (Tannenbaum, 1998). This 

demonstrates the benefit of introducing and maintaining a learning environment in 

organizations. Nevertheless, creating knowledge within an organization is the first step, to 

maintain and apply said knowledge becomes a different task for managers. Maintaining and 

optimizing talent is not only the task of the Human Resource department but should be a task 

for managers and other decision-makers within the organization. The upkeep of information 

available to the managers falls under the tasks of HR. With an increasing number of companies 

actively introducing continuous learning into their culture, Lean management becomes another 

term related to this research. 

 Lean was first coined by John Krafcik in his article “Triumph of the Lean Production 

System” which was published in Sloan Management Review (Krafcik, 1988) . Since then, the 

term has grown in popularity. Both manufacturing and tech companies have embraced the 

management style and methodology. Lean emphasises reducing or eliminating waste. 

Considering this, underutilising existing employee talent within the company can be viewed as 

a significant waste of resources and money (Modig & Åhlström, 2015). An example of this 
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waste is if a company is undertaking a new project that requires some specific knowledge at a 

point in the project. Rather than examining existing skillsets within the company, the company 

hires an expensive consultant. This act is not only a financially wasteful but also a waste of 

employee talent. The employee that possesses the required knowledge is bound to find out why 

the consultant is there and will think “why was I not asked?”. The act of hiring the consultant 

becomes a demotivator for the employee. This demotivation can affect the employee’s 

engagement in his/her future work within the company. 

Employee engagement is another term related to both Lean and this research since it 

describes the practice of creating a workplace environment that motivates employees and aligns 

the wants and needs of the employee with the organization’s goals. Previous research on talent 

management and employee engagement shows that by managing talent efficiently, among 

other factors, organizations can increase employee engagement (Sweem, 2009). Employee 

engagement can be connected to the terms job enlargement and job enrichment. Job 

enlargement is when there is an increase in an employee's tasks and requirements while keeping 

the same job. This process is an attempt to decrease repetitive tasks and increase variety. Job 

enlargement is an important factor for managers to keep in mind since studies have shown 

some correlation between it and employee satisfaction depending on the workers background 

(Charles & Milton, 1968) (S, 2018). Job enrichment on the other hand is a process of increasing 

worker responsibility to make the job more rewarding. The process implies that the worker 

receives more autonomy at their job, which has been proven to increase employee satisfaction 

(Wheatley, 2017). In another study on job enrichment, a series of various firms were observed 

while they attempted job enrichment. The study concluded that job enrichment has a positive 

effect on employee motivation as well (Paul, 1969). The connection of job enlargement and 

job enrichment to this research is that neither can be attained properly without having 

documented current employee talents. Managers could misstep and increase tasks or 

responsibility for the wrong employee due to misinformation regarding the skillset that exists 

within the company. By documenting and optimizing the employee talents within a company, 

job enlargement and enrichment become easier processes to introduce and maintain.  

Consultants on the Rise 

Another topic mention above is one of the ways companies currently bypass the search 

for in-house talent is hiring external consultants. In recent years there has been a growing 

demand for consulting services. One of the reasons for this increase is the rise of speciality 

fields in the corporate world. These speciality consultants have also been called “niche 
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consultants” (Consulting, 2019). The fact that consultancy as a field has been growing 

throughout the years further demonstrates that companies are either not optimizing their 

employees’ talents or the outsourcing has become an easier alternative. If a company was aware 

of talent that already resided within the organization, the managers would never consider hiring 

an external consultant unless there were no alternatives. If the talent already exists within the 

company but is not available to help with the task due to daily activities, the company could 

hire a new employee to ease the tasks of the talent so he or she can internally consult on the 

task at hand. Furthermore, if the skill that the company is seeking through consultancy is of 

strategic importance to the company, it should rather employ or train an employee to take on 

the task (Slack & Brandon-Jones, 2019). Having skills in-house is critical for companies since 

previous research shows that many consultants do not share knowledge with in-house 

employees but rather with other consultants (Nesheim & Hunskaar, 2015). Knowing the results 

of the research and the confirmed rise in demand for consultants furthers the need for 

companies to document, manage and optimize the talents and skills of their employees. Another 

point of view must also be considered in regards to consultancies. When a company advertises 

their need for one, they list out their requirements. The requirements for the consultant might 

be to have knowledge or skill A, B, C and, D. When the consultant or consulting agency applies 

to the job. It is in their best interest to apply even though they might not have all four required 

skills, if they have 3 out of 4, they might still apply and do their best to fill in the gap of the 

fourth skill. It is in their best interest to apply anyway since the consultants or consulting 

agencies know that the competition might be doing the same. Consultancies have sometimes 

been called “solution shops”, but when hiring an external consultant, the company hiring needs 

to remember that they are seeking knowledge and getting advice about a topic the company 

itself is not knowledgeable in. Due to this, the company cannot measure the results of the advice 

and consult, such as execution, influence, and outcome (The Economist, 2021). Research also 

shows that when consultants were compared to managers, it was found that managers were 

more cost-efficient in their actions than consultants, most likely due to the incentive to be cost 

efficient under a regulatory cap issued by the company (Grifell-Tatjé & Lovell, 2003). 

However, it is worth mentioning that the utilisation of outside consultancies is not inherently 

negative. There are benefits to hiring consultants that should also be considered. If for example 

the expertise that is required is a one-off type of task hiring a consultant can be beneficial. 

Additionally, if the task or job at hand requires certain neutrality, the external consultant does 

not have any personal connections to the company and can help break a myopic viewpoint 

(Sondhi, 2019). If the company however is considering hiring a consultant for a task that will 
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be continuous and vital, the company should rather emphasise on creating the knowledge 

themselves and nurture their current employees to retain and gain knowledge through the 

management of talent or ensure that the consultancy hired transfers the knowledge to the 

employees and make them sustainable in their given tasks. Ergo, not buying advice but 

knowledge.  

Knowledge Management 

 Plentiful research has been conducted relating to the term talent management. Talent 

management is the continuous process of attracting quality talent and retaining their position 

withing a company, as well as developing skills and providing motivation for progress within 

the organization (Valamis, 2019). Other research of the term indicates that there is a lack of 

clarity regarding the definition, scope, and overall goals of talent management (Lewis, 2006). 

The term relates to the research in some aspect. This research paper focuses more on the 

documentation and storage of talent already residing within an organization, rather than the 

attraction and development of them. The process of documenting and utilising skillsets that 

talent management creates should be a vital part of the process. Applying and optimizing the 

talent created can be viewed as reaping what has been sown. 

Since talent management does not focus on the documentation of talent, another term 

should also be considered. Knowledge management is a comprehensive and multi-dimensional 

management tool that covers many aspects of a company’s activities. Knowledge management 

also emphasises the importance of keeping an intellectual capital portfolio. This is a portfolio 

of talents, skills, and knowledge residing within an organization. The study introduced the 

capturing of skills within the organization so that employees can maximize the value they 

provide as the long-term challenge for organizations. The study also mentions an article from 

Harvard Business Review that states that it is surprising how little attention has been given to 

managing professional intellect (Wiig, 1997). Further proving that previous research has 

emphasized the importance of documenting talent but has not focused on researching if 

companies are doing so in an effective manner. 

