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Jennifer M cKee Training and Developm ent in Irish Technology Companies

Abstract
The sustained econom ic growth that has been experienced in the Irish econom y in 
recent years has relied, to a large extent, on the contribution and perform ance of those 
industry sectors that possess the ability to provide high-value-added products and 
services to domestic and international markets. One such contributor has been the 
Technology sector. However, the performance o f this sector relies upon the availability 
of the necessary capabilities and com petencies for Technology com panies to remain 
competitive. The Expert Group on Future Skills Needs have forecasted future skills 
shortages in this sector. The purpose of this research has been to exam ine the extent to 
which Irish Technology companies are taking measures to meet changing skills 
requirements, through training and developm ent interventions.

Survey research methods (in the form  o f a mail questionnaire, supported by a 
W eb-based questionnaire) have been used to collect information on the expenditure on, 
and approach to, training and developm ent in these companies, in addition to the 
methods, techniques and tools/aids that are used to support the delivery of these 
activities. The contribution of Government intervention has also been examined. The 
conclusions have been varied. W hen the activities of the responding com panies are 
considered in isolation, the picture to em erge is primarily positive. A lthough the 
expenditure on training and development is slightly lower than that indicated in 
previous studies, the results vary by com pany size. Technical employees are clearly the 
key focus o f training provision, while Senior M anagers and Directors, Clerical and 
Administrative staff and Manual workers are a great deal more neglected in training 
provision. Expenditure on, and use of, com puter-based training methods is high, as is 
the use of m ost of the specified techniques for facilitating learning.

However, when one considers the extent to which external support (in the form 
of G overnment interventions and cooperation with other companies and with education 
and training providers) is integrated into the overall training practices of these 
companies, significant gaps in practice are identified. The thesis concludes by 
providing a fram ew ork to guide future training and development practices in the 
Technology sector.
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INTRODUCTION

Ireland, since the mid-1990s, has been experiencing strong and sustained economic 

growth, characterised by an impressive rate o f real GDP (Gross Domestic Product) 

growth, a strong expoil sector, low inflation, and growth in em ploym ent and consumer 

expenditure (Heraty and M orley, 1998). A major contributor to this growth has been 

Ireland’s Technology sector, which has offered the capabilities and competencies to 

provide high-value-added products to domestic and international markets. W ith the 

erosion of economic borders, the internationalisation of competition, and the 

unprecedented rates o f technological change, the companies that have thrived of late, 

and that will survive and grow in the future, are those that are in possession of the 

necessary knowledge, flexibility and innovativeness to provide value-added solutions to 

customers. (Gunnigle and Flood, 1992; Gunnigle et al, 2002; Heraty and Morley, 1998, 

2000, 2003; M cCole et al, 2001).

Underlying the ability of the Irish Technology sector to contribute to Ireland’s 

economic growth is the availability o f a work force that is in possession of the 

necessary capabilities and competencies to drive this growth. In the economic 

buoyancy o f the 1990s, employment in Ireland increased substantially due to increasing 

demand for labour and skills. Three key demographic trends were instrumental in 

ensuring that this demand was met with sufficient supply:

P An increasing working-age population (i.e. aged between 15 to 64 years);

P N et immigration;

P Rising labour force participation rates (particularly amongst young women).

However, Ireland’s Technology companies can no longer rely on fresh supplies of 

labour and skills from these sources, as each of these trends is set to slow in the coming 

years:

P Plum m eting birth rates have been experienced in Ireland since the early 1980s, 

now impacting the number of students and new entrants into the workforce;
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■ The trend of net immigration is likely to become more subdued, due to a more 

cloudy econom ic outlook in the wake of the economic slowdown streaming 

from the US econom y since mid-2000;

I  The potential for expansion in labour force participation rates amongst women 

has reached its peak.

(The Expert Group on Future Skills Needs, July 2001).

The economic slowdown emanating from the US economy, and rippling through the 

w orld’s other major econom ies, has also meant that Irish Technology companies have 

been unable to sustain the employment growth that they realised during the 1990s.

As a result of these two factors -  slowing labour force supply growth coupled with 

slowing employment growth -  Technology companies will be forced to look internally 

for the skills and capabilities to meet future organisational needs. These skill and 

capability requirements are constantly changing; it is imperative then that Ireland’s 

Technology companies invest in the continuous development of their employees to 

ensure that they are equipped to meet these needs.

“The greatest challenge for Ireland must therefore lie in the creation of a 

well-qualified and highly-skilled workforce that will allow for the 

exploitation o f the range of promising opportunities that are represented in

the challenges facing all modem  market economies. This requires a strong

commitment from both the State and from individual employers to facilitate

the development of a knowledge-based and knowledge-driven economy. 

Strategic investm ent in human resources remains a critical requirement”

(Heraty and M orley, 1998: 202-203)

The above outline given by Heraty and M orley relates to the challenge facing any

company operating in Ireland, not referring specifically to the Technology sector. This

challenge does however apply equally, if not particularly, to companies operating in 

this sector. M cCole et al (2001) have acknowledged that Ireland’s providers of 

telecommunications, software, and electronics are amongst the companies that have the 

strongest ability to grow and succeed in the future. These companies are knowledge- 

intensive; knowledge is the crucial resource that they must possess in order to realise
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these growth possibilities. However, while m any of these companies do acknowledge 

the strategic im portance of their human resources, they are all-to-often unwilling, or 

believe them selves unable, to dedicate resources to the management and development 

of their employees. Undoubtedly, com pany size is a major prohibiting factor in the 

Irish Technology sector, which consists o f a large proportion of Small and Medium- 

Sized Enterprises (SMEs). Many of these companies may be put off by believing that 

they can ill-afford the time, human and financial resources necessary to pursue human 

resource developm ent policies -  often failing to realise that they cannot afford not to.

A num ber of authors have dedicated studies and articles to analysing the approach to 

employee training and development that is adopted within Irish organisations, and 

providing statistics describing current training and development practices w ithin these 

organisations (Bernadette Breen, Decem ber 2000; Garavan, Costine and Heraty, 1995; 

Garavan, G unnigle and Morley, 2000; Garavan, Morley, Gunnigle and Collins, 2001; 

Garavan, M orley, Gunnigle and M cGuire, 2002; Gunnigle and Flood, 1992; Gunnigle, 

Heraty and M orley, 2002; Heraty and Garavan, 2001; Heraty and M orley, 1998; 2000; 

2003; Roche, M onks and W alsh, 1998). This research will be discussed within the 

Literature Review (Chapter 1) of this thesis. M uch less profuse are analyses and 

studies dedicated to facilitating an understanding of employee developm ent practices 

within the Technology sector in Ireland (for example O ’Regan et al, 2001), despite the 

high profile that this sector is afforded within today’s knowledge-based economy. 

Some authors have conducted studies o f Technology companies in Northern Ireland 

and elsewhere in the world (for example, W ightman and McAleer, 1995). Very little 

guidance, in the form  of theories or best practice evidence, exists to aid Ireland’s 

Technology com panies in their efforts to manage and develop their human resources. 

A further notable void in the research base relates to research focusing on the training 

and development practices of SMEs. Often SMEs are excluded from studies due to a 

widespread lack of formal human resource m anagem ent functions and of employee 

development structures within such companies. It is the intention of this thesis to 

address these gaps in the research base relating to employee training and development 

in Ireland’s Technology sector, a large section of which is constituted by SMEs. The 

results of this research are intended to serve two core functions: 1) to identify the 

current level, nature and sophistication of em ployee training and development practices 

within the Irish Technology sector, thus making a contribution towards answering the
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questions posed by the existing gaps in the research base; 2) to provide a framework to 

aid future employee training and development activities implemented by Technology 

companies operating in Ireland.

These issues will be addressed in the following way:

1 An exam ination of the existing theories relating to employee development 

(generally, in Ireland, and in the Technology sector), advocating why and how 

training and developm ent should be delivered, and outlining factors that must be 

considered in any training and development decisions.

i  A review of the results of previous studies offering statistics on employee 

development practices in Ireland and in Technology companies.

!  An analysis of G overnment support for training and development in Ireland.

1 Following the identification of specific gaps in understanding that arise from the 

preceding analysis, research will then be undertaken, involving the collection of 

primary data, in an attempt to answer the questions that are posed by these gaps.

■ The findings of this research will be presented, and subsequently analysed and 

compared with the existing theories and statistics available.

i  Conclusions and recom mendations will then be presented on the strength o f this 

analysis, and a framework for future practice will be introduced.

DEFINING THE TECHNOLOGY SECTOR

For the purposes of this research, the Technology sector is defined on the basis of the 

categorisations used by Deloitte & Touche in the annual Technology Fast 50 

programme (see http://www.fast50.co.uk), which is run in Ireland and the UK, in 

addition to a range of other countries. U nder this programme, Technology sector 

companies are those incorporating the following activities:

B Equipment M anufacturing

» ASP

■ Telecommunications

■ Biotech/M edical Products

i  Software

http://www.fast50.co.uk
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■ Hi-Tech

•  Networking and Communications

•  ISP

THE RESEARCH OBJECTIVES

The research is centred around four key objectives, each of which contains a number of 

sub-questions.

1) To identify the nature of expenditure on training and development in the 

Irish Technology sector

■ Are investm ents in training and development made from dedicated 

budgets set aside for training and developm ent activities?

■ W hich occupational groups receive training and development?

■ Do the companies facilitate access to training and development for 

em ployees?

■ W hat are the prevailing approaches to the provision of training and 

development?

2) To ascertain the methods of delivery of training and development activities 

in the Irish Technology Sector

■ W hat methods of delivery do the com panies use?

■ To w hat extent are modem, Com puter-Based Training methods of

delivery used?

3) To establish the techniques and tools/aids that are used to facilitate 

learning and to support the delivery of training and development activities 

in the Irish Technology sector

■ W hat techniques do the companies currently use to facilitate learning?

■ W hat tools/aids do the companies currently use to support the delivery

of training and development activities?

- 5 -
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To assess the extent of awareness of Government interventions in the 

training and development of Ireland’s Technology labour force, and to 

determine the reaction to these interventions

■ W hat investments have the Irish Government made in the training and 

developm ent of the Irish Technology labour force?

■ W hat support mechanisms have been put in place to facilitate access to 

training and development activities for companies operating in the 

Technology sector, and for the employees of these companies?

■ W hat is the level of awareness among these companies, and their 

em ployees, of the support mechanisms that are available?

■ To w hat extent are these support mechanisms being used by the target 

com panies and their employees?

■ W hat is the dominant perception in relation to the effectiveness of these 

interventions in improving access to training and development 

activities?



C H A PTER  1

L I T E R A T U R E  R E V I E W

1.1 Definitions and Key Terms
Before any attempt can be made to discuss existing theories o f why and how training 

and development should be delivered, it is first necessary to outline some important 

definitions that prevail within the training and development literature. These 

definitions relate to a number of key terms, and some authors exhibit a preference for a 

specific term or com bination of terms. However, each of these is used widely within 

the literature, and m ust therefore be considered. Garavan et al (1995), Gunnigle and 

Flood (1992), and Gunnigle et al (2002) have identified some of the key terms from an 

Irish training and development perspective.

Learning: Learning should be recognised as a process, and one which underpins 

any education, developm ent or training activity. Learning involves the 

development of further knowledge and understanding, through experience and 

practice, to effect changes in an individual’s behaviour and performance. Learning 

may be formal or informal, conscious or unconscious.

Training: Training relates to a specific job  or role within an organisation. An 

individual is trained with the expectation of allowing him /her to perform, or more 

effectively perform, this role. As such, the objectives and required outcomes of a 

training activity are generally well defined.

Development: Development, which is a broadly-defined and more long-term

activity, is concerned with developing the skills and capabilities that an individual 

possesses, for the purpose of preparing the individual for a future role, and ensuring 

that the organisation’s future needs are met.

Education: Education is aimed at providing an individual with a more general 

level of understanding and problem -solving skills, and in most cases extends 

beyond the context of a specific job. Education is typified by formal, often 

certified, education programmes.

- 7 -
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A number of other key terms that are frequently encountered in the existing literature 

include:

Human Resource Management: “That part of the management process that

specializes in the management of people in work organisations. HRM  emphasizes 

that employees are critical to achieving sustainable competitive advantage, that 

human resources practices need to be integrated with the corporate s trategy ...” 

(Bratton and Gold, 1999: 11)

Human Resource Development: HRD refers to the development of an approach 

to learning, training, development and education, which not only links the planning 

and delivery of these activities to strategic planning within the organisation, but also 

integrates individual, group and organisational learning. (Gunnigle et al, 2002).

Career Management: “Activities and processes to match individual needs and 

aspirations with organization needs, set within an integrative framework” (Bratton 

and Gold, 1999: 379)

The term training and development is used throughout this research to refer to any 

combination of the above practices used within a company. Although other terms, for 

example human resource development, may be considered to be more comprehensive 

and inclusive of all activities involved in the management and development of human 

resources, the term training and development is used here to reflect the likelihood that a 

significant variation in training practices will exist within Ireland’s Technology 

companies (as m any of these companies are relatively small in size). Using this term 

therefore permits an analysis of the training and development practices that actually do  

occur, thus allowing the research to proceed without any preconceptions as to how 

these companies should be developing their employees.
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1.2 Individual And Organisational Learning
As discussed, the process of learning, w hether formal or informal, conscious or 

unconscious, is central to all training and developm ent activities. A number of theorists 

have presented ideas relating to the content and sequence of this process, and 

preferences of individual learners in relation to how the process should be carried out. 

For some theorists (e.g. Kolb, 1984; Honey and M umford, 1982), the focus of analysis 

is on the individual learner, and for others (e.g. M urray, 2002) it is on the learning of 

the organisation as a whole. These theories are intended to help the organisation to 

ensure the effectiveness of the learning process by considering them while planning the 

content and delivery of training programmes. Each of these perspectives will be 

analysed in turn.

Kolb (1984) has claimed that learning occurs through an “experiential” cycle. 

Each of the four stages of this cycle requires the learner to possess a distinct ability. 

Concrete Experience requires that the learner be able to participate fully in a new 

experience; Reflective Observation requires the learner to be able to reflect openly upon 

this experience; Abstract Conceptualisation demands that the learner can create 

concepts or ideas that convert reflection into theories; and for Active Experimentation 

the learner m ust be able to convert these theories into concrete plans and actions. 

W hile Kolb has acknowledged that individuals’ assumptions, beliefs and capabilities 

will im pact upon their ability to complete all stages of the cycle, he nonetheless 

contended that the full cycle m ust be com pleted if  learning is to occur. K olb’s learning 

cycle is illustrated in Figure 1.

Figure 1: Kolb’s Learning Cycle
Concrete Experience

(CE)

Active

Experimentation

(AE)

Reflective

Observation

(RO)

Active Conceptualisation

(AC) -

Source: Adapted from Bratton and Gold (1999: 291)
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Honey and M um ford (1982) have drawn upon K olb’s learning cycle, and more 

particularly upon his concept that individuals leam in different ways, in developing 

their theory of Learning Styles. They have identified four distinct learning styles, 

contending that an individual may have a preference for one or more styles. Honey and 

M um ford’s theory does, however, place more emphasis on the characteristics of each 

learning style, rather than on the cycle itself, since the cycle is seen as being self- 

evident. The learning styles identified by Honey and M um ford can be summarised as 

follows:

1) Activist: the person learns best through learning by doing.

2) Reflector: the person learns best when given tim e to contemplate the issue 

at hand.

3) Theorist: the person learns best by critically assessing conceptual 

frameworks.

4) Pragmatist: the person learns best by developing solutions to real-life 

problems.

Figure 2 pictures the Honey and M um ford learning cycle, incorporating these learning

styles.

F igure 2: The Honey and Mumford Learning Cycle
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Source: A dapisdfrom Schlesinger (1996: 31)
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M urray (2002) has criticised these individualised approaches to learning, arguing that 

theorists should adopt a holistic perspective, focusing on organisational learning, rather 

than individual learning. Individual learning, he claims, is significantly influenced by 

the learning systems that are m aintained within an organisation, and which are carried 

through to individuals within that organisation, via organisational norms and beliefs. 

However, M urray does not disregard these individualised theories, but rather claims 

that they are more valuable when integrated into a holistic cycle; this M urray refers to 

as an integrated cycle of “U nbounded Learning”. M urray describes unbounded 

learning as “ ...the  capacity of a com pany to grow and change simultaneously through 

superior learning and capability w ithout being limited by organisational systems and 

culture” (Murray, 2002: 239; emphasis added). Unbounded learning must incoiporate 

both adaptive learning and generative learning. Adaptive learning refers to the speed 

and efficiency with which an organisation can respond to environmental stimuli, and it 

involves gradual, small-scale improvements upon past decisions. Generative learning, 

by contrast, requires individuals and organisations to challenge the ways in which they 

currently understand environmental elements, such as customers or suppliers. 

O rganisational and individual world-views and meta-level (higher-level) systems will 

constrain generative learning. In explaining this, M urray uses a cycle to demonstrate 

how an organisation interacts with its environment. In this cycle, the “real world” (or 

environm ent) is the source of variation and of stimuli. Stimuli are perceived and 

interpreted by one meta-level o f the organisation, while another meta-level constructs 

responses to these interpretations. The prevailing theories of action and behavioural 

repertoire (history) of the organisation have a signification impact upon the processes 

of stimuli interpretation and response generation. This cycle is illustrated in Figure 3.
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FigureS: How a Firm  In teracts with itsE  nv iron ment

However, M urray claims that unclear cause-effect relationships (where the organisation 

is not sure about which strategic action has caused a given environmental reaction) 

im pair the validity of theories of action, and learning will therefore be obstructed.

In order for unbounded learning to occur, M urray has argued for the necessity 

o f a learning cycle that provides a connection between cognition (perception) and 

reality. M urray refers to N eisser’s (1967) model. This model claims that a new 

learning condition, “Organisation Schem a”, is created when an individual’s Interpretive 

Skills (or “perceptual exploration process”) are com bined with individual and 

organisational Integrative Skills (the ability of groups within the organisation to build 

shared meaning from mutual experiences). A productive organisation schema occurs 

when integrative skills are made active at all levels within the organisation, and when 

action is influenced by a com mon belief system. M oreover, this productive 

organisation schema m ust be based upon capabilities or competencies to improve upon 

previous actions. W hen these conditions are met, the organisation can move towards a 

culture that emphasises generative learning based on creativity, as opposed to adaptive 

learning based on survival.
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The final elem ent of M urray’s integrated cycle of unbounded learning comes 

from  K olb’s (1984) learning styles theory. M urray has argued that, for each stage of 

the cycle, the organisation m ust identify the types of behaviours (associated with 

particular learning styles) that are suitable for the situation in hand. In this way, 

maxim um  benefit can be derived from  individual learning preferences. The complete 

cycle of unbounded learning is illustrated in Figure 4.

Figure 4: An Integrated Cycle of Unbounded Learning

In another criticism  of the Honey and M um ford (1982) learning cycle, Schlesinger 

(1996) has offered a counterview to such learning cycle theories. He has claimed that it 

is incorrect to say that learning has not occurred merely because an individual has not 

followed a learning cycle in a systematic way. Learning, he contends, occurs in 

patterns rather than cycles. The individual may have covered all elements o f the 

learning cycle, but in a systemic rather than a systematic fashion.
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Schlesinger outlines a number of limitations of the Honey and M umford cycle. 

First, the cycle does not acknowledge the connections and tensions between the act of 

“experiencing” and that of “concluding” (i.e. how the learner grasps the issue), and 

between the act of “reviewing” and that of “planning” (i.e. how understanding is 

transformed into concrete plans and actions). Second, the cycle is somewhat “closed” 

and neat. And a third key criticism outlined by Schlesinger relates to Honey and 

M um ford’s interpretation of “experience” . According to Logan and Stuart (March- 

April 1987), experience can be seen as either: a) Concrete Experience (i.e. an event that 

happens to us), or b) Interpreted Experience (i.e. what we do with or to an event, or 

how we interpret it). Honey and M um ford treat experience as concrete experience. 

However, Schlesinger argues for a third interpretation: experience as meaning. 

Experience occurs in an individual’s search for meaning, and the individual’s 

interpretation of that experience is equally affected by values and meanings.

Following from  this, Schlesinger has argued that experience can be referred to 

as meaningful action. In this way a distinction is made between action as meaning and 

behaviour as doing. In treating experience as an aspect of doing (rather than one of 

action), Honey and M um ford fail to acknowledge the interpretive dimension of 

experience. Figure 5 provides a diagrammatical representation o f the distinction 

between action as m eaning (experience) and behaviour as doing. W hen faced with a 

problematic situation, an organisation or individual must construct theories 

(interpretations and beliefs that guide behaviour), which are then grounded in practice, 

and ultimately explain outcomes; as Schlesinger (1996: 34) notes, “ ...w hat I do 

depends on what I see through”. The limitations of the Honey and M um ford cycle are 

illustrated in Figure 6, which shows the elements of Figure 5 that are excluded in 

H oney and M um ford’s theory. As can be seen from this, their theory fails to recognise 

that individual and organisational theories can help to generate radically transformed 

actions and practices. The learning cycle describes learning as being incremental and 

sequential. Schlesinger, by contrast, asserts that learning must be both transformational 

and incremental.
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Figure 5: Actions as Meaning and Behaviour as Doing

Source: Adapted from Schlesinger (1996:34)

Action as meaning (experience) Behaviour as doing

Source: Adapted from Schlesinger (1996: 34)

1 . 3  The Rationale For Training And Development
W ithin the literature, it is possible to identify a range of distinct perspectives, each 

advocating different reasons for the necessity of training and development, and for what 

it should achieve. The m ajority of these perspectives, with the exception of the Utility- 

Based approach, m aintain that training and developm ent should be approached from a 

strategic perspective, as an underpinning to an organisation’s future capacity to 

compete.

The Resource-Based View o f the Firm

The Resource-Based View of the firm advocates the necessity for the training and 

development of em ployees with a view to developing the value and rareness of these 

human resources. Companies can no longer rely on physical/tangible resources as a 

source of sustainable com petitive advantage, as these resources can easily be acquired, 

im itated or substituted by competitors. Rather it is the intangible resources, which are
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specific to a firm, that have the ability to offer this sustained competitive advantage 

(Roche et al, 1998). This argument is based on the theory developed by Barney (1991), 

who claims that, for a competitive advantage to be sustainable, it m ust be based upon 

resources which are valuable, rare, inimitable, and non-substitutable. On the basis of 

this argument, the employee training and development practices carried out by a 

company should be planned and im plem ented with a view to developing these features 

within the human resources that reside in the company.

A theory that is closely related to the Resource-Based View o f the firm is the 

Intellectual Capital perspective. This perspective involves the assertion that 

organisations need to place less emphasis on land, labour, and physical and financial 

capital, and more emphasis on intellectual capital, if they are to realise future growth 

potential. The intellectual capital of an organisation is generally accepted as consisting 

of three elements (Mayo, 2000):

P  C onsum er C ap ita l {External Structural): This includes relations and

contracts with customers, brand names and images, and m arket share;

•  O rgan isa tio n a l C ap ita l {Internal Structural)-. This includes

organisational culture, systems, know-how, and patents;

■ H u m an  C apital: This includes the abilities and experiences o f individuals

and groups within the organisation.

Although it is possible to perceive the two types of structural capital (external and 

internal) as being the most valuable, given that they may be more enduring than 

employees, to do so would be in ignorance of the underlying im portance of people in 

the development and maintenance of these structural resources. Following from 

Habermas (1984), it is the communicative interaction that takes places between human 

beings that underpins the creation of all intellectual capital, as these people form a 

social com m unity of knowledge, the value of which is greater than the sum of the 

individual parts. M ayo (2000) has outlined five aspects of human resources that create 

value for a com pany in terms of its intellectual capital.
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■ In d iv id u a l capability : relating to the knowledge, skills, abilities, and 

work and life experiences of employees.

II In d iv id u a l m otivation: relating to the motivation, ambitions and 

productivity of employees.

■ L eadersh ip : refers to the ability of m anagem ent to communicate a 

consistent and clear vision to employees.

■ O rg an isa tio n a l clim ate: relates to the culture that prevails within the 

organisation, specifically in terms o f its tolerance of experimentation and 

encouragem ent of innovation.

B W o rk g ro u p  effectiveness: refers to the degree to which employees can 

cooperate supportively in groups, w orking towards common goals.

M ayo uses the following illustration to demonstrate that these aspects are highly 

interrelated, and that weaknesses in any one of the areas will be detrimental to the value 

of the com pany’s intellectual capital.

Figure 7: Factors influencing the growth of hum an capital

Source: Adapted from Mayo (2000: 533)

The role of employee training and development efforts is to focus on developing each 

of these qualities, with a view to improving the value that people add to the com pany’s 

intellectual capital stock, thus helping the company to develop a strategic competitive 

advantage.
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Human capital theory (a perspective which pays particular attention to the 

human capital dim ension of intellectual capital), carries two core perspectives on the 

rationale for em ployee training and development. From  an organisational perspective, 

the management and developm ent of human resources is crucial for the development of 

core individual (and, by extension, organisational) skills and competencies, and for the 

creation and sharing o f the tacit knowledge that underpins such competencies. From  an 

individual perspective, an em ployer is obliged to take responsibility for ensuring that 

employees are offered the opportunity to pursue continuous development and updating 

o f skills and com petencies, in order to improve both the motivation and the 

em ployment prospects of these individuals. This argument also draws upon the 

psychological contract theory, which implies that the employer-employee relationship 

is characterised by an im plicit understanding that the employer will invest in the 

development of the em ployee, in return for com m itm ent and dedication of the 

employee to working towards the goals of the organisation. (Garavan et al, 2000; 

Garavan et al, 2001).

The Learning Organisation Perspective

Pedler et al (1988) have identified a “learning organisation” as one which provides 

learning for all em ployees, with a view to continuously transforming itself through 

reviewing and adjusting beliefs, behaviour and practices. The learning organisation 

perspective thus extends the concept of learning and development from the level of the 

individual to that of the organisation. It involves the creation of a culture of learning 

and continuous development, that encourages participation and innovation from all 

employees, and is tolerant o f mistakes. Employees w ithin the organisation must have at 

their disposal the necessary facilities and support to carry out such learning and 

development. The learning organisation perspective advocates a proactive approach to 

em ployee training and development, integrating it as a core element of the business 

strategy. Garavan et al (2000) have outlined a num ber of important ways in which 

employee training and development can be used to facilitate the development of a 

learning organisation environment:

■ Developing a clear mission and vision

B Encouraging an ethos of shared leadership and involvement

- 18-
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!  D eveloping an organisation culture that is facilitative of active 

experimentation

■ Facilitating knowledge transfer across organisational boundaries

■ Encouraging employees to cooperate and work together in teams

1  D eveloping the necessary skills and competencies to realise the learning 

organisation vision

The Utility-Based Approach

The training and developm ent approaches outlined in the preceding analysis all view 

human resources as having creative capabilities that are crucial to the future success of 

the organisation. The U tility-Based view of employee training, by contrast, views the 

capabilities of em ployees only within the confines of the needs of specified roles within 

the organisation. In this way, the rationale for organisations to pursue training and 

development activities applies only when such interventions are necessary to bring 

em ployees’ skills and capabilities up to the necessary level, to meet the skills and 

capabilities required by the activities carried out in the organisation. Employee training 

and development is therefore seen not as an investment, but as a necessary expenditure. 

On the basis of this approach, such expenditure should be minimised where possible. 

(Roche et al, 1998).

1.3.1 T heories o f M otiva tion

A further rationale for expenditure on employee training and development emerges 

from the theories o f human/employee motivation that have been developed by M aslow 

(1954), Herzberg et al (1959), and M cG regor (1960). The general argument that 

emerges from these theories is that the highest levels of employee motivation can be 

achieved when em ployees are offered sufficient opportunities to develop the full 

potentials that they possess as creative human beings. Smith (1998: 56) has defined 

motivation as follows: “ ... i t  [motivation] represents a decision-making process through 

which the individual chooses desired outcomes or results and sets in motion the 

behaviours appropriate to acquiring them”.

M aslow ’s (1954) theory maintains that human needs are formed in a hierarchy 

of importance, which has im portant implications for how people are motivated. The

- 19-
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core of the argument is that, the next level of need that remains unsatisfied is the one 

that acts as a source of motivation to the individual, and a need that has already been 

satisfied thus ceases to act as a motivator. The “hierarchy of needs” (which is 

illustrated in Figure 8) consists of five levels: Physiological needs form the base of the 

hierarchy, and they relate to those things that are required for basic survival, such as 

food, air and water; Safety needs include security o f tenure at work and income 

security; Social needs relate to the desire for social interaction and a feeling of 

belonging; Esteem needs relate to the need for self-esteem, achievement and 

recognition; and Self-Actualisation needs, which become the ultimate source of 

motivation once all of the previous needs are satisfied, relate to the need to keep 

reaching new possibilities. From  this theory, it follows that employees who feel 

relatively safe and secure in relation to their job  and standard o f living will be 

m otivated by any opportunities for participation, recognition or personal development.

Figure 8: M aslo w ’s H ie ra rc h y  o f  N eeds

SELF-ACTUALISATION 

ESTEEM NEEDS 

SOCIAL NEEDS

SAFETY NEEDS

PHYSIOLOGICAL NEEDS

M cGregor (1960) has drawn upon some elements of M aslow ’s hierarchy o f needs in the 

development of his theory of motivation. M cGregor coined the terms Theory X  and 

Theory Y to describe two alternative management attitudes with regard to the 

motivation of staff. Theory X (which is associated with “hard” HRM) represents an 

attitude that was prevalent at the time when M cGregor developed this theory. 

M anagers subscribing to Theory X  hold a somewhat negative set of assumptions about 

em ployees’ motivational levels:

■ Employees dislike work and will avoid it if possible
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■ Employees must be coerced into exerting effort

•  Employees seek to establish security and avoid responsibility

As a result of these assumptions, Theory X managers have tended to focus solely on 

financial incentives to ensure that employees continue to conform. In doing so, the 

physiological and safety needs of employees remain relatively well catered for, with the 

result that these needs will no longer act as a source of motivation. Managers 

subscribing to Theory Y (which is associated with “soft HRM ”) hold an alternative set 

of assumptions:

•  It is natural for people to want to work

■ Employees will exercise self-control and motivation towards the

achievement of organisational objectives if they are committed to these

•  Social, esteem and self-actualisation needs are the ultimate sources of 

motivation to achieve goals

■ If given the opportunity to do so, employees will seek responsibility and 

active involvement

•  M ost people possess the ability to exercise a high degree of creativity and 

innovation in the solution of organisational problems

■ At present, organisations are not developing their human resources to their 

full potential

If managers hold the assumptions related to Theory Y, individuals will be given the 

opportunity to seek fulfilment of their social, esteem and self-actualisation needs. 

Theory Y highlights the fact that “ ...the  limits on human collaboration in the 

organizational setting are not limits of human nature but of m anagem ent’s ingenuity in 

discovering how to realize the potential represented by its human resources” 

(McGregor, 1960: 48).

The Dual Factor Theory developed by Herzberg et al (1950) also assumes that 

employees are motivated by opportunities for recognition and personal advancement. 

Herzberg et al differentiated between “Job Satisfaction” and “Job Dissatisfaction”, 

which are affected by different elements of a job. W hile job dissatisfaction can be 

prevented by the presence of “Hygiene Factors” , these factors do not actually create job 

satisfaction, but rather a lack of job  dissatisfaction. Job satisfaction, on the other hand,

-21 -
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can be created by the “M otivators” , where the absence o f these motivators does not 

cause job  dissatisfaction, but rather a lack of job  satisfaction. One implication of 

H erzberg’s argument is that employees are m otivated not by extrinsic factors (such as 

pay and job  security), but rather by intrinsic factors (such as recognition and 

advancement). Figure 9 provides a diagrammatic representation of the distinction 

between job  satisfaction and job  dissatisfaction. Table 1 lists the main motivators and 

hygiene factors.

Figure 9: Distinction between Job Satisfaction and Job Dissatisfaction

oo

Job Satisfaction No Job Satisfaction

o ------------------ ------------------o

No Job Dissatisfaction Job Dissatisfaction
Source: Adapted from Smith (1998: 59)

Table 1: H erzberg’s Dual Factor Theory 

H Y G IE N E  FA C T O R S M O T IV A T O R S

Pay Sense o f Achievem ent

Job Security Recognition by Others

W orking Conditions Responsibility W ithin the Job

Com pany Policy and Administration Advancement and Personal Growth

Level and Quality o f Supervision W ork Itself

Interpersonal Relations
V̂Sÿ Neither Very

Dissatisfied Satisfied nor § ^ 6,1
Dissatisfied

Source: Adapted from Naylor (1999: 545)
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The preceding analysis was concerned with clarifying the various arguments as to why 

training and development of employees is a necessary activity. Extending from this, 

there exists a range of theories detailing how organisations do, or should, approach the 

planning, design and implementation of training and development interventions.

Sambrook and Stewart (2000) maintain that, in order to integrate and foster 

learning as an integral aspect of organisational life, organisations must ensure that 

management at all levels are supportive and encouraging of this learning ethos, 

ensuring that employees have available to them the facilities (these will include human, 

physical, financial and time facilities) to realise the potential for learning. Human 

resource development personnel should view their role as that of a learning facilitator, 

rather than merely as being responsible for conducting or organising training. And 

finally, employees must be encouraged to take the ultimate responsibility for ensuring 

that effective learning occurs.

This represents an ideal situation however. There is in fact a wide range of 

alternative approaches that organisations may choose to adopt in relation to training and 

development. Garavan et al (1995) provide what is perhaps the most comprehensive 

analysis of the varying approaches to training and development that can be identified in 

the context of Ireland.

They have identified thirteen alternative “models” of training and development 

that may be adopted by an organisation. What is significant is the shift from 

unsystematic, ad hoc models to increasingly systematic and strategic models. Prior to 

the 1960s, models were operational in focus, with training only being offered to a small 

minority of skilled workers. From the 1960s onwards, systems thinking emerged, and 

the progression from operational training models to increasingly more strategic ones 

gained speed. However, at this early stage, the primary focus of the models was still on 

individual, systematic approaches, laying emphasis on formal, off-the-job training, in 

an attempt to provide more structure to training activities than earlier models (which 

favoured the “sitting by Nellie” approach) had done. With the development of the more 

recent models, the focus has shifted towards the organisation, recognising the strategic 

importance of the training and development function. These models adopt a more 

holistic approach, incorporating formal and informal training through on-the-job and

1.4 Models Of Training And Development
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off-the-job activities, and also recognising the training needs of both the individual and 

the organisation.

Garavan et al make use of a timeline to illustrate the development of training 

models, showing a progression from ad hoc, operationally-focused models, to more 

planned and strategic models. This timeline is illustrated in Figure 10, and the 

remainder of this section outlines some of the key models from this timeline.

Figure 10: C o n tin u u m  o f T ra in in g  a n d  D evelopm en t M odels

INDIVIDUAL/
OPERATIONAL

ORGANISATION WIDE/ 
STRATEGIC

Unsystematic
Model

Systematic
Training
Model

Traditional
Model

Consultancy
Model

Developmental
Model

Business-
Focused
Model

Learning
Organisation

Model

Problem- Cycle of Systems Ashbridge Marketing Stakeholder
Centred Model Training Model Model Model Model of

Model HRD

Source: A dapted from  Garavan et a l (1995: 302)

Pre-1960s Training models

Before the evolution towards systematic and strategic models that commenced in the 

1960s, two models of training were prevalent. The first was the “Unsystematic 

(Fragmented) Model”, which is common in many small and owner/manager companies. 

Training is seen as a cost to be avoided, and is often only introduced following external 

pressure. The prevalent method of training in organisations adopting this model is the 

“sitting by Nellie” approach, and what training is provided is not the result of 

systematic needs analysis. The “common skills” approach adopted by companies using 

this model assumes that one common training programme will be sufficient for all 

employees falling within a specific category.

The second model of training to be developed before the 1960s was the “Problem- 

Centred (or Planned Maintenance) Model” . This model is highly reactive in nature, 

with training being provided in response to urgent skill requirements. Needs 

identification may occur in one of two ways: either informally, involving the supervisor
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or manager identifying a problem and training solution, and subsequently asking the 

training specialist to organise this training activity; or more formally, as the result of 

training needs analysis carried out by the training specialist. One shortfall of this model 

is that the results of needs identification and prioritising of problems may be inaccurate, 

since neither of these activities is carried out in a systematic way. A further problem is 

that training interventions are designed to bring employees up to a set skill standard, 

and not beyond.

Training Models From the 1960s Onwards

The “Systematic Training Model” was developed with a view to making training 

activities more professional, and in the process adding credibility to the role of training 

specialists and the training function. In organisations adopting this approach, top 

management determine the overall objectives for the organisation, and these are then 

categorised into targets for each functional area. Modem interpretations of this model 

advocate four key stages in providing a training intervention:

1) Analysis and identification of (macro level) organisational training 

requirements

2) Identification of (micro level) job training needs

3) Programme design

4) Programme evaluation and feedback

Organisations adopting this model tend to favour off-the-job training activities, due in 

part to the weaknesses of the unsystematic model, but also in an attempt to ensure that 

learning is formalised, standardised and measurable. However, the emphasis on 

standardised and measurable learning has the consequence of obstructing any learning 

that could occur above and beyond the stated objectives. This approach to learning also 

neglects to take account of differences in learning styles and levels of motivation.

Garavan et al note that many elements of the systematic training approach still 

remain, representing themselves in most organisations that believe their approach to 

training is systematic and planned. However, the model has been developed upon, and 

refined, by several theorists. One example is the Effectiveness Model (underpinned by 

the “Cycle of Training” approach), which was developed in an effort to overcome one 

specific failure of the systematic approach: the risk of the training sub-system
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becoming independent of the organisational context. This model proposes a cycle of 

training, which takes account of organisational context by encouraging managers to 

become involved in the processes of job analysis and needs identification, and also in 

the design and delivery of training interventions. Evaluation is built into each stage of 

the cycle, and managers are also responsible for ensuring the transfer of learning into 

the workplace. The Effectiveness Model is illustrated in Figure 11.

Figure 11: T h e  E ffectiveness M odel

Learning/Training

Define the skills and 
resources necessary

Assess existing skills 
and resources

Source: A dapted from  Garavan et al (1995: 312)

Since these early attempts at creating planned and systematic training interventions, the 

emphasis has shifted increasingly towards strategically focused (rather than 

operationally focused) interventions. The “Developmental Model” moves away from 

the Experienced Worker Standard (EWS) principle (underpinning the systematic 

approach), which assumes that learning should only occur until the trainee has reached 

the common standard. The developmental approach (termed “Continuous 

Development”) advocated by the British Institute of Personnel and Development views 

development as a lifelong process. Training and development activities are designed to 

help the organisation to cope with change, by establishing a close fit between 

managers’ development requirements and organisational objectives. Several 

characteristics underpin the developmental approach:
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• If necessary, individuals should take responsibility for ensuring that their own 

developmental needs are met, although ideally the responsibilities for 

development should be shared between the individual and the organisation.

• The use of personal learning contracts can improve the success of training and 

development activities.

• Although development is seen as primarily taking place on the job, it should 

nonetheless include formal and informal activities.

• Both organisational and individual development requirements must be taken 

into consideration.

Garavan et al note that this model also has its weaknesses. Since developmental 

interventions usually occur in response to a particular problem/opportunity, managers 

may be of the impression that training and development activities are carried out 

without any guiding strategy, taking place as isolated and unrelated events.

The “Business-Focused Model” argues that it is not enough just to invest in 

training and development, if  the organisation wants to ensure that training interventions 

will make a significant contribution towards the achievement of corporate goals. 

Instead, training interventions must be guided by a human resource strategy, which in 

turn fits with corporate strategy. Inherent in this model is the necessity for systems of 

strategic environmental monitoring (in order to identify likely changes in organisational 

needs) and strategic planning (in order to deal with these changing needs). Numerous 

factors must be considered. Business strategy must be considered, in terms of 

alterations in product design, quality procedures, manufacturing processes etc. The 

external labour market must be considered, since the organisation may decide to recruit 

externally, rather than develop internally, if the required skills are readily available. 

The internal labour market is of crucial importance, and the organisation must consider 

the effectiveness of mechanisms in place to ensure the quality of the internal labour 

market. Internal actors and systems should be considered, in relation to the support of 

top management and line management for the training function, the extent to which the 

organisation’s culture supports learning, and whether or not there are mechanisms in 

place to make line management available to participate in the training function, by 

relieving their responsibilities elsewhere. The organisation must consider the 

availability of external support fo r  training, in the form of sources of finance,
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government legislation, customers and suppliers. And finally, any possible constraints 

to training and development must be considered. For example, where the required 

training demands heavy investment of resources, such as time or finance.

The “Learning Organisation Model”, based on the learning organisation approach 

discussed earlier, sits at the far right of the timeline advocated by Garavan et al, since 

this model sees training as being an organisation-wide phenomenon, and one which 

must be closely linked to organisation strategy. However, there has been much 

deliberation over the exact nature of the learning organisation model. Senge (1990) has 

made a valuable contribution to the literature on the learning organisation. He has 

outlined five elements that must be present in a learning organisation. These are:

1) P e r s o n a l  M a s t e r y :  the ability to identify what is important to the individual

2) T e a m  L e a r n i n g :  the ability to critically analyse current assumptions and 

allow new thinking to occur

3) M e n t a l  M o d e l s :  the ability to recognise how internal perceptions of the world 

affect action within the organisation

4 )  S h a r e d  V i s i o n :  the capacity to create commitment within a group

5) S y s t e m s  T h i n k i n g :  the capacity to identify holistic solutions. wSystems 

thinking serves as an integrating force for all the other elements.

However, the learning organisation model has been criticised for its lack of precision. 

Moreover, the model represents an “ideal type” situation, as opposed to one which can 

realistically be achieved by an organisation. O f the range of models, this model is at 

the extreme of those advocating how training and development considerations should 

be approached by an organisation.

1.5 Training A nd D evelopm ent M ethods

Whatever an organisation’s approach to, or model of, employee training and 

development, when an intervention is needed the organisation must make a number of 

crucial decisions relating to the method(s) through which the training or development 

will take place. Ouellette (April 26, 1999) has acknowledged that, for Technology 

sector employees, the regular up-dating of their knowledge and skills is imperative to
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their employability. However, it is not always possible for these employees to take 

time away from work to update their skills on a regular basis. This must be a major 

consideration when a company is choosing the best method(s) by which to deliver the 

required training. Also, the size of a company, and the location and geographical 

dispersion of employees will inevitably be key determining factors in terms of the types 

of methods that will actually be feasible (Tarr, 1998).

Weiss (January 2000) has suggested four issues that a company should consider 

when deciding on which method(s) to use to deliver training. Firstly, the participants 

(or learners) should be identified, so that an analysis of their current skills and work 

experience can be carried out. Garavan et al (1995) suggest that a range of individual 

learner characteristics should be taken into account, including age, educational 

background, motivation, and preferred learning styles. Secondly, if  the trainers have 

already been selected or identified, the capabilities and strengths of these trainers in 

relation to specific methods should be considered. The third consideration relates to the 

level of resources that can be dedicated to the training, particularly time and budget. 

The budget available for the training will have to be considered in conjunction with the 

number of employees who will be trained, as some training methods will obviously be 

associated with a lower per capita cost than others. Time considerations may be 

affected by the urgency of the skill need, the length of time it would take an employee 

to complete a training or development activity/course via a particular method, and the 

amount of time that employees can be released from work for. Finally, the physical 

limitations of the chosen training environment will have an affect on the types of 

methods that can be employed for the training.

Many alternative training methods are available to the organisation, and as 

technologies advance the list grows. Categorisations of methods vary, and some are 

more extensive than others. Also, disagreement exists around the classification of some 

tangible equipment (such as videos or slides); while some authors would class these as 

methods of training, others would class them as training tools/aids, which are used to 

support the method(s) (these will be discussed in section 1.7 of this chapter). The 

following list of training methods has been identified from the literature, and the uses 

and limitations of cach are outlined.
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1 . 5 . 1  C o n v e n t i o n a l  T r a i n i n g  M e t h o d s

The conventional training methods outlined below are those that have been widely used 

for training and development purposes to date, and they generally involve the trainer 

and the trainee meeting face to face. Although conventional training methods and 

computer-based training methods have been separated here for the purposes of 

classification, it is quite possible that some of these methods (for example, open 

learning and formal/professional education) may also incorporate elements of 

computer-bascd training.

O n - t h e - . T o b  T r a i n i n g :  Weiss (January 2000) has claimed that on-the-job training is 

generally the sole form of training that is offered to employees during the initial years 

of a company’s existence, and that in this scenario the training is generally given to 

new recruits by their supervisors. However, this situation can also be found in mature 

companies. On-the-job training is typically associated with the “sitting by Nellie” 

approach, whereby a new employee is “shown the ropes” by a more experienced 

employee. Experiencing the task first hand, and from an experienced employee, can 

result in the trainee learning a significant amount during the training session, and the 

learning transfer is also likely to be high (Read and Kleiner (1996). With this method it 

is possible for the trainee to receive individual attention, which may result in higher 

motivation. Van der Klink and Streumer (2002) note that on-the-job training is a 

practical option for companies that require just-in-time training of employees. Gilmer, 

the president and general manager of a Texas-based telephone company, has found that 

training on-the-job offers a valuable solution to the company’s training needs, as it does 

not require the employees to leave their jobs (Rumsey, May/June 2002). The cost of 

on-the-job training is also relatively low compared to other training methods. 

However, it is important not to underestimate the costs associated with this method, 

particularly in terms of wage or salary costs of the trainer and trainee during the 

training, inefficient use of resources while the trainee is learning, and the possibility 

that the trainee may pick up bad habits from the trainer.