Employee Data Privacy Laws 

According to the Icelandic Privacy Laws, there are a few things that should be 

mentioned regarding the documentation of information of employees. The Icelandic Privacy 

Act web site states the following regarding employee data:  



10 

An employer’s registration of personal information about employees can be considered 

a normal part of the company’s activities and various operational considerations are 

recommended. The employer therefore generally has a legitimate interest in registering 

information about employees, e.g., due to wage processing, sick leave, etc. Despite this, 

however, care must be taken to ensure that the purpose for which this is done and 

known, and that no more extensive information is recorded than is necessary for that 

purpose, in addition to which employees must be provided with minimum training on 

the processing (Persónuvernd, 2021).  

Based on this information and Iceland’s privacy act no. 90/2018, the documentation of 

skills and talents that employees possess should be legal so long as the employee has been 

informed and confirmed the documentation of said data. If the employee sees the personal gain 

of the registration of his or her data, there should be no issue in the registration. It should be 

clear to the employee who has access to the documented data. If the data has no access control, 

the employee might be sceptical about allowing the employer to track said data. Suppose a 

company decides to implement documentation of employee’s skills and talents. In that case, 

the company should inform the employee about the purpose of the documentation and send out 

a document that allows the employees to sign their agreement. In the document, the purpose of 

the documentation and a privacy policy regarding who has access should be clear. It should be 

clear who can input data into the system and if the data can be edited. The General Data 

Protection Regulation (EU) 2016/679 of the European Union also states that an individual have 

a right to their own data (Alþingi, 2018). This implies that the employee should also have the 

means to request an export of all data relating to him or her. The implementation of said 

documentation and registration could fall into the hands of the employees themselves, but most 

likely it would fall into the hands of the human resource management department. 

HR and Business Intelligence 

Human resource management (HRM) is sometimes referred to as “people activities” by 

businesses. Some key activities of HRM include analysis and design of work, HR planning, 

recruiting, selection, training and development, performance management, compensation, and 

employee relations. Human resource management implies that employees are the resource of 

the company. Human capital is a category of resource that refers to an organization’s workers, 

and their training, expertise, judgment, intellect, relationships, and insight. Those employee 

characteristics that can bring economic value to the company. In other words, if a company 

produces vehicles or predicts the weather, it requires workers with specific qualifications, such 
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as specific types of training and experience, to succeed. Employees of today’s companies are 

not interchangeable, easily substituted components of a structure, but rather the cause of the 

company’s success or failure, according to this viewpoint. A term coined by HRM is the 

knowledge worker. Knowledge workers are employees who contribute to the company 

primarily by specialized expertise, such as consumer knowledge, process knowledge, or a 

specialty (Noe, Hollenbeck, Gerhart, & Wright, 2015).  

Understanding the definition and importance of HRM is crucial to this thesis. As 

mentioned above, human capital is a valuable resource and should thus be managed, nurtured, 

and focused on. A part of the management of human capital is documentation. Therefore, it is 

interesting to note how the separate field of Business Intelligence (BI) could synergize with 

Human Resource departments. Business intelligence is the field that is currently believed to 

provide a competitive advantage. It is essential for strategic business decision making and 

business analysis (Dedić & Stanier, 2016). Business Intelligence is the act of collecting, 

presenting, and analysing business data. The data mentioned here can be viewed as data of 

employees. Currently, there are some examples of BI and HRM working together to analyse 

data. For example, the use of text-based deception-detection for screening applicants that are 

applying to a job for companies with high volumes of applications (Sharda, Delen, & Turban, 

2016). Further collaborations could be in documentation. Since one of the tasks within business 

intelligence is visualising data and making it more understandable, BI could simplify the 

process of optimizing data inputted into systems that document talents and skills. 

Implementation of the documentation system is the first step of the process, upkeep and 

continuous improvement are constant tasks. 

Summary of Literature Review 

Based on the literature review, documenting, and efficiently using in-house talent in an 

efficient way should be an essential and crucial task for companies. Previous research on 

employee satisfaction further proves this by stating that employee engagement by progression 

improves employee satisfaction, thus lowering the organization’s likelihood of a high retention 

rate. Therefore, helping with the previously mentioned goals of the term. Talent and knowledge 

management were the terms that came closes to relating to optimizing employee talent. While 

talent management focused more on the search and nurturing of competent staff, knowledge 

management states the importance of documenting the residing talent within an organization 

through intellectual capital portfolios. Research on knowledge management also stated and 

confirmed the lack of previous research relating to the topic. Research on the current employee 
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data laws confirmed that if employees are aware of the data being registered and consent to it, 

privacy laws should not deterge companies from keeping track of employee skills. The 

combination of the works of the Human Resource Management department and Business 

Intelligence could ease the process of optimizing employee talents, and the synergy of the two 

departments might lead to the development of further optimization tools.  

 In conclusion, the secondary data gathered on this research subject demonstrates that 

organizing, documenting, and optimizing employee talents has a high reward for any company. 

Past research has mostly been focused on the rewards of managing talent, rather than 

researching if companies are efficiently documenting talent and skills that reside within their 

organization. The terms and methodologies mentioned above were used to formulate interview 

and survey questions used to gather primary data. The primary data will then be used to answer 

research the question. Are Icelandic companies optimizing their employee talent? 

Methods 

This chapter will outline the efforts to answers the research question “are companies 

optimizing their employee talent”. This research aims to assess if companies are optimizing 

their employee talent through various methods, such as documenting, registration, and 

administrative systems to name a few. For this research, both qualitative interviews and 

quantitative surveys were used for gathering primary data. Additional data was gathered by an 

in-depth interview with a specialist in the field. The reasoning for the extensive gathering of 

primary data was due to the lack of secondary data available for the topic. Secondary data 

gathered in the chapter above focused on the reward and reasoning for the optimization of 

employee talent. This chapter will describe methods used and how the research was designed 

to reach the objective of the research. This chapter will also outline participant samples, 

measures, research design, procedures, and statistical analysis. 

Qualitative Research 

At the beginning of this research, there was a discussion of which methodology suited 

the research questions and hypothesis best. Quantitative research through questionaries was the 

method the researchers of this thesis were most familiar with from previous studies. However, 

there are some preconditions of creating a good questionnaire and formulating a good 

hypothesis. To gather the initial primary data for this research, a decision was made to conduct 

five qualitative interviews to gain understanding of how organizations operate regarding the 

management of employee talent. The main goal of the interviews was to gain insight into how 

different types of organizations manage their talents and to utilize the information to create 
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hypothesis relating to the research questions. This information was also used to create questions 

for the questionnaire that would be used later in the quantitate research. 