V i d e o t a p e s :  In an analysis of the top ten training methods (in terms of frequency of 

use) that are used in US companies, Read and Kleiner (1996) have reported the 

videotape as the most frequently used method. They outline two main advantages of 

this method, when used in conjunction with a lecture that may account for its
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popularity. Firstly, television tends to be a popular pass-time with most people. This 

means that participants may find the videotape more appealing and effective than 

methods which demand the use of only certain senses. Secondly, audience 

participation and feedback can be encouraged if the videotape is stopped at key points 

during the lecture. However, if the video is presented in such a way that it takes over 

the lesson, learning will be obstructed, since a video is not as effective as a live lecturer 

in attracting audience attention. Ellet (December 1999) has noted that, while ideas can 

be expressed adequately in print, they can be much more effectively demonstrated 

using videotapes, as these have a distinct capability to provoke the emotions of the 

viewer. Ouellette (April 26, 1999) considered the use of the videotape as a method for 

training Technology employees, and concluded that it is a useful means of allowing the 

learner to take the material home and proceed through it at their own pace. The main 

drawback, that he identified, of using a videotape for technology skills training was that 

it required the learner to have access to a video player and a television. This is not a 

significant factor, as both of these pieces of equipment are readily available to most 

people today. Steed (1999) has pointed out that the videotape makes it possible for a 

lecture to be recorded and made available to a large number of geographically dispersed 

learners. A videotape-based course used by the Manufacturers Representatives 

Research Foundation to train its customer sales representatives was found to be a very 

successful method for allowing them to meet their training requirements in-house 

(Manufacturers Agents National Association, August 2001).

The use of Films for the purposes of training and development has advantages 

and disadvantages that are closely associated with the use of videotapes. Read and 

Kleiner (1996) suggest that films are particularly useful for reducing or enlarging, 

slowing down or speeding up, a process or task for closer analysis.

A udiotapes: Steed (1999) has suggested that audiotapes are a much used method for 

the teaching of languages, and can be an effective means of teaching a wide range of 

subjects. However, the main drawback of the audiotape is that it draws solely upon the 

learner’s hearing sense, and may therefore cause the learner to become bored and de

motivated. Ellet (December 1999) argues that the audiotape should not be rejected on 

the basis of it focusing on only one of the learner’s senses. Rather, he argues that over

use of a learner’s senses may cause the learner to be less creative in how they perceive 

and interpret the training content. Ellet proposes that the audiotape is a practical
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training method for people who travel regularly, as it allows them to study the material 

while travelling. Read and Kleiner (1996) are less enthusiastic about the benefits of 

this method, suggesting that it is not an effective training method if used on its own. 

The material presented in an audiotape would be more easily digested as printed copy, 

and the audiotape cannot incorporate pictures or diagrams. According to them, the 

primary identifiable advantage of this method is its low cost of production and delivery.

L e c t u r e s :  The lecture is often used in formal education programmes. It generally 

involves a unidirectional speech from a lecturer who is addressing a large group of 

learners. Two problems arise from this arrangement. Firstly, the learner generally has 

little opportunity to interact with the lecturer, so therefore must keep up with the pace at 

which the lecture is proceeding. And, secondly, learners cannot effectively interact 

with one another during the lecture. Garavan et al suggest that the lecture method is 

unsuited to the teaching of job-related skills, as it involves no element of interaction. 

Read and Kleiner (1996) do, however, believe that it is possible to arrange a lecture 

situation to facilitate periodic group discussions during the lecture, thus reducing the 

unidirectional nature of the method. Luccioni (1998) also suggests a number of ways in 

which the lecturer can create a lecture centred around dialogue rather than monologue: 

the lecturer should, as far as possible, memorise the names of attendees, and ensure that 

people are directly addressed by their names during the lecture; in order to ensure that 

the whole group feels involved, the lecturer should make certain that the types of 

people who are addressed individually represent the diversity of the group; a range of 

thought-provoking questions should be scattered through the lecture for attendees to 

answer, in order to keep them focused on what is being said; and finally, members from 

the group should be asked to volunteer during the lecture, to assist with demonstrations 

or explanations of the concept under discussion.

R o l e  P l a y s :  The role play method requires learners to act out a character or part in a 

given organisational situation. The role play is governed by a set of rules, which the 

participant must follow in interacting with the other role play participants. In doing so, 

they become fully aware of the course of action taken, and develop an understanding of 

the interactions that would take place in such a situation. However, Hale-Feinstein et al 

(2002) note that there is a risk of participants developing a false sense of the interaction 

that would take place in a real situation, as all the participants in the role play may be
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novices in the subject matter. For this reason, they stress the importance of ensuring 

that the participants are provided with some basic knowledge of the subject before the 

activity takes place. Garavan et al highlight the benefit of the leaming-by-doing 

approach associated with role plays. The benefits of the role play method can also be 

used to support other training methods, such as lectures or case studies. However, 

employees may not always be willing to offer full participation to such a method, and 

there is a further risk that the possible learning outcomes may be jeopardised by the 

participants not taking the activity seriously.

C a s e  S t u d i e s :  A case study is a record of an event or series of events drawn from a 

real life situation. This situation may represent an example of an event that was 

handled successfully, in which case the task of the participants is to learn from the 

actions taken; or it may be an example of an event that was handled poorly, in which 

case the participants must determine how it went wrong, and what alternative actions 

may have been taken. Simmons (Taylor and Lippitt, 1975) has analysed the 

effectiveness of the case study method for the development of analytical skills among 

managerial staff. He has noted that a well designed case study should draw upon the 

previous experience of the participants, be credible and challenging. If these conditions 

are satisfied, the learners will benefit from both the content and the method of the case 

study. The content of the case study induces learning because the participants are often 

required to elicit further information from a range of sources, including the experience 

of other participants, or from library material. The method, or process by which the 

case study is carried out, is beneficial in the sense that it encourages participants to 

express their own views on the issue, and to then consider the views of other 

participants. From this experience, the participants may learn to critically assess their 

own views on the basis of information received from others. It also provides an 

opportunity for the participants to develop their interpersonal skills. The main 

drawback associated with the case study method is the risk that participants who are not 

familiar with this method of experiential learning may fail to comprehend the purpose 

and goals of the exercise, and may therefore not perform a full analysis of the issues 

involved.

G a m e s : As a training method, a game is represented as a challenge facing an

organisation, or a functional area of an organisation, and the participants must embark
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upon this challenge, usually in groups. The participants are generally provided with 

demographic, financial or other details about the company, and on the basis of this must 

make a number of decisions (for example, how to locate resources or market a 

product/service) (Hale-Feinstein et al, 2002). Games are often used for the puipose of 

management development (Garavan et al, 1995). Loveluck (Taylor and Lippitt, 1975: 

217) defines a management game as a “dynamic teaching device which uses the 

sequential nature of decisions, within a scenario simulating selected features of a 

managerial environment, as an integral feature of its construction and operation”. He 

highlights the significance of the sense of involvement that participants feel when they 

are deciding upon which actions to take in a game, and waiting for the outcomes. 

Organisation and intelligent cooperation are crucial aspects of a game of any kind; in a 

business game, the importance of organisation and cooperation in relation to business 

decisions is brought to light. According to Loveluck, the necessity in the game for the 

learner to discover for him/herself the link between certain actions and the solution of 

the problem is likely to result in a significant level of learning and retention of that 

learning. He does also outline some weaknesses of this method. Firstly, the nature of 

the game may on the one hand result in participants not taking the learning outcomes 

seriously, or, on the other hand, becoming so enthused by the game that they feel more 

learning has occurred than actually has. There is also a risk that participants may 

become so competitive that bad feelings emerge between each group. Finally, 

Loveluck points out that, in order to be successful, the game constructor must be able to 

limit the choices that players can make to a pre-defined list. This design may be seen 

as being at odds with the need for companies to foster an ethos of innovation and 

original thinking among its staff.

C o n f e r e n c e s  /  D i s c u s s i o n s : Conferences and discussions generally involve a group of 

people meeting to discuss a given topic or set of topics. Although this group may be 

larger or smaller in size, a smaller group will allow for more interaction between 

participants. Indeed, it is the opportunity for increased interaction, and the associated 

sense of involvement and motivation that is likely to arise from this, that distinguishes 

the learning potential of the discussion/conference from that of the lecture. Weiss 

(January 2000) does, however, point out that such methods of training and development 

are inappropriate for some training requirements, most notably for the acquisition of job 

skills. He also highlights the important role of the discussion facilitator in ensuring that

-34-



Chapter 1 Literature Review

attendees participate in the talk, and that there is agreement between the expectations of 

participants and the content of the discussion. By contrast, Kremer and McGuinness 

(1998) advocate an alternative method of conducting discussions, in which the 

facilitator is present at the discussion but remains completely detached from the 

conversations that take place. This approach is based upon a method that is being 

utilised by the Queen’s University, Belfast, and is aimed at improving the ability of 

students (as future labour market entrants) to communicate effectively in teams and to 

exercise independent thought and action.

F o r m a l  /  P r o f e s s i o n a l  E d u c a t i o n : This training or development usually occurs

outside of the place of work, and is often carried out, and accredited, by further or 

higher educational institutions or by professional bodies. Garavan et al (1995) have 

suggested that the costs of these courses may be considerable, when one considers the 

sum of the course fees, travel, subsistence (and perhaps accommodation) expenses, and 

wage or salary costs. Nonetheless, these courses are becoming increasingly flexible in 

order to accommodate the needs of employees with demanding work schedules, and are 

often available on a short full-time, or part-time (evening or weekend), attendance 

basis. As many of these programmes are accredited, they often lead the learner to 

become a member of a professional body, and/or to develop expertise in the subject 

under study. Mercer (April 1999) has claimed that the providers of formal and 

professional education will in coming years experience deterioration in the demand for 

this type of education, in light of the growing need for education and personal 

development through lifelong learning.

O p e n  L e a r n i n g  ( N o n - E l e c t r o n i c ) :  Open learning offers flexibility to the learner in 

terms of what is studied, and how and when it is studied. As one might expect, a great 

deal of this is carried out through distance learning. With distance learning, the learner 

is not required to be in the same location as a tutor or trainer, but can study in any place 

that is suitable for them. Non-electronic open and distance learning courses may utilise 

one or a combination of the media available, including printed textbooks and 

worksheets, audiotapes and videotapes (Steed, 1999). Tarr (1998) has highlighted the 

benefits that flexible learning courses can offer to small companies that would 

otherwise find themselves unable to provide training to their employees. She has 

outlined several key advantages that such companies could elicit from open learning
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solutions. Firstly, this method is likely to prove less costly than other methods where 

the learners and the trainer must be present at the same place and at the same time. 

Learners can proceed through the course at their own pace, and can also refer back to 

the material if they need to refresh on a certain aspect. Moreover, because the 

individual learners are ultimately responsible for ensuring that they discipline 

themselves to complete the course, they are likely to feel a greater sense of ownership 

and involvement with the learning. Mercer (April 1999) has noted the increasing 

contribution that open learning solutions are making to meeting the need for longer- 

term developmental activities that will preclude the rapid obsolescence that is 

associated with skills based training in today’s knowledge-based economy.

1 . 5 . 2  C o m p u t e r - B a s e d  T r a i n i n g  M e t h o d s

“Computer-based training (CBT) is a generic term for training delivered, tested or 

managed by a com puter...” (Tucker, 1997: 4). CBT takes advantage of the media 

possibilities presented by computers, which include text, still pictures/graphics, 

animated graphics, video, audio and data. Early attempts at CBT, during the 1960s and 

1970s, were largely unsuccessful, stemming from the fact that many of these packages 

were developed by computer programmers who had little or no knowledge of 

individual and organisational training needs. In addition, early CBT packages offered 

little opportunity for the user to interact with the courseware, with such interaction 

often being limited to instructing the computer to proceed to the next screen (Steed, 

1999; Whalley, 1998). However, computer capabilities and course design techniques 

have progressed significantly since these early days. Computer-based training 

packages are now being developed with the needs of the organisation and the end user 

in mind, and these packages present vast opportunities for the learner to interact not 

only with the computer, but also with other learners and/or with course tutors or 

trainers. Respondents to an Open University Business School survey (Mercer, April 

1999) conducted in the UK in 1998 believed that by 2020 companies would be relying 

a great deal more on computer-based alternatives for delivering training. In particular, 

it was believed that the percentage of training time dedicated to Internet-based training 

would increase from 4% in 1998 to 14% in 2020, and that the time dedicated to training 

through in-house computers would increase from 6% to 13%. As the cost of computer 

and communications technologies continues to fall, these technologies will increasingly
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prove to be attractive alternatives to traditional forms of education and training delivery 

(Williams, 1998). Also, by exploiting the media capabilities of these technologies, 

organisations and trainers can adopt new and innovative ways of delivering training to 

employees (Long and Smith, 2004). Little (2002) has argued that the companies that 

are able to prosper during times of economic stagnation are those that embrace 

technological developments not only to improve processes and performance, but also to 

manage the knowledge and skills of the organisation.

Using computer and communications technologies to deliver training offers a 

number of distinct advantages over conventional training methods. Tucker (1997) 

summarises these advantages from the viewpoint of the organisation and from that of 

the learner.

Benefits for the Organisation:

• The same information is provided to each learner on each occasion.

• Pre- and post-training tests can help the organisation to track the learning of 

each individual.

• CBT allows the organisation to cater for the requirements of each individual 

learner, as individuals can concentrate on those topics of which they have 

little or no knowledge, while skimming through topics that they are familiar 

with.

• It is believed that individuals who learn through CBT methods exhibit greater 

retention of learning than those who learn through conventional methods.

• CBT offers more flexibility to fit training times around organisational needs, 

and many organisations find that staff are motivated to study outside normal 

working hours.

• Using CBT materials allows employees to refer back to the course content if 

they encounter problems in transferring the learning to the workplace.

• Related to the previous advantage, there is minimal cost associated with 

employees taking a refresher course or revising the content.

• Cost savings can be realised as a result of a number of characteristics of CBT. 

In particular, travel, accommodation and subsistence costs are not an issue 

when the learner does not have to travel to a training course; and employees
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can organise learning times to ensure that they do not clash with busy periods 

at work.

• Training can be carried out when it is needed, thereby increasing motivation 

and transfer of learning to the workplace.

• And finally, computer-based, flexible learning approaches often provide a 

valuable solution to organisations that would otherwise be unable to allow 

employees to leave work for training.

Benefits for the Learner

• The learners can progress through the course at their own pace.

• With computer-based training, employees may be motivated to proceed 

through the course more quickly.

• In conventional training courses learners may be worried about making a 

mistake in public or may be reluctant to ask any questions that they may have. 

With computer-based training, learners have the privacy, and therefore the 

sense of security, to practice and to seek out the answers to any questions that 

they may have.

• Learners can concentrate on only those parts of the course that they need 

training on.

• Many CBT courses allow learners to make mistakes and input wrong answers 

in order to learn by discovery.

• Employees can receive training without the worry of having to leave their 

home and work to receive the training.

• Individuals will be more willing to leam if they can do so at times chosen by 

them.

• Being able to receive training for a new job requirement as and when it is 

needed is a valuable source of comfort and support to the learner.

• Finally, when employees are using the training materials, the knowledge that 

the organisation is investing in their development will make them feel valued, 

and this in itself will be a source of motivation.
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Some computer-based training materials (notably CD-ROMs and computer-based 

simulations) are designed to run on an isolated computer, and no interaction with other 

computers or people is possible. However, it is now very easy for organisations to 

connect numerous computers to a network, linked via a central server. Training 

materials stored on this central server can be accessed through any computer connected 

via an Intranet, an Extranet or the Internet. Both types of computer-based training -  

isolated and network-connected -  will be discussed in the following sections.

Unconnected Computer-Based Training Methods

C o m p u t e r - B a s e d  S i m u l a t i o n s : A computer-based simulation represents the

behaviour of a model which depicts or replicates some element(s) of reality (Hale- 

Feinstein et al, 2002). A simulation that is designed for employee training or 

development may replicate the organisational environment, allowing the user to 

participate in a dynamic cycle of experimentation in which he/she makes decisions in 

relation to several areas of the business (such as marketing, human resource 

management etc.) and waits to learn the performance outcomes of these decisions 

(Gopinath and Sawyer, 1999; Whalley, 1998). The simulation, as a method for the 

delivery of training, is often described as being on a continuum with the game, each at 

opposing ends. Unlike games, which may bear only a very indirect relation to reality, 

simulations are intended to directly represent the relevant element(s) of reality. Due to 

the high cost associated with the development of a simulation, the use of this method is 

often confined to situations in which mistakes made by the learner would prove very 

costly or dangerous; an obvious example is that of flight simulators. However, 

organisations may also make use of this method to provide learners with a safe 

environment in which they can get a feel of the real decisions and actions involved in a 

given situation. For example, a computer-based restaurant management simulation 

exercise known as “Cornell Restaurant Administration Simulation Exercise” (CRASE), 

which was developed in Ithaca, New York, has been made available to over one 

hundred hospitality management schools worldwide. The simulation is used by 

industry and by educational institutions to develop the accountancy skills of current or 

future managers in the hospitality industry. The exercise involves the use of a 

simulated marketplace in which teams of managers or students must compete in the
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management of their restaurants. Decisions and actions are based around a range of 

business statistics that are generated by the simulation, including profit-and-loss 

accounts, balance sheets and other data relevant to the accountancy element of 

management. This simulation exercise has been adopted as part of the hospitality and 

tourism management courses offered at the University of Ulster, Northern Ireland. The 

experience with the use of the simulation exercise here has been positive, as the 

competitive nature of the exercise has been found to trigger motivation and enthusiasm 

amongst participants. (Fawcett, 1996).

Gopinath and Sawyer (1999) note that business simulations are widely used for 

management development initiatives that seek to develop skills and competencies 

related to business strategy decision-making. Evaluating the effectiveness of learning 

that occurred through a simulation of companies operating in the athletic footwear 

industry, they conclude that computer-based simulations are effective in reinforcing the 

learning objectives of a development exercise. The experiential nature of computer- 

based simulations allows the participant not only to understand the underlying 

knowledge, but also to learn how to apply that knowledge in a practical setting. 

Gopinath and Sawyer also argue that the group decision-making process involved in a 

computer-based simulation is instrumental in allowing learning to occur.

C D - R O M s :  With the emergence of the computer as a means of delivering training 

content, the CD-ROM (Compact Disc - Read Only Memory) represented one of the 

most popular forms of CBT. An important advantage of this method is that it offers the 

possibility of significantly reducing the per capita cost of training and development, 

when compared to conventional methods such as formal/professional education. 

Ouellette (April 26, 1999) contends that CD-ROMs provide a valuable solution to 

technology companies in terms of being able to train employees without having to 

schedule training sessions at times that may not be appropriate for all participants. 

Using this method of training also allows these companies to provide, at a low expense, 

refresher or revision training to employees on elements that they may need to touch up 

on. A CD-ROM is capable of storing text, audio, high-resolution graphics and full 

motion video data, and can retrieve this information at an impressive speed (Williams,

1998). However, this method is not without its disadvantages. Some of these 

disadvantages stem from the elements of CD-ROMs that are the source of its main 

advantages as a training method. For example, while it is considered to be beneficial
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that employees can study at their chosen time (and often place), and without the 

presence of a tutor, these characteristics also mean that it is much more difficult to track 

the progress that employees are making through the course, and indeed whether they 

are accessing the material at all. A further disadvantage stems from the permanent 

nature of material contained within a CD-ROM; courses can very quickly become 

obsolete, as amendments or additions cannot be made to the material. Also, when a 

CD-ROM is used as the sole method for delivering training, learners may feel isolated 

and unmotivated due to the absence of a tutor or peers with which to discuss any issues 

that they may have. Computer and communications technologies have progressed 

significantly since CD-ROMs were first used to deliver training and development 

material, and network-connected CBT methods can go some way towards tackling the 

disadvantages associated with isolated CBT methods. (Little, 2002; Ouellette, April 26, 

1999).

Network-Connected Computer-Based Training

Network-connected CBT materials can be transmitted through an Intranet, an Extranet, 

or the Internet. These networks make use of Web technologies and hypertext linking to 

deliver content from a server computer to client computers (CSBS, 2000; Edenius and 

Borgerson, 2003; Little, 2002; Long and Smith, 2004; Taylor, 2002). Learners can 

either download the training material from the server and work through it offline, or 

they can access the material interactively whilst online.

If the material is transmitted through an Intranet it can be accessed from any 

client computer connected to the network without actually connecting to the Internet. 

An Intranet is an organisation’s closed, internal and private network, granting access to 

permitted users only. An Intranet can store a vast quantity and diversity of information, 

and is capable of making this information available to a large group of people (using 

client computers connected to the network) in a short space of time (Edenius and 

Borgerson, 2003; CSBS, 2000). A major benefit of this type of network is that 

connection speed is not a problem, particularly when downloading content that is rich 

in graphics, video or audio data. However, setting up an Intranet network can involve 

considerable initial expense for the organisation.
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An Extranet allows an Intranet to be accessed from outside of this closed network 

by linking it to the Internet. The security of the Extranet is protected by a firewall, and 

users accessing the Extranet can be screened for access rights (by means of username 

and password facilities) before allowing them to connect to the network. If an 

organisational Intranet has already been established, a great deal of the software, 

hardware and network infrastructure required to extend to an Extranet will already be in 

place, and this will minimise the associated cost. Extranets enable immediate and 

convenient access to information twenty-four hours a day, seven days a week, and they 

also permit just-in-time training for employees who can access the training content 

when and where they need it. (Edenius and Borgerson, 2003; CSBS, 2000).

If training materials are delivered over the Internet they can be made accessible 

to anyone, anywhere at anytime, thus overcoming the time and space barriers often 

experienced by organisations when planning training and development activities. The 

training materials, which are stored in one central location, can be made instantly 

available to all users (Little, 2002). Due to the popularity of the Internet, Internet-based 

training applications are less complicated to develop (in terms of the required 

infrastructure) than Intranet/Extranet applications (Long and Smith, 2004). By utilising 

the capabilities of the Internet and World Wide Web, course administrators can offer 

learners the opportunity to interact with a tutor and/or with fellow learners via email, 

chat rooms or virtual meeting facilities. The Internet, as a method of delivering 

training, goes some way towards overcoming the main weaknesses of isolated CBT 

methods (Ouellette, April 26, 1999). For example, the Internet makes it possible to 

track who is accessing the courses, how often they are accessing them, and what 

particular sections they have covered. By testing learners before they undertake the 

course, and testing their knowledge after the completion of each module or section, the 

organisation can create a user profile for each employee that will show exactly what the 

employee has learned, and which areas he/she may need to refresh on. A variety of 

individual learning styles and needs can be catered for in the design of Internet-based 

training courses, and the learners can be offered a great deal of flexibility in terms of 

how they proceed through the course (Long and Smith, 2004). Also, when training 

material is delivered over the Internet it becomes very simple to amend and update the 

content and to make this new material instantly available. In this way, the organisation 

can be sure that all employees are accessing the same, up-to-date material. (Steed,

1999).
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However, as the speed and reliability of Internet connections can vary 

considerably (depending in part on the type of connection and the geographic location 

of the user), slow and/or unreliable connections may cause problems, particularly when 

the course content contains graphic, audio or video data. Also, the cost of designing 

and developing an Internet-based training application (particularly the initial 

development cost) can prove to be considerable, and for this reason the method may be 

a feasible option only for larger companies that have a greater number of employees to 

train (Steed, 1999). Beyond the cost consideration, a major factor that continues to 

prohibit the widespread use and acceptance of the Internet as a means of delivering 

training materials is that organisations do not yet know how to effectively utilise the 

capabilities of the Internet to facilitate learning (Long and Smith, 2004). However, the 

Internet is still a relatively young and under-developed method for training delivery, 

and knowledge, awareness and acceptance of the method should grow with experience 

of using it.

Taylor (2002) provides an overview of the unique characteristics that the Internet offers 

as a means of delivering training and development interventions (Taylor refers to this as 

“online learning”). In analysing these characteristics, he outlines the advantages and 

disadvantages associated with each. Although Taylor provides this analysis with a 

view to aiding faculties in adopting the Internet as a course delivery method, most of 

the analysis is also relevant to the organisational context. The main characteristics (and 

the associated advantages and disadvantages) that are relevant to the organisational 

context are outlined in the remainder of this section.

Online learning can be incorporated effectively as an element o f  a broader 

course, or as a stand-alone course: On the positive side, online learning courses or 

course elements can be extremely beneficial for academic courses or for courses 

requiring cognitive learning, where the participants can use the online material to learn 

and analyse concepts and to develop problem solutions. On the negative side, this 

method is less effective for courses that are designed to induce behavioural or attitude 

changes, or to develop physical job skills. However, it may be possible to distribute 

additional materials for these courses (for example, instructional information or 

learning support) online.

Online learning can be delivered asynchronously: If an online course is

delivered asynchronously, individuals can access the material at a time that suits them.
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Interaction with tutors or peers can take place via email or through a discussion forum. 

The main advantage of this approach is that participants are not tied to specific times 

for undertaking the course. This is particularly beneficial where participants are 

geographically dispersed and living in different time zones. However, asynchronous 

courses may lack the dynamic of group discussions, as communication carried out 

through emails or discussion forums may be characterised by significant time delays.

Online learning can be delivered synchronously: Synchronous online learning 

requires that all the students and the tutor log on to the Internet at a specified time. By 

doing so, the group can communicate with each other instantaneously by posting and 

replying to messages. Synchronous online learning allows the dynamic of real-time 

discussions, which is lacking in asynchronous online learning, to develop. It also 

provides an opportunity for learners who may be shy of contributing in face-to-face 

discussions to make a real contribution. However, synchronous learning sessions may 

be difficult to arrange and conduct, and individuals entering the discussion late may 

upset the course of the session. It may also be difficult to identify meeting times that 

are suitable for all participants.

For the course designers and trainers, implementing an online learning 

application will help to broaden their knowledge and skills: In the long-run, exploiting 

the capabilities of new technologies will not only make the jobs of course designers and 

trainers easier, but will also serve to improve and modernise the knowledge and skills 

of these people. However, a learning curve is inevitably involved, and those concerned 

must become proficient in the design and conduct of an online learning application 

before any attempt is made to implement one.

Multimedia can be easily incorporated to enhance material presented online: 

The use of graphics, audio, video or animation can be greatly beneficial in conveying a 

message to learners, and can also take away from the dullness of plain text material. 

However, the ease with which such media can be incorporated in online material results 

in a risk that course designers may go overboard in the use of these. Further, these 

media will reduce the speed with which course materials download, particularly if the 

user has a slow Internet connection, and can also require a considerable amount of 

storage space once downloaded.

Hyperlinks can be used to arrange information neatly: By inserting hyperlinks 

throughout the text that link to further information, the main text can be kept less 

cluttered and the hyperlinked material can be accessed at the exact point that it is
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needed. However, there is a risk that some users may miss the links or choose not to 

access them. Also, if any of the links are not working correctly, learners may not be 

receiving all of the necessary information.

Online learning applications are capable o f  tracking how each student is 

progressing through the course: If a profile is set up for each user, it is possible not 

only to track which parts of the course the user is accessing and how often, but also to 

assess the learning outcomes for the user at each stage of the course. A major 

drawback of attempting to track user “attendance” online is that a user may be logged 

onto the course while simultaneously browsing other web pages or listening to music. 

The Internet has such immense potential of becoming a distraction to learners that it 

requires a great deal of discipline to resist the temptation to carry out other activities 

whilst online.

Updating course materials can be relatively easy in online learning applications: 

If additional material is required or some of the existing material needs to be amended, 

this can be done very easily by updating the content on the server, making the new 

content instantly available. However, if audio or video materials need updated the task 

may not be quite so straightforward, and indeed may prove costly and time-consuming.

G e n e r ic  o r  B e spo ke  C o m p u te r-B a s e d  T r a in in g :

The potentially high cost associated with the development of computer-based training 

materials means that an organisation may face a tough choice in deciding between 

generic materials that may not exactly meet the organisation’s training needs, and 

bespoke materials that are developed to precisely meet their needs but may require a lot 

of time and money to develop. Tucker (1997) suggests that generic CBT materials will 

be sufficient if a small number of people need trained and/or if the course meets the 

majority of the organisation’s needs. A number of minor alterations can be made to 

generic materials to make employees feel that they are relevant to the organisation. For 

example, an in-house leaflet or customised workbook can be included with the course, 

or any sections of the course that are not relevant can be removed before making the 

course accessible to employees. If an organisation chooses to develop bespoke CBT 

materials, a substantial time commitment will be required from subject area experts 

within the organisation, regardless of whether the materials are developed by an in- 

house team or by external consultants.
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1.6 Training A nd D evelopm ent Techniques

Training and development “techniques” can be seen as strategies (or approaches) for 

promoting learning, at the individual, group and organisational level. Sadler-Smith et 

al (2000) have identified a number of training and development techniques, which 

organisations may use to facilitate learning. Methods of delivering training and 

development, as outlined in the previous section, are considered as the supporting 

media, and they integrate with the training and development techniques to promote 

learning within the organisation. The following techniques may be adopted by an 

organisation to promote and facilitate learning (Sadler-Smith et al, 2000):

N e t w o r k i n g  a n d  B e n c h m a r k i n g ;  Underdown and Talluri (2002) discuss the critical

role of networking and benchmarking in organisational learning that is aimed at helping 

an organisation to become more “agile” . The Small Business Development Centre for 

Enterprise Excellence (SBDCEE) at the University of Texas at Arlington identified a 

specific “cycle of success” that was found to be effective in helping organisations to 

realise this learning throughout the organisation. The two primary elements of this 

cycle of success are networking and benchmarking. Networking is defined as “ ...a  

process of sharing ideas and information with others for the purpose of learning and 

improvement” (Underdown and Talluri, 2002: 280). Networking provides a small 

business with the opportunity to benefit from the opinions, advice and experience of 

other companies that can empathise with their situation. In order for relationships to 

form quickly and effectively, networking meetings should take place frequently. From 

the cycle of success perspective, ideas generated during networking lead to the next 

phase of the cycle -  benchmarking -  in which an organisation’s members seek evidence 

of the success of these ideas from other organisations that have successfully 

implemented them. By benchmarking against other successful organisations, a 

business can learn the precise details and necessary steps involved in replicating these 

successes. The final two elements of the cycle of success, which the SBDCEE have 

identified as contributing to the reinforcement of learning that occurs through 

networking and benchmarking, are the availability of mentoring and advice from the 

benchmarked company, and continuous improvement of the organisation on the basis 

of learning that has occurred through the cycle. As the term “cycle of success”
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suggests, these learning techniques should be carried out on a continuous, cyclical 

basis. (Underdown and Talluri, 2002).

Violino (April 12, 1999) has outlined the many learning opportunities that 

technology-sector workers can gain from networking and benchmarking with peers 

from other companies within this sector. These opportunities include building 

networks of contacts and sources of advice, learning best practice solutions and 

innovative ideas, and the ability to share concepts without revealing important and 

confidential content. According to Violino, networking and benchmarking activities 

can take place formally, or on a more casual and informal basis.

O n l i n e  K n o w l e d g e  E x c h a n g e :  Gibbons-Paul (December 1, 2003) contends that the 

sharing of knowledge among peers within an organisation is essential if  an organisation 

is to ensure that valuable tacit knowledge docs not become lost if employees leave the 

organisation or forget elements of the knowledge. Online knowledge exchange is a 

technique that allows an organisation to share knowledge with its employees, or allows 

employees to share information with each other, using Web and Internet technologies. 

In 2000, Giant Eagle -  a grocery retailer and distributor -  implemented a knowledge 

exchange system called KnowAsis, which allowed employees to share ideas with each 

other by posting and replying to messages. Initially the success of this system was 

inhibited by the competitive spirit that had developed between each of the branches 

within the company’s chain; this seemed to be incompatible with the notion of 

disseminating valuable knowledge. However, once a display presentation idea posted 

by an enthusiastic deli manager showed positive sales results for other branches that 

acted upon it, employee perceptions of the system changed. The bottom-line benefits 

of the system had been witnessed, and the competitive spirit inherent in the chain 

manifested itself in an enthusiasm to develop and share the best ideas through the 

system. Gibbons-Paul consequently advises that any knowledge sharing initiative of 

this kind must take account of (and plan for) the likely reluctance of employees to offer 

full participation and commitment unless the bottom-line benefits can be immediately 

witnessed.

Lustig (April 2003) has argued that online knowledge exchange should 

incorporate facilities that encourage collaboration amongst employees, such as 

electronic whiteboards and chat resources. These facilities should effectively represent 

a virtual classroom.
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C r i t i c a l  I n c i d e n t  R e v i e w : Critical incidents (or events) that occur throughout the 

development of a business present a challenge to those who are responsible for coping 

with them. The handling of these “discontinuities” potentially results in learning (and 

consequently, new behaviour) for the individual and for the organisation. Cope and 

Watts (2000) have investigated the use of critical incident reviews as an entrepreneurial 

learning technique, allowing individuals to analyse past events in order to gain an 

understanding of current and future events. Six entrepreneurs were involved in the 

research, which involved each individual in a discussion relating to the “best” and the 

“worst” times in their business history, how these events were handled, and the learning 

outcomes in terms of what they now do differently as a result of these events. Although 

most of the incidents identified were perceived as being “negative”, positive critical 

incidents also proved to be important. Moreover, the long-term developmental and 

learning outcomes of even the negative incidents were often considered to be positive. 

The process of reflecting on an incident in retrospect was found to offer significant 

learning potential for individuals, who may have been unable to fully comprehend the 

course of events at the time of occurrence. Even in retrospect, it is often difficult to 

identify the causal factors involved in critical incidents, due in part to the likelihood 

that these events were accompanied by emotional anxiety. However, the learning 

outcome of a critical incident is increased if the individual is able to admit his/her part 

(if any) in triggering the event. Cope and Watts conclude that the availability of a 

mentor to guide individuals through critical incident reviews can be instrumental in two 

ways. Firstly, when going through a current critical incident, the mentor’s role is to 

encourage the individual to step back from the incident and to analyse the causes and 

possible solutions in a comprehensive and objective way. Secondly, the mentor should 

encourage the individual to reflect back on past incidents, in order to identify a more 

long-term path of causality, actions taken and resulting consequences. Critical incident 

reviews, as a training and development technique, can therefore provide the individual 

with an understanding that is based on both action and reflection.

Action L earn ing: Action learning is a technique that was developed in the late 1940s 

by Revans. Revans (Taylor and Lippitt, 1975) argued that, for truly effective learning 

to occur, five distinct conditions must be met. Firstly, all individuals involved in the 

learning endeavour must want (and be motivated) to succeed. In this regard, Revans 

has criticised higher education for divesting students of any ability to decide whether
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they actually want to learn. The challenge for training and development specialists is to 

design an action learning programme that enlists learners who have volunteered to be 

there, and who are willing to expend effort in order to achieve the desired learning 

outcomes. Secondly, learning must be based on real-life, complex problems to which 

the learners can relate, and for which no easily identifiable solutions exists. Again, 

higher education is criticised for forcing students to focus on problems that have been 

set by strangers, rather than providing real-life problems relevant to the learners. An 

action learning programme must allow learners to focus on problems that are important 

to them. Thirdly, solutions to a problem can be more quickly and effectively developed 

if learning occurs in teams. Unlike traditional education courses (which place a great 

deal of emphasis on individual learning), action learning must take place in a group, or 

“set”. This set should consist of between four and six learners, and a facilitator. Each 

learner is allowed an equal amount of time to present his/her problem to the rest of the 

group; the group will assist individuals in developing an understanding of their 

problems by asking questions. For each individual, these questions will help to bring to 

light the nature and appropriateness of his/her assumptions about the problem at hand 

(Johnson, 1998). Fourthly, in order for the individual (and the supportive set members) 

to be able to learn whether the proposed solutions are effective in resolving the 

problem, there must be an opportunity to implement the solutions in practice (i.e. to 

take action). This is one of the main elements of action learning that is critically 

lacking in higher education. And finally, the action learning process must conclude 

with the individual examining (with the support of the other set members) the 

successful elements of the action decided upon, and how this action compares to his/her 

past experience and personal values and assumptions. This stage of the process (which 

has also been neglected in higher education) allows the set members to ask questions 

which will help the individual to challenge the assumptions underlying past actions and 

values.

Johnson (1998), in his analysis of action learning as an employee development 

technique, concludes that a core advantage of this technique is its ability to bring 

learning back into the context of the organisation, rather than viewing the two as 

distinct entities (as is often done in training and development activities). Action 

learning also provides an invaluable opportunity for an individual to dedicate a set 

amount of time to analysing an important organisational problem, where the demands 

of work may not otherwise have permitted such dedication. This opportunity may
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prove particularly beneficial in a situation where an individual’s self-confidence is 

being undermined by an unsolved problem.

E x p e r i m e n t a t i o n : Experimentation as a training and development technique has its 

roots in Kolb’s (1984) experiential learning cycle. Hurley (2002) contends that 

organisations must give greater recognition to the role of the individual in instigating 

learning and change. In order to promote active learning, the organisation must 

motivate individuals to take control of their own learning. This requires an appropriate 

balance to be achieved between creativity and control. Hurley maintains that learners 

must be provided with the opportunity to actively experiment, to tackle challenges and 

to learn from this action. In this way, the individual can experiment through action, 

correct mistakes, and learn from failures. Learning, from this perspective, is highly 

proactive.

Englehardt and Simmons (2002) argue that successful learning occurs when the 

learning incorporates an opportunity to learn by doing, and when others in the learning 

environment are supportive of this experimentation. Experimentation, they argue, is a 

fundamental element not only of individual development, but also of organisational 

adaptation. Learning through experimentation is essential if individuals are to grasp 

both the tacit and explicit knowledge that underlies the activity. Also, when a learner is 

given the opportunity to actively experiment, any learning that occurs may not merely 

be an end in itself, but may also trigger a desire for further experimentation and 

learning. It is in this way that individuals can achieve incrementally higher levels of 

performance. Englehardt and Simmons further assert that a tolerance of failure and 

mistakes is essential if experimentation is to succeed. Even with such tolerance, 

however, individuals may feel afraid or embarrassed about making mistakes that others 

can witness. For this reason, Englehardt and Simmons suggest that the ideal setting for 

experimentation would be in a separate organisational space dedicated to 

experimentation, in which individuals and teams of learners could feel free to act upon 

their ideas and plans.

C o a c h i n g  a n d  M e n t o r i n g :  Although coaching and mentoring are two distinct

development techniques, the foundation of both is an experienced adviser who is 

whole-heartedly committed to providing guidance and support to another member of 

staff. This member of staff will gain from the experience the sense of worth and level
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of support necessary to take charge of his/her own development (Wright, 1998). 

Coaching is generally concerned with improving an individual’s performance on a 

specific task or role, and involves setting goals, establishing techniques, encouraging 

practice, and providing feedback. A mentoring programme may be a more general 

developmental effort, in which the mentor develops a relationship with another 

employee (who is usually lower in the organisational hierarchy) and supports the 

developmental needs of that employee. (Veale, 1996; Wright, 1998).

Coca-Cola Foods in the USA have implemented coaching and mentoring 

programmes to support their wider human resource development efforts (Veale, 1996). 

The coaching programme has been designed with the intention of improving the 

individual’s performance, by discussing performance in relation to business goals, 

creating better working relationships, improving commitment to the organisation, and 

facilitating continuous learning. Five different (but often overlapping) types of 

coaching can take place within the coaching programme, allowing coaches the 

flexibility to adapt the programme to the needs of the individual: modelling involves the 

coach demonstrating or performing a task for the coachee to witness; instructing 

involves the coach telling the employee how to perform a task; enhancing performance 

requires the coach to develop a plan through which the employee can improve his/her 

performance; problem solving requires the coachee to be provided with a format or 

method for reaching a solution to a given problem; and inspiration and support requires 

the coach to inspire and enthuse the employee to achieve the relevant goals. The 

mentoring programme at Coca-Cola Foods involves the development of formal 

relationships between two members of staff of different status and from different 

departments within the organisation. From their experience within the organisation, the 

mentors are able to offer guidance in relation to the mission, culture and procedures of 

the organisation, and can thus help individual employees to understand their current and 

potential future roles within the organisation.

In 1993 Aer Rianta implemented a mentoring programme with the intention of 

addressing the relatively low incidence of female managerial workers within the 

organisation. The programme involved 18 female managers who were each mentored 

by a male senior manager, with the objective of increasing the development potentials 

of the female managers. The outcomes of this programme were positive, in most cases 

improving the self-confidence, organisational awareness, and indeed the promotional 

prospects of the female managers. (Roche et al, 1998).
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T e a m  D e v e l o p m e n t : Barker and Neailey (1999) have contended that, while the

individual is the basis for learning in an organisation, individual learning in itself is not 

enough; learning must occur at the individual, team and organisational level. Focusing 

on the learning potential resulting from team development, they argue that team 

development occurs in most organisations, possibly in the form of project teams 

dedicated to a specific task, or because of natural boundaries created through functional 

divisions within an organisation. Although learning does occur within these teams, 

organisations often fail to implement a set of procedures for identifying and assessing 

the learning that occurs. Any team that is developed within the organisation must be 

encouraged to learn from mistakes made, to adjust behaviours on the basis of this 

learning, and to communicate this learning to other teams within the organisation.

Barker and Neailey suggest three common mistakes that limit the learning that 

occurs from team development. These mistakes relate to the process by which learning 

is reviewed following a team project or task. Firstly, they note that team development 

often takes place without the team members having actually been made aware of the 

significance of the learning that occurs within this team for the development of the 

organisation as a whole. Secondly, it is often the case that no structured procedure is 

identified for the capture of learning that occurs within teams; attempts to capture this 

learning may be ad hoc and unstructured. Thirdly, learning reviews are often limited to 

team members who hold prominent positions within the organisation, thus neglecting 

the learning and contributions of the other team members. In order to avoid these 

weaknesses, they suggest a number of conditions for successful learning resulting from 

team development. Firstly, innovation should be introduced as the motivation and 

driving force for learning. If opportunities are provided to translate innovation into 

tangible outcomes, this will also provide a mechanism for capturing the learning that 

has occurred. Secondly, a structured approach should be implemented to capture the 

learning of the individuals and of the team, and to communicate this learning to other 

teams within the organisation. Barker and Neailey suggest that the use of individual 

and team learning logs represents the best way of doing this. Finally, this learning 

review procedure should be applied to all members of the team, to ensure that the 

learning of each member is identified and analysed. What is more, the use of individual 

learning reviews before team learning reviews are carried out will preclude the risk of 

junior team members not making a full contribution because they feel intimidated by 

more senior team members. The recommendations for team development and learning
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that are made by Barker and Neailey are based on an approach used by a major 

automotive manufacturer based in the UK, and were found to be highly successful here.

1.7 Training A nd D evelopm ent Tools/Aids

Training and development tools/aids are the devices and equipment used to support the 

delivery of any training activity. Many of these are visual aids or exhibits, which may 

be used to strengthen the portrayal of a specific message to the learners. A number of 

authors have dedicated their efforts to analysing the merits of specific tools/aids. 

Forsyth (1994), however, provides a more comprehensive analysis of the range of 

supportive tools/aids available to trainers. The following analysis details those 

prevalent within the available literature, much of which are covered by Forsyth’s 

analysis.

O v e r h e a d  P r o j e c t o r s :  Foxon (November, 1992) has claimed that the use of an

overhead projector can help to stimulate learning and effectively reinforce the 

underlying message, but only if the transparencies are well designed and relevant to the 

content. While Sherman (June, 2003) posits that words, diagrams, charts or graphs can 

effectively be presented on an overhead projector, Foxon has insisted that the use of 

transparencies to convey verbal, as opposed to visual, messages is a grave error. As 

indicated by Foxon, overhead transparencies retain a number of benefits, including low 

cost of production and delivery, ease of production and delivery, and the ability to 

convey graphical information that would be difficult to convey in any other form. 

Forsyth (1994) also notes the widespread availability of materials and equipment as a 

major benefit of overhead projectors. Despite these clear advantages, Foxon has noted 

that the widespread use of overhead projectors has given rise to a number of common 

mistakes in relation to the use of overhead transparencies. These mistakes relate to 

design (for example, over-use of words may mean that learners rush to copy down the 

content of one transparency before it is replaced by the next one); delivery 

(transparencies may be out-of-focus, for example, or the presenter’s hand may be 

casting a shadow on the screen); and positioning (for example, if a clear and 

unobstructed view is not available to learners at all positions in the room).
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T a b l e - T o p  P r e s e n t e r s :  Forsyth (1994) has argued that table-top presenters provide a 

clear, portable alternative to the use of full-sized flip charts, which may be difficult and 

awkward to transport. However, the relatively modest size of this visual aid means that 

its use should be limited to training sessions that involve small groups.

F l i p  C h a r t s :  Dehaas (September, 1 9 9 9 )  maintains that, although the flip chart is a 

simple and basic tool/aid, it can nonetheless be very effective in stimulating learning as 

it has the potential to involve participants in the learning process, thus making learning 

enjoyable. Using the flip chart to highlight key sections of the presentation, and to note 

the key points in each section, will help to provide structure to the activity. The end 

result will be a sheet or group of sheets that represent the key points discussed, and 

which the participants should have helped to create. According to Dehaas, for those 

participants who prefer to take notes during a training session using the flip chart will 

provide structure to the notes that they take; for those who prefer not to take notes, the 

flip chart notes will still aid understanding and retention of key points. Sherman (June, 

2003) cautions that a key risk associated with flip charts is that the presenter may turn 

his/her back on the participants to write on the flip chart. In order to avoid this, 

Sherman advises that the participants should be invited to write on the chart, or the 

sheets should be prepared in advance of the presentation.

W h i t e / B l a c k  B o a r d s :  A variety of chalkboards and marker-boards (which are made of 

different materials and require different writing implements) are available to trainers 

(Smith, May 1979). Whiteboards, blackboards and other marker-boards offer great 

versatility and allow the trainer to write down, and rub off, supporting material as 

required. The low cost and widespread availability of whiteboards and blackboards are 

obvious advantages. However, Forsyth (1994) cautions against over-use of these 

boards, advising that use should be limited to listing of key points to aid group 

discussions.

L C D  /  C o m p u t e r  D i s p l a y s :  Johnson (December, 1994) has made reference to the 

evolution that has taken place in presentation technology, notably in relation to 

projection capabilities. Whilst in the late 1980s and early 1990s, improvements in 

projection capabilities were concerned with improving the brightness of overhead
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projectors and creating more visually effective transparencies, it is now possible to 

project a computer screen containing full colour (and even animated) content.

Pearson (November, 1995) has highlighted the utility of presentational software 

(such as Microsoft PowerPoint) for the creation of computer presentations that have a 

professional appearance. In line with Pearson, such presentational software offers a 

number of feature-related benefits: content can be created and organised easily via the 

available wizards; existing computer-based content can be easily integrated into a 

presentation, and will automatically assume the appearance of the rest of the 

presentation; a variety of visual enhancements -  including animations, diagrams and 

flowcharts -  can easily be incorporated into the presentation; and the presentation can 

be transferred into printed form in a variety of formats (allowing for the creation of 

handouts and audience notes), which can be distributed to the audience to increase 

participation and understanding.

Electronic whiteboards, which link a computer, an L C D  panel and a projector 

together to create an electronic form of the traditional whiteboard, can facilitate the 

delivery of training and development activities by allowing the trainer to present 

content that has already been created, along with notes that are produced throughout the 

session (Numonics Corp., February 1997).

P h o t o g r a p h s :  Magellan-Horth and Palus (October, 2003) underline the ability of

photographic and other images to draw out exactly how an individual perceives or feels 

about an issue. Fortune 500 firms and educational institutions in the US have used a 

tool known as Visual Explorer (which was created by the Center for Creative 

Leadership) that offers a range of photographs and drawings for detailed discussion. 

The tool incorporates more than 200 images; these have been deliberately chosen to 

include a range of black-and-white and colour photographs and paintings, both modem 

and dated, in order to appeal to the widest possible audience. Magellan-Horth and 

Palus believe that photographs provide learners with the opportunity to view and 

discuss all possible dimensions of the issue in question.

P o s t e r s  /  A d v e r t i s i n g  C o p y : Posters and advertising copy can be used as visual aids 

or exhibits to convey a particular message to learners. However, Churchill (1995) 

discusses a slightly different use of such tools/aids to facilitate learning. Her analysis 

focuses upon an educational endeavour set up by Bexley Education Business
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Partnership in South London, and supported by a number of local employers and by the 

South London Training and Enterprise Council. The one-day event involved 120 local 

young people in the design of an advertising campaign (involving newspaper 

advertisements and promotional leaflets) for a hypothetical business event. The project 

was intended to help the young people to understand the key business decisions 

involved in creating effective promotional material, and in budgeting and allocating 

resources to the production of this material.

I n f o r m a t i o n  A b o u t  C o m p e t i t o r s :  Fahey (2003) has remarked that some leading

companies are adopting competitor scenario analysis as a tool to aid the learning of 

managers. Competitor information is analysed and discussed in an attempt to predict 

the potential moves of current competitors, and the possible emergence of new rivals; 

responses to changing market and environmental conditions can be proactively planned 

on the basis of this learning. Fahey highlights two types of competitor scenario 

analysis. Unconstrained “what-if ’ scenarios involve creative thinking about possible 

new moves of current competitors, and new competitors that could emerge. These 

scenarios are typically radically different from anything that competitors have done in 

the past. Constrained “w hat-if’ scenarios, by contrast, relate to the possible moves of 

competitors to market and environmental conditions that could be considered to be 

relatively likely to occur.

W o r k i n g  P a p e r s :  Working papers can include exercises or handouts related to the 

content of the training session (Forsyth, 1994). These can be used to summarise the 

course content or to allow the learners to participate in the discussion or activities. 

Sherman (June, 2003) suggests that working papers and handouts are a very simple and 

effective way of structuring and summarising a presentation. Although each trainer 

may have a personal preference regarding when to distribute the papers (at the 

beginning, during the presentation, or after the presentation), Sherman notes that some 

trainers may be concerned about losing audience attention if the papers are received at 

the beginning of the presentation. In order to avoid this, he suggests that the papers 

could incorporate sections that the participants must fill in, or distinct colours could be 

used for different papers to ensure that participants are always following the right one.
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The above analysis covers the tool/aids that are commonly used to support the delivery 

of training and development activities, and which are discussed in the available 

literature. However, Forsyth (1994) also points out that many trainers choose to “liven 

up” their training activities by using highly innovative props, exhibits or 

demonstrations. To exemplify this, he tells of a trainer who used an onion to represent 

market segments, and one brown and one white egg to demonstrate alternative pricing 

strategies for similar products. Although Sherman (June, 2003) advises that such 

personalisation of the training activity can be risky, he nonetheless acknowledges the 

merit of such approaches in ensuring that learners do not become bored and 

disinterested in the activity.

1.8 Training A nd D evelopm ent In The Technology Sector

O ’Regan et al (2001) have acknowledged the role of the Technology sector as one of 

the key drivers of Ireland’s economic growth. For companies operating in this dynamic 

sector, they argue that the key to competitive success increasingly resides in the 

intangible resources that these companies possess. O ’Regan et al report the results of 

research conducted by the University of Limerick, the Irish Management Institute, and 

the University of Maryland, USA, which involved interviews with the CEOs of 

indigenous Irish companies operating in the high-technology sector. The research was 

concerned with identifying the percentage of company value that was considered to 

derive from a company’s intellectual capital (based on the perceptions of the company 

CEO). “Intellectual capital” was defined as consisting of the company’s people, 

internal structure, and external structure. The research found that an average of two- 

thirds of company value was perceived as being attributable to intellectual capital. 

Moreover, the people element of intellectual capital was perceived as being the primary 

contributor, being credited on average with creating almost fifty percent of the 

intellectual capital value.

In spite of such findings, the existing literature base that deals with human 

resource development in the technology sector is somewhat narrow; this remains true of 

the Technology sector in Ireland and elsewhere in the world. Much of what does exist 

focuses largely upon the development of managerial level workers, offering little 

comment on the training and development of the general technology workforce. As a
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result of this void, few benchmarks exist to guide the training and development 

practices of Technology companies, and little evidence or data is available to 

researchers who concern themselves with this field of study. In the remainder of this 

section, two key studies are discussed: a representative study of companies operating in 

the Northern Ireland software industry conducted by Wightman and McAleer (1995); 

and a study of the effectiveness of a training programme targeted at managers in the 

Canadian high-technology sector, carried out by MacDonald et al (2000).

Wightman and McAleer (1995) stress the importance of managerial skills for a 

company’s survival and growth. Concerned with the lack of managerial skills that is 

common among managers in the software industry, they have noted the tendency of 

software companies to recruit managerial workers from inside the company, by 

promoting professional staff. These employees are then expected to take on managerial 

responsibilities, which demand an extended range of skills, even though it is often the 

case that little or no training is provided in relation to management skills. In 1991, 

Wightman and McAleer conducted a survey that examined the management training 

and development practices of companies operating in the Northern Ireland software 

industry. A major advantage of this survey, for the purposes of this thesis and research 

in particular, is that the survey sample (which consisted of 24 companies) was said to 

be representative of the companies that operate in the Northern Ireland software 

industry. This industry is characterised by a large proportion of small companies and 

companies that are also relatively young. 45.8% of the survey sample consisted of 

companies that were established since 1985 (only six years in business at the time of 

the research). In relation to size, 66.7% of companies in the sample employed twenty- 

five workers or less, and 79.2% employed fifty workers or less.

The survey dealt with a number of key areas:

T r a i n i n g  P r o v i s i o n :  83.3% of companies surveyed stated that they did provide some 

training for their managerial workers. The 16.7% of companies that did not provide 

any training were small companies that had been in existence for three years or less. Of 

the companies that did provide training, 70% did not have a structured management 

development plan, but rather provided training on an ad hoc basis. The 30% that had 

implemented structured management development plans were primarily larger and
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more mature companies. A number of smaller, young companies had however stated 

that they were in the process of establishing a structured framework for management 

development.

E x p e n d i t u r e  o n  M a n a g e m e n t  D e v e l o p m e n t :  O f those companies that reported their 

expenditure on management development activities, 33.3% (exactly one-third) 

dedicated less than two percent of the annual management salary bill to management 

development. 61.1% spent less than four percent, and only 27.8% allocated between 

eight and twelve percent of management salary. Wightman and McAleer therefore 

concluded that, although awareness of the need for management development in the 

software industry is increasing, this had not yet manifested itself in more ambitious 

expenditure on management development activities.

N u m b e r  o f  M a n a g e m e n t  D e v e l o p m e n t  D a y s :  Wightman and McAleer note that the 

dynamic nature of the software industry, coupled with the short life cycle of the 

industry’s products, means that the technical skills of employees (at all levels) are of 

crucial importance. The results of the survey support this argument, as the majority of 

companies that provided training for managers concentrated more on training in 

technical skills than in management skills. Table 2 below illustrates the average 

number of days of management training and of total training per manager by 

management level.

The average number of annual training days provided to senior, middle and lower 

level managers was 10.4, 12.3, and 13.9 respectively. The proportion of this training 

that was dedicated to the development of management skills was 51.9% of senior 

management training, 47.2% of middle management training, and only 36.7% of lower 

management training. Therefore, while lower level managers received the most 

training overall, of the three management levels they received the least amount of 

management skills training (at 5.1 days, compared to 5.8 days and 5.4 days for middle 

and senior level managers). Furthermore, the proportion of total training that was 

provided externally was 56.7% for senior managers, 43.9% for middle managers, and 

31.7% for lower level managers; the remainder was provided in-house. When 

management skills training only is considered, the proportion that was provided 

externally was 46.3% for senior managers, 22.4% for middle managers, and 21.6% for 

lower level managers. Therefore, senior managers received the highest level of
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external training, both in management training and in total training. Wightman and 

McAleer suggest that the low level of senior and lower level management training that 

was received externally could perhaps be interpreted as a reluctance on the part of the 

companies to invest in external training below the senior management level.

Table 2: A verage N u m b er o f  D ays T ra in in g  R eceived by  M a n a g e rs

M a n ag e m en t Level

Senior 4.5 5.9 10.4 2.9 2.5 5.4
M iddle 6.9 5.4 12.3 4.5 1.3 5.8

Lower 9.5 4.4 13.9 4.0 1.1 5.1

Notes: 
n = 20
" Includes technical training
h Excludes technical training___________________________________________________________________________

Source: A dapted from  Wightman and M cAleer (1995)

T r a i n i n g  R e q u i r e m e n t s :  Wightman and McAleer identified six categories of 

business/management and inteipersonal skills that would be required of managers in 

software companies. The six skill areas were as follows:

1) Human resource management

2) Finance

3) Marketing

4) Project management

5) Strategy

6) Interpersonal skills and generic management skills

Each of these six skill areas was then expanded to include a number of sub-skills, and 

participants were asked to identify those skills for which training was required among 

senior and middle level managers. Although the findings from this section of the 

research are too complex to analyse in any detail here, it is worth noting that, in most 

companies, there was a shortage of skills in the majority of the areas listed. The most 

severe areas of shortage included interpersonal skills and human resource management
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skills, and the results were similar between senior and middle level managers. These 

findings highlight the strong need for management development interventions in the 

software industry.

Wightman and McAleer went on to propose a framework for developing effective 

managers in the software industry. This framework (which is illustrated in Figure 12) 

gives due consideration to the two sets of skill requirements for software managers: 

b u s i n e s s / m a n a g e m e n t  a n d  i n t e r p e r s o n a l  s k i l l s ,  and t e c h n i c a l / I T  s k i l l s .  These 

requirements are treated as inputs into the system. The output from the system, which 

is an effective software manager, can be achieved only when the manager can 

effectively demonstrate both sets of skills within the working environment. It is 

stressed that the process must be ongoing, due to the continually changing context of 

managerial work within the software sector.

One notable limitation of this framework is that its applicability is limited in time 

and geographic scope. This is because the managerial skills section of the framework is 

based around the company meeting ‘PICKUP’ objectives. PICKUP refers to the 

Professional, Industrial and Commercial Updating Scheme established in Northern 

Ireland in 1989. The research was funded under this scheme.
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Figure 12: Framework for Development of Effective Software Managers

Source: Wightman and M cAleer (1995)

A study conducted by MacDonald et al (2000) evaluated the effectiveness of applying 

principles of adult education to training programmes designed for managers in 

technology companies. The study was based on the Certified Advanced Technology 

(CATM) training programme in Ottawa, Canada, which was geared towards middle 

managers and skilled professionals with five to seven years of experience in the 

advanced-technology industry. The purpose of the research was to assess the impact of 

applying adult education principles in terms of the perceived effectiveness of the
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training and the support provided to trainees. MacDonald et al note that, in spite of the 

importance of management development to companies operating in the technology 

sector, little guidance exists in relation to the design and delivery of training 

programmes for managers in this sector. In an effort to provide direction to such 

endeavours, they assert that the application of principles of adult education to a training 

programme can help to improve the motivation, attitude and understanding of learners, 

by extension facilitating learning retention.

The CATM training programme was founded upon the principles of adult 

education. MacDonald et al have summarised these principles as follows:

1 )  R e c o g n i s e  a n d  U s e  L e a r n e r s ’  E x p e r i e n c e :  Learning is facilitated when the 

learners feel that they can build upon past experience, since it is around this 

experience that a learner’s self-concept is developed. Sharing experiences 

among participants should be treated as a valuable learning resource.

2 )  E n s u r e  P r o g r a m m e  F l e x i b i l i t y :  The programme should acknowledge that 

individuals have different learning styles and preferences, and these should be 

sufficiently accommodated for. There should also be scope for questions and 

discussions.

3 )  C o n d u c t  E f f e c t i v e  G r o u p  D i s c u s s i o n s :  Group discussions should be 

recognised as an effective learning tool.

4 )  R e l e v a n t  A p p l i c a b l e  C o n t e n t :  Learners should be able to work on problems 

that are applicable to their life, developing solutions for themselves, and having 

the opportunity to apply learning outcomes immediately.

5 )  M o d u l a r  S t r u c t u r e :  By breaking a training programme into modules, learning 

is much more organised and the content will be much easier to digest. 

Generally, fewer participants drop out of modular courses before completion.

The CATM programme was structured on a modular basis, incorporating eight three- 

day modules that were spaced thirty days apart. The modules contained both technical 

skills content (such as finance or strategic planning) and management skills content 

(such as negotiation). The study analysed five key aspects of the programme. The 

findings of the study help to determine the effectiveness of the programme, on the basis 

of participants’ perceptions of positive and negative aspects.
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T r a i n i n g  I n s t r u c t o r s :  Each module had two instructors: one to tutor in technical skills, 

and the other to tutor in management skills. Participant perceptions of the instructors 

were very positive. The instructors’ use of empirical data and other examples relating 

to course assignments were remarked upon and appreciated. Satisfaction was 

diminished when instructors did not listen, allow discussion or feedback, or give 

adequate examples. Instructors who were overly academic in their approach were also 

criticised. A key factor was enthusiasm during presentation, with participants showing 

appreciation for instructors who exhibited a sense of humour, or an ability to deliver the 

content in an engaging way.

C o n t e n t :  The CATM course was split into eight modules, and each module had a 

technical component and a management skills component. Technical skills generally 

accounted for two-thirds or more of each module. While participants were, on average, 

less satisfied with the management skills component, it seems that when this 

component was successful it was indeed very successful, having an overwhelming 

power to motivate participants.

P r e - R e a d i n g s :  Prior to each module, participants were required to undertake around 

twenty hours of pre-reading. Positive comments in relation to pre-readings suggested 

that they helped to prepare the participants for the modules. Participants also 

commented that they were motivated to carry out the pre-readings as they aided 

preparation for the course assignments (see below). It would, therefore, appear that 

linking elements of coursework together could serve as a motivating force to prepare 

effectively for the course. Negative comments, however, suggested that the time 

requirements for the readings were too severe, and some participants felt that the pre

readings were not relevant enough to the rest of the course.

A s s i g n m e n t s :  For each module, participants were required to submit an assignment, 

which was designed to extend the learning that occurred throughout the module. The 

assignment related solely to the technical content of each module. Participants 

perceived the course assignments as being the most valuable learning tool incorporated 

in the course. Feedback was extremely positive, with one participant commenting that 

75% of learning had occurred through completion of assignments. Other comments 

suggested that the assignments had helped to relate learning to the participant’s
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workplace, and served as a gel to integrate all the modules of the course. Areas of 

dissatisfaction were primarily in relation to the difficulty of assignments and the 

substantial length of time it took to complete them. Overall, the use of pre-readings and 

assignments in combination with each other was found to contribute immensely to the 

learning that occurred.

P r o g r a m m e  A d m i n i s t r a t i o n :  Feedback on the programme administration was 

primarily positive, and participants believed that the course was “smoothly run”. 

Participants appreciated the use of a location that offered good food and other facilities, 

and the presence of CATM staff through the programme was also appreciated.

Participants were asked to make suggestions about improvements that could be made to 

the course in order to facilitate motivation and learning retention. Two main 

suggestions emerged. Firstly, it was suggested that the necessary skills to participate 

effectively in groups should be developed among all participants as part of the 

programme, and that this must be done at the beginning. This suggestion was made 

because many participants did not feel comfortable participating in group discussions, 

as they were unprepared for this process. Secondly, it was felt that more time needed to 

be allocated for group discussion sessions. Many participants commented on the value 

and motivation they derived from listening to and learning from the experience of other 

participants, but they did not believe this was adequately provided for in the 

programme.

MacDonald et al suggest that the findings of this survey can provide some valuable 

insights for the development of training courses designed for managers in technology 

companies. They claim that the application of adult learning principles to such a 

training programme can facilitate learning motivation, retention and transfer. The 

relevancy of content would appear to be of crucial importance for training within the 

technology sector, the dynamic nature of which requires high-impact, customised (as 

opposed to generic) training that offers both technical skills and management skills 

development, and combines this with on-the-job training. The findings of the survey 

appear to confirm this, as participants found the customised nature of the course, and 

the common background of students, to be extremely beneficial.
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The two studies discussed in this section have notable limitations. The study conducted 

by Wightman and McAleer (1995), although representative and inclusive of the large 

proportion of SMEs that operate in the Technology sector, was conducted in 1991, 

which means that the findings are dated and may bear little relation to the training and 

development practices of today’s technology companies. What is more, neither of the 

two studies bears reference to training and development practices in the technology 

sector in Ireland. It is intended that this research will go some way to addressing these 

literature gaps.

1.9 Training And D evelopm ent In  Ireland

Bernadette Breen (December 2000) notes the changing nature of employment in 

Ireland. Not only, she claims, are employee skill requirements changing at an 

increasing pace, but employees themselves are no longer motivated solely by extrinsic 

rewards (such as pay). Intrinsic rewards, provided, for example, through personal 

development, are becoming increasingly important. Furthermore, as the pool of talent 

becomes ever more sparse, retention is emerging as the primary human resource issue 

for Irish firms.

A number of studies have been conducted in Ireland in an attempt to build a 

picture of the level and nature of training and development practices that are taking 

place. One notable contributor to these efforts has been the Cranet E survey, a 

European study of training and development practices that is conducted every three 

years. The Chartered Institute of Personnel and Development (CIPD) Ireland has also 

made a valuable contribution to this research base. In this section, a number of such 

studies relating to training and development in the Irish context are discussed.

In 2001, the CIPD Ireland undertook a survey of Irish training and development 

practices, which received a response from 221 companies, covering three-quarters of a 

million employees (Heraty and Garavan, 2001). The vast majority of companies 

responding to this survey were medium to large in size. For example, only 4% of 

companies employed less than 100 workers, and 27% employed less than 200. 35% 

employed between 201 and 500 employees, 15% employed between 501 and 1000, and 

23% employed more than 1000 employees.
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N u m b e r  o f  D a y s  o f  F o r m a l  T r a i n i n g  P e r  A n n u m :  The survey asked companies to 

express the average number of days of formal training received in 2000 per employee 

by occupational group. The results of this section indicate that most organisations do 

provide some training for employees. The average number of days training received 

across all occupational groups was 5.61 per annum, although senior management 

appeared to be the more likely than any other occupational group to receive training, 

while professional and technical staff were less likely to receive training.

E x p e n d i t u r e  o n  T r a i n i n g  a n d  D e v e l o p m e n t :  Of the companies that provided 

information on training and development expenditure for the year 2000 as a percentage 

of payroll (78% of respondents), the majority expressed a reasonably high level of 

expenditure. 17% of these companies spent less than 1% of payroll on training and 

development, while 26% of companies allocated between 1% and 2%, and 36% of 

companies spent upwards of 2% of payroll on training and development. Overall, the 

average expenditure was 3.85% of total payroll.

A further positive finding was that, for each occupational grade (with the 

exception of administrative and clerical staff) around 40% of organisations intended to 

increase the level of expenditure on training and development. For administrative and 

clerical staff, a slightly higher percentage of organisations (49%) intended to increase 

the level of expenditure.

Furthermore, 82% of respondents stated that training and development 

expenditure is allocated from a dedicated training and development budget. This can 

be considered as a very encouraging finding, as the CIPD consider the existence of a 

specific budget as being indicative of a planned and strategic approach to training and 

development within the organisations concerned.

M e t h o d s  U s e d  a n d  T h e i r  P e r c e i v e d  E f f e c t i v e n e s s :  Respondents were asked to 

indicate any methods of delivering training that were employed in their organisations, 

and they were also asked to indicate how effective they perceived each method to be, 

with 5 being the highest level of effectiveness. Table 3 presents the findings of this 

section. From this table, it can be seen that organisations continue to focus on 

conventional methods of training and development, notably face to face training, on-

The  key findings o f the survey can be considered under the fo llow ing them es:
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the-job training, and formal education. Although the adoption of computer-based 

training methods is less pronounced, a high percentage of organisations are using these 

methods, and this finding is somewhat revealing. Nonetheless, the adoption of 

computer-based training methods is not necessarily associated with the perceived 

effectiveness of such methods; for example Intranets and the Internet are used by 58% 

and 57% of organisations respectively, although the mean effectiveness rating for these 

methods are ranked at 2.95 and 2.96 respectively, which is quite low. For the most 

frequently used (and mostly conventional) methods, there is a greater degree of 

consistency with perceived effectiveness and frequency of use. However, conferences 

are used by 82% of organisations, despite a perceived effectiveness rating of only 2.95.

Table 3: M e th o d s  U sed a n d  T h e ir  P erce iv ed  E ffectiveness

] m

K

F a c c  t o  F a c e  T r a i n i n g 98 4.01 0.97
O n - t h e - j o b  T r a i n i n g 95 4.03 0.97
F o r m a l  E d u c a t i o n  P r o g r a m m e s 88 3.81 0.91
C o a c h i n g  /  M e n t o r i n g 84 4.07 1.00
C o n f e r e n c e s 82 2.95 0.99
O p e n  L e a r n i n g 79 3.22 0.90
C D  R O M s 66 3.16 0.84
V i d e o - B a s e d  L e a r n i n g 65 2.97 0.91
A c t i o n  L e a r n i n g  S e t s 61 4.10 0.96
I n t r a n e t 58 2.95 0.91
I n t e r n e t 57 2.96 0.83
O t h e r  C B T 53 3.50 1.02
A u d i o - B a s e d  L e a r n i n g 45 2.72 0.97
E x t r a n e t 34 2.71 0.77

Source: A dapted from  H eraty and Garavan (2001:18 )

T r a i n i n g  a n d  D e v e l o p m e n t  L e a d i n g  T o  C e r t i f i c a t i o n :  The findings of the survey 

also indicate that companies are increasingly concerned with providing training and 

development that leads to certification. It appears that Semi-Skilled/Unskilled 

employees are the least likely to receive such training (48% of companies), while 

Professional/Technical staff are the most likely to be in receipt of it (66% of 

companies). Craft/Technician employees are next in line, receiving certified training in
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61% of companies, followed by Administrative/Clerical staff (60% of companies), 

Supervisory staff (59% of companies), and Senior Management (54.5% of companies).

On the whole, the picture of training and development practices in Ireland to emerge 

from this study was primarily positive. In terms of expenditure and days allocated to 

training and development, Irish companies are comparing favourably to their European 

counterparts. The widespread existence of specific training and development budgets 

as indicated in the results of this study point to an emerging positive attitude in relation 

to the importance and contribution of training and development efforts. On the 

negative side, however, the results were found to vary greatly by company size and 

ownership, with smaller and indigenous companies less likely than larger and foreign- 

owned companies to implement a training budget and to adopt a systematic approach to 

training and development.

MacMahon and Murphy (1999) report the results of a study -  concerned with the 

growth capabilities of small, indigenous Irish enterprises -  carried out by the Small 

Firms Research Unit (SFRU) in the University of Limerick. The purpose of the 

research carried out by the SFRU was to investigate the extent to which a lack of 

management skills among the managers (generally owner-managers) of these small 

firms serves to constrain the ability of the firms to adapt and grow through periods of 

volatility and change. The hypothesis underlying the research is that many small firm 

managers -  often coming from non-business backgrounds -  do not possess the 

necessary management skills to provide their businesses with the best chance of 

success, and the training needed to develop these skills is often seen as being an 

“unaffordable luxury”.

The research sample consisted of six small companies (employing less than 50 

workers, and having a turnover of less than £(IR) 3m (€ 3.8 m)) operating in the mid

west of Ireland. The approach was qualitative, and involved in-depth observation, 

interviews, focus groups and other analyses on an ongoing basis. The findings that 

emerged from the research did indeed support the initial hypothesis. It emerged from 

the research that the recruitment and retention of staff was the single most important 

issue constraining the growth of all six companies, without exception. From the 

observation and analyses carried out, the researcher believed that these problems 

concerning recruitment and retention were aggravated by the lack of human resource
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development systems put in place by the owner-managers to deal with these issues. 

There was a widespread unwillingness to believe that the problems could have been 

caused by anything other than external factors, and salary incentives were perceived as 

the only available solution. The constraints on business growth that resulted from these 

labour and skills shortages were significant; not only were the levels of production, 

innovation and customer service negatively impacted by the shortages, so too was the 

amount of time that management could afford to dedicate to managerial activities.

A further finding of the research was that, although all of the companies did 

provide some training for employees, none of the companies adopted a strategic 

approach to training and development, with only one setting a specific budget. 

Moreover, while it would appear that most owner-managers did appreciate the 

importance of providing training to employees, they failed to acknowledge the 

importance of undertaking training themselves. The researcher’s conclusion is that 

most of the owner-managers did indeed see training as a luxury that they could not 

afford. They attributed their lack of interest in training to a number of perceived 

weaknesses of the training that was available. In particular, the training provision was 

deemed to be too costly, irrelevant to their specific needs, and geared towards larger 

companies. The owner-managers also frequently stated that the demands of work 

meant that they could not afford to take time off for training -  a problem that, 

paradoxically, may be explained in part by the lack of business management skills of 

these owner-managers.

The training and development practices of Irish companies are also examined in the 

Cranet E surveys, a round of surveys that are conducted in various European countries 

every three years. The Cranet E programme -  which began in 1989 as the Price 

Waterhouse Cranfield Project -  is managed in Ireland by the College of Business at the 

University of Limerick, while the Centre for European Human Resource Management 

at Cranfield School of Management in the UK deals with the overall management of 

the programme. In Ireland, the sample frame for the surveys is the Business and 

Finance Top 2000 Trading and Non-Trading Bodies. The remainder of this section 

outlines the results from two Cranet E studies -  1995 and 1999/2000.
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The 1995 Cranet E survey (Heraty and Morley, 1998, 2000) collected information on a 

number of issues relating to the training and development of employees, with the main 

issues including the following:

T r a i n i n g  a n d  D e v e l o p m e n t  P o l i c y  D e c i s i o n  M a k i n g :  The Cranet E survey conducted 

in 1992 discovered that 92.3% respondents had developed a training and development 

policy. In 1995, the companies were asked to confirm who was responsible for training 

and development policy decision-making -  line management, the HR department, or 

both. Figure 13 represents the findings. The results of this section of the survey 

suggest that, in most companies, policy decisions are made jointly by the HR 

department and by line management. If this is not the case, line managers are likely to 

take primary responsibility for policy decisions. As line managers work closely with 

employees and would arguably be more aware of employees’ needs than would the HR 

department, the increasing responsibility that line managers are taking for training and 

development decisions can be perceived as a positive and encouraging trend. 

Nonetheless, it was evident from the survey findings that the increase in line 

management responsibility for training was much less marked in small companies than 

in larger companies (employing more than 200 workers), with 36% and 52% of these 

companies (in respective order) having reported an increase in line management 

responsibility.

Figure 13: R esponsib ility  fo r  T ra in in g  a n d  D eve lopm en t D ecision-M aking

HR

HR &  L ine  M g t

L ine  M g t  & HR

L in e  M a n a g e r

.00%
T T I

10.00% 20.00% 30.00% 40,00% 50.00%

Source: Adapted from Heraty and Morley ( 1998: 196)
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E x p e n d i t u r e  o n  T r a i n i n g  a n d  D e v e l o p m e n t :  The survey revealed that the average 

expenditure on training and development in 1995, as a percentage of total annual 

salaries, was 3.59%. Of those organisations that responded to this section, 55% 

dedicated 1% or more of their annual salaries to training and development. 

Interestingly, organisation size did not appear to have any significant impact on the 

amount spent, although indigenous Irish organisations did appear to be spending less 

than their foreign-owned counterparts. Public sector organisations were also found to 

be spending less on training and development than those in the private sector, as the 

percentage of these organisations dedicating 1% or more of their annual salaries to 

training and development was 59% and 82% respectively.

N u m b e r  o f  D a y s  T r a i n i n g  R e c e i v e d :  As Heraty and Morley (1998) point out, the

previous measure of training and development activity will always be of questionable 

accuracy for a number of reasons. Firstly, Irish organisations are not obliged to allocate 

a minimum percentage of turnover or annual salaries to training and development of 

employees. Secondly, there is no legal requirement for organisations to declare their 

annual spend on training and development. As a result of this, there is less incentive 

for organisations to track their actual expenditure. And thirdly, estimates of annual 

expenditure on training and development may not be accurate, as each organisation 

may have a different idea of what exactly constitutes expenditure on training and 

development. The significant amount of informal training undertaking makes these 

estimations still more troublesome. For these reasons, the 1995 Cranet E survey also 

asked respondents to reveal the number of annual training days provided to employees 

from each occupational band.

From the results shown in Table 4, it can be seen that the number of annual 

training days most frequently received by management is between three and five, while 

professional/technical employees are more likely to receive between one and three days 

of training (down from the 1992 survey, in which most of these employees received 

between three and five days training). The clerical and manual categories revealed 

higher percentages in the zero to one days of training category than any of the other 

occupational categories, although clerical and manual employees are also likely to 

receive between one and three days training. Although a general increase in the 

provision of training and development can be identified across all employee categories, 

the opposite can be said for the provision of more than five days of training. For
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example, for all occupational groups the percentage of employees receiving between 

five and ten days training fell from 1992 to 1995. Furthermore, the percentage of 

employees receiving in excess of ten days training also fell for all occupational groups, 

with the exception of clerical workers.

Table 4: N u m b e r  o f  D ays T ra in in g  by E m ployee C a teg o ry

Average number 
of training days
por <nnptoyaa Management Profosskmai/lechnical Clerical Manual
p«f year 1995 1 9 » 1995 1992 1995 1992 1995 1992

0.01-1.0 4.6 3.5 3.1 2.2 19.5 11.4 11.fl 8.3
1.01-3,0 24,3 17.5 25,3 19.7 27.0 25.8 20,7 14.0
3.01-5,0 25.4 26.8 12.2 21.1 15.7 15.4 10.7 11.8
5,01-10.0 10,3 15,8 12.3 15.7 5.7 7.9 4.6 ILS
>10 days 3.4 4 A 4.S 4.8 1.5 0.9 3.4 2.2
0<m't Know 30.3 32.0 32.5 35.5 29.9 37.7 48.7 50.9

Source: A dapted from  H eraty and M orley (1998: 198)

T r a i n i n g  M e t h o d s  U s e d :  Another part of the survey asked companies to indicate their 

use of various methods of delivering training, and to also point out whether their use of 

these methods had increased, decreased or remained the same over the three years 

preceding the survey. Table 5 presents the results of this section.

The findings suggest that organisations are using a wide variety of methods, both 

informal and formal, and internal and external. For half of the methods mentioned 

(internal training staff, external providers, internal courses, external courses, and 

computer-based packages) the largest percentage of organisations stated that they had 

increased the use of these methods. For the remaining methods, most organisations had 

kept the use of these methods at the same level (with the exception of open learning and 

mentoring, for which most organisations (37.9% and 51.3% respectively) selected the 

“not used” option).

The methods that were associated with the greatest increase in use were external 

providers (having increased use in 54.8% of organisations), closely followed by internal 

courses (having increased use in 54.4% of organisations). Interestingly, although 

conventional methods such as on-the-job training -  not used in a mere 0.4% of 

organisations -  are remaining popular, the increase in the use of computer-based
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packages, a more modern method, is also substantial (44.1% of organisations reported 

having increased their use of this method). It is also worth noting that public sector 

organisations were more likely to have increased their use of computer-based packages 

than were private sector organisations, with 59% of those in the public sector 

suggesting that they had increased the use of these.

Table 5 : C hanges in  the  U se o f T ra in in g  M eth o d s

Increased Same Decreased Not used

Internal training staff 48.7 33.0 4.2 7.3
Lin« managers 34.9 41.8 3.4 8.8
External providers 54.8 31.4 5.7 3.1
On-the-job training 45.2 48.3 0.4 0.4
internal courses 54.4 32.2 3.4 2.7
External courses 41.4 39.5 6.5 3.8
Coach tog 23.8 32,2 1.5 27,2
Computer-based packages 44.1 24.1 0.8 20 J
Open {earning 25.3 16.9 3,4 37.9
Mentoring 16.9 18.5 - 51.3

Source: A dapted from  H eraty and M orley (1998:198)

In general, the findings of this survey point to an improving picture of training and 

development in Irish organisations, showing increased involvement of line managers in 

training and development decision-making, in conjunction with a general increase in 

the provision of training and the adoption of an increasingly wide range of methods for 

delivering training.

Unlike the 1995 study, which collected information on the training and development 

provided to all employees within Irish organisations, the 1999/2000 Cranet E study 

(Heraty and Morley, 2003) focused specifically on management development in Irish 

organisations. The main measurement included in the survey related to the number of 

management training days provided per annum. The impact of a number of factors 

(including the existence of training and development policies, and a number of practice 

and structural factors) on the number of training days provided was also examined. The 

following results emerged from this study.
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N u m b e r  o f  M a n a g e m e n t  T r a i n i n g  a n d  D e v e l o p m e n t  D a y s :  Although both the one to

three, and the three to five days categories recorded the highest frequencies for 1999, 

the mean number of days training stands at the higher end of this scale, at 4.5 per 

annum (Table 6). The provision of management development appears to have 

experienced a general increase from 1992 through to 1999, although the percentage of 

managers receiving between five and ten days of training has fallen through these years 

(from 15.8% in 1992 to 15.2% in 1999), as has the percentage receiving in excess often 

days of training (falling from 4.4% in 1992 to 3.6% in 1999). Nevertheless, the overall 

results are favourable, with the percentages in all categories having increased from 

1995.

T a b le  6 : N u m b e r  o f  M a n a g e m e n t T ra in in g  D ay s  P e r  A n n u m

o1©

7.6 4.6 3.5
1.01 -  3.0 35.1 24.9 17.5
3.01 -  5.0 35.1 26.4 26.8
5.01 -1 0 .0 15.2 10.3 15.8

>10.0 3.6 3.4 4.4

Source: A dapted from  H eraty and M orley (2003)

E x i s t e n c e  o f  T r a i n i n g  a n d  D e v e l o p m e n t  P o l i c i e s :  A further section was added to the 

survey to determine the impact, on the number of days training provided, of the 

existence of training and development policies. The results indicate that the mean 

number of days training provided per annum is higher in those instances where a 

written management development policy exists. For these companies, the mean 

number of days training per annum was 5.5, which contrasts with the 2.6 days provided 

by companies that did not have such a policy. This pattern is mirrored in relation to the 

existence of a wider personnel or human resource strategy. For those companies that 

have developed a written personnel or human resource strategy, the mean number of 

training days per annum stands at 5.3, in contrast to 3.2 days for those with no such 

strategy.

E x i s t e n c e  o f  a  S t r o n g  I n t e r n a l  L a b o u r  M a r k e t :  In order to determine how the 

existence or otherwise of a strong internal labour market affects the number of
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management training days provided, the survey gathered information on the following 

factors. Firstly, respondents were asked to indicate whether managerial vacancies were 

recruited from the internal labour market or externally. The findings from this variable 

reveal that the average number of training days is higher in those organisations that 

recruit internally than in those than recruit externally. However, this is only true for 

senior managers and middle managers, but not for junior managers. Secondly, 

organisations were asked to state whether they used retraining as an aid to recruitment. 

Again, those organisations that responded positively to this question provided 

employees with an average number of annual training days that was higher than that 

provided by organisations that did not use retraining as a recruitment aid.

T h e  I m p a c t  o f  S t r u c t u r a l  F a c t o r s  o n  T r a i n i n g  a n d  D e v e l o p m e n t :  A final element in 

the study involved an analysis of the affect that a number of structural variables -  

including size of overall workforce, size of managerial workforce, sector, and gross 

revenue -  had on the number of training days provided to managers. Significantly, the 

results of this analysis indicated that none of the structural variables had any significant 

impact on the provision of training.

The general conclusion to be drawn from this study is that policy and internal labour 

market factors, rather than structural factors, have the greatest impact on the number of 

management training days provided. On the whole, the findings in relation to the 

number of management training days provided by organisations provide an 

encouraging view of the perceived importance of the development of managerial 

workers among Irish organisations.

1.10 Training A nd D evelopm ent O utside O f Ireland

For the purposes of benchmarking, and to provide a general depiction of the level and 

nature of training and development that is currently taking place, it is useful to examine 

the available evidence relating to the training and development practices of companies 

that operate in other countries. However, the economy of one country will inevitably 

be subject to different conditions, opportunities and constraints than any other; Ireland 

is a relatively small economy, but one which has managed to prosper in recent years.



Chapter 1 Literature Review

Much of this prosperity has been credited to its sizeable population of indigenous 

SMEs. When examining the evidence relating to companies operating outside the Irish 

context, it is necessary to bear these limitations in mind -  as far as the present research 

is concerned at least. The remainder of this section offers an analysis of a number of 

studies which shed light on current training and development trends.

The Chartered Institute of Personnel and Development (CIPD) in the UK has devoted a 

great deal of attention to tracking the training and development practices of its member 

organisations. The most recent survey conducted by the CIPD (April 2004) represents 

what is perhaps one of its most innovative efforts, in terms of its analysis of areas that 

have in the past been neglected. A number of important issues were covered by the 

survey.

T h e  I m p a c t  o f  E c o n o m i c  C o n d i t i o n s  o n  T r a i n i n g  a n d  D e v e l o p m e n t :  In the past, it 

has often been the case that, in times of negative economic conditions, training and 

development has been one of the main areas of organisational expenditure to suffer. 

Although 51% of private sector respondents and 48% of public sector respondents to 

the survey believed that economic conditions had remained the same over the previous 

12 months, 36% and 39% (respectively) believed that conditions had become worse. In 

terms of the impact of these changing conditions on training and development, 27% of 

private sector respondents and 30% of public sector respondents stated that economic 

conditions had negatively impacted on training and development expenditure. On the 

positive side however, 55% and 52% of private and public sector respondents believed 

that economic conditions had no impact on training expenditure, while 18% in each 

sector category believed that the impact had been positive.

T r a i n i n g  a n d  D e v e l o p m e n t  E x p e n d i t u r e :  Significantly, 81% of respondents to the 

survey had set up a formal training budget. For private organisations, the average 

training budget was £672,484 (stg), while for those in the public sector it was £473,656. 

The expenditure per employee fell as organisation size increased. For example, it was 

£884.06 for organisations employing between 25-49 employees, £878.82 for those 

employing 50-99 employees, £660.62 for those employing between 100-249 

employees, and £602.45 for organisations employing between 250-499 employees. It is 

probable that the underlying explanation for this pattern lies in the “economies of scale”
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that larger organisations can benefit from when purchasing training and development 

products and services.

However, due to the growing concern in relation to the accuracy and reliability of 

training expenditure estimates, the survey asked respondents to indicate what 

percentage of training and development time was taken up by informal training 

activities. The reason for including this question was that informal training activities 

are often not sufficiently accounted for in expenditure estimates. Therefore, a high 

proportion of informal training activities would indicate that the training expenditure 

estimates should be interpreted with caution. The results show that in 34% of 

organisations informal training accounts for between 75-100% of total training, and in 

75% of organisations informal training accounts for between 50% and 100% of 

training. On average, 60% of training is informal and the remaining 40% is formal.

Respondents were also asked to indicate the number of formal training days 

received by each employee per year. In 50% of organisations, employees received 

between three and five days of training per year, and in 32%, employees received more 

than five days per year. Employees in only 18% of organisations received less than 

three days of training per year.

C r i t i c a l  F a c t o r s  f o r  S u p p o r t i n g  L e a r n i n g :  One section of the survey that offers 

important and revealing findings for human resource development researchers and 

practitioners is that section that asked respondents to identify what they perceived as 

being the three most important activities in supporting learning in an organisation. 

From this question, the three core activities selected were: “ensuring the organisational 

culture is supportive of learning and development” (selected by 74% of respondents); 

“ensuring managers have the skills for and are committed to supporting learning and 

development” (selected by 58% of organisations); and “providing employees with time 

to learn at work” (selected by 33% of organisations).

In the survey respondents were also asked to state what they believed was the 

single most important thing that an organisation must do to promote learning. 

Although the need for a supportive organisational culture was the predominant factor 

mentioned, a number of other suggestions were also common. These included the need 

to ensure that employees were provided with adequate resources to learn, the need to 

recognise differing employee preferences in relation to how they learn, and the need for 

senior managers to be strongly committed to learning within the organisation. Overall,
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the results to this section are extremely encouraging, indicating a widespread 

acceptance of the importance of integrating training and development as a strategic 

activity.

P e r c e i v e d  E f f e c t i v e n e s s  o f  V a r i o u s  T r a i n i n g  P r a c t i c e s :  Respondents were asked to 

state which training practices they perceived as being the most effective in terms of 

provoking learning. The results would indicate that on-the-job training is perceived as 

being by far the most effective (having been selected by 41% of organisations), 

followed by coaching and mentoring (21%) and formal training courses (16%). Other 

methods such as self-study were attributed with much less effectiveness (3% of 

organisations), as was informal help from colleagues (8% of organisations).

In a previous survey, the CIPD discovered that time pressures presented a major 

barrier to effective learning. In the 2004 survey, respondents were asked to state how 

their choice of methods and materials helped to overcome this barrier. The findings 

suggest that a number of flexible arrangements are being adopted by organisations to 

ensure that time constraints do not prevent employees from learning. The three 

prevailing courses of action were arranging learning in “bite sized” chunks, providing 

learning materials that employees could access whenever they wanted, and reducing the 

length of training courses. Each of these solutions was adopted by more than three- 

quarters of respondents.

The results of this survey have painted a picture of an improving training and 

development scene in the UK. Although training expenditure decisions are still 

impacted by economic conditions, it would appear that most organisations appreciate 

the crucial role that training and development plays in the overall business strategy. 

Organisations do, however, seem to be continuing their reliance on conventional 

methods of delivering training, particularly on-the-job methods. Nonetheless, coaching 

and mentoring would appear to be emerging as valued learning techniques.

In 2002, the CIPD (April 2002) conducted a survey in the UK which provided a 

number of important findings in relation to the adoption of e-leaming practices 

(excluding stand-alone computer- and technology-based methods, such as CD-ROMs). 

Of the total survey sample, 30.5% of respondents reported some use of e-leaming. The 

e-leaming findings below are based on this group of respondents.
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In terms of the amount of total training time that consists of e-leaming in these 

organisations, the findings suggest that most organisations (almost 70%) use e-leaming 

a little, while only 6% use it a lot. Of the e-leaming materials that are used, 61% of 

organisations reported that some of these materials were produced to meet their specific 

needs. While only 10% of organisations reported that the materials had been developed 

by external consultants, around 40% developed the materials in-house, and half of the 

companies used a mixture of both. What is interesting is that, in spite of the high 

incidence of customisation, most organisations (50.3%) spend less than 10% of their 

training budgets on e-leaming materials. 23.5% of companies spend 10-25% of the 

training budgets on e-leaming, and only 5.2% spend more than 25%.

The survey also asked respondents to indicate the types of training that e-leaming 

was used for. From these results, it emerged that organisations prefer to use e-leaming 

for IT skills training (83.7% of organisations) and other technical training (61.4% of 

organisations), than for training in management skills (48.4% of organisations), and 

other “soft” skills such as interpersonal skills (34.0% of organisations) and 

teambuilding (20.9% of organisations). This finding does not come as much of a 

surprise, as e-leaming is obviously less appropriate for learning that requires changes in 

attitude and awareness, than it is for training of a more directly instructional nature.

Finally, organisations’ perceptions of e-leaming were analysed through a series of 

statements relating to e-leaming, which organisations were asked to either agree or 

disagree with. From this set of statements, a number of revealing findings emerged. 

Firstly, 90.25 of organisations agreed that learners must develop a new attitude to 

learning in order for them to effectively partake in e-leaming. Secondly, 69.3% of 

organisations agreed that the future possibilities of e-leaming products have not been 

fully represented in the first-generation of e-leaming products. Thirdly, 64.7% of 

organisations felt that those involved in training and development must develop an 

entirely new set of skills to design and deliver e-leaming. And finally, 62.7% of 

organisations believed that e-leaming is more effective when it is combined with 

conventional training and development methods. These findings suggest that 

organisations are willing to embrace the capabilities of e-leaming, but are aware of the 

challenges that this new type of learning faces for both learners and training specialists 

alike.
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The 2002 CIPD survey also contained a section that collected information on the 

support that organisations provide for employees who want to undertake any type of 

training. Respondents were asked to indicate whether they were prepared to meet 

employees’ training expenses. Although most organisations indicated that they were 

prepared to provide financial support for most types of qualification, they were most 

likely to do so for professional qualifications (95% of organisations), then vocational 

training (88%), postgraduate degrees with business content (79%), and undergraduate 

degrees with business content (73%).

Additionally, organisations were asked to indicate whether they would allow 

employees to have time off for training. The results to this reflected the results to the 

previous question, as organisations were most likely to allow time off for professional 

qualifications (92.2%), followed by vocational training (92.1%), postgraduate degrees 

(76.5%), and undergraduate degrees (71.5%).

Again, these findings are encouraging, and suggest that organisations are willing to 

make whatever provisions are necessary in order to allow employees to pursue training 

and development.