Participants 

There were five interview participants. The selection of interviewees was strategic with 

the goal of gaining a broad sense of talent management in organizations of different sizes. A 

purpose sample was created based on the size, and sector of the company. The participants 

were either the human resource manager or a c-suite level executive from the tech-, food-, 

manufacturing-, sales-, or transportation sector. The companies consisted of employee numbers 

of 56, 120, 500, 600, and 1850 employees. The resulting data demonstrated how different types 

of organizations manage talent. 

Measures 

The qualitative questionnaire was written with questions regarding how organizations 

document, store and manage information on their employee talent. As well as some questions 

regarding how employees are assigned to projects within the organization. A decision was 

made to conduct a pilot interview before the interview phase began. The goal of the pilot 

interview was to learn from mistakes by listening to a recording of the pilot and adjust the 

questions if needed. Methods were researched for conducting interviews and best practices to 

ensure accurate data capture. Listening to the pilot interview helped pinpoint mistakes both 

made by the interviewer and the questionnaire. Two question about the delegation of talent 

were combined due to similarity, one question was rephrased to increased clarity, and the 

interviewers adjusted their involvement to minimize steering and leading in the interview. 

There were also precautions taken to minimize the silence occurring between questions. The 

final questionnaire can be viewed below, table 1. Finally, a decision was made to have the same 

interviewer for the rest of the interviews for consistencies sake. This marked the end of the 

preparation phase. Emails were sent out to anticipated participants, the email contained 

information about the researchers, the purpose of the study, how long the interview would take, 

and an offer to keep the organization anonymous. Due to the ongoing pandemic, an offer was 

made to the participants to have the interview remote through various communication tools. 

All participants opted to having the interview remote. 

Interviewees where asked the following questions: 
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Table 1 

List of qualitive questions  

Number Question 

1 How many employees work for the company? 

2 How many departments are within the company? 

3 When an employee is hired, what is done with the CV? 

4 If it is stored, ask for explanation regarding how and why it is stored.  

5 Is it within your area of responsibility to appoint staff between departments 
as needed? 

6 When new projects take place, do you first search in-house for the skills the 
project requires? 

7 Does the company manage the skills/abilities of employees with some sort of 
system? 

8 Does the company consider it important to offer employees courses, or help 
them learn new skills? 

9 If an employee goes to a course or workshop and develops skills, does the 
company keep track of it? 

10 If we were to add 100 employees overnight, would the current system 
tolerate it?   

 

  The purpose of the interview phase was to gain insight into the field and to use the data 

to create the questionnaire that would later be sent out to participants of the quantitative 

research. Due to this, all questions were open ended. Qualitative research is generally inductive, 

and the process was used to formulate theory and hypothesis. The methods mentioned above, 

such as the pilot and research on interviews, were attempts to ensure validity, reliability, and 

trustworthiness of the data gathered. Since the measures, in this case the questions, where 

consistent for every interview so a moderate level of reliability can be assumed. To ensure 

validity and rigor in this qualitative research, the following steps where made. Interviewer did 

their best at keeping their personal biases at bay, careful considerations towards the segment 

that were considered when choosing the sample, and moderation was done through recordings 

of the interviews.  
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Procedures 

As mentioned above, the interview phase started by sending emails to participants. 

Once participation was established a meeting was booked with relevant information in the 

booking, such as purpose of the meeting and a link to the remote communication tool. At the 

beginning of the meeting the interviewer requested the interview to be recorded for later 

review. All participants agreed to the recording. A brief description of the purpose of the study 

was done and the interviewer asked the interviewee if he or she had any questions regarding 

the study before the interview started. Then the questions above where asked. If the answer 

that the interviewee gave were not clear, probing questions were asked. Such as “could you 

explain why”, “how is that done”, and “why?”. Most interviews took 10-15 minutes, thus 

remaining inside the expected time frame told to participants. After the interview had been 

conducted the participants where asked if they had anything else that they wanted to add 

regarding the topic or any other questions in general.  

Analysis 

After all the interviews had been conducted, a review of the recording was performed. 

Qualitative research methods usually do not include statistical analysis. During the review of 

the recordings data was classified into patterns. This will be reviewed in the results chapter. 

Further statistical analysis will be conducted on the primary data gathered from the quantitative 

research. 

Talent Recruitment Specialist Interview. 

Post interview phase, another question arose. There was a realization that another point 

of view should be considered. Since all interviewees where HR or C-suite executives the point 

of view of the employee was missing. With the help of the research supervisor, a meeting was 

booked with a talent recruitment specialist with over 20 years of experience in the field. An 

overview of current data and information gathered was conducted prior to the meeting, and 

questions were drawn up for preparation. The meeting helped immensely as it gave insight and 

confirmation that the tools necessary for optimizing employee talent do exist and companies 

are aware of their existence. The specialist also confirmed that employees could feel unnoticed 

when their talents are not considered, resulting in employee turnover. This helped to tweak the 

questions in the questionnaire even more. 
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Quantitative Research  

After the above interviews had been conducted and a rigorous analysis of the data 

gathered, the questionnaire was written. Then reviewed several times, each question was 

formed with the hypothesises in mind as well as the addition of a few questions related to 

demographic. The questionnaire can be viewed in its entirety in appendix A. 

Participants 

The goal for the participants was to get a broad spectrum of replies. Meaning that the 

results could demonstrate if there was a difference between the size of the company and if there 

was a difference between companies by sector. The study population for the quantitative 

research was picked from the Icelandic certification list of Outstanding Companies (is. 

Frammúrskarandi fyrirtæki), provided by the international company Creditinfo Group. The list 

consists of 869 companies, that all fulfil nine reassuring criteria to prove their excelling market 

position. (Creditinfo, 2021). The list provides information about the size of each company 

listed and is published once a year. The companies listed were divided into three groups 

according to their asset value. The first group consisted of small companies, with assets less 

than 200 million ISK. The second group were medium companies, with assets from 200 to one 

billion ISK assets. The third group were large companies with more than one billion ISK in 

assets. Since the list only focuses on financial data, it was concluded that there should be no 

correlation between the documentation of employee talent and financial requirements.  

A stratified random sampling method was used because of the different number of 

companies’ assets in each group. A total sample size was 30 companies, ten in each group, 

where each company of the list had an equal chance of being selected based on their assets. 