T h e  Use o f  “ M o d e rn ”  T r a in in g  M e th o d s  a n d  S M E s :

Sadler-Smith et al (2000) have noted that little empirical investigation has been 

undertaken into the use of what they refer to as “modern” training methods (that is, 

those which do not involve the trainer and trainee meeting face-to-face) in Small and 

Medium-Sized Enterprises (SMEs), despite the reality that these firms are responsible 

for the majority of employment in most European countries. They have conducted a 

survey of the training methods used in UK firms (ranging from 10 to 1000 employees) 

in an attempt to establish whether or not modem training methods (including distance 

learning, computer-based training, and videos) can realistically be adopted by SMEs. 

Leonard (1996), for example, has argued that the high cost of developing bespoke 

training materials (which often rely on high-technology delivery systems), designed to 

meet the training needs of the specific organisation, is likely to make it too difficult for 

SMEs to adopt them. For this reason, it is argued that larger firms have access to 

bespoke (and therefore client-focused) packages, while SMEs are forced to accept 

market-focused packages (which are chosen on the basis of provider menus). (Sadler- 

Smith et al, 2000).
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However, the findings of the survey conducted by Sadler-Smith et al do not 

provide support for this argument. It was not found to be the case that modem methods 

were more frequently used by larger firms, nor were more traditional methods (e.g. at- 

job training) more frequently used by smaller companies. The most frequently used 

method was “at-job training”, with 70.7% of small firms, 76.4% of medium-sized 

firms, and 86.4% of large firms claiming to be frequent users. The least frequently 

used methods were “distance learning” (being frequently used by only 8.1%, 3.6%, and 

7.4% of small, medium and large firms respectively), and “video” (being frequently 

used by only 5.1%, 9.1%, and 27.2% of small, medium and large firms respectively).

The findings of a survey conducted by Huang (2001) into the use of various 

training methods (ranging from “traditional” to “modem” methods) among SMEs in 

Taiwan reinforce the findings of Sadler-Smith et al. Huang’s analysis has shown that 

no one method stands out as being the most frequently used by SMEs, and they do 

seem to be making use of most of the methods available (with the exception of 

“Internet teaching”, the usage of which is notably low). It would seem, therefore, that 

the slightly lower usage of “modem” methods among SMEs can be explained as a 

combination of the generally lower adoption of all training methods by SMEs, coupled 

with a universal uncertainty (as identified by Sadler-Smith et al) with regard to the 

effectiveness of modem methods.

1.11 Conclusion

From the literature that has been reviewed, a number of gaps in the available research 

base can be identified. For example, it is notable that there is currently a lack of 

understanding of the training practices of small companies -  a major limitation given 

the prevalence and vital contribution of SMEs in Ireland’s economy.

In relation to the finer details of training delivery, a number of areas call for 

examination. In addition to examining the extent of the provision of training and 

development, it is necessary to identify the perception of, approach to, and support for 

training and development requirements. Although some indication is available of the 

changes that are taking place in the use of particular methods for delivering training, 

further information is needed to identify patterns in terms of the length of time that 

specific methods have been in use by organisations, and which categories of employees
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the methods are used for. With the emergence of modem, computer-based methods of 

delivering training, and the associated challenges that these methods pose for training 

specialists, it is important to develop an understanding of the acceptance and use of 

CBT, in addition to the factors that are limiting such take up. More severely neglected 

in the available literature and research has been the use of supportive techniques for 

encouraging learning, and the tools and visual aids used during training. It is intended 

that this research, guided by the underlying objectives, will assist in developing an 

understanding of these issues, by gathering primary data on the areas that have to date 

been under-researched. Chapter 2 details the methodology and the research 

proceedings.

The next section of this thesis offers an analysis of a further consideration that must be 

taken into account when examining the training and development practices of Irish 

organisations -  that of Government intervention and support with regards to training 

provision. Many small companies operating under volatile and highly competitive 

conditions rely on support from external sources as a means of funding training and 

development activities. In recent years, the Irish Government has intensified and 

expanded its efforts to promote lifelong learning by providing financial and other 

support to companies wishing to train or develop their employees, and to employees 

and citizens who wish to take charge of their own development. Given the expanding 

role of the Government in supporting training and development, it is important to 

include this role in the current analysis. However, what remains unclear is the extent to 

which organisations are aware of, and make use of, the support mechanisms which have 

been put in place by the Government. These issues will, therefore, also be addressed in 

the collection of primary data for this research.



C H A PT E R  2

G O V E R N M E N T  I N T E R V E N T I O N

2.1  Introduction

In recent years, the Irish Government has contributed substantially to the education and 

training of the labour force. The primary catalyst of these interventions has been the 

Expert Group on Future Skills Needs. The Expert Group was put in place by the 

Government in 1997, when the increasing pace of economic expansion was resulting in 

growing skills shortages across several areas of the economy (areas of skills shortage 

that have been identified by the Expert Group include the Information Technology (IT) 

sector (December 1998; February 2000; July 2001; January 2002), Life Sciences (July 

2001), the Construction Industry (February 2000; August 2000; July 2001), and 

Traditional Manufacturing (August 2000)). Indeed, Government interventions in the 

education and training of the labour force did take place prior to the establishment of 

the Expert Group on Future Skills Needs. However, it was upon receiving the 

recommendations of the Expert Group that the Government announced plans to make a 

more substantial, and long-term, commitment to educating and training the labour force 

in general, and the IT labour force in particular. The extent to which the established 

support mechanisms have been utilised by technology companies will be analysed as 

part of the data collection process of this research.

2.1.1 The E xpert G roup on F u tu re  Skills Needs

At the time that the Government established the Expert Group on Future Skills Needs, 

the Irish and world economies were experiencing unprecedented rates of growth. The 

growth in Ireland was facilitated by a combination of low inflation, moderate increases 

in wages, and a relatively stable exchange rate. These factors in turn provided a 

welcoming climate for foreign direct investment. However, vital to the ability of Irish 

technology companies to take advantage of this favourable economic climate was the 

availability of a large, highly skilled labour force. (The Expert Group on Future Skills 

Needs, January 2002). Three factors contributed to the provision of such a labour 

force:

8 4 -
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1) The in creasin g  size  o f the w o rkin g  age population (i.e. those aged 15 to 64 

years); in  Ire la n d , the 19 70 s saw a substantial increase in  birth rates, w h ich  by 

the 1990s m eant large in creases in  the size  o f the w o rkin g  age population.

2 ) N et im m igration, w h ich  contrasted w ith the patterns o f net em igration w itnessed 

d uring the 1980s.

3 ) R is in g  labo ur fo rce p articip atio n  rates; the in crease w as p a rticu la rly  m arked 

am ongst young fem ale m em bers o f the w o rkin g  age population.

(T he E xp e rt G ro u p  on Future S k ills  N eeds, Janu ary 2002; Ju ly  2 0 0 1).

T h e E xp e rt G roup has noted the in creasin g  im portance o f a s k ille d  w o rkfo rce to the 

technology sector. F o r instance, d u rin g  the 1990s, com panies operating in  the softw are 

sector w ere seen to be lo catin g  in  those countries that o ffered  a h ig h ly  sk ille d  

tech n o lo g ical labo ur fo rce (such  as Ire la n d ) (T he E xp e rt G rou p on Future S k ills  N eeds, 

Ju ly  2 0 0 1). The N atio nal C o m petitiveness C o u n c il (2 0 0 1 ) has also noted that the 

q u a lity  o f the hum an reso urce base that a country has ava ila b le  to it is  the prim ary 

determ inant o f the econom ic output and grow th o f that country. A lthough Irish  

com panies had access to an in cre asin g  sup p ly o f h ig h ly -q u a lifie d  lab o u r d uring m uch 

o f the econom ic boom , in  the p erio d  approaching the latter years o f the 1990s both 

lab o u r and s k ills  shortages began to em erge. These shortages translated into pressure 

fo r em ployers to in crease w ages, com bined w ith a lo w e r cap acity  to produce. In  short, 

the com petitiveness and p ro d u ctiv ity  o f Iris h  com panies w ere put at ris k  by these labour 

and s k ills  shortages. T ab le  7  below  illu strate s the severity  o f s k ills  shortages, as 

m anifested in  jo b  vacan cy rates, betw een the years 1998 and 2000. T he shortages are 

p a rtic u la rly  m arked in  technology-related pro fessio ns.
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Table 7: Percentage Vacancies by Occupational Group 1998 - 2000

Occupational Group 1998/99 1999/00
Managers/Proprietors 2.3 2 .0
Other Assoc. Professionals 1.0 2 .2
Science Assoc. Professionals 5.1 2.5
Security 8.2 3.6
Science Professionals 7.1 3.8
Production Operatives 5.4 4.3
Transport & Communications 4.6 5.0
Sales 6 .6 5.1
Clerical & Secretarial 5.3 6.1
Labourers/Unskilled 4.5 6.3
Engineering Professionals 11.0 7.1
Other Professionals 3.2 8.9
Computer Professionals 14.9 9.4
Computer Assoc. 

Professionals 12.9 9.6
Skilled Maintenance & Skilled 

Prod. 8.6 10.5
Personal Services 7.2 10.6
Engineering Assoc. 

Professionals 10.6 15.1

TOTAL 5.8 6.4

Source: Adapted from FAS/Forfds/ESRI, 1999/2000

T he G overnm ent established the E xp e rt G roup on Future S k ills  N eeds fo r the purpose 

o f id e n tify in g , and takin g m easures to p ro vid e  fo r, the m ain areas o f s k ills  need in  the 

Ir is h  econom y. A s  E xp e rt G rou p C hairm an, D r D an n y O ’H are, stated, the w o rk o f the 

G rou p w ill help to secure the p ro v isio n  o f “ the necessary s k ills  base fo r a com petitive, 

kn o w le d g e -d riven  econom y in  the areas, w h ich  dem and im m ediate attention if  we w ish 

to see continued econom ic grow th” (w w w .sk ills ire la n d .ie , 3 1 s1 Ju ly  2 0 0 1: 2).

T h e E xp e rt G ro u p  on Future S k ills  N eeds is  one elem ent o f a three-tiered in itia tive  

im plem ented b y the G overnm ent in  1997 to address this issue. T h e in itia tiv e , w hich 

takes the o v e ra ll form  o f the B u sin e ss E d u catio n  and T ra in in g  P artnership, com prises 

the fo llo w in g  three elem ents:

http://www.skillsireland.ie
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1) The Business Education and T rain ing  P artnersh ip  Forum: w h ich represents 

the interests o f in dustry, G overnm ent, the education and train in g  sectors, and 

other interested parties.

2) The E xpert G roup on F uture Skills Needs: w h ich  assum es re sp o n sib ility  fo r 

the id e n tifica tio n  o f future s k ills  needs, and the developm ent o f proposals to 

help meet these needs.

3 ) The M anagem ent Im plem entation Group: w h ich  is  resp on sible fo r 

overseeing the im plem entation o f any recom m endations that m ay be made by 

the E xp e rt G roup.

(T h e E xp e rt G roup on Future S k ills  N eeds, D ecem ber 1998; Feb ruary

2000; Ju ly  20 0 1).

2 .1 .2  The E xpert G ro u p ’s Concern W ith the IT  Sector

T h e E xp e rt G rou p has agreed three crite ria  to be used w hen decid in g  w h ich  sector(s) o f 

the econom y to fo cus its efforts on:

• T he im portance o f a sector to the current and future state o f the Iris h  econom y.

• T he le v e l o f lab o u r and s k ills  shortages in  a sector.

• T h e degree o f need fo r long-term  p lan n in g  in  re latio n  to education and training 

fo r a sector (som e sectors m ay, fo r exam ple, necessitate a longer lead-tim e fo r 

s k ills  p ro v isio n ).

(T h e  E xp e rt G roup on Future S k ills  N eeds, J u ly  2 0 0 1).

On the b asis o f these crite ria , the E xp e rt G roup decided to fo cus its efforts on the s k ills  

needs o f Ire la n d ’ s IT  sector. T h is is  the sector that w as seen as o fferin g  the greatest 

grow th potential fo r Ir is h  com panies, w h ile  e xh ib itin g  the greatest dem and fo r s k ills . 

S in ce  the IT  in d u stry dem ands m ain ly  h ig h -le ve l s k ills , the lead-tim e fo r the p ro visio n  

o f these s k ills  is  also  long. T he IT  sector w as the so le fo cu s o f the E xp e rt G ro u p ’ s first 

report (p u b lish ed  in  D ecem ber 1998), and has sin ce  rem ained a m ajor p rio rity  fo r the 

G roup.

T he E xp e rt G roup con cerns itse lf w ith the ca lcu la tio n  o f pro jectio ns relating to the 

average annual dem and fo r IT  s k ills  in Ire lan d . Fro m  these dem and pro jectio ns, and
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correspon din g su p p ly  estim ates, it is  then able to p ro vid e an estim ate o f the annual 

s k ills  d e fic it that w ill o ccur i f  co-op erative  action is  not taken by the G overnm ent, 

in d u stry, and education and tra in in g  p ro vid e rs, to increase the s k ills  base availab le  to 

in dustry.

S ince the p u b licatio n  o f the E xp e rt G ro u p ’ s firs t report in  1998, the w o rld  econom y has 

experien ced som ew hat o f a dow nturn, spurred by the current w eakness o f the U S 

econom y. T he dow nturn in  the U S  econom y com m enced in  m id -2000, and the effects 

o f this dow nturn have rip p le d  through the w o rld ’ s other m ajor econom ies, in clu d in g  

Japan and the E U . In  term s o f Ire la n d ’ s technology sector, this econom ic slow dow n 

has m anifested its e lf in  w idespread jo b  cuts and d e clin in g  p ro fita b ility . T h e dem and 

fo r exports has been sig n ific a n tly  curbed due to reduced dem and in  the recip ient 

econom ies, coupled w ith  the persistent strength o f the E u ro , and the high in fla tio n  rate 

in  Ire lan d . M e an w h ile, dom estic dem and has also been adversely affected by reduced 

personal consum ption. (The E xp e rt G ro u p  on Future S k ills  N eeds, Janu ary 2002). The 

grow th in  em ploym ent experienced in  the Ir is h  econom y between 1999 and 2000, at 

4 .7%  (76 ,0 0 0  ad d itio n al w o rkers) represented a substantial fa ll from  the grow th 

experien ced betw een 1998 and 1999, at 6 .3%  (9 5,0 0 0  additio n al w o rkers). (T h e E xp e rt 

G roup on Future S k ills  N eeds, Ju ly  2 0 0 1).

2 .1 .3  Im pact of the Global Slowdown on IT  Skills

The E xp e rt G rou p has sin ce review ed  its estim ates o f the s k ills  shortages that are lik e ly  

to o ccu r i f  action is  not taken. These estim ates continue to point to a sig n ifican t 

potential IT  s k ills  d e ficit, despite the m ore unfavo urable econom ic outlook.

In  recent years, Ire la n d  has w itnessed a slo w do w n in  the rate o f grow th o f its labour 

force sup p ly. Betw een 1998 and 1999, the lab o u r force in creased by 4.0%  (an 

additio n al 6 5,00 0  people). B etw een 1999 and 2000 this rate o f increase had slow ed to 

3 .3 %  (an ad d itio n al 57,0 0 0  people). (T h e  E xp e rt G rou p on Future S k ills  N eeds, Ju ly  

2 0 0 1). A n d  this trend is  set to continue, w ith the three m ain factors in flu e n c in g  labour 

force su p p ly  in  d eclin e: the natural po pulation increase is  slo w in g  dow n, due to the 

plum m eting birth rate experienced from  1981 onw ards (th is m eans that the proportion 

o f students in  re latio n  to the o v e ra ll w o rkfo rce  population is  decreasin g); the recent 

trend o f net im m igratio n is  lik e ly  to becom e m ore subdued, due to the less favo urable

-  8 8  -



Chapter 2 Government Intervention

econom ic o utlo ok; and fin a lly , the potential fo r expansion in  the rate o f fem ale 

p articip atio n  has reached its peak, due to the already high in cid e n ce  o f fem ale 

p articip atio n  in  today’ s lab o u r m arket.

T h is  co n tin u in g  fa ll in  the rate o f lab o u r su p p ly  grow th, cou pled  w ith a decelerating 

rate o f em ploym ent grow th, m eans that, in cre a sin g ly , technology com panies w ill have 

to co n sid e r w ays o f m axim isin g  the potential o f their current w o rkfo rce , to meet the 

ever ch an gin g s k ills  needs faced b y the technology sector. Peter R ig n e y , o f the Irish  

C o ng ress o f Trade U n io n s, has noted that it is  u n realistic  fo r com panies to continue to 

re ly  on education and tra in in g  in stitu tio n s to p ro vid e a fresh su p p ly  o f s k ille d  w orkers, 

w h ile  these com panies fa il to m o b ilise  the fu ll potential o f the w o rkers that they 

cu rre n tly  have. (B u sin e ss E d u catio n  &  T ra in in g  Partnership, M a rch  2000).

T h e sto ck o f know ledge cap ita l, and the adaptability o f em ployees, are, and w ill 

continue to be, c ru c ia l to the su rv iv a l o f technology com panies in  the uncertain clim ate 

o f recent tim es. In  a re vie w  o f the technology in d u stry in  the U K  and Ire la n d , D elo itte 

&  T o uch e (2 0 0 2 ) d isco vered  that technology com panies are resp on din g to these 

u ncertainties by lo o k in g  in w ard s. 44%  o f com panies surveyed reported that they had 

conducted a strategic re vie w , and 40%  had review ed their bu siness m odel. These 

com panies w ere p o sitio n in g  them selves in  such a w ay so that they w o u ld  have the 

ca p a b ility  to em brace any new  opportunities that w o u ld  arise. M a n y  o f these 

com panies b elie ve d  that future high-gro w th areas w o u ld  in clu d e  m o b ile  com puting 

(29 %  o f respondents), B io tech  products (2 7%  o f respondents) and n e xt generation 

com puters and p erip h erals (19 %  o f respondents). A t the present tim e, m any com panies 

have po sitio ned  them selves to p ro vid e  m aintenance services, o utso u rcing services, and 

IT  se cu rity ; areas that have been less affected by fa llin g  dom estic and in ternatio nal IT  

expenditures.

In  lig h t o f the changes that are takin g  p lace w ith in  these technology com panies, one 

ch allen g e that is  o f c ritic a l im portance to these com panies is  en surin g  that their 

em ployees have the s k ills  and ad aptab ility necessary to em brace these changes. The 

com panies in te rview e d  by D e lo itte  &  T o uche rem arked that a s k ille d  w o rk force had 

been the p rim ary d riv e r o f past grow th, and w o u ld  be the m ost necessary in g red ien t fo r 

future grow th. In  spite o f this, U K  com panies continue to experien ce co n sid erab le  IT

- 8 9 -
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s k ills  shortages. T he c ritic a l success factors id e n tifie d  by D elo itte  &  Touche in clud ed  a 

sk ille d  w o rkfo rce (48%  o f respondents), tech n o lo g ical in no vatio n (44%  o f 

respondents), and a strong m anagem ent team  (4 2 %  o f respondents).

It  w o u ld  seem , then, that the education and tra in in g  o f the e xistin g  w o rkfo rce is  not 

optional, but indeed necessary, if  Ir is h  technology com panies are to su rv iv e  their 

current lo ss o f p ro d u ctivity  and com petitiveness. S k ills  shortages are a reality. I f  they 

are not planned fo r through education and tra in in g , m arket forces w ill intervene, 

causin g  w age in fla tio n  and a further lo ss o f com petitiveness fo r Irish  technology 

com panies (T he E xp e rt G roup on Future S k ills  N eeds, D ecem ber 1998).

T h e E xp e rt G roup on Future S k ills  N eeds co n clud ed  that, in  the m edium - to long-term , 

an adequate su p p ly  o f sk ille d  lab o u r sho uld  h elp  to protect Iris h  technology com panies 

from  being severe ly  affected by the econom ic slow dow n. T here are three reasons for 

th is:

1) Throughout E u rop e, vast shortages o f IT  s k ills  s till rem ain to be catered for.

2) M an y technology com panies are m o vin g  into h ig h -valu e  added a ctiv itie s, fo r 

w h ich  dem and is  strong.

3 ) A n d  the European m arket, w h ich  has experien ced a less m arked slow dow n than 

the U S , rem ains an im portant m arket fo r Iris h  technology exports.

(T h e E xp e rt G roup on Future S k ills  N eeds, Ju ly  2 0 0 1).

2.2 Extent Of Skills Needs For The IT Sector
In  the F irs t R epo rt o f the E xp e rt G rou p on Future S k ills  N eeds (D ecem ber 1998), the 

G rou p p u b lish ed  its forecasts fo r future s k ills  dem and in  the IT  sector. These forecasts 

have sin ce  been updated to take account o f the changing econom ic clim ate (T h e E xpert 

G rou p on Future S k ills  N eeds, Ju ly  2 0 0 1). It  sho uld  be noted that the E xp e rt G roup 

defines the “IT  sector” as in co rp o ratin g  the hardw are and softw are in d u strie s, and also 

the dem and fo r technologists from  IT  departm ents in  com panies and organisations 

throughout the Iris h  econom y. T he E xp e rt G ro u p ’ s p ro jectio ns are based on the
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dem and fo r high-level (i.e . th ird -le ve l pro vid ed ) s k ills . T h is  category incorporates 

technologist graduates w ith  the fo llo w in g  s k ills :

• Professionals w ho possess a prim ary degree o r higher.

• H igher Technicians w ho possess a natio nal d ip lo m a (w h ich  takes three years on 

a fu ll-tim e  b a sis).

• Technicians w ho possess a national certificate  (w h ich  takes tw o years on a f u ll

tim e b asis).

T h e  p ro jectio ns do not in clu d e  ‘no n -technologists’ , w h ich  in clu d e  s k ille d  and sem i

s k ille d  operatives. These w orkers m ay possess s k ills  ce rtifie d  by F A S ,

C e rtifica te  courses, o r other short courses. (T he E xp e rt G rou p on Future 

D ecem ber 1998).

B ased  on these d e fin itio n s, the E xp e rt G roup id e n tifie d  fo u r categories 

s k ills  needs:

In  the Software Sector:

• C om puter S cience P ro fe ssio n als

• C om puter S cience T e ch n icia n s 

In  the Hardware Sector:

• E n g in e e rin g  P ro fe ssio n als

• E n g in ee rin g  T e ch n icia n s

2 .2.1 1998 Skills Projections

T h e  p ro jectio n s in  the F irs t R epo rt (D ecem ber 1998) w ere based on w hat the E xp e rt 

G ro u p  term ed a ‘high em ploym ent grow th scen ario ’ . T h is scen ario  w as based on the 

assum ption that strong econom ic grow th w o u ld  continue in  Ire la n d , and that the p o lices 

im plem ented fo llo w in g  th is rep o rt’ s recom m endations w o u ld  lead to an adequate 

su p p ly  o f s k ille d  lab o u r fo r the IT  sector to m aintain strong grow th.

P o st-Leavin g  

S k ills  N eeds,

o f h ig h -le ve l
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s
P ro jectio ns fo r the softw are sector w ere based on a su rvey carried  out fo r F A S  by 

M c lv e r C o n su ltin g  (1 9 9 8 ), and those fo r the e lectro n ics hardw are sector were based on 

a su rvey carrie d  out fo r F o rfas b y E ir lin k  In te rn atio n al (19 9 8 ).

T he s k ills  p ro jectio ns id e n tifie d  in  the F irs t R epo rt w ere in  relation to average 

annual dem and up to 2 0 0 3. T he p ro jectio ns w ere as fo llo w s:

Table 8: F irs t  R e p o rt O v era ll P ro jec tio n s

Annual
Forecasts

P rojected
D em and

P ro jected S u p p ly A n n u al S h o rtfall

E n g in ee rin g  &  
C om puter S cience

Professionals
4,400 3,6 0 0 800

E n g in ee rin g  &  
C om puter S cience 3,9 0 0 2,50 0 1,400

Total 8,300 6,100 2,200

S ource : A d a p te d  f ro m  T h e  E x p e r t G ro u p  o n  F u tu re  Skills N eeds, D ecem ber 1998

It  can be seen from  this that a total annual sh o rtfa ll o f 2,200 technologists w as 

projected. T h is  sh o rtfa ll con sisted o f 800 p ro fe ssio n a ls and 1,400 tech n icians, despite 

the fact that the estim ates took into account the G overnm ent’ s announcem ent in  1997 

that it w o u ld  be su b stan tia lly  in cre asin g  the num ber o f th ird  le v e l places availab le  fo r 

engineering te ch n ician s (7 5 0  ad d itio n al places per annum ) and com puter science 

p ro fessio n als ( 1 ,0 0 0  ad d itio n al places per annum ).

T h e  com position o f the projected dem and w as as fo llo w s:

Table 9: F irs t  R e p o rt D em an d  P ro jec tio n s

E n g in ee rin g  P ro fe ssio n als 2 ,0 0 0

E n g in ee rin g  T e ch n icia n s 1,800

C om puter S cience P ro fe ssio n als 2,400

C om puter S cience T e ch n icia n s 2 ,1 0 0

Total Dem and 8,300

Source: Adapted from The Expert Group on Future Skills Needs, December 1998
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The sources o f the projected sup p ly in clu d ed  new  graduates, im m igratio n o f q u a lifie d  

graduates, and u p -s k illin g  o f the e xistin g  w o rkfo rce:

Table 10: F ir s t  R e p o rt S upp ly  S ources

A nnual
Forecasts

Graduate
s

N et Im m ig ratio n U p-
S k illin g

Total Supply

E n g in e e rin g  &  
C om puter 

S cience 
Professionals

3,30 0 150 150 3,600

E n g in ee rin g  &  
C om puter 

S cience 
Technicians

2 ,1 0 0 150 250 2,500

Total 5,400 300 400 6,100

S o u rce : A d a p te d  f ro m  T h e  E x p e r t G ro u p  on  F u tu re  Skills N eeds, D ecem b er 1998

T h is breakdow n h ig h lig h ts the re la tiv e ly  lo w  co n trib utio n that em ployee u p -s k illin g  

m ade to the pro jected  annual sup ply, co n trib utin g  to ju st 4.2%  o f p ro fe ssio n als, 

although it d id  contribute to 10%  o f techn icians. O ve ra ll, u p -sk illin g  accounted fo r ju st 

6 .6 % o f the total su p p ly.

T he E xp e rt G ro u p  has noted that the s k ills  needs o f the IT  sector change and fluctuate 

on a re g u la r b asis. F o r this reason it b e lie ve s that past trends alone w o u ld  not be a 

suitable in d ica to r fo r future s k ills  needs. T h e  G rou p also reco gnised th is w hen 

form ulating the annual s k ills  forecasts, and it b e lie ve s that the annual average balance 

approach adopted w o u ld  be the m ost appropriate fo r the purposes o f p o lic y  responses.

2.2.2 2001 Skills Projections

T he T h ird  R ep o rt o f the E xp e rt G roup on Future S k ills  N eeds (Ju ly  2 0 0 1) contains 

re vise d  p ro je ctio n s o f future dem and fo r IT  s k ills . These p ro jectio n s g ive  due 

consideration to the slo w do w n cu rre n tly  being experien ced by the w o rld  econom ies. In  

spite o f the slo w d o w n , the E xp e rt G roup b e lie ve s that the dem and fo r IT  s k ills  w ill still 

rem ain high. In  fact, the annual dem and p ro je ctio n s fo r engineering and com puter
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scien ce p ro fe ssio n als have increased sub stan tially  sin ce the F irs t Report. The reasons 

fo r th is increased dem and stem m ostly from  the softw are sector, and in clu d e: the 

in cre a sin g  pace w ith w h ich IT  is  filte rin g  through the econom y; in creasin g  h ig h -le ve l 

s k ill requirem ents in  the softw are sector; the rise  o f new IT  services, re latin g  fo r 

exam ple to d ig ita l m edia and the Internet; and the in creasin g  im portance o f e-B usin ess. 

The co n trib utio n  o f the hardw are sector to this dem and co n sists m ain ly  o f dem and 

stem m ing from  the in creased im portance o f h ig h -valu e  added areas o f business, such as 

Integrated C irc u it design. T e ch n o lo g y com panies are also dem anding an in cre a sin g ly  

broad range o f s k ills  from  em ployees, in  lin e  w ith the b lu rrin g  d istin ctio n s between 

hardw are and softw are engineering, and between te ch n ician -le ve l and p ro fe ssio n al- 

le v e l em ployees in  the softw are sector.

T he p ro jectio n s set out in  the T h ird  R epo rt w ere based on new  studies, carried  out again 

by M c lv e r C o n su ltin g  (D ecem ber 2000) fo r the softw are sector, and E ir lin k  

In te rn atio n al (D ecem ber 2000) fo r the e lectro n ics hardw are sector. B oth sectoral 

studies found that business grow th w as being constrained by a la c k  o f s k ille d  staff.

P ro jectio n s in  the T h ird  R epo rt relate to the average annual dem and fo r IT  s k ills  

between 2 0 0 1-2 0 0 5. T h e E xp e rt G ro u p  b e lie ve s that these p ro jectio ns sho uld  be robust 

enough to account fo r flu ctu atin g  econom ic co n d itio ns, sin ce the p ro jectio ns have 

allo w ed  fo r som e v o la tility  in  dem and, and also  fo r the different grow th dynam ics 

associated w ith the hardw are and softw are sectors.

T he fo llo w in g  p ro jectio n s fo r average annual dem and and su p p ly  between 20 0 1-20 05 

w ere put forw ard:
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Table 11: Third Report Overall Projections

Dem and S u p p ly B alan ce

Professionals 6,842 4 ,35 0 - 2,492

O f which:

C o m puting 4 ,38 3 2 ,77 0 -1,613

E n g in eers 2,459 1,580 -879

Technicians 2,462 1,520 -840

O f which:

C o m pu ting 1,623 523 -1,100

E n g in ee rs 839 1,099 260

Total 9,304 5,972 - 3,332

Source: Adapted from The Expert Group on Future Skills Needs, July 2001

It  is  c le a r from  these p ro jectio ns that the shortage o f p ro fe ssio n al le v e l em ployees (at 

2,492 p er annum ) is  m uch m ore severe than that o f tech n ician  le v e l em ployees (at 840 

per annum ). T h e  E xp e rt G roup has e xp lain ed  the slo w in g  expansio n o f dem and fo r 

te ch n ician s as a consequence o f the m ove tow ards h ig h -valu e  added activ itie s. T h is 

trend appears to have m anifested its e lf m ore deeply in  the e lectro n ics hardw are sector, 

w here the dem and fo r p ro fe ssio n als in  place o f tech n ician s is  a ctu a lly  forecast to result 

in  a su rp lu s o f engineering tech n icians. T he E xp e rt G roup suggests that this surplus 

co u ld  be used to help reduce the sh o rtfa ll o f com puter science tech n ician s, g iven that 

em ployees are now  expected to possess a broader range o f s k ills . T he G rou p further 

asserts that th is situation poses an opportunity fo r in d u stry and education to develop 

new  and in n o va tive  w ays o f tra in in g  and develo pin g em ployees.

2 .2 .3  A ddressing the Skills Issue

It  is  c le a r from  these pro jectio ns that la c k  o f em ployee s k ills  is  a m ajo r issu e fo r Irish  

technology com panies. The E xp e rt G roup has ca lle d  upon the G overnm ent to pro vide 

support m echanism s that w ill a llo w  technology com panies and th e ir em ployees to 

access education and training. T h e G rou p acknow ledges the fundam ental contradiction 

betw een the a b ility  o f com panies to plan fo r s k ills  needs o ver a re la tiv e ly  short tim e
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span o nly, and the tim e that it takes fo r the education and training  sectors to respond to 

these needs (g e n e rally , the p ro visio n  o f s k ills  can take as long as fo u r years). 

Therefo re, the E xp e rt G roup has determ ined that G overnm ent co-operation is  necessary 

fo r the p u ipo ses o f forecastin g future s k ills  needs, and estab lishin g p o licie s and 

m echanism s to help meet these needs. (T he E xp e rt G roup on Future S k ills  N eeds, 

D ecem ber 1998; Ju ly  2 0 0 1).

G overnm ent in terventio ns have also been designed to address several other 

in e ffic ie n c ie s in  the education and train in g  system , in clu d in g :

• T he range o f education and train in g  courses a vailab le  in  Ire lan d , p a rticu la rly  in 

areas outside D u b lin .

• T he range o f tra in in g  options open to Iris h  S M E s.

• M echanism s fo r so u rcin g  education and tra in in g  p ro vid ers.

• M echanism s fo r ensuring the q u a lity  o f education and tra in in g  p ro visio n .

• M echanism s fo r ensuring that education and tra in in g  a ctiv itie s are relevant to 

the needs o f the com pany and o f the in d iv id u a l em ployees.

• P ro vid in g  access to tra in in g  fo r em ployees (th is m ay in clu d e  o fferin g  m ultip le  

d e liv e ry  options to m eet in d iv id u a l preferences, con tributin g to the cost o f 

train in g , and re leasin g  em ployees fo r tra in in g ).

(T h e E xp e rt G roup on Future S k ills  N eeds, D ecem ber 1998; Feb ruary 

2000; A ugust 2000; Ju ly  2 0 0 1).

A ltho ug h the G overnm ent has m ade a com m itm ent to help tackle these issu es, it has 

em phasised that these endeavours w ill not be su ccessfu l w ithout co-operation from  

in d u stry  as a w h ole (and in d iv id u a l com panies in  p articu lar), and also  from  the 

education and tra in in g  establishm ents. In d iv id u a l com panies m ust s till take prim ary 

re sp o n sib ility  fo r p ro vid in g  access to train in g  and developm ent fo r th eir em ployees, 

and also fo r encouraging the em ployees to take advantage o f these opportunities.
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2.2.4 Non-Technologist Skills Needs

O ne notable lim ita tio n  o f the w o rk o f the E xp e rt G roup, and o f m any o f the 

G overnm ent’ s in terventio ns to date, is the fa ilu re  to address lo w er le ve l s k ills  needs, 

notably in  re latio n  to s k ille d  and se m i-sk ille d  o peratives. A lthough the E xp e rt G roup 

d id  not decide to address these needs, they have been acknow ledged to a certain extent 

in  previo u s investm ents (such as the £ IR  250m  S c ie n tific  and T e ch n o lo g ical E d ucatio n 

(Investm ent) F u n d ). T he sectoral studies undertaken by M c lv e r C o n su ltin g  (1998) and 

E ir lin k  In ternation al (1 9 9 8 ) both indicate a sub stantial le v e l o f dem and fo r s k ille d  and 

se m i-sk ille d  operatives, w ith dem and fo r the fo rm er being the m ost severe.

2.3 What Interventions Have The Government Put In Place To Help 

Employers?

2 .3.1  Recom m endations of the E xpert G roup on F u tu re  Skills Needs

T h e E xp e rt G rou p has m ade quite a w ide range o f recom m endations, m any o f w h ich 

have le d  the G overnm ent to com m it to investm ents and other in itia tiv e s designed to 

im pro ve the quantity and q u a lity  o f education and tra in in g  that is  undertaken. Inherent 

in  the recom m endations put forw ard b y the E xp e rt G ro u p  are the concerns o f cost- 

effectiveness, fle x ib ility , the use o f quantitative and q u alitative  m easures (w ith  a m ore 

recent m ove tow ards q u a lita tiv e  m easures), and co-operation.

C o st-E ffective n e ss

T h e recom m endations contained in  the E xp e rt G ro u p  reports place a ke y em phasis on 

m axim isin g  the po tential o f existin g  education and tra in in g  fa c ilitie s, in  order to 

in crease cost-effectiveness.

F le x ib ility

Im p ro vin g  the fle x ib ilit y  o f program m es is  an im portant o b jective  fo r the G roup. The 

re la tiv e ly  lo ng  d uratio n o f a course leading to a h ig h -le ve l q u a lifica tio n  is  adverse to 

the rate at w h ich  s k ills  needs can change w ith in  the technology sector. M easures to 

im pro ve the fle x ib ilit y  o f learn in g  can help to ensure that s k ills  acquired rem ain
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relevant to the needs o f em ployers. S u ch  m easures in clu d e  m odular program m e 

structures; accreditation o f p rio r learning  and experien ce; m u lti-sk illin g  and con versio n 

program m es (su ch  as the G raduate C o n ve rsio n  Program m e); and accelerated train in g  

program m es (su ch  as the A ccelerated T e ch n icia n  Program m e, w h ich  is  supported by 

the G overnm ent).

M o ve T o w ards Q u alitative  M easures

T h e F irs t R epo rt o f the E xp e rt G roup (D ecem ber 1998) m ade recom m endations that, 

fo r the m ost part, urged the use o f quantitative in terventio ns, designed to in crease the 

quantity o f s k ille d  lab o u r availab le. In  1999, fo r exam ple, based on the

recom m endations contained in  the F irs t R eport, the G overnm ent announced an 

investm ent o f £ IR  75 m  (€  9 5.23m ) fo r the p ro v isio n  o f 5,400 new  places in  th ird -le ve l 

in stitutio ns fo r courses related to IT  s k ills . H o w eve r, b y the tim e that the T h ird  R epo rt 

(July 2001) w as in  production, it w as re alise d  that such quantitative m easures co u ld  not 

rem ain e ffective  fo r m uch longer, given the deceleration o f labo ur force su p p ly  and 

em ploym ent grow th. T h e  E xp e rt G roup now  co n sid ers that q u alitative  m easures need to 

be pursued in  order to p ro vid e fo r the s k ills  needs o f the future. Such q ualitative  

m easures w ill re ly  h e a v ily  on updating and augm enting the s k ills  o f e xistin g  

em ployees.

C o-oneration

T he m ain focus o f the E xp e rt G ro u p ’ s recom m endations is  on encouraging co-operation 

from  in d iv id u a l technology com panies. U ltim a te ly , it  w ill be em ployers w ho use and 

benefit from  the s k ills  pro vid ed  by education and tra in in g  in stitutio n s. It  is  therefore 

re a listic  and necessary that they p ro vid e continuous in put to ensure that courses provide 

s k ills  relevant to m arket needs, that these s k ills  are p ro vid ed  when they are needed, and 

that the q u a lity  o f the education or tra in in g  p ro v isio n  is  high. E m p lo ye rs are also urged 

to contribute to the costs associated w ith  education and training, and to take 

re sp o n sib ility  fo r en surin g  that em ployees have access to courses. E m ployees m ay 

undertake study through night classes or part-tim e study leave. O ther options in clu d e  

b lo ck  and sandw ich release program m es, and distance le arn in g  through com puter-based 

and hom e study m ethods.

The E xp e rt G rou p has ca lle d  fo r com panies to w o rk w ith the Institutes o f 

T ech n o lo g y and other th ird -le ve l in stitutio n s in  d evelo pin g and p ro vid in g  com pany-
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based and com pany-sponsored program m es, w h ich  w o u ld  in clu d e  sandw ich and b lo ck 

techn ician courses. T h e G roup recom m ends that co llab o ratio n  between in d iv id u a l 

com panies and th ird -le ve l in stitutio ns sho uld  be used to pool and share resources, 

in c lu d in g  p h y sica l resources (such as tra in in g  space and fa c ilit ie s ) and hum an and 

in te llectu al resources (in c lu d in g  staff exchanges fo r the p ro visio n  o f tra in in g , and 

student exchanges fo r study o r em ploym ent). F in a lly , the G roup has proposed that the 

G overnm ent contribute further to help id e n tify  training  and education p rio ritie s for 

e xistin g  em ployees, and these needs can then be com m unicated to education and 

training  p ro vid ers. F o rfa s, F A S , the D epartm ent o f E n terp rise  Trade and Em ploym ent, 

and the D epartm ent o f E d u catio n  and S cien ce, sho uld  be in vo lv e d  in  these re vie w s.

(T h e  E xp e rt G rou p on Future S k ills  N eeds, D ecem ber 1998; F eb ru ary 2000; 

A ugust 2000; Ju ly  2 0 0 1).

In  lin e  w ith  the E xp e rt G ro u p ’ s recom m endations, interventio ns used by the 

G overnm ent to date have in clu d ed  investm ent funds directed at in cre asin g  the num ber 

o f th ird -le ve l p laces (both fu ll-tim e  and part-tim e) a vailab le  fo r study o f IT  subjects, 

and other support m echanism s designed to encourage collabo ration betw een in d u stry 

partners and education and train in g  in stitutio n s, w ith a view  to p ro d u cin g  m ore 

relevant, dem and-led cou rses, and new  in n o va tive  so lutio ns to m eet s k ills  needs. A  

further em phasis has a lso  been placed on ra isin g  aw areness (w ith in  the e xistin g  and 

future lab o u r fo rce ) o f IT  s k ills  opportunities.

2.3.2 E xpenditure on IT  Places

T w o  p rim ary phases o f substantial, long-term  investm ent in  the education and training  

o f the IT  lab o u r fo rce  can be id entified .

1 ) In  the T h ird  R ep o rt o f the E xp e rt G roup (Ju ly  2 0 0 1), an investm ent o f £ IR  130m  (€  

16 5.0 7m ) w as proposed, to be spread o ver fiv e  years. T he investm ent w as designed to 

address fo u r key p rio rity  areas:

a) Part-tim e Education & In-Com pany Training: The purpose o f this 

investm ent is  to pro vide access to education and train in g  fo r em ployees who 

m ay o therw ise fin d  it d iffic u lt to fin d  the tim e and fin a n c ia l reso urces to
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undertake education or training . T he In stitute T rain ee Program m e is one o f the 

m ain program m es to benefit from  this investm ent area.

b) Post-G raduate Conversion Courses: F u n d in g  fo r additio n al Post-G raduate 

C o n ve rsio n  C o urses, p a rticu la rly  those operated on a part-tim e b asis, is 

designed to m ake these courses a m ore perm anent part o f the G overnm ent’ s 

plan to tackle s k ills  needs.

c) Completion Rates: C o m pletio n rates fo r th ird -le ve l courses in  IT -related  

subjects have g e n e rally  been lo w e r than those fo r other subjects. Im p ro vin g  the 

fle x ib ility  o f cou rses, so that course d e liv e ry  is  m ore c lo se ly  m atched to 

in d iv id u a l preferences, and so that students are ensured that the s k ills  they 

acqu ire are the s k ills  that em ployers need, w o u ld  help to im pro ve com pletion 

rates.

d) Equipm ent Renewal: Part o f th is investm ent is  designed fo r the renew al o f 

e xistin g  equipm ent, and the purchase o f new  state-of-the art equipm ent, fo r IT - 

related education.

2) T h e N atio n al D evelopm ent P lan 2000-2006 has allocated £ IR  9.9 b illio n  (€  12.6 

b illio n ) sp e c ific a lly  to its E m ploym ent and H um an R esource D evelopm ent O perational 

Program m e. T h is  investm ent is  sp lit between tw o regions: the Southern and Eastern 

R e g io n ; and the B o rd e r, M id la n d  and W estern R e g io n . T he per capita investm ent fo r 

these tw o regions is  set at £ IR  2,651 and £ IR  2,9 36  re sp ectively. T he higher per capita 

spend in  the B o rd er, M id la n d  and W estern R e g io n  is  one elem ent o f the G overnm ent’ s 

efforts to prom ote m ore equal developm ent betw een the tw o regio ns. The £ IR  9.9 

b illio n  investm ent is  d ivid e d  into fo u r sub-program m es. The Em ployability sub- 

program m e is  intended to prom ote so cia l in c lu sio n , through sectoral train in g , for 

exam ple, o f the unem ployed and those w ho have been m ade redundant. A n 

E ntrepreneursh ip  sub-program m e has been established to p ro vid e, am ongst other 

things, M anagem ent tra in in g  to S M E s. T h e sub-program m e fo r A daptability  (w h ich  is 

re ce ivin g  the highest investm ent o f a ll fo u r sub-program m es) targets in itia tiv e s that w ill
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p ro vid e access to s k ills  developm ent, apprenticeship/traineeship, and sectoral train in g  

opportunities, w ith a v ie w  to prom oting L ife lo n g  L e a rn in g  fo r a ll. T h is  sub-program m e 

is  also  concerned w ith  im p ro vin g  the q u a lity  o f education and training. A n d  the fin a l 

sub-program m e, Equality, is  concerned w ith the p ro v isio n  o f education and tra in in g  

opportunities to people w ith d isa b ilitie s, and other groups w ho have in  the past found it 

d iffic u lt to access these opportunities.

(T he N atio n al D evelo pm ent P lan 2000 -  2006).

A sid e  from  these investm ents, the G overnm ent has recently m ade a num ber o f other 

investm ents, w h ich  in clu d e :

□  M arch  19 97: T h e  G overnm ent announced p lan s to increase the num ber o f study 

places fo r engineerin g tech n icians b y 7 5 0  an n u ally, and the num ber o f places 

fo r com puter p ro fe ssio n als by 1 ,0 0 0  ann ually.

□  Janu ary 1999: ad d itio n al places w ere p ro vid ed  on A ccelerated T e ch n icia n  

Program m es, in  order to incorporate the p ro visio n  o f s k ills  in  IT -re la te d  areas.

□  A p ril 1999: £ IR  75 m  (€  9 5.2 3m ) w as assigned to the D epartm ent o f E du catio n 

and S cience fo r 5,40 0  new  IT  places in  th ird -le ve l courses.

□  June 1999: T h e G overnm ent pledged a further £ IR  6 m  (€  7.6 2 m ) to continue the 

su p p ly  o f 1,50 0  places per year on IT -re la te d  Post-G raduate C o n ve rsio n  

Program m es.

□  D ecem ber 1999: an extra £ IR  3.2m  (€  4.06m ) w as allocated to F A S  fo r the 

purposes o f tra in in g  70 0  people in  IT -re la te d  areas.

□  In  addition, £ IR  250m  (€  3 1 7 .5 m ) w as allocated to the S c ie n tific  and 

T e ch n o lo g ica l E d u catio n  (Investm ent) Fun d, w h ich contributes tow ards the 

train in g  o f s k ille d  and se m i-sk ille d  operatives in  the technology sector.
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2 .3 .3  Linking Em ployers W ith Education/Training Providers

• T h e B u sin e ss E du catio n and T ra in in g  P artn ersh ip  Forum  p ro vid es a m echanism  

through w h ich  representatives from  in d u stry, education and train in g  in stitutio n s, 

and G overnm ent departm ents, can express th eir ideas, needs and o pin io ns, 

w h ich  are open to feedback from  others. A  report is  p ublish ed after each Forum  

m eeting, as a m eans o f further com m unicating details o f the m eetings. 