Out of the whole sample, eleven participated and answered the survey, leaving a response rate 

of 36.7%. Table 2 provides baseline characteristics of the participants, displaying the 

participants gender, role, companies’ total managers, its industry, and if they assess the need 

of new employees.   
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Table 2 

Demographic of Participants at Baseline 

Baseline 
characteristics 

50 employees 
or less 

51 to 100  
employees 

More than 100 
employees 

Full  
Sample 

 n % n % n % n % 

Gender         

   Female 3 27.3 0 0 1 9.1 4 36.4 

   Male 3 27.3 3 27.3 1 9.1 7 63.6 

Role         

   CEO 3 27.3 2 18.2 0 0 5 45.5 

   HRM 0 0 1 9.1 1 9.1 2 18.2 

   Sales Manager 1 9.1 0 0 0 0 0 0 

   Department Manager 2 18.2 0 0 0 0 2 18.2 

   N/A 1 9.1 0 0 0 0 1 9.1 

Assesses HR needs         

   Yes 4 36.4 2 18.2 2 18.2 8 72.8 

   No 2 18.2 1 9.1 0 0 3 27.3 

Total Managers         

   1-5 managers 6 54.6 0 0 0 0 6 54.6 

   6-10 managers 0 0 2 18.2 0 0 2 18.2 

   11-20 managers 0 0 0 0 0 0 0 0 

   21+ managers 0 0 1 9.1 2 18.2 3 27.3 

Industry         

   Technology 0 0 1 9.1 0 0 1 9.1 

   Production 1 9.1 0 0 0 0 1 9.1 

   Sales 2 18.2 1 9.1 0 0 3 27.3 

   Services 2 18.2 1 9.1 1 9.1 4  

   Health 1 9.1 0 0 0 0 1 9.1 

   Other 0 0 0 0 1 9.1 1 9.1 

The majority of participants work for small companies with 50 employees or less 

(45.5%), followed by medium companies with 51 to 100 employees (27.3%) working in six 

different industries. This sample therefore reflects statistics about the two groups that were not 

analysed as much in the qualitive research section. In the qualitive research, there was only one 
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individual interviewed working for medium company and there were no interviews with a small 

company.   

Measures 

The web survey was sent out to the previously mentioned participants through email. 

The survey included a formal introduction, informing the participants of the survey’s purpose, 

length, a disclaimer regarding anonymity and the researchers emails and phone numbers were 

attached if participants had further questions regarding the survey. The questions (measures) 

aimed to see if the respondent (company) had an overview of their current employee talent, if 

they though it important to help employees gain knowledge and skills, if and how the company 

documented things such as CV’s, workshops and courses the employees attend. The survey 

included 20 questions, most questions were close ended but some partially or fully open-ended 

due to the nature of the question. Of the four types of validity in quantitative research it can be 

concluded that: Construct validity was confirmed since the test measures the concepts that was 

intended to measure, content validity was gained since the survey fully represents what it aimed 

to measure, face validity was confirmed since the content of the survey is suitable for the aim 

of the research. Lastly, is criterion validity, since limited research was found for the research 

question, criterion validity remains uncertain. A level of consistency was observed between the 

interviews and survey results despite the difference in sample, indicating the reliability of the 

research measures.  

Procedures 

Before the survey was sent out to participants a pilot was sent out to trusted individuals 

for review. Changes were made and as mentioned above, the survey was sent out to a simple 

random sample of companies through email. Special care was taken to refrain from having 

questions, leading, loaded, and double-barrelled, as well as not using absolutes. The ranking of 

the questions was that the most important questions related to the research where in the front 

as well as easily answered questions, demographic questions where last. The first question that 

the participant answers where general questions regarding the size and type of company he or 

she works for. Next, the participant answered questions relating to their own position and 

responsibilities within the company. Next, it was asked if resumes are stored after an employee 

has been hired. Here skip-logic was used, if the respondent answered “No” they skipped over 

a question that participants that answered “Yes” got. Where participants were asked how the 

resume is stored in partially open-ended question. Other questions also used skip-logic, such 

as when asked “Does the company have any processes to evaluate and/ or develop the skills or 
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competencies of employees?”. If the participant answered “Yes” to this question he or she were 

navigated to an open-ended text box asking them to explain the process. Next came questions 

regarding documentation of skills and abilities, if the company emphasised on a learning 

environment and what procedures are in place regarding a learning environment, such as 

documentation of workshops and courses. Lastly, participants where asked demographic 

questions.  

Statistical Analysis 

The data clean-up process consisted of grouping all participants that into the correct 

company size; small, medium, or large. The participants that answered, "Do not know / Do not 

want to answer" were populated into an NA section. The survey had two open questions and 

four half open questions. The written answers were either adjusted to the correct option or a 

new option was created. For an example, if someone wrote that they created an application to 

save the CV, the answer would be adjusted to the special software option.  

Following the cleaning of the data, the statistical analysis was conducted using the IBM 

SPSS Statistics software. The data was screened for normality, constructs were checked for 

validity and reliability, and confirmatory factor analysis and hypothesis testing were 

undertaken to evaluate the significance of each factor.  

The analysis will be covered in detail in the results chapter. 

Triangulation of Data 

Triangulation of data refers to the process of collecting data through various methods. 

In this research four methods were used to gather both primary and secondary data. Through 

secondary data, qualitative interviews, in-depth interviews with a specialist, and the 

quantitative web survey.  First, secondary data was collected and noted in the literature review 

chapter above. This chapter confirmed the absence of research regarding the research question 

this thesis will aim to answer. The secondary data also confirmed the benefits of documenting 

and optimizing employee talent. Next, the interview phase gathered primary data to whether 

companies within the predefined sample were in fact, documenting and managing their 

employee talents. Next, the interview with a recruitment specialist was conducted to gather 

information from another perspective.  This primary data was also used to formulate the web 

survey. The web survey was the last method used to gather more primary data related to the 

research question and hypothesis of this thesis. The results of the triangulation of the 

aforementioned data will be discussed in the results and discussion chapters.  
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Results 

This chapter will present the results of the research questions and hypothesis, as well 

as summarize results gathered through secondary and primary data. Results will be presented 

objectively and concisely. All subjective interpretations of the results will be presented in the 

later discussion chapter. Findings will be reported first from the talent recruitment specialist 

interview. Next, the qualitative interview results will be discussed, where each interview will 

be dissected and then all interview results summarised. Finally, the results of the quantitative 

web survey statistical analysis will be discussed and presented. The goal of this chapter is to 

report all results from data gathered and tests conducted, as well as allowing the reader to gain 

insight into statistical analysis.  

Talent Recruitment Specialist Interview 

As mentioned in the chapters above an interview with a talent recruitment specialist 

with over 20 years of experience in the field was conducted.  The purpose of the interview was 

to gain insight into companies from another perspective than the managers. The talent 

recruitment offered the perspective the employees have of companies. This perspective was 

deemed a necessary addition since it might be in the managers best interest to overestimate 

their current documentation and knowledge of talents residing within the company. The 

managers interviewed are also likely to be biased towards their place of work, even though the 

interview questions were written to try to minimize the possibility of bias in answers. The 

meeting gave the researchers insight and some confirmation of bias. Since, according to the 

specialist, companies often do have the tools available to them to document and register 

employee skills and talents, but companies often do not use them to their full extent. The tools 

are implemented with good intent, but the upkeep of them is commonly neglected. Resulting 

in the company and related persons not using the tools to search for talents. This creates a cycle 

of the data not being inputted in an acceptable manner and the tools not being used due to the 

input skew, which leads to the employees responsible to not see the purpose of documenting 

since other employees are not using the tools. Not using the tools available to their full extent 

is a result the researchers were not expecting but still deemed interesting enough to report.  

Qualitative Results 

The interviews were conducted through the interview question list that was documented 

in an above question, since the questions do not all relate to the hypothesis at hand, notes of 

each interview will be documented as well as a summary of results from all interviews. Some 
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other interesting results will be documented as well. The goal of this summary is to allow the 

reader to get insight into the primary data gathered though the interview phase. 

Interview 1 – 57 employees  

The first interview conducted was with a company with 57 employees, that has 5 departments. 

The results of this interview were in-line with previous speculations that companies are not 

documenting their employee talents. When asked if the resume was kept after an employee was 

hired the answer was that it was not. Following up to this question, the interviewee pointed out 

that they simply had not thought to document the resume and would start to do so going 

forward. This company relied heavily on the memory of the interviewee regarding what talents 

resided inhouse. When asked if the current structure would handle an addition of 100 

employees overnight the interviewee confirmed that the current process would not handle it. 

When the interviewee was asked how the decision to delegate employees to tasks was done, it 

focused the most on the availability and interest of the employee rather than the fit of the skill. 

Interview 2 – 500 employees  

The second interview was with an HR manager that currently works for an international 

company, for simplicities sakes the interview questions where only aimed at procedures done 

in Iceland since the interviewee had knowledge of them as well as the company having its 

headquarters in Iceland. The Icelandic office has approximately 500 employees and mentioned 

that there are a lot of different departments. Conveying that the structure of the company is 

complex. When asked the following question “when new projects start, does the company 

search for the talent required within the company first?” the interviewee answered that it is not 

commonly done in house first. Instead, they used a pull method, where the employer expects 

its employee to apply themselves to the position or project, rather than a push method, where 

the company would seek out the correct employee themselves. The task or job is therefor 

usually advertised in house as well as published outside of the organization. However, then the 

interviewee was asked if the company documented the skills and knowledge of the current 

employees the answer was yes. When asked to further explain the documentation, a realization 

was made that the company only documented the skills and competencies of the current job 

the employee has. Resulting in a documentation of knowledge and skills the employee needs 

to have to do their current job. This actively demonstrates that this company does not document 

other skills the employee might have gathered from previous jobs outside the company as well 

as ‘soft skills’ that may be necessary for certain tasks.  
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Interview 3 – 607 employees 

The third interview was with a HR manager of a company that had 607 employees, the 

company had 27 departments and had operations all around Iceland. When asked if resumes 

were stored, the answer was two-fold. Some resumes are stored while others are not. The 

interviewee however noted that the ones that are stored are never viewed. This company relies 

heavily on an onboarding system that also works as a continuous learning system. Where 

employees take online courses that relate to their tasks the job. The system monitors which 

employees have taken the courses and which have not. Showing that the learning environment 

the company employs focuses mainly on the bettering of current skills rather than allowing 

employees the use of the learning system for job advancement. Furthermore, this company did 

only document the talents that the employees had confirmed via the learning courses. Showing 

that the company currently only documents skills that are a requirement of the jobs the 

employees currently have. In line with interview 2, not documenting other skills from previous 

employment and soft skills.  

Interview 4 – 120 employees 

The fourth interview was with a company that had 120 employees, with 9 departments. When 

asked about documentation of newly hired employees, they confirmed that during the hiring 

process new employees take a personality test to check if their personality aligned with the 

goals and mission of the company. These tests are documented, but when asked if the company 

ever sought out this information again, they confirmed that they do not. This company had two 

different inhouse systems for documentation. First is an inhouse intranet that contains a list of 

all employees as well as some documentation regarding employees, this was initially supposed 

to be a thorough system that documented all skills. But the upkeep of the system was never 

maintained so it currently only contains limited information and is seldom used. The last 

documentation of skills is mainly due the supplier of their product. They have an international 

learning system that is mandatory for employees to seek out courses in. The supplier has a 

competition to increase participation as well as giving the company reminders of the necessity 

of the participation. In conclusion, this company had taken some steps in the direction of 

optimizing employee talents but failed in the maintenance of the systems and procedures.  

Interview 5 – 1850 employees 

The fifth interview was with a large company that has around 1850 employees and has an 

international operation with headquarters in Iceland. Their response can be summarized in a 

simple way. Due to changes within their company, they do not have the capacity to document 
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anything regarding the skills and competencies of employees. This company confirmed prior 

speculations regarding the research question. Confirming that some companies do not optimize 

their employee talents in any aspect.  

Summary of all Interviews. 

As can be seen from summary of each individual interview above. All companies interviewed 

had room for improvement regarding the documentation of employee skillsets and talents. 

What can be concluded from these interviews is that the larger the company the more likely 

they are to have a system in place for this procedure. However, this does not guarantee that the 

system is used efficiently. The most surprising results where that of the largest company in the 

purpose sample. Prior to the interviews being conducted, the interviewers assumed that larger 

companies were more likely to have a system in place for documentation. This does not seem 

to be the case for all companies. 

Quantitative research 

Validity of Measures 

Because of the small sample size (11), the Shapiro-Wilk test was used to check the 

normality of the data. The Shapiro-Wilk Test is considered most powerful tests for all types of 

distribution and sample sizes. Originally the test was restricted to the small sample size of less 

than 50, but today it estimated to be able handle samples up to 2000 and is therefore convenient 

if the sample size would be increased for further research (Wah, 2011).  

Table 3 

Normality of Data 

Construct Mean Skewness 
Value 

SD 

Company Size 1.64 .847 .661 

Company Industry 5.73 .941 .661 

CV Registered? 1.91 -.155 .661 

Skills/Talents Registered? 1.45 1.324 .661 

Workshops Important? 2.18 1.923 .661 

Improvement Processes? 1.18 1.923 .661 

Workshops Registered? 1.64 -.661 .661 
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Table 3 shows the skewness of the distribution around the mean. A value between -.5 and 0.5 

can be considered symmetrical, where values less than -1.0 or greater than 1.0 are considered 

highly skewed. Everything in between these two values interpret that the data is moderately 

skewed (McNeese, 2016). The majority of the studied samples were either a moderately or 

highly skewed, where five out of seven had a positive skewness.  

To test the studied variables for validity a correlation test was performed. The 

correlation test tests for the statical relationship of two variables to attest if the data set contains 

correlation. Several types of correlating coefficients exist, the most common ones are caused 

by the distortion of outliers or a causal relationship between variables. For this dataset, 

Pearson’s test was used where the results are displayed in table 4 below. The Pearson 

correlation coefficient is a measure of linear correlation between two sets of data and has a 

value of -1 and 1, where a value of -1 implies that the data points are all vertical while 1 implies 

that the relationship between the two points are perfect. A value of zero implies that there is no 

linear correlation between variables (Newbold, Carlson, & Thorne, 2013). 