(B u sin e ss E d u catio n  &  T ra in in g  P artnership, M arch  2000).

• C o n ve rsio n  courses (and other m u lti-s k illin g  in itia tiv e s) have been encouraged 

and supported b y the G overnm ent. Such courses p ro vid e an e ffective  fast-track 

m echanism  fo r p ro vid in g  technology s k ills  to graduates from  no n-technology 

subjects. These courses are p a rtic u la rly  w e ll suited to softw are-related 

em ploym ent (although unsuitable fo r engineers), and a llo w  the s k ills  to be 

h ig h ly  custom ised to the needs o f the in d iv id u a l organisation. T he new 

G raduate S k ills  C o n ve rsio n  Program m e w as introduced in  1999 (in  place o f the 

A d van ced  T e ch n ica l S k ills  Program m e), and it  can be untaken on a fu ll-tim e  or 

a part-tim e b asis.

• A ccelerated  T e ch n icia n  Program m es w ere launched in  January 1998, although 

it w as not u n til 1999 that they w ere expanded to in clu d e  technology-related 

s k ills . O perated through the Institutes o f T ech n o lo g y, these program m es are o f 

18 m onths duration, co m p risin g  o f one s ix  m onth in d u stria l placem ent and two 

s ix  m onth p erio d s o f study. T h e  program m es lead to a N atio nal C ertificate  

Q u a lifica tio n , and are open to both new students and current em ployees. The 

benefits o f these program m es are shared b y  the In stitute o f T e ch n o lo g y (w h ich  

benefits from  stronger lin k s  w ith  in d u stry ), the student (w ho gains a th ird  le ve l 

q u a lific a tio n ), and the em ployer (w ho benefits from  the w o rke r’ s s k ills , and also 

from  th eir con trib utio n to the course design and student selection).

• N et C o lle g e  is  an in te ractive  train in g  system , w h ich  is  pro vided o n lin e  by F A S . 

In troduced in  2000, N et C o lle g e  pro vid es a range o f e-leam ing courses, targeted 

at em ployers, em ployees and the unem ployed. A s the course m aterials are 

d e livere d  o n lin e , the learn er can proceed through the course at a tim e and pace
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that is  suitable to them . Indeed, this fa c ility  o ffers a ll the benefits o f a W eb- 

based course, but req u ires a m uch lo w e r fin a n c ia l investm ent from  the em ployer 

than is  often associated w ith the p ro visio n  o f W eb-based courses. A  w ide range 

o f course options are a vailab le . These in clu d e  B u sin ess courses (such as 

“ Fin an ce  fo r the N o n -F in a n cia l” ), W eb D esign /P rogram m in g courses (such  as 

“ O bject O riented A n a ly sis  and D e sig n ” ), and Soft S k ills  / Personal 

D evelopm ent courses (such  as the “ L e ad in g  Team s S e rie s” ), am ongst others. 

(w w w .fas-n etco lleg e.co m ).

• F astrack to IT  (F IT ) is  an in itia tiv e  that is  being pilo ted  in  the B a lly m u n  area o f 

D u b lin , and is  co-fund ed by the D epartm ent o f E n terp rise, Trade and 

Em ploym ent. T h e schem e in v o lv e s co-operation from  m ajor em ployers in  the 

IT  sector (in c lu d in g  M icro so ft, O racle, and IB M ), to p ro vid e m em bers o f the 

long-term  unem ployed w ith the s k ills  cu rre n tly  in  highest dem and in  the IT  

sector.

• T h e H um an R eso u rces fo r C lie n ts u n it o f E n terp rise  Ire lan d  (w w w .en terprise- 

ire lan d .co m ) is  concerned w ith p ro vid in g  businesses w ith the m arketing s k ills  

needed to prom ote th eir products o r services in  export m arkets. Schem es 

o ffered in clu d e  the ‘M arketin g  S k ills  fo r P ro fitab le  E xp o rt G ro w th ’ program m e, 

w h ich  assists businesses in  the developm ent o f a Strategic M arketin g  P lan , upon 

com pletion o f w h ich  the businesses w ill re ce ive  a C ertificate  in  M arketing 

P ractice  from  the M arketin g  In stitute; the ‘S e llin g  S k ills  W o rk sh o p ’ , w hich 

pro vides clie n ts w ith the a b ility  to con vert overseas contacts into successful 

business re latio n sh ip s; and ‘B u sin e ss Language T ra in in g ’ , w h ich  provides 

clie n ts w ith the a b ility  to apply th eir language s k ills  in  the real business context.

• T he C o m petitive strand o f the F u n d in g  fo r In d u stry  (F O I) in itia tiv e  in v o lv e s a 

co lle ctio n  o f funds that are m ade ava ila b le  fo r hum an resource developm ent in 

in dustry. O ne exam ple o f the type o f fun d in g  availab le  is  the ‘R esearch, 

T e ch n o lo g y and In n o v a tio n ’ (R T I)  grant schem e, w h ich  p ro vid es fin a n cia l 

assistance fo r in d u stry -le d  research related to product o r process developm ent.
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E n terp rise  Ire la n d  sup ervises the allo catio n  o f these funds, w h ich is  carried  out 

on a com petitive basis.

(w w w .en te ip rise-ire lan d .co m )

• T h e N atio nal R e g iste r o f T ra in e rs is  a listin g  o f registered trainers that is 

pro vid ed  by F A S  and E n te rp rise  Ire lan d . T h is  register a llo w s em ployers to 

search fo r trainers by lo catio n , train in g  category, o r program m e nam e.

• A  num ber o f other se rv ice s are p ro vid ed  by F A S  in  an effort to m ake training 

and developm ent m ore acce ssib le  fo r em ployers, em ployees and citizen s. The 

T ra in in g  A d v iso ry  S e rvice  is  pro vid ed  on a regio nal b asis, and offers support, 

ad vice  and program m es to a range o f com panies, in c lu d in g  sm all firm s and 

com panies operating in  the softw are sector. F A S  also o ffers a range o f (in - 

person) train in g  courses, on a day o r even in g b asis, throughout Ire lan d . These 

courses in clu d e  com puting tech n ician  traineesh ips and com puter-aided design 

program m es, as w e ll as soft s k ills  developm ent. A  sp e cific  Com petency 

D evelopm ent Program m e is  ru n  b y F A S , w hich o ffers grants o f up to 60%  o f 

total train in g  costs to develo p the core com petencies o f targeted em ployees in  

organisations.

2 .3 .4  Linking Em ployers W ith E ach O ther

• T h e N atio nal T ra in in g  F u n d  is  an in itia tiv e  aim ed at in creasin g  the quantity and 

q u a lity  o f tra in in g  that is  undertaken by services and m anufacturing com panies. 

The fund con sists o f co n trib u tio n s m ade by com panies them selves, although the 

in itia tiv e  is  supported by the G overnm ent. T he fun d is  one m echanism  that is 

used to support the S k illn e ts in itia tive .

• S k illn e ts (w w w .skilln e ts.co m ) is  an enterprise-led in itia tive , w h ich  supports the 

developm ent o f ‘n e tw o rks’ o f com panies, w h ich  com e together in  order to 

develop co lle ctiv e , in n o va tive  so lutio ns to tra in in g  and developm ent needs. 

N etw orks are p a rticu la rly  b e n e ficia l to S M E s, w ho benefit from  the know ledge 

and best practice  experien ce o f la rg e r com panies. T hro ugh the netw orks, S M E s
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can also enjoy a le v e l o f access to train in g  that they m ay not have experienced if  

they w ere acting in d iv id u a lly  to m eet th eir tra in in g  and developm ent needs.

O ne exam ple o f a S k illn e ts netw ork is  the “ it@ cork” S k illn e t 

(w w w .itco rk .ie ). T h is group o f technology com panies have jo in e d  

forces to develop m anagem ent developm ent m odules, aim ed at 

addressing the core m anagem ent s k ills  d e fic it that is  com m on in  m any 

technology com panies. M o d u les have been m ade availab le  to the 

com panies in  the areas o f hum an resource developm ent, certain 

m anagem ent issu es sp e cific  to the IT  sector, and custom er developm ent 

s k ills .

• T h e S m all F irm  C lu ste r Program m e is  a program m e that is  targeted at the 

ow ner/m anagers o f sm a ll com panies in  the e arly  stages o f developm ent. 

C lu ste rs o f around ten com panies are form ed on a reg io n al basis. E ach 

com pany m akes a sm all fin a n c ia l con tributio n to the program m e, fo r access to 

tw enty days o f in-co m p any, custom ised tra in in g  o ver the course o f one year. 

T h is  train in g  is  pro vid ed  b y a panel o f trainers that is  m ade accessib le  to a ll the 

com panies in  the clu ster. The re al benefit o f the train in g  d erives from  the 

custom ised content, as each com pany can choose from  a range o f training  

options, and a m onthly re vie w  takes p lace in  w h ich  the p recise train in g  needs o f 

the com pany are id m tifie d .

2.3.5 Increasing Awareness of Skills O pportunities

• S T E P S  (the Science, T e ch n o lo g y &  E n g in ee rin g  Program m e fo r S ch o o ls) is  a 

partnership in itia tiv e , designed to in fo rm  po st-prim ary scho ol students o f the 

career and s k ills  opportunities availab le  in  the IT  sector. It  does this by 

arranging v is its  fo r the students to large technology com panies, w ith an aim  to 

fa cilita tin g  the pro ductio n o f long-term  relatio n sh ip s between these students and 

the technology com panies.
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• E xce lle n ce  T hro ugh P eople represents a natio nal standard fo r q u a lity  in  hum an 

resource developm ent p ractices. A ch ie v in g  accreditation o f this standard 

(w h ich  is  ap p licab le  fo r one year) helps com panies to develo p best practices in  

H R D , and also to attract and retain a high q u a lity  w o rkfo rce . A ccred itatio n is  

open to com panies o f any size  and sector.

• T he 1999 ‘Q u a lifica tio n s (E d u catio n and T ra in in g ) A c t’ governed the 

establishm ent o f three bodies concerned w ith  m o n ito ring  the q u ality  o f 

education and tra in in g  p ro visio n , nam ely: the ‘N atio n al Q u a lifica tio n s A utho rity 

o f Ire la n d ’ ; the ‘F u rth er E d u catio n  and T ra in in g  A w ard s C o u n c il’ (F E T A C ); 

and the ‘H ig h e r E d u catio n  and T ra in in g  A w ard s C o u n c il’ (H E T A C ). These 

developm ents have gone som e w ay tow ards ensuring p ro sp ective  students o f the 

q u a lity  o f education and tra in in g  p ro visio n .

2 .3 .6  O ther Sources of Funding and  Advice

• T he N o n -C o m p etitive  strand o f the F O I (F u n d in g  fo r In d u stry ) schem e allow s 

E n te rp rise  Ire la n d  to w o rk  in  collabo ration w ith  an in d iv id u a l technology 

com pany, in  an effo rt to produce an in-depth understanding o f the needs o f that 

com pany, and o f the le v e l o f G overnm ent support that is  requ ired  to help the 

com pany meet those needs.

(w w w .en terp rise-irelan d .co m ).

• T he M entor N etw o rk (operated b y E n terprise Ire la n d ) p ro vid es a service  that 

lin k s  S M E s and n e w ly developed com panies to expert ad vice  in  the form  o f 

retired  o r sem i-retired m anagers w ho have experience in  a s im ila r business area.

• T he W id e r H o rizo n s T ra in in g  Program m e is  operated under the International 

F u n d  o f Ire lan d , and is  concerned w ith p ro vid in g  tra in in g  and w o rk experience 

to trainees from  the N orth and South o f Ire la n d ’ s border region. The 

placem ents can take p lace at hom e or abroad, and are g e n e rally  o f between one 

and tw o m onths duration. Those aged between 16 and 18 are the target group
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fo r the program m e, and placem ents u su a lly  in v o lv e  a group o f between 1 0  and 

25 people.

• F A S  runs a N atio n al T rain ee sh ip  Program m e, w h ich  in v o lv e s netw orks of 

com panies w o rkin g  together w ith  F A S  fo r the p u ipo se o f d evelo ping needs- 

based train in g  p ro v isio n  fo r trainees. F A S  pro vid es m entoring and coaching to 

the in d iv id u a l com pany, w h ich in  turn pro vid es a m entor to the trainee. 75%  o f 

the tra in in g  costs are funded by F A S .

• T h e Leonardo da V in c i program m e is  a European C o m m un ity vo catio nal 

tra in in g  program m e, w h ich  aim s to b u ild  upon the con trib utio n that vocational 

tra in in g  m akes to the com petitiveness o f com panies and econom ies. U nder the 

program m e, grants are m ade ava ila b le  fo r placem ents and exchanges.

• T h e E xp o rt O rientation Program m e is  a graduate placem ent program m e w h ich 

in v o lv e s a tw elve m onth place, at least s ix  m onths o f w h ich  m ust take place in  a 

fo re ig n  country. T h is  p ro vid es the com pany w ith  an opportunity to establish a 

presence in  a fo re ig n  m arket, and at the sam e tim e p ro vid es the graduate w ith 

in va lu a b le  w o rk experience. E n terp rise  Ire la n d  pro vid es fin a n c ia l support fo r 

com panies that sponsor a graduate place on the E xp o rt O rientation Program m e.

• T h e Socrates program m e w as set up as a m echanism  through w h ich  in d iv id u a ls 

co u ld  re ce ive  tra in in g  o r education or teach in  another E urop ean country. The 

program m e pro vid es grant aid  fo r such placem ents, and th is a id  covers a w ide 

variety  o f tra in in g  and le arn in g  activ itie s, in c lu d in g  h ig h er education, adult 

education and open/distance learning.

• M anagem ent D evelopm ent G rants are pro vided to sm all com panies by F A S  in  

associatio n w ith  E n te rp rise  Ire lan d . These grants are structured through a 

program m e that is  custom ised on the basis o f the needs o f the ow ner/m anager o f 

each com pany. T he aim  o f the program m e is  to develo p the s k ills  o f 

ow ner/m anagers in  sm all, develo pin g com panies.
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T h e  G overnm ent, p rim a rily  through the E xp e rt G roup on Future S k ills  N eeds, has 

id e n tifie d  quite a num ber o f areas, in  the education and tra in in g  o f the lab o u r force, that 

dem and im provem ent if  technology com panies are to rem ain com petitive into the 

future. T he N atio n al C o m petitiveness C o u n c il (2 0 0 1) has co n clud ed  that a substantial 

effort needs to be m ade in  b rin g in g  education and tra in in g  p ro v isio n  in  lin e  w ith 

alterations in  dem ographic factors, the life sty le  o f em ployees, new  technologies, and 

the rate o f change in  re latio n  to the s k ills  requirem ents o f technology com panies. 

In d iv id u a l com panies need to acknow ledge th eir ro le  in  p ro vid in g  access to training  fo r 

th e ir em ployees, and in  ensuring that th is tra in in g  p ro v isio n  is  fle x ib le  in  design and 

d e liv e ry . It  is  c le a r that the G overnm ent has m ade a substantial, and long-term , effort 

to address these issu e s. W h at rem ains to be seen, how ever, is  how  e ffective  these 

in terventio ns have a ctu a lly  been. A  k e y  aim  o f the survey contained in  th is report is  to 

assess the le v e l o f aw areness am ong Ir is h  technology com panies o f the support 

m echanism s that have been detailed above. It  also  intends to id e n tify  the extent to 

w h ich  com panies have draw n upon these support m echanism s, as a m eans o f m eeting 

th e ir tra in in g  and developm ent needs. F o llo w in g  from  th is an a ly sis, a co n clu sio n  w ill 

be draw n in  re latio n  to the o v e ra ll con tributio n that G overnm ent in terventio n has m ade 

to the tra in in g  and developm ent situatio n in  the Iris h  technology sector.

2.4  C o n c lu s io n
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C H A P T E R  3

M E T H O D O L O G Y

3.1 Introduction
F o r any given research project, the research problem , questions and o b jectives, can be 

seen as e xistin g  at a theoretical le ve l. T o  generate the know ledge needed to address the 

research problem , answ er the questions, and meet the o bjectives, it is  necessary fo r the 

researcher to m ove fro m  the le v e l o f the theoretical to that o f the e m p irica l -  i.e . to 

co lle ct data. T h e  ru le s, procedures, and to o ls fo r co lle ctin g  data from  research 

participants are contained in  the research methodology. (G h au ri and G r0 nhaug, 2002).

A cco rd in g  to G h a u ri and G r0 nhaug (2 0 0 2 ), in  d ecid in g  upon the m ethodology fo r a 

given research effort, tw o key questions m ust first be addressed:

1) W hat is  the research approach; is  it ‘theory before research’ o r ‘research before 

th eo ry’ ?

2) Is  the research design ‘E x p lo ra to ry ’ , ‘D e scrip tiv e ’ , o r ‘C a u sa l’ ?

T he answ ers to these tw o questions w ill have d irect im p licatio n s fo r the rem aining 

d e cisio n s re latin g  to m ethodological issues.

3 .1 .1  Research A pproach

G h au ri and G r0 nhaug (2 0 0 2 ) have id en tifie d  tw o d istin ct approaches to research.

a) Theory before research: this approach is  suited to a research problem  that 

is  focused upon e xistin g  know ledge o r theory. T h e researcher m ust id e n tify  

the ke y concepts from  the u n d e rly in g  theory, and adjust these concepts to 

the new  research problem . T h is approach is  related to ‘theory testing’ and 

the ‘context o f ju s tific a tio n ’ .

b ) Research before theory: in  contrast to the previo u s approach, ‘research 

before th eo ry’ is  appropriate w hen the research problem  is  associated w ith a 

la c k  o f p re vio u s theory o r know ledge. The researcher is  e ffe ctive ly
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e xp lo rin g  a new  o r under-researched area, in  an attempt to id en tify  

im portant concepts, leading to the con structio n o f theory. T h is approach is  

related to ‘ theory co n stru ctio n ’ and the ‘context o f d isco ve ry ’ .

R esearch befo re theory is  the approach that is  adopted in  this research, as it 

is  concerned w ith  e xp lo rin g  the train in g  and developm ent practices o f the 

Fast 50  T e ch n o lo g y  com panies, in  an attem pt to generate new know ledge in  

relation to tra in in g  and developm ent in  Ire la n d ’ s technology sector. A nother 

key aim  o f the research is  to b u ild  a theory (o r fram ew ork) fo r future 

tra in in g  and developm ent activ itie s w ith in  th is sector.

3 .1 .2  Research Design

T he research design is  determ ined on the b asis o f the degree o f structure associated 

w ith the research problem . A s th is study is  concerned w ith  pro ducing new in sig h ts into 

train in g  and developm ent a ctiv itie s (rather than e xam in in g  a pre-determ ined issu e ), the 

research problem  is  re la tiv e ly  unstructured -  it is  concerned w ith the re la tiv e ly  

unexplored area o f tra in in g  and developm ent in  Iris h  T ech n o lo g y com panies. The 

re su ltin g  research design is  ‘e xp lo rato ry’ . T h e three alternative form s o f research 

design are o utlin ed b elo w  (G h a u ri and G r0 nhaug, 2002).

o  E xploratory  research: w hen desig n ing  the data co lle ctio n  instrum ent fo r 

this type o f research, the researcher does not have a structured lis t o r definite 

d escrip tio n  o f each piece o f data needed to answ er the research questions. 

R ather, in fo rm atio n gleaned from  participan ts is  used to create a p icture  and 

id e n tify  k e y  issu es, w h ile  feedback lo o ps a llo w  fo r instrum ent adjustm ent, 

o r fo llo w -u p  data co lle ctio n , to expand on im portant fin d in g s. E xp lo ra to ry  

research represented a suitable design fo r the current research, as it allow ed 

m ore f le x ib ilit y  in  term s o f the in fo rm ation and know ledge that co u ld  be 

generated as a re su lt o f the research process.

o Descriptive research: this research design relates to a research problem  that 

is  quite w e ll structured, and w h ich aim s to describe a given situation or 

state. T he research er w ill have a defin ite  descrip tio n o f the inform ation that 

is  needed to answ er the research questions. A n  exam ple o f such research
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w o u ld  be a study conducted b y an o rganisatio n in  an attempt to determ ine 

the size  o f the m arket fo r a g iven  product. Such a design w as not fe lt to be 

suitab le fo r this research, due to the unstructured nature o f the research 

problem , arisin g  from  the scarcity  o f e xistin g  know ledge.

o Causal research: th is research design is  also  suited to a research problem  

that is  w e ll structured. C au sal research, how ever, is  not concerned w ith 

d e scrib in g  an iso lated situation o r state o f affa irs, but rather w ith id e n tify in g  

the existen ce and extent o f cause and effect relation s between tw o o r m ore 

variab le s. T h is  design w o u ld  apply, fo r exam ple, to a research effort 

an alysin g  the extent to w h ich  diet related changes resu lt in  w eight lo ss or 

gain. A s  there is  cu rre n tly  a la c k  o f e m p irica l data and understanding 

relatin g  to train in g  and developm ent in  the T ech n o lo g y com panies that 

operate in  Ire la n d , cause and effect an a ly sis w o u ld  be an inappropriate 

design fo r the research o b jectives that need to be met.

T h e cho ices o f research approach and research design have direct im p lica tio n s fo r the 

rem ainder o f the research process, in  term s o f the ch o ices and a ctiv itie s o utlin ed  in  the 

rem ainder o f th is chapter.

3.2 Sample Frame

The sam ple fram e chosen to address the research o b jectives and questions w as the 2003 

w inners lis t o f the Ire la n d  d iv is io n  o f the D e lo itte  &  Touche T ech n o lo g y Fast 50 

program m e. T he D e lo itte  &  T o uche T e ch n o lo g y F ast 50 program m e is  an in itia tiv e  

that recognises the perform ance o f technology com panies in  term s o f percentage 

grow th in  tu rno ver o ve r a three-year period. T h e technology Fast 50 program m e, 

w h ich  w as pioneered in  S ilic o n  V a lle y , C a lifo rn ia , in  1995, and has sin ce spread to 

over tw enty m ajo r c itie s across the globe, is  now  w id e ly  recognised w ith in  the U nited 

States as a benchm ark o f grow th success.
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E lig ib ility  crite ria  fo r the Ire la n d  aw ards are as fo llo w s (See: http ://w w w .fast50 .co .uk):

1. In  business fo r a m inim um  o f 3 years

2. C o nsid ered  a technology com pany defined as:

• P ro d u cin g  technology

• M an ufacturin g  technology-related products

• T e ch n o lo g ic a lly  in ten sive o r uses unique technology in  pro blem 

so lv in g

• D e vo tin g  a high percentage o f e ffo rt to research and developm ent of 

technology

3. Parent com pany m ust be located in  Ire la n d

4. T u rn o ve r m ust be o ver €50,000 in  1999

T he Ire la n d  d iv is io n  o f the T ech n o lo g y Fast 50  program m e incorporates com panies 

from  both N orthern Ire la n d  and the R e p u b lic  o f Ire la n d . H o w ever, fo r the purposes o f 

th is research, the su rve y  w as conducted w ith the com panies based in  the R e p u b lic  o f 

Ire la n d  o nly. The reason fo r this w as to fa cilita te  an an alysis o f the G overnm ent 

in terventio ns in  tra in in g  and developm ent that have been im plem ented to date in  the 

R e p u b lic  o f Ire lan d . It  w as fe lt that the co m p le xity  o f co verin g  the different le g islatio n  

and interventio ns re levan t to N orthern Ire la n d  and the R e p u b lic  o f Ire lan d  w o u ld  not be 

acco m plish able w ith in  the research resources and scope.

T h e questionnaire form  w as addressed to the ‘T ra in in g ’ or ‘H um an R esource 

M anagem ent’ sp e cia list, and sent to thirty o f the com panies operating in  Ire lan d . These 

sp e cia lists p ro vid ed  a valu ab le  source o f in fo rm atio n  re latin g  to the le ve l and nature o f 

train in g  and developm ent that is  offered to em ployees in  Ire la n d ’ s fastest gro w ing 

technology com panies. T he intention w as that the research w o u ld  id e n tify  any notable 

w eaknesses in  current train in g  and developm ent system s, and fa cilita te  the 

id en tificatio n  o f b enchm arking m easures to guide future training and developm ent 

endeavours.
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3.3 Data Collection Methods
M an y d iffere n t authors (e.g. C re sw e ll, 2 0 0 3; F in k , 2 0 0 3, V o lu m e 6 ; F o w le r, 2002; 

G h au ri and G r0 nhaug, 2002; M oore, 1 9 8 7) p ro vid e  alternative lists  o r categorisations 

o f the va rio u s m ethods o f data co lle ctio n  that are a va ila b le  to today’ s researchers. T h is 

section p ro vid es a syn o p sis o f these m ethods, w ith  the associated advantages and 

disadvantages. A n  explanatio n is  then pro vid ed  o f the com bination o f m ethods that 

w as chosen fo r th is research effort. It  w as decided that these w o u ld  be the m ost 

suitable m ethods fo r th is p a rticu lar research problem , and that they w o u ld  a llo w  the 

a vailab le  reso urces to be used to th eir m axim um  potential.

3.3.1 Survey R esearch M ethods

F in k  (2 0 0 3, V o lu m e  6 : 1) has defined ‘su rv e y s’ as “ ...system s fo r co lle ctin g  

in fo rm atio n from  o r about people to describe, com pare, o r e xp la in  th eir know ledge, 

attitudes, and b e h avio u r” . S u rvey research encom passes the m ost w id e ly  used research 

m ethods, and it  g e n e rally  in v o lv e s the use o f questio nnaire form s o r in te rvie w in g  

procedures. In  d e cid in g  upon the survey m ethod(s) m ost appropriate fo r a given 

research pro ject, the researcher m ust determ ine w hether the participants sh o uld  be 

assisted b y an in te rvie w e r, o r a ltern atively enter the data them selves. In  fact, the range 

o f a vailab le  su rve y  research m ethods can be categorised into ‘In te rvie w e r-A ssiste d ’ and 

‘S e lf-A d m in iste re d ’ m ethods.

In-Person Interviews

In te rvie w s in v o lv e  the researcher asking the respondent questions, and reco rd in g the 

answ ers that are given . T h is  in te rview  sessio n m ay take one o f three form s.

S tructured  in te rvie w s are based around a questionnaire form , w ith pre

determ ined questions and response sets. T h is type o f in te rview  allo w s the in te rview e r 

to p ro vid e assistance and guidance to the respondents, answ ering any questions that 

they m ay have. T h e in te rvie w e r m ay also be able to ‘probe’ u nclear o r incom plete 

answ ers. U n ifo rm ity  o f the in terview  structure m eans that each respondent w ill be 

subject to the sam e questions, and d u p licatio n  o f the research effort is  also  facilitated . 

The m ain disadvantage o f structured in te rview s is  one associated w ith  any form  o f 

personal in te rvie w , nam ely the re la tiv e ly  high re so u rce  requirem ents in  term s o f tim e 

and cost.
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U nstructu red  in te rview s, fo r the m ost part, leave the d iscu ssio n  open to the 

respondent. T h e  in te rvie w e r m ay sim p ly  ask a few  open-ended questions to guide the 

d iscu ssio n , and ensure that the in terview  stays on track. In  order fo r such an in terview  

to be su cce ssfu l, the in te rview e r m ust b u ild  a re latio n sh ip  o f trust w ith  the respondent. 

These in te rvie w s often deal w ith attitudes, o p in io n s, and other se n sitive  issues. 

T herefo re in te rview e rs m ust be w e ll trained and th o roughly prepared. U nstructured 

in te rview s p lace a great dem and on the respondent, and can also  be extrem ely 

cum bersom e to analyse. The advantages o f unstructured in te rview s relate to the 

freedom  given  to the respondent to express h is/h e r real feelin g s and experiences, 

re su ltin g  in  m ore in-depth inform ation.

Sem i-structured in te rview s com bine the advantages o f structured and 

unstructured in te rvie w s, often co n sistin g  o f a com bination o f clo sed- and open-ended 

questions. T h is  is  u se fu l fo r ensuring that a ll the requ ired  in fo rm atio n is  obtained, 

w h ile  also  perm itting the respondents to express w hat they are re a lly  th in kin g. 

H o w ever, lik e  unstructured in terview s, sem i-structured in te rview s also  p lace great 

dem ands on the s k ills  o f the in terview er, and on the patience o f the respondent.

F o r a d iscu ssio n  o f in -p erso n  in te rview s, see M o o re (1 9 8 7 ) and G h au ri and G r0 nhaug, 

(2 0 0 2 ).

In-Person G roup-Based Interviews (Focus Groups)

A  focus group is  an in te rvie w  that is  conducted w ith  a group o f in d iv id u a ls, rather than 

a lone in d iv id u a l. T h e in te rvie w e r in itiate s and guides the conversatio n betw een the 

group o f respondents, and later analyses the content o f the d iscu ssio n . S in ce  the 

interactio n betw een the group m em bers is  k e y  to the conversation that em erges, the 

in te rview e r m ust be ca re fu l not to deter the group from  expressin g ideas, but m ust also 

ensure that the in te rvie w  is  not m onop olised by one p a rticu lar respondent. (M oore, 

19 8 7). W h en p lan n in g  and conducting a fo cu s group, the in te rview e r m ust be aw are o f 

the in flu e n ce  that w ill be exerted by the p h y sica l and geographical setting, the size  and 

com position o f the group, and b y the in te ractio n  between the in d iv id u a l group 

m em bers, and betw een the group and the in te rview e r. (G h a u ri and G r0 nhaug, 2002). 

T he m ain advantage o f fo cus groups is  that they p ro vid e  a re la tiv e ly  in e xp e n sive  tool 

fo r gathering data fro m  a group o f respondents, w ith in  a lim ite d  tim e period. O n the 

other hand, the procedure requires a h ig h ly  s k ille d  in te rview e r, w ho is  able to ensure
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that a ll the re q u ire d  in fo rm ation is  gathered, and recorded, w ithout in terrup tin g  the 

d iscu ssio n s.

Telephone Surveys

A  telephone su rve y  u su a lly  takes the form  o f a questionnaire, w h ich  is  adm inistered 

o ver the telephone. T h e w idespread ow nership o f telephones has m ade such procedures 

as ‘R andom  D ig it D ia llin g ’ p ractica l fo r researchers. T h e use o f telephone surveys 

a llo w s researchers to adm inister surveys, and co lle ct the resu lts, w ith in  a re la tiv e ly  

short p e rio d  o f tim e. It  is  also p o ssib le to co v e r a large sam ple at a re la tiv e ly  lo w  cost, 

p a rtic u la rly  sin ce th is m ethod requires few er in te rview e rs than do person al in te rview s, 

and these in te rvie w e rs do not need to be in  c lo se  geographic p ro xim ity  to the 

respondents. T here are, how ever, a num ber o f disadvantages associated w ith  telephone 

surveys. G e n e ra lly , they are associated w ith  a h ig h e r rate o f non-response than 

personal in te rvie w s, in  addition to being quite lim ite d  in  term s o f the length and 

co m p le xity  o f question response rates. F o w le r (2 0 0 2 ) has also suggested that telephone 

surveys are an in appro priate m echanism  fo r addressing sen sitive  questions o r topics.

Self-Administered M ethods

M ail Surveys

In  a case w here the researcher has access to a lis t  o f re lia b le  postal addresses fo r each o f 

the sam ple u nits, the m a il survey m ethod can present its e lf as an extrem ely p ractica l 

and re la tiv e ly  in e xp e n sive  option. A lthough M o o re (1 9 8 7 ) has contended that open- 

ended questions are best avoided in  m a il su rveys, he d id  suggest that it  w as desirable 

practice  to fo llo w  a lis t  o f clo sed  questions w ith  one o r tw o open questio ns, in  order to 

a llo w  the respondent to expand on any issu e. In  th is w ay, a m ail survey can be used to 

obtain a lis t  o f quantitative data that is  easy to analyse, w h ile  also  perm itting the 

respondents to express any o p in io n s that they m ay have in  re latio n  to the su rve y, o r any 

furth er issu es that they b e lie ve  m ay be o f relevance.

M a il surveys are a feasib le  option fo r sm all and large studies a lik e , although 

they pro ve p a rtic u la rly  b e n e ficia l w hen the survey participants are g eo g rap h ically  

d ispersed o r d iffic u lt to reach. W hen com pared w ith alternative m ethods such as in - 

person in te rview s and telephone surveys, m a il surveys p lace less dem ands on the 

respondents, a llo w in g  them  to com plete the questio nnaire in  th eir ow n tim e, and also 

g iv in g  them  the chance to check any docum entation (o r even the o p in io n s o f
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co lle ag u e s) that m ay be o f assistance in  answ ering the questions. W ith  in-person 

in te rvie w s (and, to a certain extent, telephone in te rvie w s), there is  a ris k  o f bias 

associated w ith  the re latio n sh ip  that e xists betw een the in te rview e r and the interview ee, 

or from  va riatio n s in  the w ay in  w h ich  in te rvie w s are conducted. M a il surveys do not 

bear such risk s, as each respondent receives the sam e questionnaire, w ith  questions and 

answ er sets presented in  the sam e order, and no in te rvie w e r is  present. S ch o n lau  et al. 

(2 0 0 2 ) a lso  suggest that m ail surveys (and other self-adm inistered m odes) tend to e lic it 

m ore accurate responses to sen sitive  questions than do in te rview e r-assisted  m ethods, as 

the presence o f the in te rvie w e r in  the latter tends to edge the respondent tow ards m ore 

‘s o c ia lly  acceptab le’ answ ers.

O ne o f the m ain concerns w ith  m a il surveys is  the d iffic u lty  in  ach ieving  

respondent co-op eratio n; once the surveys are m ailed  to the sam ple p o p ulatio n , there is 

little  that a researcher can do to in flu e n ce  the rate and q u ality  o f response. H ow ever, 

G h au ri and G r0 nhaug (2 0 0 2 ) have o utlin ed  several practices that the researcher can 

adopt in  an attem pt to m axim ise the response rate. F o r exam ple, the co ve r letter (o r 

in it ia l contact w ith  the respondent) sho uld  contain a strong appeal to the respondent, 

d e tailin g  the im portance o f responding to the survey, and answ ering a ll the questions 

co rre ctly. T h e researcher can use a fin a n c ia l o r n o n -fin an cia l in ce n tive  m echanism  (fo r 

exam ple, p ro m isin g  the respondent that they w ill be kept in fo rm ed  o f the research 

pro gress, and w ill re ce ive  the fin a l report) to encourage p articip atio n . The 

q uestio n naire sh o uld  be designed acco rd in g  to u sa b ility  g u id e lin es, re latin g  to length, 

appearance, co lo u r, layo ut, and re ad ab ility. A  pre-paid (o r stam ped), self-addressed 

envelope sh o u ld  be in clu d e d  w ith the questionnaire fo r return. A n d  the researcher 

sh o uld  show  h is/h e r appreciation to those w ho have taken tim e to respond, by sending a 

courteous thank you letter, and also b y ensuring that the su rvey resu lts are made 

ava ila b le  to respondents as soon as po ssib le.

G roup A dm inistered Surveys

F o w le r (2 0 0 2 ) m akes reference to this data co lle ctio n  m ethod, w h ich  in v o lv e s the 

researcher p h y s ic a lly  handing questio nnaires to groups fo r com pletion. T he groups f ill 

in  the su rveys then and there, and hand them  b ack to the researcher upon com pletion. 

T he researcher is  presented w ith the opportunity o f e xp la in in g  the im portance o f the 

survey, and the accurate com pletion o f questions, to the respondents. T h e  respondents, 

in  turn, are g iven  the chance to ask any questions that they m ay have in  re latio n  to the
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survey purpose, o r to any question on the survey form . G roup adm inistered surveys 

have the potential o f e lic itin g  higher response rates than those associated w ith m ail 

surveys. W hat is  m ore, th is m ethod represents a p o te n tially  in exp en sive  w ay o f gaining 

in fo rm ation from  a large group o f people. T h e researcher has re ce ive d  a ll o f the 

com pleted q uestio n naires by the end o f the survey session, thus a llo w in g  an alysis to 

com m ence m uch sooner than w o u ld  be expected w ith  m ail surveys.

U n fo rtu n ately, there are m any types o f sam ple populations that this m ethod is 

not suitable fo r, such as those that are g eo g rap h ically  dispersed, o r w h ich  co n sist o f 

b u sy execu tive s w ho w o u ld  not have tim e to com e together fo r group based surveys.

In te rn e t Surveys

T h e term  “ Internet su rve y ” encom passes both e -m ail surveys and W eb surveys. G ive n  

the phenom enal rate w ith  w h ich  Internet usage has expanded o ver the last decade, the 

use o f th is m edium  fo r the d istrib u tio n  o f survey instrum ents has becom e an 

in cre a sin g ly  m ore re a listic  option fo r researchers. E a rly  Internet surveys were 

predom inantly e -m ail based. T h e grow th o f the W o rld  W id e  W eb, how ever, has meant 

that W eb based surveys, often encom passing autom ated erro r ch e ck in g  and response 

lo ad in g , have becom e an attractive option to researchers, w ho are p ro vid ed  w ith the 

opportunity o f reach in g  large num bers o f people from  a ll o ver the w o rld  (Solom om , 

2 0 0 1). A lth o ug h  e -m ail surveys now  take a back seat to W eb surveys, there are m any 

situations in  w h ich  e-m ail surveys p ro vid e  a fast and effective  w ay o f reach in g  a target 

population.

E-mail Surveys

W hen a su rvey is  d istributed v ia  e -m ail, the questionnaire m ay be contained either in 

the m ain body o f the e -m ail m essage, o r a ltern atively  in  an attachm ent to the m essage. 

O ften, the respondent can com plete and return the survey by re p ly in g  to the o rig in a l e- 

m ail. E -m a il o ffers an in va lu a b le  m echanism  fo r instantaneo usly d e liverin g  

questio nnaire form s d ire ctly  to each m em ber o f the sam ple population. E -m a il surveys 

also  have the potential to be an extrem ely in exp en sive  m ode o f data co lle ctio n . A  

sig n ifica n t am ount o f tim e can also be saved by sending one e-m ail m essage to a large 

num ber o f people, v ia  a ‘m a il-sh o t’ fa c ility . (S e lw yn  &  R o sb o n, Sum m er 1998). 

Schonlau et al (2 0 0 2 ) found that the tim e savin g  associated w ith e -m ail surveys is
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greatest w hen e-m ail can also  be used fo r the in itia l contact w ith p articipan ts, and for 

non-response fo llo w -u p s.

In  term s o f the response tim e associated w ith e-m ail su rveys, Schaefer and 

D illm a n  (1 9 9 8 ) found that the questionnaires they had sent (and respondents had 

sub sequently returned) by e -m ail took an average o f 9 .16  days to be returned, com pared 

w ith  14 .39  days fo r the questio n naires that they had sent (and re ce ive d ) by postal m ail. 

H o w eve r, T se  (19 9 8 ), in  a su rvey sent throughout a u n iv e rsity  cam pus, found that most 

o f those w ho received  the su rve y  v ia  e-m ail either responded w ith in  the first day, or did 

not respond at a ll. T h is co u ld  be view ed  as a negative aspect o f e-m ail, suggesting that 

respondents d isregard the su rvey u nless they decide to return it im m ediately.

S cho n lau et al. (2 0 0 2 ), from  th eir re vie w  o f the e xistin g  literature on e-m ail 

su rve y s, also  conclud ed that e-m ail surveys have the potential to e lic it  m ore lengthy 

responses to open-ended questions than those obtained from  m ail surveys. F o r 

exam ple, fo r tw o open-ended questions posed in  a survey b y C o m le y  (19 9 6 ), the 

responses g iven b y e -m a il respondents w ere lo ng er than those given  b y m ail 

respondents, to the extent that one e-m ail respondent w rote w hat co u ld  be classed as a 

short essay.

A  m ajo r draw back o f e -m a il su rveys is  that there e xist m any target populations 

fo r w h ich  a re lia b le  and com plete lis t  o f e-m ail addresses does not e xist. B efo re a 

researcher con siders u sin g  e -m ail as a m ode o f data co lle ctio n , he/she m ust first 

ascertain that a ll the necessary e -m ail addresses are availab le. G etting the su rvey to the 

target destination is  one hu rd le; often, encouraging the re cip ie n t to co-operate w ith the 

su rve y  effo rt is  another. T h ach  (1 9 9 5 ) has pointed out the ease w ith  w h ich  the recip ien t 

o f an e -m ail questionnaire can disp ose o f the survey by deleting it, w h ich  cannot be 

done w ith a printed m ail questio n naire. T he ris k  o f the recip ient takin g this action is 

augm ented as e -m ail accounts becom e in cre a sin g ly  sw am ped w ith ju n k  m ail.

A nother im portant lim ita tio n  that has becom e apparent in  re lation to e-m ail 

su rveys is  the high associated rate o f item  non-response. In  a re vie w  o f the survey 

evidence relatin g  to the num ber o f item s/questions le ft unansw ered by a survey 

respondent in  e-m ail and m a il su rve y s, S cho n lau et al. (2 0 0 2 ) co n clud ed  that the rate o f 

item  non-response tends to be h ig h e r in  e-m ail than in  m ail surveys. F o r exam ple, in  a 

su rvey o f business school deans and chairp erso ns, B achm an et al. (1 9 9 6 ) found that 

respondents to the m ail study arm  m issed an average o f o n ly  0 .7%  o f su rvey item s, 

com pared to 3 .7 %  in  the e -m ail study arm . N evertheless, the results o f the literature are

- 1 1 8 -



Chapter 3 Methodology

not co n clu sive ; there have also  been studies that have found the opposite to be true, 

such as that carrie d  out by K ie s le r and S p ro u ll (19 8 6 ). In  th is study, 10%  o f e-m ail 

respondents m issed one item , com pared w ith 2 2 % o f m a il respondents.

Web Surveys

S u rve ys that are adm inistered o ver the W eb p ro vid e  an e xce llen t tool fo r reach ing a 

p o te n tia lly  huge num ber o f people, often a llo w in g  the researcher to get in  touch w ith 

people w ho w o u ld  otherw ise be d iffic u lt to reach, such as m in o rity  groups, o r sam ple 

populations fo r w h ich  re lia b le  listin g s do not e x ist (fo r exam ple, drug u sers). W eb 

su rveys a llo w  fo r a h ig h  degree o f autom ation o f the data co lle ctio n  process. T h is 

autom ation can in clu d e  sk ip  patterns (w h ich  direct the respondent to a sp e cified  part o f 

the survey, depending on the answ ers g iven to p re vio u s q uestio n s); autom atic input 

valid a tio n  (w h ich , fo r exam ple, prevents the respondent from  answ ering both “N one o f 

the above” in  additio n to a m u ltip le  ch o ice option, w here answ ering “N one o f the 

above” o b v io u sly  im p lie s that none o f the m u ltip le  ch o ice  options w ere ap p licab le ); and 

autom atic lo ad in g  o f responses in to  a database. (S ch o n lau  et al, 2002). W eb surveys 

can also be designed to a llo w  fo r com plete respondent anonym ity, w h ich  can encourage 

participan ts to g ive  m ore honest responses to sen sitive  questions in  p articular.

The sam e benefits in  re la tio n  to speed o f response that are associated w ith  e- 

m a il surveys are also re levan t to W eb  surveys. T here is  also  a com m on perception that 

W eb surveys are a le ss e xp en sive  m ode o f data co lle ctio n  than con ventio nal m ail 

surveys, p artly  due to the e lim in a tio n  o f postage and p rin tin g  costs. H o w ever, the 

potential cost savings associated w ith  a W eb su rvey is  h e a v ily  dependent on the size o f 

the survey sam ple. F o r any su rve y, there are three m ain cost com ponents: mailing, data 

entry, and labour (d esig n and operations). N o  m a ilin g  (o r telephone) costs are 

associated w ith a W eb su rvey i f  respondents are in it ia lly  contacted v ia  e-m ail o r the 

W eb. S ince the responses to the questionnaires can be captured e le ctro n ica lly  in  a 

database, lab o u r costs fo r data entry are not a m ajo r consideratio n. T he m ain cost 

consideratio n that is  related to a W eb  survey is  the cost o f lab o u r fo r the construction, 

pre-testing, and operating o f the su rvey instrum ent. T h is  cost elem ent is  m uch higher 

fo r W eb surveys than fo r m a il, telephone, o r even e-m ail, surveys. D e ve lo p in g  a W eb 

su rvey, and then th o ro u g h ly pre-testing the instrum ent to ensure that it  operates as 

desired across va ry in g  hardw are and softw are platfo rm s, and Internet connections, is 

not o n ly  extrem ely co stly , but also  tim e consum ing. (S ch o n lau  et al, 20 0 2).
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Therefore, W eb surveys can p ro vid e  cost savin g s fo r sam ple sizes that are 

re la tiv e ly  large; as the m argin al cost decreases w ith each additional unit, it can 

e ve n tu ally  offset the in itia l set-up and co n tin u in g  operating costs. F o r a re la tiv e ly  sm all 

su rvey, then, W eb surveys can pro ve m uch m ore exp en sive  than m ail, telephone, and 

even in-p erso n surveys. (S ch o n lau  et al, 2002). H o w ever, a num ber o f com m ercial 

p ro vid ers o f W eb su rveys are now  em erging. These W eb  survey sites a llo w  a survey to 

be m ade availab le  o n lin e  at a m uch lo w e r cost than that o rig in a lly  associated w ith W eb 

surveys. T h e y also o ffe r access secu rity, autom atic sto ring o f responses, and a certain 

degree o f autom atic statistical a n alysis. A s  a result o f these com m ercial W eb surveys, 

it  is  now  feasib le  fo r sm all-scale  surveys to be conducted o nline.

N onetheless, there are several other disadvantages associated w ith the use o f 

W eb  surveys. One im portant issu e  is  that o f access secu rity. E n su rin g  that o n ly the 

intended respondents are a ctu a lly  able to access and re p ly  to the questionnaire is  cru c ia l 

to the researcher; a usernam e and passw ord fa c ility  m ay be used to facilitate  access 

secu rity. A s the num ber o f su rveys carrie d  out o ver the W eb  increases, the researcher 

faces another hurdle in  being able to d istin g u ish  the survey from  the m any others that 

users have been in vite d  to com plete. A n d  a fin a l lim ita tio n  associated w ith  W eb 

su rveys is  related to coverage bias. A lth o ug h  the last decade has seen an e xp lo sive  

grow th in  Internet access rates, a large num ber o f people cannot, o r do not w ish  to, 

access the Internet. K e rk a  (1 9 9 5 ) has pointed out that coverage b ias continues to o ccur 

due to Internet access d iv is io n s  along the lin e s o f so cia l cla ss, incom e, race, age, and 

gender. F o r this reason, W eb surveys are not appropriate fo r m any types o f survey 

sam ple, o r m ay not p ro vid e  a tru ly  representative sam ple.

D rop-O ff Surveys

F o w le r (2 0 0 2 ) m akes reference to another k in d  o f su rvey research, in  w hich the 

researcher p h y sica lly  b rin g s the q uestio n naire form  to the respondent, and later p ick s it 

up. T h is  m ethod com bines som e o f the advantages o f self-adm inistered m ethods w ith 

those o f in terview er-assisted  m ethods. F o r exam ple, the in te rview e r can take the 

o pportunity to e xp la in , in  person, the purpose and im portance o f the survey, and can 

also  c la rify  any issues that the p articip an t is  unsure about. A s  w ith m ost other se lf

adm inistered surveys, the p articip an t is  g iven tim e w ith in  w h ich  to contem plate the 

questio ns, and if  necessary can co n su lt records, o r ask fo r the o p in io n s o f others. The

- 1 2 0 -



Chapter 3 Methodology

response rates associated w ith this m ethod o f data co lle ctio n  can often be as high as 

those associated w ith  in -p erso n in te rview s, but do not re q u ire  such h ig h ly  trained staff. 

In  spite o f these advantages, dropping o ff a su rve y  to each participant, and then 

return in g  to p ic k  it up, is  extrem ely tim e consum ing, and lik e ly  to be co stly  in  term s o f 

travel expenses. A n d  although the fie ld  staff do not need to be as h ig h ly  trained as 

those fo r in -p erso n in te rvie w s, th is m ethod is  lik e ly  to re q u ire  m ore staff than w o u ld  be 

req u ired  fo r m ail o r Internet surveys.

T h e data co lle ctio n  m ethods discu ssed  so fa r in  th is chapter are survey research 

m ethods, e n tailin g  the use o f questionnaires or in te rvie w  techniques. O ther form s o f 

data co lle ctio n  m ay in v o lv e  the researcher o b servin g  hum an activ ity  in  its natural 

setting, conducting a co n tro lled  experim ent to m easure independent and dependent 

variab le s, re vie w in g  h isto rica l docum ents, con d ucting in-depth studies o f sin g le  sam ple 

u nits, o r actu ally  setting up and ru n n in g  a p ilo t p ro ject to determ ine its su ita b ility  fo r 

extension into other areas. These alternative data co lle ctio n  m ethods are discussed in  

the rem ainder o f this section.

3 .3 .2  Observations

W hen used as a data co lle ctio n  m ethod, o bservations in v o lv e  the researcher o bserving 

hum an a ctiv ity  in  its natural setting, w ith the aim  o f bein g  able to describe and e xp la in  

th is a ctiv ity. T w o  m ain observation techniques are a vailab le  to the researcher: 

p articip an t observation, and n o n -participan t observation. In  participant observation the 

researcher is  a p articip an t in  the activ ity  that he/she w ants to observe. T h is allo w s the 

researcher to view  the situation from  the p o in t-o f-v ie w  o f an in sid e r, thus fa cilita tin g  an 

understanding o f w h y certain actions o r a ctiv itie s o ccu r, rather than kn ow in g sim p ly 

that they o ccur. T here is , how ever, a real r is k  that, after h avin g  participated in  the 

a ctiv ity , the researcher m ay be unable to step b ack and lo o k  at the situation from  an 

o b je ctive  angle. In  non-participant observation the researcher observes a natural 

a ctiv ity , but rem ains detached from  the situation. A lth o ug h  this m ay help the 

researcher to adopt a m ore o b jective  stance than in  participan t observation, non

participan t observation m ay cause the subjects (p articip an ts) them selves to act 

d iffere n tly. (G h a u ri and G r0 nhaug, 2002).

O ne m ajo r advantage that this m ethod o f data co lle ctio n  has o ver survey 

research m ethods is  that the researcher can observe w hat people actu a lly  do, rather than
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trusting that w hat people say they do is  true. Furtherm ore, as lo ng as the participants 

are not o ve rly  disturbed by the observation, the researcher can be reasonably confident 

that the w itnessed b eh avio u r is  undistorted. O ne o f the m ain disadvantages w ith 

observation is  the d iffic u lty  in  re co rd in g  p re cise ly  e veryth in g  that happens. R elated to 

th is, also , is  the problem  o f an alysin g  the re su ltin g  data, and being able to present the 

fin d in g s neatly. O bservation is  also  a ve ry  tim e-co nsum ing task, w h ich  places a great 

dem and on the s k ills  o f the researcher. (M oore, 19 8 7).

3 .3 .3  Experim ental Research

E xp e rim e n tal research is  a data co lle ctio n  m ethod that is  used w hen a researcher w ants 

to test a hypothesis o r theory, u su a lly  fo cu sin g  upon the relatio n sh ip  between an 

independent variab le  and a dependent variab le . O ften, such an experim ent w ill take 

p lace in  a laboratory setting, in  order to ensure that unforeseen changes in  other 

variab le s do not distort the research fin d in g s. H o w ever, experim ental research can also 

take p lace in  natural settings. In  this case, the researcher m ay in clu d e  a control group 

in  the experim ent. A  contro l group is  a second group/sam ple, w h ich  has the same 

ch aracteristics as the experim ental group/sam ple, but fo r w h ich  the independent 

va ria b le  is  not altered. A t the end o f the experim ent, the values o f the dependent 

va ria b le  fo r the experim ental group (fo r w h ich  the independent variab le  has been 

altered) are com pared not o n ly  w ith the pre-experim ent values o f the dependent 

va ria b le  fo r that group, but also  w ith the post- and pre-experim ent values o f the 

dependent variab le  fo r the con tro l group. M oore (1 9 8 7 ) has suggested that this type o f 

research co u ld  be used to exam ine the effects o f em ployee tra in in g  and developm ent 

(the independent va ria b le ) on the attitude and b e h avio u r (dependent va ria b le ) o f these 

em ployees. H o w eve r, M o o re does issu e  a w o rd  o f cautio n in  relation to the 

interpretation o f resu lts from  experim ental research. E v e n  w ith  the introduction o f a 

co n tro l group into the experim ent, the researcher can n e ve r be sure that e very variable 

has been controlled. A lso , w hen the research in v o lv e s hum an participants, the m ere 

fact that they are being experim ented on m ay cause b e h avio u ral changes in  the control 

group, w h ich  render the re su lts o f the research in v a lid .

3 .3 .4  Historical Research

H isto ric a l research en tails gathering data about the past from  h isto rica l records, and 

from  consultations w ith  people w ho can p ro vid e relevan t in fo rm ation . In  m ost cases,
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h isto rica l research is  conducted w ith a view  to p ro vid in g  a detailed picture o f the past, 

and perhaps p re d ictin g  w hat m ight happen in  the future, although it can also be used to 

test a hypothesis. T he m ain draw back w ith  h isto rica l research is  that the research 

fin d in g s are dependent upon the records o f hum an m em ory and h isto rica l docum ents, 

the re lia b ility  o f w h ich  m ay be questionable. (G h a u ri and G r0 nhaug, 2002).

3 .3 .5  Case Studies

A  case study in v o lv e s conducting in-depth research into a sm all num ber o f sam ple 

units. T h is m ethod a llo w s the researcher to gain detailed understanding o f com plex 

issu es. F o r exam ple, case studies can be used to exam ine and com pare alternative 

so lutio n s to an o rganisatio nal problem . A  further advantage o f case studies is  that they 

a llo w  a large am ount o f inform ation to be gathered w ith  re la tiv e ly  few  resources. T h ey 

are, how ever, ve ry  dem anding in  term s o f the tim e required to gather the inform ation 

needed. It  is  also  d iffic u lt to know  the extent to w h ich  the fin d in g s o f case study 

research can be generalised beyond the units sam pled, as the sam ple size  m ay be quite 

sm all.

3 .3 .6  Action Research

A ctio n  research in v o lv e s a ctu a lly  setting up and im plem enting a p ilo t operation in  order 

to determ ine w hether this operation should be m ade perm anent and perhaps extended 

into other areas. T h is  research can take place in  a laboratory setting or in  the so cial 

w o rld . In  order fo r such a research attempt to be su cce ssfu l, there m ust be re g u lar and 

continuous feedback lo o ps, w ith the operation being constantly m o d ified  in  accordance 

w ith the results o f o b je ctive  evaluation. A d o p tin g  the action research m ethod is 

advantageous in  that the researcher is  w o rkin g  w ith som ething real and tangible, so 

m aking the tran sitio n from  the p ilo t project to a m ore perm anent arrangem ent w ill be 

m ade easier. Furtherm ore, everyone in vo lv e d  in  the research w ill have a vested interest 

in  its success. T h is, how ever, can be a draw back if  the p ilo t project proves 

u n su ccessfu l, as th is m ay be frustratin g to those w ho w ere in v o lv e d  in  ru nning the p ilo t 

project.

3 .3 .7  Qualitative and Quantitative Methods

T he literature on research m ethods often refers to the need to choose between 

‘q u a lita tiv e ’ and ‘q uan titative’ m ethods. H o w ever, m any (o r perhaps m ost) o f the
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ava ila b le  m ethods can be used to gather q u alitative  and/or quantitative data. T herefore, 

it m ay be m ore u se fu l to view  the q ualitative/q uan titative  d istin ctio n  in  term s o f the 

type o f data required, rather than v ie w in g  methods as q u alitative  or quantitative 

m ethods. In  th is w ay, the researcher can adjust the research tool (be it an in-person 

in te rview , o r p articip an t o bservatio n) to h is/h e r data requirem ents. It is, how ever, 

g e n e rally  accepted that certain m ethods, are m ore suited to the co lle ctio n  o f a sp e cific  

type o f data. G h au ri and G r0 nhaug (2 0 0 2 ), fo r exam ple, suggest that h isto rica l review s, 

focus groups, and case studies are suited to the co lle ctio n  o f q u alitative  data, w h ile  

su rvey research m ethods and experim ental research m ethods are suited to the co lle ctio n  

o f quantitative data.

3.4 Chosen Methodology
A s the research is  exp lo rato ry in  nature, it w as decided that self-adm inistered survey 

research m ethods w o u ld  be the m ost appropriate m eans fo r enab ling the research to 

co ve r a sam ple size  o f th irty com panies. In  th is w ay, it w o u ld  be p o ssib le  to gather 

both q uantitative data (w h ich  w o u ld  fa cilita te  an aly sis, com parison, and presentation, o f 

fin d in g s) and q u a lita tive  data (w h ich  w o u ld  p ro vid e room  to id e n tify  issu es w h ich had 

not been id e n tifie d  from  p revio u s research), and to a llo w  fo r the form ation o f 

benchm arking m easures. E ach  o f the no n -survey-based m ethods w as ru led  out 

in d iv id u a lly  as fo llo w s:

O bservations: O bservations w ere not considered a suitab le  data co lle ctio n  m ethod fo r 

th is research, as each observation w o u ld  re qu ire  a great deal o f tim e to ca rry  out and 

analyse. T he research is  exp lo rato ry in  nature. Therefo re, at the outset o f the research, 

a c le a r description d id  not e xist o f the exact in fo rm ation requ ired  to answ er the research 

questions. R ather, the purpose o f the research is  to id e n tify  the le ve l and nature o f 

tra in in g  and developm ent a ctiv itie s in  the Iris h  technology sector, in  order to establish  a 

benchm arking fram ew ork. T h is w o u ld  not be p o ssib le  w ith a lim ite d  num ber o f in - 

depth observations.
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Experim ental research: E xperim ental research w as c le a rly  an inappropriate tool fo r 

addressing the research questions o f th is study, as the aim  o f the study is  not to exam ine 

the re latio n sh ip  betw een an independent va ria b le  and a dependent variab le.

Historical research: A s the research intends to address the sca rcity  o f previo u s 

research d e alin g  w ith  train in g  and developm ent in  Ire la n d  (and in  the T ech n o lo g y 

sector in  p a rticu la r), and to advise on future train in g  and developm ent efforts, h isto rica l 

docum ents and data are not suitable fo r the p u ipo se o f the research.

Case studies: A s case studies entail in-depth an alysis o f each sam ple unit, they are 

therefore lim ite d  in  term s o f the sam ple size  that they can be used upon p ra ctica lly . 

C ase studies a lso  p lace a great dem and on the study participants. A  self-adm inistered 

su rvey instrum ent, b y  contrast, is  less dem anding, a llo w in g  participan ts to respond in  

th eir ow n tim e.

Action research: A c tio n  research is  appropriate fo r a research effort that w o u ld  benefit 

from  the in tro d u ctio n  o f a p ilo t schem e before extending an operation and m aking it 

perm anent. T h is  is  not the nature o f th is research.

3.4.1 Considerations in Choosing the Methodology

Cost

O ften, one o f the m ajo r reasons fo r cho o sing  m ail questionnaires as a data co lle ctio n  

m ethod is  the a b ility  to co ver a large sam ple size  at a lo w  cost. W ith  telephone and in - 

person in te rvie w s, in te rvie w e r lab o u r costs w ill alm ost alw ays be a m ajor 

consideration. O b v io u sly , m ail procedures w ill in c u r costs related to p rin tin g , postage 

and packaging (in c lu d in g  return), and p o ssib ly  rem inder telephone c a lls, but fo r a given 

sam ple size  m a il questionnaires do tend to cost less than telephone in te rview s, and less 

again than in -p erso n in te rview s. In  fact, B ourque and F ie ld e r (1995) have suggested 

that a q uestio n naire that is  sent and returned b y m ail w ill, on average, be 50% less 

exp en sive than the sam e questionnaire w o u ld  be if  carrie d  out through telephone 

in te rview s, and 75% less exp en sive than it w o u ld  be if  carried out through in-person 

in terview s. A lth o ug h  th is is  a h ig h ly  generalised exam ple, and the o ve rall cost w ill be
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in flu e n ce d  b y a m ultitude o f factors (in c lu d in g  pre-contact and fo llo w -u p  procedures, 

w here a p p lica b le ), it  does serve to h ig h lig h t the cost benefits associated w ith  m ail 

questionnaires. F o r the current research, it w as felt that the cost advantages o f m ail 

surveys w o u ld  re su lt in  the m axim um  p o ssib le  use o f the lim ited  resources (in c lu d in g  

fin a n cia l reso urces, tim e resources and hum an reso urces) availab le. T h e cost savings 

associated w ith  Internet surveys w ill depend on the sam ple size, the co m p le xity  o f the 

survey instrum ent (as th is w ill im pact on design and operation costs), and pre-contact 

and fo llo w -u p  procedures. A s exp lain ed  e arlie r, w eb-based surveys are gen erally  

associated w ith lo w e r m argin al costs than m ail surveys if  a large sam ple responds to the 

q uestionnaire, o r if  a w eb su rvey w ith  lo w  set-up and operational costs can be 

established. F o r su rve y s adm inistered and returned through e-m ail, the cost is  lik e ly  to 

be in sig n ifica n t.

Facilities

F o r in te rview e r-assisted  su rvey m ethods, a k e y  issu e  that m ust be co n sidered is  the 

a v a ila b ility  o f s k ille d  in te rvie w in g  staff. O ften, the researcher lead in g  a research 

project w ill not have experien ce in  conducting in te rvie w s, and m ay be in e ffe ctive  in  

e n listin g  co-operation from  respondents. I f  trained in terview ers are not a vailab le  to 

hand fo r a research p ro je ct, the cost fo r either re cru itin g  experienced in te rview e rs, or 

training  a va ila b le  people to conduct an in te rvie w  e ffe ctive ly , m ay fo rce the researcher 

to co n sid er u sin g  a self-ad m in istered  data co lle ctio n  m ethod instead. (F o w le r, 2002). 

F o r this research, it  w as fe lt that none o f the parties in vo lv e d  possessed the s k ills  

necessary to conduct in te rvie w s e ffe ctive ly , and the potential risk s associated w ith 

u n sk ille d  in te rvie w e rs m eant that the in te rvie w  w as not a feasib le  option.

Response Rates

It  is  g e n e rally  accepted that in terview er-assisted  m ethods o f data co lle ctio n  re su lt in  

higher response rates than self-adm inistered m odes. G e n e rally , th is is  true fo r both u nit 

response (i.e . p a rticip a tin g  in  the su rve y ) and item  response (i.e . answ ering each 

in d iv id u a l question on the su rvey). In  term s o f self-adm inistered m ethods, Schonlau et 

al (2 0 0 2 ) have presented evidence to suggest that m ail surveys e lic it higher response 

rates than w eb o r e -m a il surveys. F o r exam ple, in  a su rvey o f the U S m ilita ry  and th eir 

spouses carrie d  out b y  Q u ig le y  et al. (2 0 0 0 ), 7 7 %  o f respondents chose to respond by 

m ail, com pared w ith 2 3%  w ho chose to respond on the web. A nd in  a su rvey carrie d
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out by K ittle so n  (1 9 9 5 ) o f health educators, a response rate o f 78 %  w as achieved fo r 

the m ail study arm , com pared w ith o n ly  28%  fo r the e-m ail study arm . S cho n lau et al 

(2 0 0 2 ) also  present som e evidence to suggest that e-m ail surveys are associated w ith 

hig h er rates o f item  non-response than m a il surveys (e.g. B achm an et al, 1996) -  refer 

to e a rlie r d iscu ssio n  on e-m ail q uestio n naires). U n it and item  response rates fo r se lf

adm inistered su rve y s can be m axim ised through carefu l design o f the survey instrum ent 

(to ensure that it  stands alone), cle a r com m unication o f the survey purpose, and the use 

o f non-response fo llo w -u p s. G ive n  these consideratio ns, and sin ce it w as not po ssib le  

to use in te rview e r-assisted  m ethods o f data co lle ctio n , m ail surveys appeared to 

represent a sound ch o ice  as the p rim ary data co lle ctio n  m ethod fo r the current research.

Timeliness

A  cle a r d raw b ack o f m ail surveys is  the tim e requ ired  from  in it ia l contact w ith 

participan ts, u n til the receip t o f the la st responses. Schonlau et al (2 0 0 2 ) have 

suggested that the fie ld in g  p e rio d  fo r a m a il survey is  lik e ly  to be a m atter o f m onths 

(rather than w eeks), w hen one con sid ers the tim e necessary to post the q uestio n naire to 

respondents, to re ce ive  the in it ia l set o f responses, and to m ake at least one non

response fo llo w -u p  and allo w  furth er tim e fo r returns. M a il surveys w ill g e n e rally  take 

lo ng er to conduct than telephone su rveys (w h ich  can quite re a listic a lly  be conducted 

w ith in  a m atter o f d ays), but can be q u ick e r than in-person in te rvie w s, w h ich  are 

extrem ely tim e consum ing. Internet su rveys have the potential to e lic it responses m uch 

q u ick e r than in -p erso n , m ail, and even telephone, surveys, although as w ith  any 

m ethod, the total fie ld  tim e w ill be affected b y  the contact, response and fo llo w -u p  

m odes used. F o r exam ple, if  p articipan ts fo r an Internet survey are contacted in it ia lly  

b y m ail o r telephone, and non-response fo llo w -u p s are also m ade by m ail o r telephone, 

the speed advantages o f u sin g  the Internet w ill be greatly d im inished. H o w eve r, g iven 

the slow  response associated w ith  m a il surveys, it w as fe lt that the use o f a 

supplem entary Internet survey w o u ld  have the potential to increase the speed w ith 

w h ich com panies responded to the survey.

Sam pling

T h e type and re lia b ility  o f in fo rm atio n  pertain in g  to the sam ple po pulation that is 

a vailab le  to the researcher w ill im pact upon the range o f data co lle ctio n  m ethods that 

can be used fo r the research. I f  the sam ple is  draw n from  a p re-fabricated lis t, the
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su ita b ility  o f e -m ail, in-person, m ail, o r telephone in terview s w ill be dependent upon 

the in co rp o ratio n  w ith in  that lis t o f e-m ail addresses, postal addresses, and telephone 

num bers, as appropriate. In  a case w here a com plete list o f addresses is  a vailab le  fo r a 

sam ple, in -p erso n  and m ail surveys w ill be p ractica l options, as w ill telephone surveys, 

as telephone num bers can be e a sily  obtained fo r a g iven address from  d irecto ry enquiry 

services. F o r th is research, addresses and contact details fo r each o f the com panies in 

the sam ple po pulation w ere obtained from  three sources: the D e lo itte  &  Touche 

T e ch n o lo g y F a st 50 lis t  fo r 20 0 3; in d iv id u a l com pany w ebsites; and a com prehensive 

business listin g  know n as the ‘K om pass D ire c to ry ’ . W ith  com pany nam e and address 

d etails e a sily  a va ila b le  from  these three so urces, the potential advantages o f u sin g  m ail 

surveys as the p rim a ry  data co lle ctio n  m ethod w ere augm ented.

Population C haracteristics

S elf-ad m in istered  survey m ethods can be problem atic in  cases w here the target 

po pulation m ay not have high le v e ls o f lite ra cy , o r do not have a p a rticu lar interest in 

the sub ject being studied. In  such cases, in te rview e r-assisted  m ethods m ay be m ore 

fru itfu l. H o w eve r, i f  the survey p articip an ts are h ig h ly  literate, and are w o rkin g  or 

interested in  the sub ject area, m a il, e -m ail and W eb survey procedures can be used 

su cce ssfu lly . In  relation to the target po pulation fo r th is study, problem s o f lite ra cy  and 

a b ility  to understand w ere not re levan t (p ro vid e d  o f course that the su rvey instrum ent 

w as c le a rly  and u nam bigu ou sly designed).

Type of Questions

S elf-ad m in istered  questionnaires are not p a rtic u la rly  suitable fo r research that entails a 

large num ber o f open-ended questions, so w hen u sin g  such instrum ents the researcher 

m ust be ca re fu l to lim it the num ber o f open-ended questions asked. H o w ever, m ail and 

Internet su rve y s are p a rticu la rly  u se fu l fo r addressing lo ng o r com plex response sets 

and fo r se n sitive  questions, w h ich  m ay be d iffic u lt to address in  telephone o r in-person 

in te rview s. G iv e n  the exp lo rato ry nature o f th is p a rticu lar research effort, m uch o f the 

data co lle cted  related to changes in  the use o f p a rticu la r train in g  and developm ent 

practices, and patterns in  the use o f these p ractices fo r sp e cific  occupatio nal groups. 

T herefore, m any o f the questions and response sets w ere quite com plicated, and so m ail 

and Internet su rveys both posed sig n ifica n t advantages in  the a b ility  to address these 

questions in  an unam biguous and n o n -co n fu sin g  w ay.
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3 .4 .2  The M ethodological S tructure

In  term s o f the sp e cific  survey research m ethodology chosen, the fo llo w in g  d ecisio ns 

w ere made:

o T he m ain su rvey instrum ent w as a m ail questionnaire, w h ich  contained m ostly 

clo sed  questions, w ith open-ended questions placed in  the co n clu d in g  section in 

order to a llo w  the respondent to express any personal view s o r to expand on 

answ ers given.

o A ltho ug h the questionnaire form  and co verin g  letter w ere posted to each o f the 

th irty  com panies, an id e n tica l W eb-based questionnaire w as also made 

availab le. A cce ss to the o n lin e  questio nnaire w as co n tro lled  by the use o f a 

passw ord fa c ility , and the w eb address and passw ord fo r the survey w ere 

p ro vid ed  to participants in  the co ve rin g  letter that w as sent w ith the postal 

questionnaire. P articipants therefore had the option o f com pleting and returning 

the m a il survey, or com pleting and subm itting the survey o n lin e. T h e prim ary 

reasons fo r supplem enting the su rve y  instrum ent w ith a W eb-based su rvey were 

to encourage in creased response and greater response speed.

o N on-response fo llo w -u p s took the form  o f a rem inder letter sent by postal m ail 

tw o w eeks after the m a ilin g  o f the survey, fo llo w e d  by a second rem inder letter 

to a ll rem ainin g non-respondents after a furth er tw o w eeks.

3.4 .3  Com bining M ethods

In  the re vie w  o f the literature on response rates conducted by S cho n lau et al (2002), 

research evidence is  presented w h ich  suggests that com b inin g m ail surveys w ith 

Internet su rveys, to g ive  participants a ch o ice  o f response m ode, can help  to im prove 

the o ve ra ll response rates achieved. F o r exam ple, a survey o f larg e com m ercial 

com panies in  the U S that w as conducted v ia  m a il and the web achieved  an o ve rall 

response rate o f 94%  (N ich o ls, 1998). A  survey researching sc ie n tific  a ctiv itie s w ith 

com puter netw orks, w h ich  used e -m ail and m ail as response m odes, achieved an o ve rall 

response rate o f 76 %  (W a lsh , 1992). F o r the current research, the p rim ary m otives for 

o fferin g  m ore than one m ode o f response w ere the desire to m axim ise  the response
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speed, and the need to m axim ise the response rate, by m aking the su rvey process as 

particip an t frie n d ly  as po ssible.

3.5 The Questionnaire
T h e design o f the questionnaire w as segregated in to  the fo llo w in g  sectio ns:

Section A : T h is section o f the q uestio n naire asked the respondents for

dem ographic details, and in fo rm ation regarding the nature and 

scale o f the com pan y’ s operations. The in fo rm atio n  requested in 

this section w as done so fo r the purpose o f p ro vid in g  a p ro file  o f 

respondents, and also  to a llo w  cross-tab u lation o f results to 

exam ine the effect o f com pany size.

Section B: T h is  section asked questions pertaining to the expenditure on,

and approach to, tra in in g  and developm ent in  each com pany. 

T h is  in clu d es, fo r exam ple, the percentage o f total expenditure 

and num ber o f annual tra in in g  days that are p ro vid ed  to each 

occupational group; the percentage o f total annual expenditure 

that is  dedicated to com puter-based train in g  (C B T ); the existence 

o f a train in g  and developm ent budget; the le v e l o f support for 

em ployees w ho w ish  to p ursue self-developm ent; and the nature 

o f the com pany’ s approach to train in g  and developm ent. The 

data co llected  through th is section relate to O b je ctive  1 o f the 

research.

Section C: In  this section o f the questionnaire, respondents w ere asked

about the m ethods, techniques and to o l/aid s that are used in  the 

com panies to support the d e liv e ry  tra in in g  and to facilitate  

learning. T he questions fo r each o f these to p ics w ere structured 

in  the sam e w ay, so that respondents w o u ld  becom e fa m ilia r w ith 

the requirem ents o f the section. Respondents w ere asked to 

in d icate how freq uen tly  each m ethod, technique and to o l/aid  was
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used; w h ich  o f these the com panies intended to use in  the future; 

and the length o f tim e fo r w h ich  they have been in  use fo r each 

o ccupatio nal group. In  relation to C B T  m ethods, respondents 

w ere also asked fo r in fo rm ation about the custom isation o f C B T  

m aterials. T he data co lle cted  through this section o f the 

questionnaire relate to O b je ctives 2 and 3 o f the research.

Section D : T h is  section o f the questionnaire asked respondents about their

aw areness o f sp e cific  G overnm ent support m echanism s, and also 

about the use that the com panies have m ade o f this support. 

Respondents w ere asked to com m ent on the sig n ifica n ce  o f the 

G overnm ent’ s con trib utio n to the p ro visio n  o f training  and 

developm ent in  the T e ch n o lo g y  sector. T h e data co lle cted  in  this 

section pertain to O b je ctive  4 o f the research.

Section E: In  this section, respondents w ere in vite d  to m ake additional

com m ents in  relation to the research o r to training  and 

developm ent in  the Ir is h  T e ch n o lo g y sector.

T he fu ll questionnaire, as it  w as adm inistered to the sam ple, is  contained in  A p p e n d ix 2 

o f th is thesis. T h e co ve r letter that accom panied the questionnaire is  contained in 

A p p e n d ix 1.

T h is  C hapter has o ffered an a n alysis o f the d e cisio n s that w ere in v o lv e d  in  cho osing the 

m ethodology fo r the research. It  w as decided that a self-adm inistered, su rvey research 

m ethod w o u ld  be the m ost appropriate data co lle ctio n  m ethod fo r the research. A  m ail 

q uestionnaire w as chosen as the m ain instrum ent, although th is w as supported by the 

a v a ila b ility  o f a W eb-based versio n  o f the questionnaire. T h e instrum ent its e lf was 

designed c a re fu lly  to re fle ct the dem ands o f each research o b jective. In  the next 

chapter, the data that have been co llected  through the questio nnaire are presented in 

re latio n  to each o f the research objectives.
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C H A P T E R  4

FINDINGS

T he data that w as collected  from  the surveys w as inputted and analysed usin g  SPSS 

statistical a n alysis softw are. T he fin d in g s that em erged from  the data co lle ctio n  are 

analysed below .

4.1 Response to the Survey
T h irty  com panies received  the survey and eleven com panies responded, g ivin g  a total 

response rate o f 3 6 .7%  -  a fa ir  response rate fo r a self-ad m inistered  survey that was 

conducted p rim a rily  by m ail. O f the responses received, 18.2%  w ere subm itted online, 

and the rem ain in g  81.8%  w ere returned b y post. T he p rim ary m otives fo r in clu d in g  the 

o n lin e  ve rsio n  o f the questionnaire w ere to m axim ise the total response rate and to 

in crease the speed o f response. T he o n lin e  questionnaire d id  e lic it the quickest o f the 

responses to the survey. H o w ever, g iven  the lo w  proportion o f responses that were 

returned o n lin e , th is supplem entary response m ode had little  im pact on the o verall rate 

o f response.

4.2 Limitations of the Survey
T h e lim ita tio n s o f the survey em anate from  a num ber o f factors. In  relation to the 

m ethodology used, the lim itatio n s o f m ail and W eb surveys w ere d iscu ssed  in  detail in 

C hapter 3. These lim itatio n s relate predom inantly to the lim ite d  unit response rate 

achievable through m ail and W eb surveys.

In  re latio n  to the survey sam ple, the fin d in g s to em erge from  the survey provide 

evidence that relates to those com panies operating w ith in  Ire la n d ’ s T ech n o lo g y sector 

that have re ce n tly  been reco gnised by D elo itte  &  Touche fo r perform ance excellence. 

The lim itatio n s o f th is sam ple in relation to the extent to w h ich  the fin d in g s can be 

extended to the w id er T ech n o lo g y sector are recognised. H o w eve r, the sam ple w as not 

chosen as one that w o u ld  be w h o lly  representative o f those com panies operating in  the 

T e ch n o lo g y sector, but rather as one that w o u ld  p ro vid e in fo rm ation and understanding 

o f the tra in in g  practices in  use, as w e ll as o fferin g  a benchm ark against w hich other 

com panies operating in  the T e ch n o lo g y sector can com pare th eir ow n practices.
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A lth o ug h  the use o f m ail and W eb surveys w ill gen erally  re su lt in  a lim ited  unit 

response rate, the response rate fo r each in d iv id u a l item (o r question) in  the survey w as, 

on the w hole, ve ry  good. T w o  elem ents o f the survey did, how ever, receive a low  

response rate.

F irs tly , the questions re lating to the intended future use o f m ethods, techniques, 

and to o ls/aid s (in co rp o rated  in  questions C l.  a), C 2 . a), and C 3 . a )) received  responses 

from  o n ly  a sm a ll num ber o f survey respondents. T w o  po ssib le  reasons fo r this are 

apparent. T h e q uestions and response sets incorporated in  Section C  o f the survey are 

quite co m p lex and detailed, and require a sig n ifica n t am ount o f effort from  the 

respondent to com plete. F o r this reason, the respondents m ay have found that the 

dem ands o f com pleting the questions on future use in  addition to the other questions in  

th is section w ere too heavy. T h is r is k  w as considered in  the design o f the survey, but 

the d e cisio n  w as m ade to retain the questions on future use in  order to gather as m uch 

evidence as p o ssib le  in  re latio n  to changes in  the use o f tra in in g  m ethods, techniques 

and tools. It  is  also  p o ssib le  that the low  response rate to these item s w as due in  part to 

the dem ographics o f the sam ple population. M an y o f the com panies are re la tiv e ly  

sm all and re ce n tly  established, and m ay not therefore have a c le a r p icture  o f how  th eir 

tra in in g  p ractices are lik e ly  to change o ver the com ing years.

S eco n d ly, m any o f the questions in  Sectio n D  o f the survey, related to 

G overnm ent support fo r training , also  re ce ive d  low  response rates (w ith  the exception 

o f questions D 1  and D 4 , w h ich  achieved good response rates). M o st o f the questions in  

th is section are m u ltip le  response questions that o n ly  re qu ire  respondents to answ er if  

"any o f the o ptions are a p p licab le  to th eir com pany (w ith  the exception o f questions D 1 

and D 4 , w h ich  ask a ll respondents to select one answ er, and D 5 w h ich  is  an open-ended 

question a p p licab le  to a ll respondents). Therefo re, the fact that m any o f the options 

rem ained freq u e n tly  unselected by respondents co u ld  be interpreted as suggesting that 

respondents w ere unaw are o f m any o f the support m easures liste d  (question D 2 ), and 

that few  o f the in itia tiv e s have been exp lo ited  by the com panies (questio ns D 3 , and D 6  

-  D 9 ). H o w eve r, this interpretation m ust be m ade w ith caution. Section D  o f the 

su rvey is  extrem ely in c lu siv e , and coupled w ith the fact that it is  p laced  at the end o f an 

eleven-page su rve y, respondents m ay have been reluctant to read through a ll o f the 

options to each question in  this section. The fact that m ost respondents d id  select some 

responses w ith in  th is section w o u ld  suggest that they d id  read the questions and 

response sets; nonetheless, it is  necessary to m ake this caution before the find ing s can
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4.3 Profile of Respondents
Section A  o f the su rvey contained a num ber o f questions re latin g  to the dem ographics 

and operations o f the com panies. The fin d in g s from  this section a llo w  the fo llo w in g  

p ro file  o f respondents to be outlined.

4.3.1 Location

100%  o f the resp o n d in g  com panies w ere located in  the D u b lin  area.

4.3.2 Com pany Size

T ab le  12 p ro vid es a p ro file  o f responding com panies in  term s o f com pany size. In  this 

table, the first co lum n  show s the alternative com pany size categories in  term s o f the 

num ber o f em ployees. T h e second colum n show s the percentage o f respondents in  

each size  category. C o lu m n  3 (V a lid  Percent) represents the percentage o f respondents 

in  each category w hen m issin g  values (i.e . those respondents w ho did  not answ er the 

questio n) are deducted. H o w ever, since 100%  o f the survey respondents answ ered this 

question, there are no m issin g  values and the v a lid  percent (colum n 3 ) is  equ ivalen t to 

the percent (co lu m n  2 ). F in a lly , the fourth colum n (C u m u la tive  Percent) show s the 

v a lid  percentage that the respondents in  one category add to the percentage o f 

respondents fa llin g  in  a ll previo u s categories -  i.e. the cum ulative percentages o f 

successive  categories.

A s T a b le  12 show s, a ll o f the resp onding com panies em ployed less than 150 

em ployees. 2 7 .3 %  em ployed less than 10 em ployees, w h ile  m ost com panies (36 .4 % ) 

em ployed betw een 10 -  49 em ployees. A  sm a lle r percentage o f com panies em ployed 

between 50 -  99 em ployees (1 8 .2 % ) and betw een 100 -  149 em ployees (18 .2 % ).

b e  p r e s e n t e d  a n d  t h e  r e s u l t s  a n a l y s e d .

1 3 4 -



Chapter 4 Findings

Table 12: Profile of Respondents by Number of Employees

Percent Valid Percent Cumulative
Percent

Less Than 10 27.3 27.3 27.3
10-49 36.4 36.4 63.6
50-99 18.2 18.2 81.8
100-149 18.2 18.2 100.0
Total 100.0 100.0

4 .3 .3  M arkets T h a t the Companies O perate In

T ab le  13 represents the scope o f operations o f the responding com panies in  term s o f the 

m arket(s) that the com panies operate in . A lm o st a ll o f the com panies (9 0 .9 % ) operate 

in  E U  m arkets, w h ile  m ore than h a lf o f the com panies (5 4 .5 % ) operate in  m arkets 

outside o f the E U . In  term s o f m ore d o m e stically  focused operations, 54 .5%  o f 

respondents operate in  lo ca l o r regio nal m arkets, and 4 5.5%  operate in  the national 

m arkets.

Table 13: P ro file  o f  R esp o n d en ts  by M a rk e t(s )  T h a t th e  C om pan ies O p e ra te  In

Percentage of Companies
Local/Regional Market 54.5
National Market 45.5
EU 90.9
Outside EU 54.5

4 .3 .4  Deloitte & Touche Technology Fast 50 Category

Respondents w ere also  asked to indicate the nature o f the p ro ducts/services pro vid ed  by 

the com pany in  re la tio n  to the D eloitte &  T o uche T ech n o lo g y Fast 50 com pany 

categories. O f the eig h t categories (p lu s an “ O ther” option) offered, a ll o f the 

responding com panies f it  w ith in  the fo u r categorisations listed  in  F ig u re  14. Fro m  this 

chart it is  evid ent that the m ost frequently o ccu rrin g  category is  H i-T e c h  (36 %  o f 

com panies), fo llo w e d  by Softw are (2 7 % ), then by T elecom m unications (1 8 % ) and 

N etw orking and C o m m un icatio n s (also  18% ).
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Figure 14: P ro file  o f  R esp o n d en ts  by D elo itte  & T o u ch e  Technology F as t 50 C a teg o ry  

40.
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Telecommunications Hi-Tech
Sofhv are Networking & Communi cations

D e lo itte  &  Touche T e ch n o lo g y Fast 50 Category

T ab le  14 g ives the p re cise  d etails o f this breakdow n.

Table 14: D elo itte  &  T o u ch e  T echnology  F a s t  50 C a tego ry

Percent Valid Percent Cumulative
Percent

Telecommunications 18.2 18.2 18.2
Software 27.3 27.3 45.5
Hi-Tech 36.4 36.4 81.8
Networking & 
Communications 18.2 18.2 100.0

Total 100.0 100.0

4.4 Objective 1: Training Expenditure and Approach
Section B in  the su rv e y  focused  on the p ro visio n  o f train in g  w ith in  the com panies, in  

term s o f expenditure, the num ber o f train in g  days pro vided, support fo r em ployees 

w ish in g  to pursue self-develop m ent, and o ve ra ll approach to training  and developm ent.
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4.4.1 E xpenditure  on T raining and  Development

Respondents w ere asked to sp e cify  the total va lu e  o f expenditure on train in g  and 

developm ent fo r the past year, expressed as a percentage o f o ve rall p a y ro ll. T ab le  15 

show s the fin d in g s to th is question. T h e resu lts show  that the mean expenditure fo r a ll 

com panies is  2.6% o f p a y ro ll (the m edian is  2.0%). H o w ever, the resu lts va ry  greatly, 

w ith the m in im um  expenditure reported standing at 0.5%, and the m axim um  

expenditure at standing at 8 .0 %.

Table 15: S ta tis tic s  o n  T ra in in g  a n d  D eve lopm en t E x p en d itu re  as P erce n tag e  o f  P ay ro ll

N Valid 11
Missing 0

Mean 2.6364
Median 2.0000
Std. Deviation 2,35681
Range 7.50
Minimum .50
Maximum 8.00

W hen the expenditure on train in g  and developm ent is  cross-tabulated w ith  com pany 

size, the m ean expenditure as a percentage o f total p a y ro ll increases b y com pany size  

up to the size  o f 99 em ployees. A b o ve th is, how ever, expenditure drops co n sid erab ly. 

The m ean expenditure fo r com panies em ploying less than 10 em ployees is  1.8%  o f 

p a y ro ll, ris in g  to 3 .1 %  fo r com panies em p lo yin g  10 -  49 em ployees, and ris in g  again to 

4.8%  fo r com panies em ploying 50 -  99 em ployees. F o r com panies em p lo yin g  100 -  

149 em ployees, the m ean le ve l o f expenditure is  0.8%  o f p a y ro ll. H o w ever, as o n ly 

18%  o f respondents fa ll w ith in  th is com pany size  category, it is  necessary to interpret 

this fin d in g  w ith  caution. N onetheless, the m inim um  o f a ll responses to th is question 

also o ccu rred  in  the 100 -  149 em ployees category. T he m axim um  expenditure from  

a ll the responses o ccu rred  in  the 10 -  49 em ployees category.

Table 16: C ro ss -T ab u la tio n  o f  E x p e n d itu re  by C o m p an y  Size

Number of 
Employees

Mean
Expenditure

Minimum
Expenditure

Maximum
Expenditure

Less Than 10 1.8333 1.50 2.00
10-49 3.1250 1.00 8.00
50-99 4.7500 3.50 6.00
100 - 149 0.7500 0.50 1.00
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4.4.2 Was Expenditure M ade F rom  a T raining and Development Budget?

Respondents w ere also asked to state w hether the expenditure w as m ade from  a sp e cific  

annual budget set aside fo r training  and developm ent. A s F ig u re  15 show s, the 

responses w ere d iv id e d  ro u g h ly  in  h alf, w ith a s lig h tly  h ig h er percentage o f respondents 

(5 4 .5 % ) stating that the expenditure w as not m ade from  a dedicated budget. 4 5.5%  o f 

com panies had established a sp e cific  training  and developm ent budget.

Figure 15: W as the  E x p en d itu re  M ad e  F ro m  a  Specific A n n u a l 

T ra in in g  a n d  D eve lopm en t B u d g e t?

T ab le  17 show s a cross-tabulation o f the average expenditure on train in g  and 

developm ent by existence o f a budget. Fro m  these results it is  c le a r that no relatio n sh ip  

e xists between the existence o f a budget and expenditure on training. The m ean 

expenditure as a percentage o f o ve ra ll p a y ro ll is  2 .8 %  fo r those com panies that have no 

tra in in g  and developm ent budget, and 2.4%  fo r those com panies that have established a 

tra in in g  and developm ent budget.

Table 17: C ro ss -T ab u la tio n  o f  E x p e n d itu re  o n  T ra in in g  a n d  D evelopm ent

by E xistence o f  B udge t

Existence of Budget Expenditure

Yes Mean 2.4000
Median 1.5000

Mo Mean 2.8333
Median 2.0000
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T he re latio n sh ip  between the existence o f a budget and com pany size  has also been 

exam ined. N o  strong re latio n sh ip  w as found to e xist. T ab le  18 show s that 33%  o f 

respondents em ploying le ss than 1 0  em ployees have established a budget, com pared to 

50%  in  each o f the 10 -  49, 50 -  99 and 100 -  149 categories.

Table 18: C ro ss-T ab u la tio n  o f  E x istence o f  B u d g e t by N u m b e r  o f  E m ployees

N u m b e r  o f  

E m p lo y e e s

E x i s t e n c e  o f  

B u d g e t

P e r c e n t a g e  o f  

R e s p o n d e n t s

L e s s  T h an  1 0 y e s 3 3 .3

n o 6 6 .7

Total 1 0 0 .0

1 0 - 4 9 y e s 5 0 .0

n o 5 0 .0

T otal 1 0 0 .0

5 0 - 9 3 y e s 5 0 .0

n o 5 0 .0

Total 1 0 0 .0

1 0 0 - 1 4 9 y e s 5 0 .0

n o 5 0 .0

T otal 1 0 0 .0

4 .4 .3  P roportion  of Expenditure Allocated to Each Occupational G roup

The su rve y  asked respondents to indicate the precise allo catio n  o f expenditure on 

tra in in g  and developm ent in  term s o f the occupational groups re ce ivin g  the 

expenditure. T ab le  19 show s the average percentage o f total expenditure being 

allo cated  to each o ccupatio n al group. These resu lts in d icate  that alm ost h a lf o f a ll 

expenditure is  bein g  allocated to T e ch n ica l S ta ff (4 7 .3 % ). P ro fe ssio n al S taff are 

re ce iv in g  the second highest le v e l o f expenditure (2 2 .0 % o f total expenditure), fo llo w e d  

b y  a ll O ther M anagers (1 5 .5 % ). S e n io r M anagers and D irecto rs, C le ric a l and 

A d m in istra tiv e  S taff, and M an u al W o rkers re ce ive  the sm allest proportions o f the 

expen diture ( 8 .6 % , 5.5% , and 1.1%  re sp ectively).

I
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Table 19: Percentage of Total Expenditure Allocated to Each Occupational Group

Occupational Group Percentage of Total 
Expenditure

Cumulative
Percent

Senior Managers and Directors 8.6364 8.6
All Other Managers 15.4545 24.1
Professional Staff 22.0000 46.1
T echnical Staff 47.2727 S3.4
Clerical & Administrative Staff 5.5455 93.9
Manual Workers 1.0909 100
TOTAL 100

T a b le  20 presents a cro ss-tab u latio n  o f expenditure on each o ccu patio n al group by 

com pany size  (num ber o f em ployees). T h e results in  this table show  that w h ile  sm aller 

com panies concentrate on T e ch n ica l S ta ff and P ro fe ssio n al S ta ff w hen allocating 

expenditure, the la rg e r com panies tend to spread the a llo catio n  o f expenditure to m ore 

or a ll o ccupatio n al groups.
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Table 20: C ro ss -T ab u la tio n  o f  E x p e n d itu re  on E ach  O cc u p a tio n a l G ro u p  by C o m p an y  Size

Number of 
Employees Occupational Group Mean Expenditure Std. Deviation

Less Than 10 Senior Managers and Directors .0000 .00000
All Other Managers .0000 .00000
Professional Staff 33.3333 28,86751
Technical Staff 66.6667 28.86751
Clerical & Administrative Staff .0000 .00000
Manual Workers .0000 .00000

1O Senior Managers and Directors 8.7500 10.30776
All Other Managers 25.0000 17.32051
Professional Staff 18.7500 13.14978
Technical Staff 36.2500 29.26175
Clerical & Administrative Staff 11.2500 10.30776
Manual Workers .0000 .00000

50 - 99 Senior Managers and Directors 15.0000 7.07107
All Other Managers 15.0000 7.07107
Professional Staff 20.0000 21,21320
Technical Staff 45.0000 35,35534
Clerical S. Administrative Staff 4.0000 1.41421
Manual Workers 1.0000 1.41421

100-149 Senior f«1anagers and Directors 15.0000 7.07107
All Other Managers 20.0000 .00000
Professional Staff 13.5000 16.26346
Technical Staff 42.5000 24.74874
Clerical S. Administrative Staff 4.0000 5.65685
Manual Workers 5.0000 7.07107

4.4.4 E xpenditure on Com puter-Based Training

In  order to establish  the extent to w h ich  com panies are in ve stin g  in  com puter-based 

tra in in g  (C B T ) m ethods, respondents w ere asked to state w hat percentage o f total 

expen diture on training  is  taken up by C B T . T able 21 show s that m ost com panies 

(5 4 .5 % ) spend m ore than 20%  o f total training  and developm ent expenditure on C B T . 