Table 4 

Correlation and Descriptive of Studied Variables 

Variable N M SD 1 2 3 4 5 6 7 

1. Company Size 11 1.64 .81 –       

2. Company Industry 11 5.73 2.61 .604* –      

3. CV Registered? 11 1.91 .54 .327 .633* –     

4. Skills/Talents Registered? 11 1.45 .69 .327 .037 .233 –    

5. Workshops Important? 11 2.18 .41 -.389 -.138 -.375 -.327 –   

6. Improvement Processes? 11 1.18 .41 -.083 -.327 .083 .033 -.222 –  

7. Workshops Registered? 11 1.64 .51 -.111 .449 .234 .236 -.134 -.134 – 

* Correlation is significant at the 0.05 level (2-tailed) 

Two variables had significant correlation at an alpha level of 0.05. The correlation was high 

between the company size and the company industry as well as the registration of the CV and 

the company’s industry.  
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Model Fit and Hypothesis Support 

Because of the small sample size, there is high skewness in the model but there are only 

two test variables that correlate. A high skewness can lead to a low validity while a low 

correlation can be interpreted having a high reliability.  

Since no statistical test could be performed for the first hypothesis, are Icelandic 

companies utilizing their employee talent, a frequency table (table 6) and factor chart (figure 

1) was used to show the results of the survey. Five indicators were measured in the survey that 

identifies if the company was utilizing the employee talents and to what extent.  

Table 6 

Frequency of Optimization Factors for Participations Company 

 N %   N % 

Is the CV Registered?    Improvement Processes?   

   Yes 8 72.7     Yes 2 18.2 

   No 2 18.2     No 9 81.8 

   N/A 1 9.1     N/A 0 0 

Total 11 100  Total 11 100 

       

 N %   N % 

Skills & Talents Registered?    Are Workshops Registered?   

   Yes 3 27.3     Yes 7 63.6 

   No 7 63.6     No 4 36.4 

   N/A 1 9.1     N/A 0 0 

Total 11 100  Total 11 100 

       

 N %     

Are Workshops Important?       

   Yes 9 81.8     

   No 0 0     

   N/A 2 18.2     

Total 11 100     

Out of all the eleven companies, only one (9.1%) was using all the five factors. The same 

company had less than 25 employees and was in the health industry. The company used staff 

interviews to develop the individual talents and skills, offering workshops or courses once 

every three months or more often, while registering the data into a local file storage.  
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Figure 1 

Number of Company by Fulfilled Factors 

 
Ten out of the eleven companies had three or less factors that were researched in the 

survey. The most frequent was having three factors out of five (54.5%), followed by two factors 

(27.3%). The most common factor was that companies considered workshops and employee 

training being important, having nine votes of being important. The two not applicable answers 

(N/A) where the participant did not know if they company considered it important because the 

company did not offer any, while the second participant did not want to answer.  

 The second hypothesis tested for difference between the size of companies when 

optimizing their employee talent. The result of the One-Way ANOVA can be seen in table 6.  

Table 6 

One-Way ANOVA for Hypothesis 2 

Measure 50 employees  
or less 

51 to 100 
employees 

More than  
100 employees 

F  η2 

 M SD M SD M SD   

CV Registered? 1.67 .52 2.00 .00 2.50 .71 2.35 .37 

Skills/Talents Registered? 1.33 .52 1.33 .58 2.00 1.41 .73 .15 

Workshops Important? 2.33 .52 2.00 .00 2.00 .00 .91 .19 

Improvement Processes? 1.17 .41 1.33 .58 1.00 .00 .36 .08 

Workshops Registered? 1.83 .41 1.00 .00 2.00 .00 8.22 .67 
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Out of the five studied, only one variable was significant at 95% interval level (alpha 0.05).  

The registration of attended workshop or course had a significance level of .011, followed by 

the registration of the CV on hiring, with a significant level of .158. The highest significant 

rating was .706, with companies having processes to adjust and improve the employees’ skills 

and talents.  

The third hypothesis tested for difference between the industry of companies when 

optimizing their employee talent. The result of the One-Way ANOVA can be seen in table 7. 

Table 7 

One-Way ANOVA for Hypothesis 3 

Measure F  η2 

CV Registered? 3.36 .77 

Skills/Talents Registered? 6.09 .86 

Workshops Important? 1.46 .59 

Improvement Processes? * - - 

Workshops Registered? .80 .44 
*Since there was no variance for improvement processes the test could not be computed. 

Out of the five studied, only one variable was significant at 95% interval level (alpha .05). The 

registration of skills and talents had a significance level of .035, followed by the registration of 

the CV on hiring, with a significant level of .105. Since too few values were available in the 

improvements processes, no value statistical test were performed for that test.  
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Discussion 

The purpose of this chapter is to do an in-depth exploration of the results. Meaning and 

interpretation of the results will be discussed, why the results matter as well as limitations and 

possible further studies. The goal of this chapter is to give the reader an in-depth view of results 

and speculations made from said results.  

With the increased importance of a company’s human resource, the wellbeing of its 

stakeholders, and the value created from less waste in its operations, the utilization of employee 

talents and skills is becoming increasingly important. The goal of this research was to identify 

if companies are optimizing their employee’s talent. To find out if Icelandic companies are 

utilizing their employees, it was important to identify the factors that companies need to 

perform to be able to utilize their employees, what Icelandic companies are doing now, and 

what are the practices that have been researched and proved to be the best business practices 

to optimize companies’ employees. By gathering all this data with interviews and questioners, 

the results should give a good overview on the subject.  

Interpretation of Results 

For a company to optimize their employee talents, they must know their employee’s 

skills, abilities, competences, and experiences. A manager with perfect information about his 

or her employees can fully optimize by using the skills and experience for the right task, 

training where improvements are needed, and utilize the best employee at the correct place at 

the right time. These three pre-requisites must be fulfilled for an organization to get the most 

out of its employee and they all have one thing in common, you need to know your employees.  

The qualitive interviews indicated that managers mainly use three different ways to 

know their employees. A manager can (1) remember his employee’s talents, (2) continuously 

ask his or her employees about what is needed, or (3) register the employee’s information in a 

database and accessing it on demand. By using one of three ways, the organization can optimize 

the employees’ talents and skills to some extent, but each one has its pros and cons.  

The most common method is that the managers optimize their employees by 

memorizing its employee’s skills, abilities, and competences. But having a high-level overview 

does not indicate having the correct knowledge of one’s arsenal. In a small company, a CEO 

might be on a close basis with its employee, making it possible to get to know their employees 

well enough to be able to optimize their talents fully. With the daily discussions, people often 

develop their relationship to a friendly basis. Talking about hobbies, families, previous 

employment, problems, telling stories, and having interactive discussions about the company 
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helps the manager to make decision about that individual and creates the possibility for optimal 

optimization. But when a company grows and its employee base increases, it becomes harder 

for a manager to know and remember everything about everyone. It is therefore safe to predict 

that at a certain point, the manager loses the prospect of optimizing their employees. In a case 

when a manager is replaced, the new manager would need to start from scratch. It is far from 

certain that the new manager will be able to get the same information and knowledge as his 

predecessor, and if he does, it will most likely take quite a while. If the manager who 

memorized the employee talents also realized his or her inability to maintain the knowledge 

due to the increase of employees, asks other middle-managers to partake in the observation of 

knowledge it would be highly likely that the middle-managers do not emphasise on learning 

about the same skills and knowledge as the first manager did. Leading to a misalignment in 

knowledge about employees. This method also varies in different industries, countries, and 

cultures. In companies where hierarchy is absolute, a manager and employee may never have 

the chance to get to know each other outside their job role setting. Each manager is then 

different, having different skills in managing and optimizing the employees. The cap on how 

much information a manager can remember about its employees also varies, leading to 

uncertainty of when he or she loses the grip of all the information needed. It is also worth noting 

that this method creates space for biases, since the manager might remember the skills of his 

or her employees that he or she likes more on a personal level, leading the manager to not take 

an objective view of the skills residing inhouse. As mentioned above, companies that focus on 

‘superstar employees’ have been shown to have less productivity than companies that focus on 

social capital, teams and their interactions. According to one of the interviews conducted, the 

CEO of 56 employees knew that he was past the point of knowing all his employees’ skills. 