N onetheless 18.2%  o f com panies s till spend nothing on C B T , and a further 18.2%  

spend less than 10%  o f total train in g  and developm ent expenditure on C B T . The 

re m ain in g  9 .1%  o f com panies spend between 10%  and 20%  on C B T . T h is  breakdow n 

is  illu stra te d  g ra p h ica lly  in  F ig u re  16.
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Table 21: Percentage of Total Training and Development Expenditure Allocated to CBT

P e r c e n t Valid P e r c e n t
C u m u la tive

P e r c e n t

N o n e 1 8 .2 1 8 .2 1 8 .2

L e s s  T h an  10% 1 8 .2 18 .2 3 6 .4

1 0 - 2 0 % 9.1 9.1 4 5 .5

More T h an  20% 5 4  5 5 4 .5 1 0 0 .0

Total 1 0 0 .0 1 0 0 .0

Figure 16: P e rc e n ta g e  o f T o ta l T ra in in g  a n d  D eve lopm en t E x p e n d itu re  A llocated  to  C B T

None 
18.2%

More Than 20%

54.5%

Than 10%  

18.2%

'1 0 - 2 0 %
9.1%

T a b le  22 presents a cross-tab u lation o f the percentage o f total tra in in g  and developm ent 

expenditure that is  allocated to C B T  by existence o f a tra in in g  budget. Fro m  these 

re su lts it  is  c le a r that, w h ile  expenditure on C B T  constitutes a sub stantial proportion o f 

total expenditure on tra in in g  fo r m ost com panies, fo r those com panies w ith  no budget 

the expenditure is  m ore lik e ly  to be at the lo w e r end o f the scale  (N one, o r L e ss Than 

1 0 % ) than it  is  fo r those com panies that have established a budget.
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Table 22: C ro ss -T ab u la tio n  o f  P e rce n tag e  o f  T o ta l E x p en d itu re  A llocated  to  C B T  by  E x istence o f

a  T ra in in g  B udget

Was This Expenditure 
Made from a Specific 
annual Training and 

Development Budget?
Totalyes no

Percentage of Total None 0.0% 33.3% 18.2%
Annual Expenditure Less Than 10% 20.0% 16.7% 18.2%
Allocated to CBT 20% 20.0% 0.0% 9.1%

More Than 20% 60.0% 50.0% 54.5%
Total 100.0% 100.0% 100.0%

W hen the percentage o f total annual expenditure that is  allocated to C B T  w as cro ss

tabulated w ith  com pany size, no re latio n sh ip  w as found to e x ist (T ab le  2 3 ). F o r 

exam ple, w h ile  a ll o f the com panies w ith  10 -  49 em ployees allocate m ore than 20%  o f 

tra in in g  expenditure to C B T , a ll o f those that em ploy 100 -  149 em ployees allocate less 

than 10%  o f tra in in g  expenditure to C B T .

Table 23: C ro ss -T ab u la tio n  o f  P e rc e n ta g e  o f  T o ta l E x p e n d itu re  A llocated  to  C B T  by

C o m p an y  Size

Number of Employees

Percentage of Total Annual Expenditure Allocated to CBT

None Less Than 
10% 10-20% More Than

20% Total

Less Than 10 66.7% — — 33.3% 100%
10-49 — ... ... 100.0% 100%
50-99 ... ... 50.0% 50.0% 100%
100-149 ... 100.0% ... ... 100%

4 .4.5 Average N um ber of T raining Days by Occupational G roup

In  addition to a skin g  com panies about th e ir expenditure on train in g  and developm ent, 

respondents w ere also  asked to indicate, fo r each occupational group, the average 

num ber o f days spent in  tra in in g  per em ployee o ver the past year. N o em ployees 

received  m ore than 15 days o f tra in in g  o ve r the past year. T able 24 show s that 100%  o f 

com panies p ro vid ed  som e tra in in g  fo r T e ch n ica l staff, w h ile  36 .4 %  o f com panies d id  

not p ro vid e  any tra in in g  days to S e n io r M anagers and D irecto rs, 18.2%  d id  not pro vide 

any tra in in g  days to a ll O ther M anagers, and 9 .1%  did  not pro vide any tra in in g  days to 

P ro fessio n al Staff. T he m ajo rity  o f com panies (6 3.6 % ) did  not p ro vid e any train in g

- 1 4 3 -



Chapter 4 Findings

days to M an u al W o rke rs, and 18.2%  o f com panies pro vided no tra in in g  days to C le ric a l 

and A d m in istra tive  staff. In  relation to those com panies that d id  p ro vid e some days o f 

train in g , fo r a ll o ccupatio n al groups m ost com panies provided betw een 1 and 5 days o f 

train in g  per em ployee (although w here m anual w orkers d id  re ce ive  training  days, they 

w ere ju s t as lik e ly  to have received  betw een 6  and 1 0  days as they were to have 

re ce ive d  between 1 and 5 days). T h e o n ly  occupational group to re ce ive  m ore than 10 

days o f tra in in g  w as T e ch n ica l staff, fo r w h ich  2 7.3%  o f com panies pro vid ed  between 

11 and 15 days o f training.

Table 24: A verage N um ber o f Training Days by O ccupational G roup

Occupational
Group

Average Number of Days Training /  Ferceniage cf Companies

None /
1 -5  6 -1 0  1 1 -1 5  Not Applicable Total

Senior Managers / Directors 63.6 % — — 36.4% 100%
All Other Managers 54.5% 27.3% — 18.2% 100%
Professional Staff 54.5% 36.4% — 9.1% 100%
T echnical Staff 45.5% 27.3% 27.3% — 100%
Clerical & Administrative Staff 81.8% — — 18.2% 100%
Manual Workers 18.2% 18.2% — 63 6% 100%

The re latio n sh ip  between com pany size  and the average num ber o f training  days 

pro vid ed  to em ployees in  each o ccupatio n al group has also been exam ined. The results 

presented in  T a b le  25 in d icate  that a re latio n sh ip  does e xist here, w ith the p ro visio n  o f 

train in g  days in cre asin g  w ith com pany size  (num ber o f em ployees). F o r exam ple, 

3 3 .3 %  o f com panies em p lo yin g  less than 10 em ployees p ro vid e  between 1 and 5 

training  days fo r S en io r M anagers and D ire cto rs; th is increases to 50%  fo r com panies 

em ploying 10 -  49 em ployees, and to 100%  fo r com panies em p lo yin g  50 -  99, and 

com panies em ploying 100 -  149, em ployees. H o w ever, the re latio n sh ip  seem s to be 

less cle a r in  re latio n  to P ro fe ssio n al staff and M anual w orkers than it is  fo r the other 

occupational groups.
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Table 25: Relationship Between Company Size and Average Number of Training Days Per

E m ployee in  E a c h  O cc u p a tio n a l G ro u p

O ccupational Group /
N um ber of E m p loyees

Average Number 

1 - 5

of Days Training / 

6 - 1 0

Percentage of Companies

None /
1 1 - 1 5  Not Applicable

Senior M anagers /  D irectors

L e ss  Than 10 33.3% . . . . . . 66.7%

1 0 - 4 9 50.0% — . . . 50.0%

5 0 - 9 9 100.0% — . . . . . .

1 0 0 - 1 4 9 100.0% . . . . . . . . .

A ll O ther M anagers
L e ss  Than 10 33.3% . . . 66.7%

1 0 - 4 9 25.0% 75.0% . . . . . .

5 0 - 9 9 100.0% — .... . . .

1 0 0 - 1 4 9 100.0% . . . . . . . . .

Professional S taff

L e ss  Than 10 . . . 66.7% . . . 33.3%

1 0 - 4 9 100.0% . . . . . . . . .

5 0 - 9 9 50.0% 50.0% . . . . . .

1 0 0 - 1 4 9 50.0% 50.0% — .. .

Technical S taff

L e ss  Than 10 33.3% 66.7% — .. .

1 0 - 4 9 75.0% — 25.0% . . .

5 0 - 9 9 50.0% — 50.0% . . .

1 0 0 - 1 4 9 . . . 50.0% 50.0% . . .

C lerical & A dm inistrative S taff  

L e ss  Than 10 33.3% . . . . . . 66.7%

1 0 - 4 9 100.0% . . . --- . . .

5 0 - 9 9 100.0% . . . --- —

1 0 0 - 1 4 9 100.0% . . . — —

M anual W ork ers

L e ss  Than 10 — 33.3% . . . 66.7%

1 0 - 4 9 25.0% . . . . . . 75.0%

5 0 - 9 9 50.0% .. . . . . 50.0%

1 0 0 - 1 4 9 . . . 50.0% — 50.0%

4.4.6 Support for Employees Wishing to Pursue Self-Development

In  order to determ ine the le v e l o f support p ro vid ed  b y com panies fo r em ployees w ho 

w ish  to undertake train in g , respondents w ere asked w hether they w o u ld  contribute to 

the cost o f train in g  that is  received  through an external in stitutio n. A s T able 26 

in dicates, a ll o f the re sp on d in g com panies in d icated  that they w o u ld  contribute to the 

cost o f external train in g . Just o ver h a lf o f the com panies are w illin g  to pay part o f the 

cost, and the rem ainder are w illin g  to pay the fu ll cost.
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E x te rn a l In s titu tio n ?

Table 26: Will The Company Contribute to the Cost of Training Through an

P e rce n t V a lid  P e rce n t

Y e s , th e co m p a n y  w ill p a y  part 
of the c o st

5 4 .5 54.5

Y e s , th e co m p an y  w ill p a y  the
full c o s t 4 5 .5 4 5 .5

Total 100.0 100.0

W hen a cross-tab u lation is  perform ed to exam ine the effect that the existence o f a 

tra in in g  and developm ent budget has upon the com pany’ s w illin g n e ss to contribute 

tow ards the cost o f external training , a strong re latio n sh ip  w o u ld  appear to e xist (T ab le  

2 7 ). W h ile  80%  o f com panies that have a dedicated budget are w illin g  to pay the fu ll 

cost o f external tra in in g , the correspon din g fig u re  fo r com panies that do not have a 

tra in in g  budget is  a m uch lo w e r 16 .7% .

Table 27: C ro ss-T ab u la tio n  o f  C o n tr ib u tio n  to  C ost o f E x te rn a l T ra in in g  w ith

E xistence o f B udge t

W a s  T h is  E xpenditure M ade 
from  a S p e c if ic  T rain ing  an d
D e v e lo p m e n t  B u d g e t?

P er ce n t

y e s  Y e s ' th e  c o m p a n y  will
p ay  part o f  th e  c o s t 2 0 .0

Y e s , th e  c o m p a n y  will 
p ay th e  full c o s t 8 0 .0

Total 1 0 0 .0

HO Y e s , th e  c o m p a n y  will
p ay part o f  th e  c o s t 8 3 .3

Y e s , th e  c o m p a n y  will 
p ay  th e  full c o s t

1 6 .7

Total 1 0 0 .0

T h e w illin g n e ss o f com panies to contribute to the cost o f external training has also been 

cross-tabulated w ith  com pany size. The resu lts o f th is cross-tabulation suggest that 

som e re latio n sh ip  does e x ist between the tw o variab le s (T a b le  28). A t the bottom  o f 

the size  scale, the com panies em ploying less than ten em ployees are not w illin g  to pay 

m ore than part o f the cost o f external training. O n the other hand, those com panies that 

em ploy either 10 -  49 o r 50 -  99 em ployees are ju s t as lik e ly  to pay the fu ll cost as they
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are to pay part o f the cost. A n d  100%  o f the com panies that em ploy between 1 0 0 - 1 4 9  

em ployees stated that they w o uld  meet the fu ll cost o f external training.

Table 28: C ross -T abu la tion  o f C o n tr ib u tio n  to C ost o f  E x te rn a l T ra in in g  b y  C om pany Size

Number of Employees

Will the Company Contribute to the Cost of Training 
Through an External Institution?

Yes, the Company Will 
Pav Part of the Cost

Yes, the Company 
Will Pay the Full Cost

Total

Less Than 10 100.0% — 100%

1 0 -4 9 50.0% 50.0% 100%

5 0 -9 9 50.0% 50.0% 100%

100-149 . . . 100.0% 100%

A  further m easure o f the le v e l o f support from  com panies fo r em ployees w ho w ish  to 

undertake tra in in g  relates to the w illin g n e ss o f com panies to a llo w  em ployees to take 

tim e o ff w o rk  fo r train in g . T ab le  29 show s that the vast m ajo rity o f com panies (6 3.6 % ) 

w ill u su a lly  a llo w  tim e o ff, and the rem ainin g com panies (36 .4 % ) w ill som etim es a llo w  

tim e off. N o  respondents stated that em ployees w o u ld  not u su a lly  be a llo w ed  tim e o ff 

w o rk fo r train in g .

Table 29: W i l l  the  C om pany A llo w  Em ployees to  H ave T im e O f f  W o rk  fo r  T ra in in g ?

Percent Valid Percent

Som etim es allow time off 36.4 36.4

Usually allow time off 63.6 636

Total 100.0 100.0

A s w ith the p ro v isio n  o f fin a n cia l support fo r external training , there also seem s to be a 

re latio n sh ip  betw een the existence o f a tra in in g  and developm ent budget and 

w illin g n e ss to a llo w  em ployees to have tim e o ff w o rk fo r train in g  (T a b le  3 0 ). 80%  o f 

com panies that have a sp e cific  budget w ill u su a lly  a llo w  em ployees to have tim e o ff 

w o rk fo r tra in in g , com pared w ith  50%  o f com panies that have not established a train in g  

and developm ent budget.
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Table 30: C ross-T abu la tion  o f  W illingness to  A llo w  T im e  O f f  w ith  

Existence o f B udget

W as This Expenditure Made 
from a Specific Training and 
Development Budget?

Percent

YES Sometimes allow time off 20.0

Usually allow time off 80.0

Total 100.0

NO Sometimes allow time off 50.0

Usually allow time off 50.0

Total 100.0

A cross-tab u lation w as also perform ed to exam ine the re latio n sh ip  betw een com pany 

siz e  and w illin g n e ss to allo w  tim e o ff fo r training. A s T ab le  31 show s, the w illin g n e ss 

to a llo w  em ployees to have tim e o ff is  higher fo r the larg er com panies than it is  fo r 

those that are sm a lle r in  size. A ll o f the com panies that em ploy less than 10 em ployees 

stated that they w o u ld  som etim es a llo w  tim e o ff, w h ile  75 %  o f com panies em ploying 

1 0 - 4 9  em ployees u su a lly  a llo w  tim e off. A ll o f those com panies that em ploy 50 or 

m ore people stated that they w o u ld  u su a lly  a llo w  tim e off.

Table 31 : C ross -T abu la tion  o f W illingness to  A llo w  tim e  o f f  by C om pany Size

Number of Employees

Will the Company Allow Employees to Have Time Off 
Work for Training?

Sometimes Allow 
Time Off

Usually Allow 
Time Off

Total

Less Than 10 100.0% — 100%

1 0 -4 9 25.0% 75.0% 100%

5 0 -9 9 100.0% 100%

100-149 . . . 100.0% 100%

4 .4 .7  T raining and Development Approach

In  the su rvey, respondents w ere asked a num ber o f questions that w ere designed to g ive 

an in d ica tio n  o f the general approaches to the p ro visio n  o f tra in in g  and developm ent 

that are being adopted by these com panies. T he firs t o f the questions asked respondents 

to in d icate  how  tra in in g  is  planned, designed and d elivered : syste m atically  or
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u n system atically. T he resu lts (as illu stra te d  in  F ig u re  1 7) show  that the m ajo rity o f 

com panies (5 4 .5 % ) plan , design and d e liv e r tra in in g  in  a system atic w ay, w h ile  the 

rem ainin g 4 5 .5 %  do so in  an unsystem atic w ay.

Figure 17: H ow  T ra in in g  is P lanned, Designed and D e live red

Unsystematically 

45.5%______

0
 Systematically 

______ 54.5%

T ab le  3 2  presents the resu lts o f a cro ss-tab u latio n  that exam ines the relation ship  

betw een the existence o f a tra in in g  and developm ent budget and the w ay in  w hich 

train in g  is  planned, designed and d elivered . F ro m  these results, it  em erges that those 

com panies that have established a budget are m ore lik e ly  to adopt a system atic 

approach to tra in in g  than those com panies that have not established a budget (80%  

com pared to 3 3 .3 %  re sp e ctive ly ).
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Table 32: C ross-T abu la tion  o f H ow  T ra in in g  is P lanned, Designed and D e livered w ith

Existence o f Budget

W as This Expenditure Made 

from a Specific Training and 
Development Budget?

Percent

YES Systematically 30.0

Unsystematically 20.0

Total 100.0

Systematically 33.3

Unsystematically 66.7

Total 100.0

W h en  the resu lts to th is question are cross-tabulated w ith  com pany size, a p o sitive  

re latio n sh ip  w o u ld  appear to e xist up to the 99 em ployees m ark (T ab le  3 3 ). F o r 

exam ple, o f those com panies em ploying less than 10 people, 3 3 .3 %  stated that training  

w as planned, designed and d e livere d  system atically. T h e corresponding fig u res fo r 

com panies em ploying 10 -  49 people and 50 -  99 people are 75.0 %  and 100.0%  

re sp ectively. H o w ever, a ll o f those com panies e m p lo yin g  m ore than 99 em ployees 

stated that tra in in g  w as unsystem atic.

Table 33: C ross -T abu la tion  o f  H o w  T ra in in g  is P lanned, Designed and D e live red  w ith

C om pany Size

Number of Employees

Training is Planned, Designed and Delivered:

Systematically Unsystematically Total

Less Than 10 33.3% 66.7% 100%

1 0 -4 9 75.0% 25.0% 100%

5 0 -9 9 100.0% . . . 100%

100-149 . . . 100.0% 100%

T h e second question asked respondents to in d icate w hether the greatest em phasis w as 

placed upon form al tra in in g , in fo rm al train in g  o r both. A s  illu stra te d  in  F ig u re  18, m ost 

com panies (6 3.6 % ) u tilise  a m ix  o f both form al and in fo rm a l train in g , w h ile  2 7.3%  

concentrate m ostly on in fo rm a l train in g , and 9 .1%  concentrate on form al training.

- 150-



Chapter 4 Findings

Figure 18: The Emphasis of Training and Development

f'U<

re>CD

5 0  «

fÛ

3 0 .

2 0 .

-9—•
c l i t -

E
O)

a . 0

Forma) Training Infermai Training Both

The Biggest Emphasis is Placed Upon:

A g a in , there w o u ld  appear to be a re latio n sh ip  between the existence o f a training and 

developm ent budget and the em phasis o f tra in in g . W h ile  a ll o f the com panies that do 

have a budget responded that a balance o f fo rm al and in fo rm a l tra in in g  is  used, the 

corresp o n d in g  fig u re  fo r those com panies that do not have a budget is  3 3 .3 % . H a lf o f 

the com panies that do not have a budget fo cus p rim a rily  on in fo rm al training, and 

16 .7%  place the greatest em phasis on fo rm al tra in in g  (T ab le  34 ).

Table 34: C ross-T abu la tion  o f  the  E m phasis o f  T ra in in g  w ith  Existence o f a B udget

W as This Expenditure Made 

from a Specific Training and 

Development Budget?

Percent

Y E S Both 100.0

N O Formal Training 16.7

Informal Training 50.0

Both 33.3

Total 100.0

W hen a cross-tabulation is  perform ed to exam ine the re latio n sh ip  between com pany 

size  and the em phasis o f train in g  and developm ent, no sig n ifica n t re latio n sh ip  is  found
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to e xist. A s T a b le  35 show s, the la rg e r com panies do not place m ore con sideratio n than 

sm alle r com panies into ensuring that a m ixture o f both form al and in fo rm al train in g  is 

pro vided. It  is  also  interesting that the sm alle r com panies do not tend to re ly  m ore than 

larg e r com panies do on in fo rm al tra in in g  a ctiv itie s.

Table 35: C ross-T abu la tion  o f  the  Em phasis o f  T ra in in g  w ith  C om pany Size

Number of Employees

The Biggest Emphasis is Placed Upon:

Formal
Training

Informal
Training

Both Total

Less Than 10 33.3% 66.7% 100%

1 0 -4 9 25.0% 75.0% 100%

5 0 -9 9 50.0% 50.0% 100%

100-149 50.0% 50.0% 100%

The th ird  m easure o f tra in in g  approach relates to the ro le  o f tra in in g  and developm ent 

w ith in  the com panies. Respondents w ere asked to in dicate w hether th is ro le  was 

operational, tactica l o r strategic. In  the vast m ajo rity  o f com panies (5 4 .5 % ) training  

p lays an o perational ro le , and fo r 18.2%  it  p lays a tactical ro le. O n ly  2 7.3%  o f 

respondents b e lie ve d  that tra in in g  and developm ent played a strategic ro le  in  their 

com pany. These resu lts are illu stra te d  in  F ig u re  19.

Figure 19:
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In te re stin g ly , w hen the ro le  o f tra in in g  is  cross-tabulated w ith the existence o f a 

tra in in g  and developm ent budget, no re la tio n sh ip  w o u ld  appear to e xist. A s T ab le 36 

show s, tra in in g  p lays a strategic ro le  in  o n ly  2 0 % o f those com panies that have 

dedicated tra in in g  budgets, com pared to 3 3 .3 %  o f com panies that have no such 

budgets. Furtherm ore, fo r 80%  o f com panies that do have a budget, training  plays an 

operational ro le , w h ile  the co rrespon d in g fig u re  fo r those com panies w ith  no budget is  

3 3 .3 % .

Table 36: C ross-T abu la tion  o f the  R o le  o f T ra in in g  w ith  Existence o f  B udge t

W as This Expenditure Made  
from a Specific Training and 
Development Budget?

Percent

YES Operational 80.0
Strategic 20.0
Total 100.0

NO Operational 33.3

Tactical 33.3

Strategic 33.3

Total 100.0

It  can also  be said  that no p o sitive  re la tio n sh ip  e xists between com pany size  and the 

ro le  o f tra in in g  in  a com pany. A s T a b le  3 7  show s, the role o f tra in in g  is  operational in  

a ll those organisations that em ploy 100 o r m ore em ployees, com pared to 75 .0 %  o f 

those em p lo yin g  10 -  49 people and 3 3 .3 %  o f those em ploying less than 10 people.

Table 37: C ross-T abu la tion  o f the R ole o f T ra in in g  w ith  C om pany Size

Number of Employees

The Role of Training and Development Is:

Operational Tactical Strategic Total

Less Than 10 33.3% 66.7% — 100%

1 0 -4 9 75.0% . . . 25.0% 100%

5 0 -9 9 . . . . . . 100.0% 100%

100-149 100.0% . . . — 100%

T h e fin a l question relating to tra in in g  approach asked respondents w hether in d iv id u a l 

train in g  needs, o rganisatio nal tra in in g  needs, o r both o rganisatio nal and in d iv id u a l
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train in g  needs w ere considered in  the com pan y’ s approach to training  and developm ent. 

The results in d icate  that o n ly  a sm all m in o rity  o f organisations fo cu s on either 

in d iv id u a l o r o rg anisatio nal train in g  needs (9 .1%  and 9 .1% ), as the m ajo rity  (8 1 .8 % ) o f 

organisations fo cu s upon both in d iv id u a l and o rganisatio nal training  needs (F ig u re  20).

Figure 20: The Focus o f T ra in in g  and  D eve lopm ent
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T ab le  38 show s a cross-tab u lation that exam ines the relatio n sh ip  between the focus o f 

train in g  and the existence o f a tra in in g  and developm ent budget. These results show  

that, w h ile  a ll o f those com panies that do have a budget fo cus on both o rganisatio nal 

and in d iv id u a l tra in in g  needs, 16 .7%  o f the com panies that have no budget fo cus on 

in d iv id u a l tra in in g  needs o n ly , and 16 .7%  fo cu s on o rganisational train in g  needs o nly.

82

Individual Training Organisational Training Both 
Needs Needs

Training and Development Focuses Upon:

- 1 5 4 -



Chapter 4 Findings

Table 38: Cross-Tabulation of the Focus of Training with Existence of Budget

W as This Expenditure Made 
from a Specific Training and 
Development Budget?

Percent

Y ES Both Organisational and 
Individual Training Needs 100.0

NO Individual Training Needs 16.7

Organisational Training 
Needs 16.7

Both Organisational and 
Individual Training Needs 66.7

Total 100.0

W hen the fo cus o f tra in in g  is  cross-tabulated w ith com pany size  no sig n ifican t 

re latio n sh ip  em erges (T a b le  39 ). F o r exam ple, a ll o f the com panies that em ploy less 

than 1 0  people stated that they fo cu s on both in d iv id u a l and o rganisatio nal training 

needs, com pared to 50.0%  o f com panies that em ployee 100 o r m ore people.

Table 39: C ross -T abu la tion  o f  the  Focus o f  T ra in in g  w ith  C om pany Size

Number of Employees

Training and Development Focuses Upon:

Individual 
Training Needs

Organisational 
Training Needs

Both Total

Less Than 10 . . . — 100.0% 100%

1 0 -4 9 — 25.0% 75.0% 100%

5 0 -9 9 -- — 100.0% 100%

100-149 50.0% . . . 50.0% 100%

A  re latio n sh ip  w o u ld  also appear to e x ist betw een the w ay in  w h ich  train in g  is  planned, 

designed and d e livere d  (sy ste m a tica lly  o r u n syste m atically) and the fo cus o f training. 

A s T ab le  40 show s, a ll o f those com panies that have in dicated that tra in in g  is  planned, 

designed and d e livere d  sy ste m atically  fo cus on both o rganisatio nal and in d iv id u a l 

train in g  needs. T he co rrespon d in g fig u re  fo r those com panies in  w h ich  training  is 

unsystem atic is  60% ; the rem ainder o f these com panies fo cus on either in d iv id u a l 

training  needs (2 0 % ) o r o rg anisatio nal tra in in g  needs (2 0 % ).
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Table 40: C ross -T abu la tion  o f H o w  T ra in in g  is P lanned, Designed and D e live red  w ith

the Focus o f  T ra in in g

Training is Planned, 
Designed and Delivered;

Training and Development 
Focuses Upon:

Percent

System atically Both Organisational and 
Individual Training Needs 100.0

Unsystem atically Individual Training Needs 20.0

Organisational Training 
Needs

20.0

Both Organisational and 
Individual Training Needs 60.0

Total 100.0

4.5 Objective 2: Methods Of Delivering Training
Section C  o f the survey w as concerned w ith  the m ethods, techniques and to o ls/aid s 

used to d e liv e r tra in in g . T he resu lts o f Section C  are exam ined under sections 3.5 and

3.6  o f this chapter.

4.5.1 Conventional Training Methods

Section C l  o f the su rve y  asked respondents about the m ethods used to d e liv e r training. 

T ab le  41 presents the fin d in g s in  re latio n  to the freq uency w ith  w h ich  conventional 

train in g  m ethods are used. Fro m  these resu lts it  is  c le a r that on-the-job train in g  is  the 

m ost freq uently used m ethod, and is  the o n ly  m ethod fo r w h ich  m ost com panies report 

frequent use (7 2 .7 %  o f com panies). O n ly  9 .1%  o f com panies do not use on-the-job 

training. C o nferences and d iscu ssio n s, and fo rm al/p ro fessio n al education, are also used 

quite freq uen tly  b y com panies, w ith 36.4%  and 2 7.3%  o f com panies (resp e ctively) 

stating that these m ethods are freq uently used, and 4 5.5%  stating that each m ethod is  

used fa ir ly  often.
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Table 41 : Frequency of Use of Conventional Training Methods

Frequency o( Use

Meth od Frequently
Fairly
Often Infrequently Not at All

No
Response T otal

On-the-Job T raining 72.7% 18.2% — 9.1% — 100%

Videotapes — 27.3% 63.6% 9.1% 100%

Films — — — 90 9% 9.1% 100%

Audiotapes — 9.1% 9.1% 72.7% 9.1% 100%

Lectu res 9.1% 27.3% 18.2% 36.4% 9.1% 100%

Role Plays — 9.1% 27.3% 54.5% 9.1% 100%
Case Studies 9.1 % 27.3% 9.1% 45.5% 9.1% 100%

Games — 9.1% 27.3% 54.5% 9.1% 100%
C onf erences/Discussicms 36.4% 45.5% 18.2% — — 100%

Formal/Professional Education 27.3% 45.5% 18.2% — 9.1% 100%

Non-Electronic Open Learning — 13.2% 45.5% 27.3% 9.1% 100%

Oth er Off-the-J ob Train i ng 9.1% 9.1% 27.3% 36.4% 18.2% 100%

A  question w as incorporated in  the survey that asked respondents to in d icate w h ich 

tra in in g  m ethods th e ir com pany intends to use in  the future, w hether o r not they are 

cu rre n tly  being used. H o w eve r, as has been d iscu ssed  e a rlie r in  this chapter, the 

response to th is question in  the su rvey w as ve ry  lo w . Therefo re, no sig n ifica n t fin d in g s 

have em erged in  re latio n  to the future use o f m ethods. T ab le  42 pro vid es a breakdow n 

o f the results. H o w ever, fo r those com panies that d id  respond, .the m ethods that they 

intend to use in  the future in clu d e  on-the-job train in g , videotapes, conferences and 

d iscu ssio n s, fo rm al/p ro fe ssio n al education, n o n -electron ic open le arn in g , and other o ff- 

the-job train in g  m ethods.
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Table 42: Future Use of Conventional Methods

Intend to U se No 
Method In Future R e sp o n se

O n-the-Job T raining 3 .1 % 90.9%

V id eo tap es 9 .1% 90.9%

Film s — 1 0 0 .0 %

A udiotapes — 1 0 0 .0 %

Lectures — 1 0 0 .0 %

R o le P la y s — 1 0 0 .0 %

C a se  S tu d ie s — 1 0 0 .0 %

G am es — 1 0 0 .0 %

C o nf e re nces/D  i scu ss i o n s 9.1 % 90.9%

Fo rm al/P ro fessio n al Education 9.1 % 90.9%

N on-Electronic O pen Learning 9.1% 90.9%

O ther O ff-the-Job Training 9.1% 90.9%

In  order to develop a picture o f changing patterns in  the use o f sp e cific  m ethods fo r 

d ifferen t o ccupatio n al groups w ith in  the com panies, respondents w ere asked to indicate 

the length o f tim e (in  years) fo r w h ich  each m ethod has been in  use fo r the d e liv e ry  o f 

tra in in g  to three occupatio nal groups: m anagem ent, p ro fe ssio n al/tech n ical staff, and 

ad m in istrative/m anual staff. T ab le  43 sum m arises the resu lts b y in d icatin g  the 

percentage o f organisatio ns that use each m ethod fo r each o f the occupational groups. 

It  is  notable from  these resu lts that there are s im ila r patterns in  the use o f m ethods fo r 

m anagem ent and p ro fe ssio n al/tech n ical staff, w h ile  the usage o f m ost m ethods is  lo w er 

fo r adm in istrative/m anual staff. These resu lts are consistent w ith  the lo w er le ve l o f 

tra in in g  p ro v isio n  fo r adm inistrative/m anual w o rkers, in  term s o f both training 

expenditure and num ber o f annual train in g  days. It  is  also  notable that on-the-job 

train in g , w h ich  has tra d itio n a lly  been associated w ith the training  o f m anual w orkers, is  

used by less organisatio ns to train adm in istrative/m anual w orkers than it is  to training  

m anagem ent and p ro fe ssio n al/tech n ical staff (5 4 .5 % , 7 2 .7 %  and 7 2 .7%  re sp ectively).
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Table 43: Use of Conventional Methods by Occupational Group

Use by Occupational Group

Method Management
Professional/
Technical

Administrative/
Manual

On-the-Job Training 72.7% 72.7% 54 5%

Videotapes 27,3% 27.3% 27.3%

Films 9.1% 9.1% 9.1%

Audiotapes 9.1% 9.1% 18.2%

Lectures 54.5% 54.5% 273%

Role Plays 27.3% 27.3% 18.2%

Case Studies 36.4% 36.4% 27.3%

Games 364% 36.4% 13.2%

Conferences/Discussions 72.7% 81.3% 45.5%

Formal/Professional Education 54.5% 72.7% 45.5%

Non-Electronic Open Learning 45.5% 54.5% 27.3%

Other Off-the-Job Training 27.3% 27.3% 27.3%

T ab le  44 details the p recise breakdow n o f re su lts, in  term s o f the length o f tim e fo r 

w h ich  com panies have been usin g  each m ethod fo r each occupational group. T he 

responses to th is section o f the survey w o u ld  in d icate  that a large proportion o f the 

m ethods have been in  use fo r 7  to 9 years, and in  m ost cases this applies to a ll 

categories o f em ployee. These m ethods in clu d e  on-the-job training, audiotapes, 

lectures, gam es, co n feren ces/d iscussio n s, and open learn in g  (n o n -electro n ic). In  

re latio n  to ro le  p lay s, case studies and fo rm al/p ro fessio n al education, m ost 

organisations in d icate  that these m ethods have been in  use fo r between 1 and 3 years. 

The use o f videotapes and other o ff-th e-jo b  tra in in g  m ethods is  lim ite d  fo r a ll 

categories o f em ployees, although the adoption o f these m ethods ranges from  the past 

year to the past 7  to 9 years fo r videotapes, and fro m  the past 1 to 3 years to the past 10 

o r m ore years fo r other o ff-the-jo b train in g  m ethods. It  w o u ld  therefore appear that 

com panies are s t ill adopting these m ethods. In  contrast, the use o f film s is  low  fo r a ll 

o ccupatio nal groups, and no com panies w o u ld  appear to have adopted th is m ethod in  

recent years. It  is  also  notable that ro le  p lay s and case studies w ould appear to have 

in creased  in  use in  recent years.
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Table 44: Years of Use of Conventional Methods for Each Occupational Group

Method < 1 1 - 3 4 - 6 7 - 9 10 +
No

Response Total

O n -th e - jo b  T ra in in g
Management — 27.3% 9.1% 27.3% 9.1% 27.3% 100%

Professional/T echnical - - - 27.3% 9.1% 27.3% 9.1% 27.3% 100%
Administrative/Manual . . . 18.2% . . . 27.3% 9.1% 45.5% 100%

Videotapes
Management . . . 9.1% 9.1% 9.1% — 72.7% 100%

Professional/T echnical 9.1% 9.1% — 9.1% — 72.7% 100%
Administrative/Manual 9.1% 9.1% — 9.1% — 72.7% 100%

F ilm s
Management — — — 9.1% . . . 90.9% 100%

Professional/Technical — — — 9.1% . . . 90.9% 100%
Administrative/Manual — — — 9.1% — 90.9% 100%

A udio tapes
Management . . . — — 9.1% — 90.9% 100%

Professional/T echnical . . . . . . . . . 9.1% — 90.9% 100%
Administrative/Manual . . . . . . 9.1% 9.1% 81.8% 100%

Lectures
Management — 18.2% . . . 27.3% 9.1% 45.5% 100%

Professional/Technical — 18.2% . . . 27.3% 9.1% 45.5% 100%
Administrative/Manual — 9.1% — 18.2% — 72.7% 100%

R ole P lays
Management — 18.2% . . . 9.1% . . . 72.7% 100%

Professional/Technical . . . 18.2% . . . 9.1% . . . 72.7% 100%
Administrative/Manual . . . 9.1% — 9.1% — 81.8% 100%

Case Studies
Management — 27.3% — 9.1% . . . 63.6% 100%

Professional/Technical — 18.2% 9.1% 9.1% — 63.6% 100%
Administrative/Manual — 18.2% — 9.1% . . . 72.7% 100%

Games
Management . . . 18.2% . . . 18.2% . . . 63.6% 100%

Professional/T echnical . . . 9.1% 9.1% 18.2% — 63.6% 100%
Administrative/Manual . . . 9.1% — 9.1% — 82.8% 100%

Conferences/Discussions
Management 9.1% 18.2% 18,2% 27.3% 27.3% 100%

Professional/T echnical 9.1% 18.2% 27.3% 27.3% 18.2% 100%
Administrative/Manual . . . 18.2% . . . 27.3% 54.5% 100%

F orm a l/P ro fess iona l E d u ca tio n
Management . . . 27.3% 9.1% 18.2% 45.5% 100%

Professional/Technical . . . 27.3% 27.3% 18.2% 27.3% 100%
Administrative/Manual 9.1% 18.2% — 18.2% 54.5% 100%

N o n -E le c tro n ic  O pen L e a rn in g
Management — 18.2% 9.1% 18.2% . . . 54.5% 100%

Professional/Technical — 18.2% 18.2% 18.2% — 45.5% 100%
Administrative/Manual — 9.1% — 18.2% — 72.7% 100%

O th e r O ff-th e -Jo b  T ra in in g
Management . . . 9.1% 9.1% . . . 9.1% 72.7% 100%

Professional/T echnical — 9.1% 9.1% . . . 9.1% 72.7% 100%
Administrative/Manual ---- 9.1% 9.1% ---- 9.1% 72.7% 100%
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4 .5 .2  Computer-Based Training Methods

In  order to p ro vid e  a p icture  o f the extent to w h ich com puter-based train in g  (C B T ) 

m ethods are being adopted by com panies, the questions in  Section C l o f the survey 

also asked com panies about their use o f C B T . T a b le  45 presents the results in  relation 

to the freq uency o f use o f C B T  m ethods. F ro m  these fin d in g s, it w o u ld  appear that the 

Internet is  the m ost freq uently used o f a ll the C B T  m ethods, being used frequently by 

2 7 .3 %  o f com panies and fa ir ly  often by a further 36 .4 % . C D -R O M s and com puter- 

based sim ulatio n s are the next m ost frequently used m ethods. H o w ever, from  the C B T  

m ethods liste d , there is  no m ethod fo r w h ich  m ost com panies in d icated  frequent use. 

Extranets and Intranets appear to be the least freq uen tly  used o f a ll the C B T  m ethods, 

w ith 6 3.6 %  and 54.6%  o f com panies (re sp e ctive ly ) representing the “ not at a ll”  and “ no 

response” categories.

Table 45: Frequency o f Use o f  Com puter-B ased T ra in in g  M ethods

Frequency of Use

CBT Method Not at All Infrequently
Fairly
Often Frequently

No
Response T otal

Computer-Based Simulations ■ 18.2% 18.2% 36.4% 18.2% 9.1% 100%

Internet 13.2% 18.2% 36.4% 27.3% — 100%

Intranets 45.5% 18.2% 18.2% 9.1% 9 1% 100%

Extranets 54.5% 9.1% 18.2% 9.1% 9.1% 100%

CD-ROMs 18.2% 18.2% 36.4% 18.2% 9.1% 100%

T a b le  46 presents the re su lts in  relation to the future use o f C B T  m ethods. A s w ith the 

other questions re latin g  to future use o f tra in in g  p ractices, the response to th is question 

w as lo w  and the fin d in g s are therefore lim ited . It  is  w orth no ting that, from  those 

responses that w ere re ce ive d , every  C B T  m ethod w as m entioned fo r future use -  the 

Internet in  p articu lar.
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Table 46: Future Use of Computer-Based Training Methods

Intend to U se No 
C B T  M ethod In F u tu re  R e s p o n s e

C o m p u te r-B a se d  S im u la tio n s 9 .1% 9 0 .9 %

In te rn e t 1 3 .2 % 8 1 .8 %

In tra n e ts 9 .1% 90 9%

E x tra n e ts 9 .1% 9 0 .9 %

C D -R O M s 9 .1% 9 0 .9 %

T a b le  4 7  and T ab le  48 present the resu lts o f the questions in  the su rvey relating to the 

use o f C B T  m ethods fo r each o ccupatio n al group. T ab le  4 7  p ro vid es an o utline o f the 

re su lts, in d ica tin g  the percentage o f com panies that use each C B T  m ethod fo r each 

o ccu p atio n al group. These resu lts suggest that com puter-based sim ulation s, the 

In ternet and C D -R O M s are used m ostly fo r m anagem ent tra in in g , and to a le sse r extend 

fo r tra in in g  p ro fe ssio n al/tech n ical staff. Intranets and E xtranets, b y contrast, appear to 

be used ju s t as m uch fo r the train in g  o f p ro fe ssio n al/tech n ical sta ff as they are fo r the 

tra in in g  o f m anagerial w o rkers. A d m in istrative/m anu al w o rkers re ce ive  the least 

am ount o f tra in in g  through C B T  m ethods (th is is  true fo r a ll C B T  m ethods -  w ith the 

e xcep tio n  o f E xtranets, the usage o f w h ich  is  lo w , and equal fo r a ll occupational 

g ro ups).

Table 47: Use o f  C om puter-B ased T ra in in g  M ethods by O ccupa tiona l G roup

Use by Occupational Group

CBT Method Managern ent
Professional/
Technical

Administrative/
Manual

Computer-Based Simulations 54.5% 45.5% 27.3%

Internet 72.7% 63.6% 45.5%

Intranets 36.4% 36.4% 27.3%

Extranets 18.2% 18.2% 18.2%

CD-ROM s S3 6% 54.5% 36.4%
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T ab le  48 show s the p recise  breakdow n o f resu lts, in c lu d in g  the length o f tim e fo r w h ich 

each C B T  m ethod has been in  use fo r each occupatio nal group. Fro m  these results it 

em erges that a larg e proportion o f the com panies have recently (in  the last 1 to 3 years) 

adopted com puter-based sim ulation s and the Internet, although this rise  is  less 

pronounced fo r adm inistrative/m anual w o rkers. Intranets and Extranets, by contrast, 

have been in  use fo r a longer p e rio d  o f tim e (7  to 9 years w as the m ost com m on 

response fo r Intranets, and both 4 to 6  and 7  to 9 years w ere the m ost com m on 

responses fo r E xtran e ts). The m ost com m on responses fo r C D -R O M s w ere 4 to 6  years 

fo r m anagem ent, 1 to 3 and 4 to 6  years fo r p ro fe ssio n al/tech n ical staff, and ranging 

from  le ss than one year to 7  -  9 years fo r adm inistrative/m anual w orkers. These results 

w o u ld  suggest that C D -R O M s have been used fo r training  in  these com panies fo r a 

co n siderable p erio d , and are s till being adopted b y the com panies.

Table 48: Y ears o f  Use o f C om puter-Based T ra in in g  M e thods fo r  Each O ccupa tiona l G roup

Years of Use

C B T  Method < 1 1 - 3 4 - 6 7 - 9 10 +
No

Respense Tetal

Computer-Based Simulations
Manage me rat — 27,3% 182% 9.1% — 45.5% 100%

Profession at/T schnical — 27.3% 9.1% 9.1% — 54.5% 100%
Administrate e/Manual — 9.1% 9.1% 9.1% — 72.7% 100%

Internet
Management — 36 4% 18,2% 182% — 27.3% 100%

Profession al/T ethnical i— i 36 4% 9 1% 18 2% — 36 4% 100%
Administrativ e/Man ual — 18 2% 9.1% 18.2% — 54.5% 100%

intranets
Management 9.1% 9.1% 18.2% 63.6% 100%

Profession al/T echnical — 9 1% 9 1% 18 2% — 63.6% 100%
Administrativ e/Manual — — 9.1% 18 2% — 72.7% 100%

Extranets
M ana gement — — 9.1% 9 1% — 81.8% 100%

Profession af/T echnical — — 9.1% 9.1% — 81.8% 100%
Act ministr at* e/Man ua 1 — — 9 1% 9 1% 81.3% 100%

CD-ROMs
Management 9.1% 18 2% 27.3% 9 1% — 36.4% 100%

Professional/T echnical 9 1% 18 2% 18 2% 9 1% — 45.5% 100%
Ad mi mstrstrv e/Man ua 1 9.1% 9 1% 9.1% 9 1% — 63,6% 100%

Those com panies that have used C B T  m ethods w ere also asked to sp e cify  w hether any 

o f the C B T  m aterials had been custom ised to the sp e cific  needs o f the com pany. The 

results are presented in  T ab le  49, and are illu stra te d  g ra p h ica lly  in  F ig u re  2 1. 44.4%  o f

- 163 -



Chapter 4 Findings

com panies stated that none o f the m aterials had been custom ised to th eir sp e cific  needs. 

F o r those com panies that d id  have som e m aterials custom ised, the custom isation w as 

tw ice as lik e ly  to have been carried  out in-h ouse (2 2 .2 % ) as it w as to have been carried 

out by external consultants (1 1 .1 % ). H o w ever, a further 22.2%  o f com panies stated 

that a co m bination o f both in -h ou se and external custom isation had been used.

Table 49: C ustom isa tion  o f  C om puter-Based T ra in in g  M a te ria ls

Have C B T  Materials Been Customised  
to the Specific Needs of the Com pany?

Percent Valid Percent
Cumulative

Percent

No 36.4 44.4 44.4

Yes, by external 
consultants

9.1 11.1 55.6

Yes, in-house 18.2 22.2 77.8

Yes, both in-house and 
by external consultants 18.2 22.2 100.0

Total

Missing 0 

Total

81.8

18.2

100.0

100.0

Figure 21 : C ustom isa tion  o f  C om puter-B ased T ra in in g  M a te ria ls
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T ab le  50 show s a cross-tabulation o f the custom isation o f C B T  m aterials by com pany 

size. Fro m  these resu lts, it is  evident that no p o sitive  re latio n sh ip  exists here, as larg er 

com panies are not m ore lik e ly  than th eir sm alle r counterparts to have used custom ised 

C B T  m aterials.