This burden increases with every new employee and the ability to know everyone is there for 

doomed for every company that is increasing its population. The researchers of this thesis could 

not decipher why the method to know every employee is the most popular one. According to 

the interviews, it is most likely because it is a simple and easy method to adapt. Knowing all 

employees on personal level might suit small companies, but larger companies will most likely 

never be able to fully optimize their employees’ talents and knowledge. It might also be due to 

the fact, that while the company is still relatively small, the manager or c-level executives do 

not see the point of implementing a system to keep track of the talent. But once the company 

has grown past the point of being able to remember, initiating the task of creating a system 

seems like too much of a burden. It would be interesting to research the number of employee’s 
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brake-even point of when the managers start losing the ability to know his or her employees 

both on a personal level and skill-competency level. 

The second method, to continuously ask the employees of their needs for further 

knowledge and of their current knowledge and skill status, is the least common of the three. 

Managers having knowledge regarding his or her subordinates, through active and engaging 

conversation, creating a network of knowledge to be shared with other managers when 

optimization is to occur. A manager who does not know his employees on a personal level 

needs to ask around for information, leading to an all-company research. When an all-out 

company research is performed, the information gained is up to date and can be used also for 

other purposes, like regular status meetings about other matters than the employee’s skills, 

abilities, competences, and experiences. But this method is both costly and time consuming, 

with a high probability of employees over or underestimating their talent. The risk is that if an 

employee does not meet the requirements but states he does, or if the employee lacks the self-

confidence, both cases can lead to a worse optimization. This method can also lead to false 

hopes if more than a required induvial wants to take on the task, leading to unneeded conflicts 

or unhappiness among these employees. This method can also be viewed as a gathering method 

rather than a receiving method. Ergo, the manager is actively gathering and seeking out the 

information that he or she requires instead of receiving the information on a need-to-know 

basis. The researchers of this thesis agree that having a receiving method regarding talent might 

be more beneficial than having the manager actively ‘gathering’ the information from the 

employees first. Having the employees document their own skills in some way might be a much 

more efficient way, since the manager does not need to seek each employee out in the hopes 

of finding the right skillset. Rather the manager can view what the employees have written as 

their own talents. This might also minimize the problem of over- or underestimating one’s 

talent since the documentation could be open to all other employees. If other employees 

regularly seek out help regarding some problem that requires a certain skill that another 

employee reported being proficient in, it creates a responsibility and liability for the employees 

to honestly report their skill-levels. Many Icelandic companies use the old style of leadership 

where the manager focuses on commanding and controlling employees, instead of developing 

them. When the manager has his or her hands full with controlling what, how and when 

employees do their tasks, he or she loses the focus of developing skills that create autonomy 

and self-governance which the new leadership style focuses on.  (Arason, 2021).  
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The third most common option is to register and accessing employee’s data in a 

database. With the current technology, data processing, and variation of software’s available, 

data registration and usage has never been as simple and powerful (Sharda, Delen, & Turban, 

2016). With a relatively high starting cost for larger companies, the efficiency and overall cost 

compared to the other methods is a lot lower. In the past years, large datacentres like LinkedIn 

have shown the power of this method by creating the optimal place for individuals to register 

their skills and experience. At ‘LinkedIn People’ individuals can self-promote, for any 

company or head-hunter to pursue. This information can also help companies that decide to 

start using this method, because it provides companies easy access to their employee’s data, 

making the data gathering much easier so long as the data gathering is accepted by the 

employees, as mentioned in the privacy act chapters above. One disadvantage of using this 

method that this research proves, is that companies often have spent the money and time on 

implementing these systems. But the usage of them seems to be lacking. Researching this 

further might be interesting, since it could be many things that cause the company and staff to 

not use the system already at hand to its fullest extent. The system might be too complicated to 

use, and help relating using the system might be unavailable. Is the system being used for 

documenting employee data even though that is not the systems’ true purpose or are the 

employees or staff members that should be documenting the data not doing so due to lack of 

time or disinterest. 

But to optimize a talent, the company must be able to use the skillset and experience of 

their human resources. After having established the three most common ways to register the 

data, starting the optimization is the next task. Much valuable data about the future employee 

can be attained from their job application and CV and it is therefore the first knowledge that a 

company acquires of an employee’s skills, talent, and experience. Unfortunately, as we learned 

through the web survey, the CV is only the window to one’s ability relating to the job the 

employee applied to and are often stored or thrown away after the onboarding process is 

complete. By registering the CV into a platform or software for manages to use is a necessary 

step of easy documentation of employees. Registration of the skills, talent, and experience is 

therefore an essential part for the managing and utilizing the employee’s skills. But what the 

CV often fails to reflect is the personality behind its owner and his or her emotional intelligence 

and so called ‘soft skills’. The job interview should provide a window to the employee’s 

character, providing information about the personality, verification of skills, and see if the 

person is a cultural match to the company. By registering all this data, a company has taken the 

first step to be able to utilize that person’s skillset to benefit the company. The onboarding 
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process is the next platform for the company to get to know its new employee. During the 

onboarding, skills and aptitude can be ranked and registered, so it can be used to create a 

personal improvement program or courses and trainings that aims to improve the employee’s 

overall efficiency at the company. One thing regarding this process that should be kept in mind 

when documenting the data regarding new employee skills and talents is that research has 

shown an increase in applicants fabricating and overestimating their talents on job applications. 

Research shows that around 78% of job applicants lie in some way or another on their resume 

(Liu, 2020). Confirming the skills of the newly hired applicant should therefor also be a task 

integrated into the documentation of an employee.  

 An optimized and trained employee is happier at work, leading to more productivity, 

more willingness to work overtime, less likely to make repetitive and easily avoidable mistakes, 

has fewer sick days, and is more likely to promote the company (Noe, Hollenbeck, Gerhart, & 

Wright, 2015). 

 Implications 

Since the goal of this research aimed to identify if companies were fully optimizing 

their employee’s talents and the definition of optimizing their employees has been explained. 

Three hypotheses were used to find factors to see if companies are utilising their employee 

talents.  

1. Icelandic companies are optimizing their employee’s talent. 

2. There is a difference between the size of the company when optimizing employee’s 

talents. 

3. There is a difference between industries when it comes to optimizing their 

employee’s talents. 

In the previous chapter an overview of all the important literature that explained how 

important the employee is, how they can utilise them for a better profit and more efficient way. 

While at the same time showing that outsourcing many off the company’s projects does not 

lead to a better solution. The knowledge obtained by the consultant it is not always shared with 

their employees but rather other consultants. The hypotheses listed above set out to find if 

companies of different sizes and sectors are optimizing their employee talents and skills and 

set out to see what methods companies are currently using. By using three methods to collect 

primary data there are clear results that companies in Iceland are not utilising their employees 

in the best possible manner, while larger companies do have software or other methods to 
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register their employees’ skills and talents but find themselves not using the data or the software 

in the best way. 

The research showed different yet interesting results, but mainly that even though that 

companies are in one way or another registering their employees’ talents they're not using the 

data when it comes to new projects that are considered out of scope for the company. Where 

companies most of the time tend to outsource these projects instead of using their own 

employee intellectual capacity for a possible better outcome, both financially and with a higher 

efficiency. Smaller companies tend to rely more on the c-level managers vision and thoughts 

about their employee’s skill sets while larger companies use software or other methods to store 

employee data to some extent. Every participant had one thing in common and that is that they 

believed that training their employees was very important and they thought that offering 

courses was an important thing for every business to do.  

The quantitative research aimed to verify the qualitative results, where three different 

groups out of sample where tested. The data showed that the qualitative research had similar 

results as the quantitative. The quantitative had the highest participants working for a small 

company with 50 employees or less. This information filled in the gap missing from the 

qualitive interviews. Out of the eleven participants in the survey, only two companies used a 

software to register the any information, where other companies used local drives or their email 

inbox. The lack of software’s might be due the managers stating that they had a good overview 

of his or her employee’s skillset. But as stated above, the overestimation of the manager 

overview can lead to a non-optimal optimization of his or her employees’ talents. When the 

data is compared to the hypothesis, only one company is following the five factors, leaving a 

less than ten percent of companies to be optimizing their employees one way to some extended.  

It can therefore be assumed that Icelandic companies are not optimizing their employees’ 

talents. The ANOVA analysis for hypothesis two and three (table 6 and table 7) interpret that 

there is neither a difference between the size of the company nor difference between industries 

for optimizing employee’s talent. Even though there is a difference in some factors between 

the size of the company and the industry that the company is in.  

Comparison to Previous Research 

As the literature review chapter mentions, there seems to be lack of studies on the 

efficiency of registration of employee data and if there are best practices when companies are 

optimizing their employee talents through various methods. These researches might exist, but 

the researchers of this thesis failed to find one after several rigours’ searches. Most studies 
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focus more on the aspect of why optimizing and utilizing employee talents is efficient and 

beneficiary. To start with, comparing the summary of the literature review chapter which 

contains all secondary data gathered. It is clear, that optimizing employee talents and skills is 

a task that has considerable benefits for companies. Data gathered also showed the rise of 

consultancies that might be filling in the gap that is created inside companies by not 

documenting. They might also be filling in gap created by managers not believing that the 

talent necessary resides within the company, another issue that could be solved by documenting 

and optimizing talents. Another point mentioned in the literature review chapter regards the 

privacy act. Due to the changes of how the population views their own data in accordance with 

the Privacy Act. Some companies might be worried about gathering data that contains personal 

data about employees. The increase of cybersecurity hacks that leak personal data might also 

be a worrying factor for some companies (Sobers, 2021). Since the researchers of this thesis 

were unable to find previous research relating to companies optimizing their employee talents. 

A subjective view comparison can be made through the secondary data.  

Limitations of Study 

Some limitations occurred during this research, the first one being the lack of research 

conducted on the research subject, as previously mentioned. With no point of reference to 

benchmark from the formulation of research questions and primary data gathering tools were 

difficult. However, it is the researcher’s belief that this was bypassed through rigours studies 

of the secondary data in the literature review, having and using strict methodology when 

gathering the primary data to ensure rigor and trustworthiness of the data. A second limitation 

was the mediocre response rate of the random sampling and the skewness of the data in the 

web survey for hypotheses two and three. However, due to the small population and a strict 

entry criterion of the sample for this survey, gaining participants, changing the method was 

considered unnecessary because of the similarity between the results of gathered data between 

the quantities and qualitive methods. The reliability of the quantities data would also be 

lowered if it would have been adapted to a convenience sample. It might be beneficial for future 

research on the topic to aim at a larger sample and consider that some companies are not willing 

to partake in studies that ask about their way of conducting business. The results of this study 

also cannot confirm why the respondents do not take measures to optimize employee talents 

but can speculate. Another limitation of the study is the geographical are of the participants, 

but Icelandic companies might not reflect the average practices for the rest of the world.  
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Recommendations 

Since this study confirms that companies are not optimizing employee talents and 

companies from the test sample proved to not be documenting in an efficient way either. The 

possibilities for future studies on the subject are broad. The next study conducted on the topic 

might aim to test a larger sample to further confirm the problem. Another study might focus on 

a specific type of sector. Young tech companies for example might be an interesting study to 

conduct. Since they often do not conduct business like their predecessors and rather focus on 

paving their own path. A sector that in theory should have optimization of their own employee 

talents are consulting companies, since the ‘product’ they are selling is the knowledge of their 

employees, some documentation is a requirement for their competitive edge. The consultancy 

sector might then be a benchmark to compare other sectors to. A possible study to conduct as 

well is examining why there is a difference between what the literature implies is important, 

such as keeping an intellectual capital portfolio like knowledge management recommends, and 

what the business is actively participating in. The primary data results also pointed out that 

most managers and c-level executives that participated in the study viewed having a learning 

environment at work was especially important. Many of the same participants did not confirm 

that their place of work offered learning experience, which the researchers of this study found 

to be interesting. Showing a discrepancy between beliefs and actions of the company. Another 

recommendation would be to study the benefits of companies that start to optimize their 

employee talents.  

Conclusion 

With the importance of optimizing employee talents and skills confirmed and having 

confirmed through this study that companies are not documenting and keeping track of the 

inhouse talent in an efficient way proves that the beliefs of the studies and the actions of 

companies are not aligned when it comes to this topic. This study might also have shown that 

there is a gap in the market for a possible solution for companies to tackle this problem. Further 

research on the subject might bring to light the true reasoning for the lack of registration and 

usage of employee data. The world already knows that data is a valuable resource, with data 

now being viewed as more valuable than oil (Bhageshpur, 2019). Companies do not seem to 

view their own employee data as the same valuable resource.  

The reasoning for companies not using their own employee’s data to gain a further 

competitive advantage is unknown. It might be that companies value the data on their 

customers more than their employees, but employees are customers too (Solomon, 2018).  
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Perhaps what is missing is the first widely known success story, best business practices, or 

specialists that can optimize the employees using the data. When one company takes 

affirmative action and reaps rewards, the subject of optimizing employee talent through 

documentation might take flight.  
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Appendix 

A. Web Survey 

The following are the introduction texts and questions that participants received when they 

partook in the web survey to gather primary data. 
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