Table 50: C ross-T abu la tion  o f C ustom isa tion  o f C B T  M a te ria ls  w ith  C om pany Size

Number of Employees

Have CBT Materials Been Customised to the Specific Needs of 
the Company?

No
Yes, by 
external 

consultants

Yes, in- 
house

Yes, both Total

Less Than 10 — — — 100.0% 100%

1 0 -4 9 50.0% . . . 50.0% . . . 100%

5 0 -9 9 . . . 50.0% 50.0% 100%

100-149 100.0% . . . . . . . . . 100%

A  cro ss-tab u latio n w as also perform ed to exam ine the relatio n sh ip  between the 

custom isation o f C B T  m aterials and the pro po rtio n o f total train in g  expenditure that is 

allocated to C B T . It  w as thought that the high cost associated w ith the custom isation o f 

C B T  m ethods w o u ld  re su lt in  C B T  constituting a high proportion o f train in g  

expenditure in  those com panies that had used custom ised m aterials. T ab le  51 presents 

the resu lts o f th is cross-tab u lation . It  is  cle a r that the proportion o f training  expenditure 

that is  allocated to C B T  rests at the higher end o f the scale fo r those com panies that 

have developed custom ised C B T  m ethods, w hether in te rn a lly , e xtern ally  or both. A ll 

those com panies that developed custom ised C B T  m aterials either in-h ouse o r e xtern ally  

dedicated m ore than 20%  o f th eir train in g  expenditure to C B T . H o w ever, fo r those 

organisations that used a com bination o f in-h ouse and external custom isation, h a lf o f 

them  had dedicated betw een 10 and 20%  o f their tra in in g  expenditure to C B T , and the 

other h a lf had dedicated m ore than 20%  to C B T .
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Table 51 : Cross-Tabulation of Customisation of CBT Methods with Expenditure on CBT

Have CBT Methods Been Percentage of Training 
Customised? Expenditure Allocated

to CBT
Percent

Less Than 10% 50.0%

10-20% . . .

More Than 20% 50.0%

Total 100%

Less Than 10% — -

10-20% —

More Than 20% 100.0%

Total 100%

Less Than 10% ___

10-20% —

More Than 20% 100.0%

Total 100%

Less Than 10% „-M

10-20% 50.0%

More Than 20% 50.0%

Total 100%

A  com m ent b o x w as in clu d e d  in  the survey, askin g  respondents to sp e cify  w hat they 

b e lie ve d  to be the m ain facto r deterring th eir com pany from  d evelo pin g custom ised 

C B T  m aterials. A lm o st h a lf (4 5 .5 % ) o f the com panies responded to th is question. 

Fro m  these responses, 60%  indicated that cost w as the m ain p ro h ib itin g  factor, and 

40%  in d icated  that m ost o f the training  that is  carrie d  out usin g  C B T  m ethods is  

tra in in g  fo r ce rtifica tio n s o r standards, therefore not re q u irin g  custom isation. These 

responses are presented in  T a b le  52.
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Table 52: Facto rs  D e te rr in g  C om panies fro m  Deve lop ing  Custom ised C om puter-B ased T ra in in g

M a te ria ls

Percent Valid Percent

Training for certifications/standards 13.2 40.0

Cost 27.3 60.0

Total 45.5 100.0

Missing 0 45.5

System 9.1

Total 54.5

Total 100.0

4.6 Objective 3: Training Techniques And Tools/Aids

4.6.1 Techniques for Facilitating Learning

Sectio n C 2  o f the survey asked respondents about the techniques used to facilitate  and 

support le arn in g  w ith in  th e ir o rganisatio ns. T ab le  53 presents the fin d in g s in  relation to 

the freq uen cy w ith  w h ich  each technique is  used. A ll techniques (w ith  the exception o f 

action le a rn in g ) appear to be used to a considerable extent by the com panies. 

N etw o rkin g  and benchm arking, experim entation and team  developm ent are a ll used 

freq u e n tly  b y  36 .4 %  o f the com panies (although 4 5.5%  o f respondents also  stated that 

experim entation w as used in fre q u e n tly  o r not at a ll). M o reo ver, o n lin e  know ledge 

exchange, c rit ic a l in cid e n t re vie w , and coaching and m entoring are a ll used either fa irly  

often o r freq u e n tly  b y a large pro po rtio n o f organisations.
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Table 53: Frequency of Use of Training Techniques
C1reque ncy of Use

Technique N ot at All Infrequently
Fairly
Often Frequently

No
Response T otal

Networking & Benchmarking 9.1% 9.1% 36.4% 36.4% 9.1% 100%

Online Knowledge Exchange 18.2% 9.1% 45.5% 27.3% — 100%

Critical Incident Review 9.1% 27.3% 45.5% 18.2% — 100%

Action Learning 36.4% 27.3% 9.1% 9.1% 18.2% 100%

Experimentation 18.2% 27.3% 9.1% 36.4% 9.1% 100%

Coaching & Mentoring 9.1% — 54.5% 27.3% 9.1 % 100%

Team Development — 9.1% 54.5% 36.4% — 100%

Table 54 presents the results in relation to the intended future use of training 

techniques. As with the previous questions on future use, the results are limited. The 

techniques that have been pointed out for intended future use are critical incident 

reviews, online knowledge exchange and team development, and to a lesser extent 

experimentation and coaching and mentoring.

Table 54: F u tu re  Use o f T ra in in g  Techniques

Technique
Intend to Use No 

In Future Response
Networking & Benchmarking — 100.0%

Online Knowledge Exchange 18.2% 81.8%

Critical Incident Rev jew 27.3% 72.7%

Action Learning — 100.0%

Experimentation 9.1% 90.9%

Coaching & Mentoring 9.1% 90.9%

Tearn Development 18.2% 81.8%

Tables 55 and 56 present the findings in relation to the length of time for which each 

technique has been in use for each occupational group. Table 55, which presents a 

digested view of the results, shows that the majority of the techniques are used mostly 

for the training of professional/technical workers, followed by management, and then
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b y adm in istrative/m anual w orkers. H o w ever, c ritic a l in cid e n t re vie w s and team 

developm ent w o u ld  appear to be w id e ly  used fo r a ll occupational groups.

Table 55: Use o f T ra in in g  Techniques by O ccupa tiona l G roup

Use by Occupational Group

Technique M anagem ent
P ro fe ssio n al/

T ech n ical
A dm inistrative/

M anual

Netw orking & B enchm arking 54.5% 72 .7% 36 .4 %

O nline K now ledge E xchan ge 63.6% 63.6% 36.4%

C ritical Incident R eview 63.6% 72 .7% 63.6%

A ction Learning 36 .4 % 36.4% 18.2 %

Experim entation 4 5.5% 54.5% 4 5.5%

C o ach in g  & M entoring 4 5 .5 % 54.5% 36.4%

Team  D evelopm ent 6 3.6 % 72 .7% 54.5%

T ab le  56 presents the fin d in g s in  relation to the length o f tim e fo r w h ich each technique 

has been in  use fo r each occupational group. F ro m  these resu lts it is  cle a r that, w h ile  a ll 

o f the techniques have been in  use b y the com panies fo r the past 7 - 9  years, m any o f 

the techniques have also  been recently adopted b y com panies. In  p a rticu lar, team 

developm ent, netw o rkin g  and benchm arking, and c ritic a l in cid en t re vie w s have been 

adopted b y m any com panies in  the last 1 to 3 years. In  contrast, it em erges that action 

learn in g , experim entation and coaching and m entoring have been adopted b y m ost 

com panies in  the la st 7  to 9 years, w here used.
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Table 56: Years of Use of Training Techniques for Each Occupational Group

Technique < 1 1 - 3 4 - 6 7 - 9

No

10+ Response Total

N e tw o rk in g  &  B e n ch m a rk in g
Management . . . 27.3% 9.1% 18.2% — 45.5% 100%

Professional/T echnical — 36.4% 18.2% 18.2% — 27.3% 100%
Administrative/Manual — 18.2% — 18.2% — 63.6% 100%

O nline  K now ledge Exchange
Management ... 18.2% 27.3% 18.2% . . . 36.4% 100%

Professional/Technical — 18.2% 27.3% 18.2% . . . 36.4% 100%
Administrative/Manual . . . 9.1% 18.2% 18.2% . . . 63.6% 100%

C rit ic a l In c id e n t R eview
Management 9.1% 27.3% 9.1% 18.2% . . . 36.4% 100%

Professional/T echnical 9.1% 36.4% 9.1% 18.2% . . . 27.3% 100%
Administrative/Manual 9.1% 27.3% 9.1% 18.2% — 36.4% 100%

A c tio n  L e a rn in g
Management . . . . . . 18.2% 18.2% — 63.6% 100%

Professional/T echnical . . . 9.1% 9.1% 18.2% — 63.6% 100%
Administrative/Manual — — . . . 18.2% . . . 81.8% 100%

E xp e rim e n ta tio n
Management . . . 18.2% — 27.3% — 54.5% 100%

Professional/T echnical . . . 27.3% — 27.3% — 45.5% 100%
Administrative/Manual . . . 18.2% — 27.3% . . . 54.5% 100%

C oaching &  M e n to r in g
Management . . . 9.1% 18.2% 18.2% . . . 54.5% 100%

Professional/T echnical — 18.2% 18.2% 18.2% . . . 45.5% 100%
Administrative/Manual . . . 9.1% 9.1% 18.2% . . . 63.6% 100%

Team  D evelopm ent
Management 27.3% 18.2% 18.2% — 36.4% 100%

Professional/Technical 36.4% 18.2% 18.2% . . . 27.3% 100%
Administrative/Manual 27.3% 9.1% 18.2% . . . 45.5% 100%

4.6.2 Tools/Aids for the Delivery of Training

Section C 3  o f the survey asked respondents about the fin e r details o f d e live rin g  

training , in  re latio n  to the to o ls/aids that are used to support d e live ry . T h e frequency 

w ith w h ich  each to o l/a id  is  used is  show n in  T a b le  5 7. L C D /C o m p u te r d isp la y s em erge 

as the m ost freq u e n tly  used training  aids; 90.9%  o f respondents use these frequently, 

and the re m ain in g  9 .1%  use them fa irly  often. F lip  charts also  re ce ive  re g u lar use in  

the d e liv e ry  o f train in g . In  relation to the use o f overhead projectors and w h ite/b lack 

boards fo r tra in in g  d e liv e ry , it w o u ld  appear that the com panies either use these tools 

freq uently, o r -  at the other extrem e -  use them  ve ry  in freq uently. Ju st under h a lf o f 

the respondents use inform ation about com petitors and w o rkin g  papers either
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freq u e n tly  o r fa ir ly  often. H o w ever, the use o f photographs and po sters/ad vertising 

copy w o u ld  appear to be s lig h tly  less pronounced.

Table 57: F requency o f Use o f T ra in in g  Tools/A ids

Tool / Aid Not at All Infrequently
Fairly
Often Frequently

No
Response Total

Overhead Projectors 27.3% 18.2% 9.1% 45.5% . . . 100%

Table-Top Presenters 54.5% 9.1% 18.2% . . . 18.2% 100%

Flip Charts . . . . . . 36.4% 54.5% 9.1% 100%

White / Black Boards 18.2% 36.4% 9.1% 36.4% . . . 100%

LCD / Computer Displays . . . . . . 9.1% 90.9% . . . 100%

Photographs 18.2% 36.4% 27.3% 9.1% 9.1% 100%

Posters / Advertising Copy 27.3% 27.3% 27.3% 9.1% 9.1% 100%

Information About Competitors 9.1% 36.4% 27.3% 18.2% 9.1% 100%

Working Papers 18.2% 27.3% 27.3% 18.2% 9.1% 100%

T a b le  58 presents the fin d in g s re latin g  to the intended future use o f tra in in g  tools/aids. 

Fro m  those responses obtained, every  to o l/a id  (except p o sters/ad vertisin g  co p y) w as 

in d icated  fo r future use. T able-to p presenters, photographs, in fo rm ation about 

com petitors and w o rkin g  papers w ere cited  le ss frequently than any o f the other 

to o ls/aid s selected.

Table 58: F u tu re  Use o f T ra in in g  T oo ls /A ids____________________________

Intend to Use No 
Tool/Aid In Future Response

Overhead Projectors 27.3% 72.7%

Table-Top Presenters 9.1% 90.9%

Flip Charts 18.2% 81.8%

White / Black Boards 18.2% 81.8%

LCD / Computer Displays 27.3% 72.7%

Photographs 9.1% 90.9%

Posters / Advertising Copy . . . 100.0%

Information About Competitors 9.1% 90.9%

Working Papers 9.1% 90.9%
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R e fle ctin g  the patterns in  the results re latin g  to tra in in g  techniques, T ab le  59 show s that 

the greatest part o f the use o f to o ls/aid s is  fo r the train in g  o f p ro fe ssio n al/tech n ical staff. 

M o st o f the to o ls m entioned are used to a greater extent fo r the training  o f 

p ro fe ssio n al/te ch n ical staff than fo r any o f the other tw o o ccupatio n al groups. 

O verhead pro jecto rs do, how ever, appear to be used e q u a lly  fo r the training o f 

m anagem ent and o f p ro fe ssio n al/tech n ical staff. O nce again, the use o f these training 

tools (w ith  the exception o f in fo rm ation about com petitors and w o rkin g  papers) is  

lo w e r fo r adm inistrative/m anual w o rkers than fo r the other tw o o ccupatio n al groups.

Table 59: Use o f  T ra in in g  Too ls /A ids by  O ccupa tiona l G roup

Tool / Aid Management
Professional/

Technical
Administrative/

Manual

Overhead Projectors 72.7% 72.7% 54.5%

Table-Top Presenters 18.2% 36.4% 9.1%

Flip Charts 72.7% 90.9% 63.6%

White / Black Boards 63.6% 72.7% 54.5%

LCD / Computer Displays 81.8% 90.9% 63.6%

Photographs 54.5% 63.6% 36.4%

Posters / Advertising Copy 45.5% 54.5% 36.4%

Information About Competitors 63.6% 81.8% 63.6%

Working Papers 54.5% 63.6% 54.5%

T ab le  60 presents the detailed results in  re latio n  to the length o f tim e fo r w hich each 

to o l/a id  has been in  use fo r each o ccu p atio n al group. These resu lts suggest that a 

num ber o f to o ls have been used b y the com panies fo r the past 7  to 9 years to d e liver 

train in g , n am ely: overhead projectors, table-top presenters, w h ite /b lack boards, and 

po sters/ad vertisin g  copy. F o r m ost o f the rem ainin g tools (w ith  the exception o f 

photographs), m ost com panies have adopted them  in  the last 1 to 3 years. It  is  

s ig n ifica n t that there appears to have been a recent take-up o f L C D /co m p u te r d isp lays 

fo r the tra in in g  o f a ll occupational groups, suggesting greater so p h isticatio n in  the 

presentation o f tra in in g  m aterials. T h e use o f com petitor in fo rm ation as an aid to 

train in g  has also  em erged in recent years, again fo r a ll occupational groups.
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Table 60: Years of Use of Training Tools/Aids for Each Occupational Group

Tool / Aid < 1 1 - 3

CDI 7 - 9 10 +
No

Response Total

O verhead  P ro jec to rs
Management — 18.2% 27.3% 27.3% — 27.3% 100%

Professional/Technical — 27.3% 18.2% 27.3% — 27.3% 100%
Administrative/Manual — 18.2% 9.1% 27.3% — 45.5% 100%

T ab le -T op  Presenters
Management . . . . . . 9.1% 9.1% . . . 81.8% 100%

Professional/Technical . . . 18.2% 9.1% 9.1% — 63.6% 100%
Administrative/Manual . . . — — 9.1% — 90.9% 100%

F lip  C harts
Management . . . 27.3% 9.1% 27.3% — 72.7% 100%

Professional/Technical — 45.5% 9.1% 27.3% — 9.1% 100%
Administrative/Manual — 27.3% — 27.3% 9.1% 36.4% 100%

W h ite  /  B la ck  Boards
Management — 27.3% — 27,3% . . . 36.4% 100%

Professional/Technical — 27.3% 9.1% 27.3% 9.1% 27.3% 100%
Administrative/Manual — 18.2% — 27.3% 9.1% 45.5% 100%

L C D  /  C o m p u te r D isp lays
Management . . . 36.4% 27.3% 18.2% — 18.2% 100%

Professional/T echnical . . . 54.5% 18.2% 18.2% — 9.1% 100%
Administrative/Manual — 36.4% 9.1% 18.2% . . . 36.4% 100%

P hotographs
Management — 18.2% 18.2% 18.2% — 45.5% 100%

Professional/T echnical — 27.3% 18.2% 18.2% — 36.4% 100%
Administrative/Manual — 9.1% 9.1% 18.2% . . . 63.6% 100%

Posters /  A d v e rtis in g  C opy
Management . . . 9.1% 18.2% 18.2% — 54.5% 100%

Professional/T echnical . . . 18.2% 18.2% 18.2% — 45.5% 100%
Administrative/Manual . . . 9.1% 9.1% 18.2% . . . 63.6% 100%

In fo rm a tio n  A b o u t C om pe tito rs
Management . . . 27.3% 9.1% 18.2% 9.1% 36.4% 100%

Professional/T echnical . . . 45.5% 9.1% 18.2% 9.1% 18.2% 100%
Administrative/Manual . . . 36.4% . . . 18.2% 9.1% 36.4% 100%

W o rk in g  Papers
Management 9.1% 18.2% 9.1% 9.1% 9.1% 45.5% 100%

Professional/T echnical . . . 36.4% 9.1% 9.1% 9.1% 36.4% 100%
Administrative/Manual 9.1% 27.3% . . . 9.1% 9.1% 45.5% 100%
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4.7 Objective 4: Government Intervention
Section D  w as the fin a l section o f questions in  the survey (before respondents w ere 

in vite d  to m ake ad d itio n al com m ents). T h is  section w as concerned w ith analysing  the 

aw areness and extent o f use o f governm ent supported training  in itia tiv e s. It  also asked 

respondents fo r th eir v ie w s on the con trib utio n that such governm ent in itia tive s have 

m ade to train in g  and developm ent in  the technology sector, in  addition to seeking 

in fo rm ation on any factors that are deterring com panies from  takin g advantage o f such 

in itia tiv e s. T he fin d in g s o f this section are presented in  the rem ainder o f this chapter.

4 .7 .1  A w a re n e ss o f th e A v a ila b le  S u p p o rt M e ch a n ism s

T h e  firs t question on aw areness o f the a vailab le  support m echanism s related 

sp e c ific a lly  to the extent to w h ich  com panies w ere aw are o f the B u sin e ss E d ucatio n and 

T ra in in g  P artnersh ip (B E T P ) in itia tiv e , as this is  one o f the m ain program m es 

concerned w ith  the advocating and m on itoring o f governm ent support fo r train in g  and 

developm ent. T ab le  61 show s that o ve r h a lf o f the com panies are com pletely unaw are 

o f the existence and purpose o f the B E T P  in itia tiv e , and a furth er 2 7 .3 %  have heard o f 

the in itia tiv e  but are unaw are o f the w o rk carrie d  out under it. O n ly  a sm all proportion 

o f com panies (1 8 .2 % ) are fu lly  in fo rm ed  about the existence and purpose o f the B E T P  

in itia tiv e .

Table 61 : Awareness o f  the Business E duca tion  and T ra in in g  P a rtn e rsh ip  In it ia t iv e

Percent
Valid

Percent
Cumulative

Percent

1 have not heard of the initiative and am
unaware of the work carried out under it

1 have heard of the initiative, but am unaware of 
the work carried out under it

1 am aware of the initiative and the work carried 
out under it

Total

54.5%

27.3%

18.2%

100.0%

54.5%

27.3%

18.2%

100.0%

54.5% 

81.8%

100.0%

A w areness o f the B E T P  in itia tiv e  does not appear to va ry  to any great extent by 

com pany size. A s  T ab le  62 show s, the greatest aw areness o f the in itia tiv e  occurs 

am ong those com panies em ploying 100 -  149 em ployees, fo llo w e d  by those em ploying 

1 0 - 4 9  em ployees.
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Table 62: Cross-Tabulation of Awareness of BETP Initiative by Company Size

Number of Employees

Awareness of the BETP initiative

I have not heard of 
the initiative, and 

am unaware of the 
work

I have heard of the 
initiative, but am 
unaware of the 

work

I am aware of the 
initiative and the 
work carried out

Total

Less Than 10 100.0% . . . . . . 100%

1 0 - 4 9 25.0% 50.0% 25.0% 100%

5 0 - 9 9 100.0% . . . . . . 100%

100-149 — 50.0% 50.0% 100%

Section D 2  o f the su rve y  asked com panies about th eir aw areness o f a num ber o f 

sp e cific  governm ent supported in itia tive s that have been im plem ented w ith  a v ie w  to 

h e lp in g  com panies to p ro vid e  train in g  and developm ent opportunities to their 

em ployees. T a b le  63 show s the resu lts o f th is section. O n the w h ole, the le v e l o f 

aw areness o f these support m echanism s is  ve ry  lo w . T h e highest le v e ls  o f aw areness 

seem  to be in  re latio n  to the support a vailab le  through F A S  (in c lu d in g  F A S  training  

courses, F A S  tra in in g  ad viso ry  service, and the F A S  C om petency D evelopm ent 

Program m e). It  is  lik e ly  that th is is  due to the in cre a sin g  ro le  that F A S  is  p lay in g  in  

supporting the tra in in g  and developm ent o f em ployees and citize n s, on a nation-w ide 

basis. Ju st o ve r o ne-third  o f respondents are also  aw are o f the F astrack to IT , S k illn e ts, 

and E x c e lle n c e  T h ro u g h  P eople in itia tive s. It  is  sig n ifica n t that fo u r o f the support 

m echanism s liste d  are not know n to any o f the respondents.
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Table 63: Awareness of Other Government-Supported Initiatives

Government Support Mechanism

% o f  

C o m p a n ie s  

A w a r e  o f  

M e c h a n is m

No
Response Total

The National Training Fund 27.3% 72.7% 100%

National Register of Trainers 18.2% 81.8% 100%

Fastrack to IT 36.4% 63.6% 100%

FAS Competency Development Programme 45.5% 54.5% 100%

FAS Net College 27.3% 72.7% 100%

FAS Training Courses (non-electronic) 63.6% 36.4% 100%

FAS Training Advisory Service / Programmes 63.6% 36.4% 100%

Post-Graduate Conversion Courses . . . 100.0% 100%

Accelerated Training Programmes 18.2% 81.8% 100%

Small Firms Cluster Programme 18.2% 81.8% 100%

Leonardo da Vinci Training Programme 9.1% 90.9% 100%

Socrates Programme 18.2% 81.8% 100%

Export Orientation Programme 9.1% 90.9% 100%

The Mentor Network 27.3% 72.7% 100%

Management Development Grants 18.2% 81.8% 100%

Wider Horizons Training Programme 9.1% 90.9% 100%

Sklllnets 36.4% 63.6% 100%

Excellence Through People 36.4% 63.6% 100%

Marketing Skills Scheme 9.1% 90.9% 100%
The Funding for Industry Initiative -  

Competitive Strand
. . . 100.0% 100%

The Funding for Industry Initiative -  
Non-Competitive Strand

. . . 100.0% 100%

STEPS (Science, Technology & Engineering 
Programme for Schools)

. . . 100.0% 100%

The Employment & Human Resource
Development Operational Programme

18.2% 81.8% 100%

National Tralneeship Programme 18.2% 81.8% 100%

4 . 7 . 2  U s e  o f  t h e  A v a i l a b l e  S u p p o r t  M e c h a n i s m s

The questions contained in  Section D 3  o f the su rvey asked com panies to in d icate w hich 

( if  any) o f the a va ila b le  governm ent support m echanism s they had m ade use of. From  

the results presented in  T ab le  64 it is  c le a r that the use o f these m echanism s has been 

extrem ely lim ited . In  re latio n  to the m easures that assist in  lin k in g  em ployers w ith 

education and tra in in g  p ro vid e rs, o n ly  three o f these in itia tiv e s have been u tilise d  by 

com panies, and the percentage o f com panies that have u tilise d  them  is  sm all. T he 

p ro d ucts/services used w ere the F A S  train in g  ad viso ry  se rvice , F A S  train in g  courses,
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and the N atio nal R e g iste r o f T ra in e rs (a lso  p ro vid ed  by F A S , in  con junction w ith  

Enterprise Ire la n d ). T h e use o f m easures that a llo w  em ployers to cooperate o r netw ork 

w ith  each other has been lim ite d  to S k illn e ts -  an in n o vative  in itia tiv e  through w h ich  

train in g  netw orks are developed b y particip atin g  com panies. H o w ever, the use o f this 

has also been lim ite d  to 9 .1%  o f responding com panies. O f the support m easures that 

are aim ed at in cre a sin g  the aw areness o f s k ills  opportunities, o n ly  E xce lle n ce  T hrough 

People has been used (1 8 .2 %  o f com panies). A n d  in  relation to the support pro vid ed  

under the N atio n al D evelo pm ent P lan , 9 .1%  o f com panies have m ade use o f the 

m easures aim ed at prom oting e m p lo yab ility, and a furth er 9 .1%  have taken advantage 

o f the m easures aim ed at prom oting equality.

A  num ber o f other support services w ere liste d  in  the survey, m any o f w h ich  

re fe r to governm ent supported interventio ns o f a m ore general nature. O f these other 

support services, the resp onding com panies have m ade use o f m anagem ent 

developm ent grants (9 .1 % ) and m easures to in crease the fle x ib ility  o f tra in in g  courses 

(9 .1% ). C om panies w ere asked to sp e cify  any other support m echanism s that they have 

used but w h ich  had not been liste d  in  the survey. T h e use o f train in g  grants p ro vid ed  

b y E n terp rise  Ire la n d  w as the o n ly  additional support m echanism  sp e cified  (9 .1%  o f 

com panies).
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Table 64: Use of Government Supported Initiatives

Use of Government Supported Initiatives % of 
Comoanies

No
Response Total

The Business Education & Training 
Partnership Forum 

Post-Graduate Conversion Courses 

FAS Training Advisory Service / Programmes 

FAS Training Courses (non-electronic)

FAS Net College

FAS Competency Development Programme 

Accelerated Training Programmes 

Marketing Skills Scheme 

National Register of Trainers 
The Funding for Industry Initiative -  

Competitive Strand

9.1%

18.2%

18.2%

100.0%

100.0% 

90.9% 

81.8% 

100.0% 

100.0% 

100.0% 

100.0% 

81.8%

100.0%

100%

100%

100%

100%

100%

100%

100%

100%

100%

100%

Linking Employers With Each Other
The National Training Fund 

Small Firms Cluster Programme 

Skillnets 9.1%

100.0%

100.0%

90.9%

100%

100%

100%

Increasing Awareness o f Skills Opportunities
Excellence Through People 

STEPS

18.2% 81.8% 

100.0%

100%

100%

S u p p o rt U n d e r the N a tio n a l D eve lopm ent P lan 
2000-2006
SuDDort aimed at Dromotina Emolovabilitv &

Social Inclusion 
Manaaement Trainina and EntreDreneurshiD Skills 

Support
SuDDort aimed at Dromotina AdaDtabilitv and Lifelona 

Learning
SuDDort aimed at Dromotina Eaualitv for disabled & other 

disadvantaged persons

9.1%

9.1%

90.9%

100.0%

100.0%

90.9%

100%

100%

100%

100%

O th e r S u p p o rt
The Funding for Industry Initiative -  

Non-Competitive Strand 
The Mentor Network 

Export Orientation Programme 

National Traineeship Programme 

Socrates Programme 

Wider Horizons Training Programme 

Management Development Grants 

Leonardo da Vinci Training Programme 

Measures to increase the flexibility of courses 

Financial or other support for equipment renewal 

Support for In-Company Training 

Other

9.1%

9.1%

9.1%

100.0%

100.0%

100.0%

100.0%

100.0%

100.0%

90.9%

100.0%

90.9%

100.0%

100.0%

90.9%

100%

100%

100%

100%

100%

100%

100%

100%

100%

100%

100%

100%
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A .1.3 Perceived C ontribution o f Government Interventions

S ection D 4  in  the survey asked respondents to in dicate their opin io ns o f the 

sig n ifica n ce  o f the contributio n that G overnm ent interventions have m ade, to date, in  

the p ro v isio n  o f em ployee train in g  and developm ent in  the T ech no lo gy sector. T h e 

responses to th is question, as in d icated  in  T ab le  65, suggest that the com panies perceive 

G overnm ent, interventio n as h avin g  m ade a sm all to m oderate contribution. It  is  

notable that 60%  o f those w ho answ ered b e lie ve d  that the contribution w as either not 

ve ry  sig n ifica n t, o r sm all. Furtherm ore, none o f the responding com panies believed  

that the G overnm ent had m ade a ve ry  sig n ifica n t contribution to the p ro visio n  o f 

train in g  and developm ent in  the T e ch n o lo g y sector.

Table 65: Perceived C o n tr ib u tio n  o f  G ove rnm en t In te rven tions

Perceived Contribution of Government 
Interventions

Percent Valid Percent
Cumulative

Percent

Not a Very Significant Contribution 

A Small Contribution 

A Moderately Significant Contribution 

A Very Significant Contribution 

Total

Missing 0 
Total

9.1%

45.5%

36.4%

90.9%

9.1%
100.0%

10.0%

50.0%

40.0%

100.0%

10.0%

60.0%

100.0%

100.0%

4.7.4 Deterrents to the Use o f Government Support

R espondents w ere asked to sp e cify  any factors that they fe lt had deterred them from  

u sin g  those support m echanism s that the G overnm ent has m ade availab le. T he 

response rate fo r this item  w as 4 5.5%  o f a ll su rvey respondents. T he deterrents pointed 

out by respondents related m o stly  to la c k  o f know ledge in  re lation to a v a ila b ility  and 

e lig ib ility  (T a b le  6 6 ). 20.0%  o f responses related to a la c k  o f aw areness o f the

ava ila b le  m echanism s. 40 .0 % %  b elieved that not enough inform ation had been 

pro vid ed  by the G overnm ent, o r b y the relevant bodies, to in fo rm  com panies about the 

support a vailab le . R elated to this previo u s factor, 20.0%  o f respondents indicated that 

no support had been o ffered to them . A n d  a fin a l factor that w as m entioned w as the 

problem  o f “ red tape” associated w ith  ap p lyin g  fo r and re ce iv in g  the availab le  services 

and benefits (2 0 .0 % ). It  is  lik e ly  that the negative responses to the preceding question 

(on the con tributio n that G overnm ent in terventio ns have m ade) emanate both from  the
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la ck  o f understanding about w hat is  a vailab le  and from  the reluctance to use the support 

a vailab le  because o f the “ red tape” and fo rm alitie s in vo lve d .

Table 66: D e te rren ts  to the Use o f G overnm en t S u p p o rt

What is Deterring Companies from Using 
Government Support?

Percent Valid Percent
Cumulative

Percent

Lack of Knowledge/Awareness 

Not Enough Information Provided 

Red Tape

Have Not Been Offered Any Support 

Total

Missing 0 
Total

9.1%

18.2%

9.1%

9.1%

45.5%

54.5%
100.0%

20.0%

40.0%

20.0%

20.0%

100.0%

20.0%

60.0%

80.0%

100.0%

4 .7 .5  O th e r M e a su re s

C en tral to the recent effo rts b y the G overnm ent to expand and im pro ve the p ro visio n  o f 

train in g  and developm ent opportunities to the co u n try’ s w o rkfo rce have been concerns 

o f q u ality, f le x ib ility  and cooperation. T h e fin a l questions in  Section D  o f the survey 

asked respondents about the use o f a num ber o f practices centred around these 

concerns. T a b le  6 7 presents the resu lts o f a question that asked about the adoption o f 

m easures to im p ro ve the fle x ib ility  and relevance o f train in g  p ro visio n . M u lti-s k illin g  

and co n ve rsio n  program m es have been used by 2 7 .3 %  o f the responding com panies, 

and m odular program m e structures have been adopted b y 9 .1% . A n  additional practice 

that w as id e n tifie d  under the “ other” category w as the p ro visio n  o f training  and 

developm ent a ctiv itie s that are lin k e d  to a perform ance m easurem ent system  (9 .1%  o f 

com panies). N o com panies reported have u sin g  accelerated train in g  program m es o r the 

accreditation o f p rio r le arn in g  and experience, both o f w h ich  are practices that provide 

fle x ib le  tra in in g  and developm ent fo r em ployees.
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Table 67: Measures to Improve the Flexibility and Relevance of Training Provision

Measures to Improve the Flexibility and 
Relevance of Training Provision

% of 
Companies

No
Response

Total

Modular Programme Structures 9.1% 90.9% 100%

Accelerated Training Programmes — 100.0% 100%

Accreditation of Prior Learning / Experience . . . 100.0% 100%

Multi-Skilling / Conversion Programmes 27.3% 72.7% 100%

Other 9.1% 90.9% 100%

F in a lly , T ab le  6 8  show s the extent to w h ich  the com panies have been cooperating, and 

p o o lin g  reso u rces, w ith  education and tra in in g  p ro vid ers. T he results show  that ve ry  

little  cooperation is  taking place betw een the responding com panies and those w ho 

p ro vid e  education and training. C om pany-sponsored tra in in g  and com pany-based 

tra in in g  have each been used by 18.2%  o f respondents, and a sm alle r proportion o f the 

respondents have cooperated w ith  educatio n /train in g  p ro vid ers in  the design o f course 

m aterials (9 .1 % ) and in  the d e liv e ry  o f course m aterials (9 .1% ). N one o f the com panies 

have reported p o o lin g  p h ysica l o r hum an reso urces w ith education /train in g p ro vid ers in  

order to im p ro ve  the p ro v isio n  o f training.

Table 68: C oopera ting  and P oo ling  Resources W ith  E d u ca tio n  /  T ra in in g  P rov ide rs

Cooperating and Pooling Resources With 
Education / Training Providers

% of 
Companies

No
Response

Total

Design of Course Materials 

Delivery of Course Materials 

Company-Sponsored Training 

Company-Based Training 

Pooling Physical Resources 

Pooling Human / Intellectual Resources

9.1%

9.1%

18.2%

18.2%

90.9% 

90.9% 

81.8% 

81.8% 

100.0% 

100.0%

100%

100%

100%

100%

100%

100%

4.8 Conclusion
T h is  chapter has o utlin ed  a ll o f the fin d in g s that have resulted from  the SPSS an alysis 

o f the su rvey resu lts. In  the chapters that fo llo w , these fin d in g s w ill be com pared w ith 

the in fo rm ation that is  ava ila b le  in  the e xistin g  research base (C hapter 5 ), and 

co n clu sio n s w ill then be m ade on the b asis o f th is a n alysis and recom m endations fo r 

future p ractice  w ill also  be m ade (C h ap ter 6 ).
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C H A P T E R  5

ANALYSIS AND DISCUSSION OF FINDINGS

T h e  fin d in g s from  the p rim ary research that w ere o utlin ed  in  the previo u s chapter w ill 

in  this chapter be analysed and discussed in  re latio n  to the research and theories 

presented in  C hapter 1, and the inform ation presented in  C hapter 2. O nce again, the 

fin d in g s are d iscu ssed  in  re lation to each o f the research o bjectives.

5.1 Objective 1; Training Expenditure and Approach

5 .1 .1  Expenditure on Training and Developm ent

In  term s o f the average annual expenditure on tra in in g  and developm ent, as a 

percentage o f total p a y ro ll, the fin d in g s o f this research show  a lo w e r expenditure le ve l 

than those reported in  p re vio u s studies. F o r exam ple, the 1995 round o f the C ranet E  

S u rve y  (H e raty and M o rle y , 1998, 2000) reported that the average annual expenditure 

in  Ire la n d ’ s B u sin e ss and F in an ce  T o p  2000 T ra d in g  and N o n -T rad in g  B o d ies w as 

3 .5 9 %  o f p a y ro ll. T h e C IP D  Ire la n d  2001 survey (H e raty  and G aravan, 2 0 0 1) found 

that the average annual expenditure in  Irish  com panies w as 3.8 5%  o f p a y ro ll. B y  

com parison, the re su lts o f th is research in d icate that the m ean expenditure le v e l fo r the 

resp onding com panies is  2.6%  o f o ve rall p a y ro ll (see T a b le  15). H o w ever, the results 

v a ry  greatly, and the m ean expenditure w as found to in crease w ith com pany size, up to 

the le ve l o f 99 em ployees (above w h ich  expenditure dro ps). F o r exam ple, w h ile  the 

m ean expenditure fo r com panies em ploying less than 1 0  em ployees is  1 .8 % , the results 

are m ore favo urab le  fo r com panies em ploying 1 0 - 4 9  em ployees (3 .1 % ) and 50 -  99 

em ployees (4 .7 5 % ). W hen com paring the results o f th is research w ith those p re vio u sly  

m entioned, it is  necessary to bear in  m ind that the com panies that responded to the 

su rv e y  fo r this research w ere sm all in  size; 6 3.6 %  o f the com panies em ploy less than 50 

people and 81.8%  em ploy less than 100 people (see T ab le  12).
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5 .1.2  W a s  E x p e n d i t u r e  M a d e  F r o m  a  T r a i n i n g  a n d  D e v e l o p m e n t  B u d g e t ?

T he C IP D  study conducted in  Ire la n d  in  2001 also  found that in  82%  o f com panies the 

train in g  and developm ent expenditure w as m ade from  a dedicated budget, and the m ost 

recent study conducted by the C IP D  in  the U K  (A p ril 2004) reported that 81%  o f 

respondents had established such a budget. F ro m  this research, it has em erged that a 

m uch lo w e r 4 5 .5 %  o f respondents allocate tra in in g  and developm ent expenditure from  

a dedicated budget (see F ig u re  15). T h e affect o f com pany size  d ifferences between 

this research and the tw o C IP D  studies can be said  to be lim ited , as a restricted 

relatio n sh ip  w as found to e xist between com pany size  and the existence o f a budget 

(see T ab le  18). A ltho ug h the low est percentage o f com panies w ith a tra in in g  and 

developm ent budget (3 3 .3 % ) occurs in  the le ss than 10 em ployees category, in  the 

rem ainder o f the size  categories the percentage o f com panies that have a budget stays 

constant at 50 .0% .

5 .1 .3  P r o p o r t i o n  o f  E x p e n d i t u r e  A l l o c a t e d  t o  E a c h  O c c u p a t i o n a l  G r o u p

In  relation to the percentage o f total tra in in g  expenditure that is  dedicated to each 

occupational group (see T ab le  19 ), th is research has found that:

- S e n io r M anagers and D ire cto rs re ce ive  8 .6 % o f total expenditure;

A ll other M anagers re ce ive  15 .5 % ;

- P ro fe ssio n a l staff re ce ive  2 2.0 % ;

T e ch n ica l sta ff re ce ive  the largest pro po rtio n at 4 7.3 % ;

C le ric a l and A d m in istrative  staff re ce ive  5.5% ;

M an u al w o rkers re ce ive  the sm allest proportion at 1.1% .

W ightm an and M c A le e r (1 9 9 5 ) have expressed concern that com panies fo cu sin g  on 

technology-related p ro d u cts/se rvice s often neglect to recognise the im portance o f 

m anagerial s k ills , a risin g  from  the tendency o f these com panies to re cru it their 

m anagers from  the p ro fe ssio n al w o rkfo rce  ava ila b le  in te rn a lly . T he re su lts o f this 

research show  that 2 4 .1%  o f the total train in g  expenditure is  allocated to m anagerial 

le ve l w orkers. H o w e ve r, expenditure on sen io r m anagers constitutes o n ly  one-third o f 

this. T h is  is  co n cern in g  given the re sp o n sib ility  that sen io r m anagers have over 

strategic b u siness d e cisio n s and the allo catio n  o f resources to vario u s o rganisatio nal
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a ctivitie s and operations. T he results therefore w o u ld  appear to re in fo rce  the concern 

expressed by W ightm an and M cA le e r

D u rin g  the course o f the literature re vie w  o f this thesis, concern w as also 

expressed regardin g the la c k  o f literature p ertain in g  to the training and developm ent o f 

those em ployees w o rk in g  below  m anagerial le v e l. T h e results suggest that T e ch n ica l 

staff are re ce iv in g  the b u lk  o f the train in g  expenditure, w h ich is  not su rp risin g  in  the 

T ech n o lo g y sector. A lth o ug h  P ro fe ssio n al sta ff re ce ive  the second greatest proportion 

o f train in g  expen diture, this proportion is  less than h a lf o f that allocated to T e ch n ica l 

staff. T h e p ro po rtio n s o f total expenditure that are allocated to C le ric a l and 

A d m in istrative  sta ff and to M an ual w orkers are m in im al. It  is p o ssib le  that this 

situation reflects the fo cu s on training  fo r ce rtifica tio n s and standards, as id en tifie d  

from  the fin d in g s re la tin g  to the custom isation o f C B T  m aterials (see T a b le  52 ).

5.1.4 Expenditure on Computer-Based Training

The survey conducted by the C IP D  (A p ril 2 0 0 2 ) in  the U K  found that m ost 

o rganisations (5 0 .3 % ) spent less than 10%  o f th e ir training  budgets on e-leam ing 

m aterials (C B T  m aterials that e xclud e unconnected m ethods such as C D -R O M s). 

2 3.5%  o f o rg anisatio ns spent between 10 and 2 5% , and 5.2%  spent m ore than 25%  o f 

th eir train in g  budgets on e-leam ing. T he fin d in g s o f the present research suggest that a 

m uch higher p ro p o rtio n  o f com panies (5 4 .5 % ) spend in  excess o f 20%  o f th e ir training  

budgets on C B T , and a m uch sm alle r p ro po rtio n (1 8 .2 % ) spend less than 10%  (see 

T ab le  21 and F ig u re  16 ).

Leonard (1 9 9 6 ) and S adler-Sm ith et al (2 0 0 0 ) have expressed concern about the 

in a b ility  o f sm all com panies to adopt com puter-based training  m ethods due to the 

re la tiv e ly  high cost o f im plem enting these m ethods. H o w ever, the research conducted 

by S adler-Sm ith et al and by H uang (2 0 0 1 ) fo u n d  that there w as no sig n ifica n t 

re latio n sh ip  between com pany size  and the use o f com puter-based training. T h e results 

o f the present research, in  term s o f the percentage o f train in g  expenditure that is  

allocated to C B T , support these fin d in g s, as no re la tio n sh ip  w as found to e x ist between 

by com pany size  and expenditure on C B T . F o r exam ple, a ll o f the responding 

com panies that em p lo y in  excess o f 1 0 0  em ployees allocate less than 1 0 %  o f train in g  

expenditure to C B T , w h ile  3 3 .3 %  o f com panies that em ploy less than 10 w orkers 

allocate m ore than 20%  o f expenditure to C B T  (See T a b le  23).
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5.1.5 Average Number of Training Days by Occupational Group

A s has been pointed out in  C hapter 1, the use o f expenditure estim ates can be 

problem atic in  term s o f p ro vid in g  an accurate picture o f the training  and developm ent 

that is  takin g  place (H eraty and M o rle y , 1998). T he average num ber o f tra in in g  and 

developm ent days that are received  by em ployees p ro vid es an alternative, and arguably 

m ore re lia b le , m easure. T h e 2001 C IP D  Ire la n d  study (H eraty and G ara van, 2 0 0 1) 

found that the average num ber o f tra in in g  days pro vid ed  across a ll o ccu patio n al groups 

w as 5.6 1. T h e  study also  found that S e n io r M anagem ent w ere the m ost lik e ly  o f a ll 

o ccupatio n al groups to re ce ive  tra in in g  days, w h ile  P ro fessio n al and T e ch n ica l staff 

w ere less lik e ly  to re ce ive  train in g . T h e C IP D  concluded that m ost o rganisatio ns did 

p ro vid e  som e tra in in g  to em ployees.

T he results from  the research presented in  th is thesis (see T ab le  2 4 ) in dicate

that:

- 6 3.6 %  o f com panies p ro vid e  som e train in g  days to S e n io r M anagers and

D ire cto rs;

8 1.8%  p ro vid e  tra in in g  fo r a ll other M anagers;

90.9%  p ro vid e  som e tra in in g  fo r P ro fe ssio n al staff;

100.0%  o f com panies p ro vid e  tra in in g  fo r T e ch n ica l staff;

81.8 %  p ro vid e  som e tra in in g  days to C le ric a l and A d m in istrative  staff;

36 .4 %  p ro vid e  som e tra in in g  days to M an ual w orkers.

It  is  c le a r then that fo r a ll o ccupatio n al groups, w ith  the exception o f M an u al w orkers, 

the largest proportion o f o rganisations do p ro vid e  som e train in g  days. These results 

support the fin d in g  in  the C IP D  2001 study that m ost Iris h  com panies do p ro vid e  some 

training. In  term s o f the average num ber o f train in g  days pro vid ed  to each occupatio nal 

group, the present research in d icates that each occupational group is  lik e ly  to re ce ive  1 

to 5 days o f train in g  p er year (although w here M anual w orkers re ce ive  any tra in in g  

days they are ju s t as lik e ly  to re ce ive  6  to 1 0  tra in in g  days (18 %  o f com panies) as they 

are to re ce ive  1 to 5 (18 %  o f co m p an ies)). In  contrast to the results o f the C IP D  study, 

the results o f this research show  that the P ro fe ssio n al and T e ch n ica l occupational 

groups are the m ost lik e ly  o f a ll em ployees to re ce ive  train in g  days. T e ch n ica l w orkers 

w ere in  fact the o n ly  o ccupatio n al group to re ce ive  between 11 and 15 days o f training  

o ver the last year (see T able 24). S e n io r M anagers and D irecto rs re ce ive  m uch less
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train in g , b e in g  one o f o n ly  tw o occupatio nal groups to have re ce ive d  no m ore than 5 

days o f tra in in g  o ver the last year (the other group being C le ric a l and A d m in istrative  

staff)-

T h e resu lts also  contrast w ith those from  the 1995 C ranet E  study (H eraty and 

M o rle y , 1998, 2 0 0 0), w h ich  found that M anagem ent received  3 to 5 days o f training, 

and P ro fe ssio n al and T e ch n ica l em ployees re ce ive d  1 to 3 days o f training.

T h e 1999/2000 round o f the C ranet E  survey (H eraty and M o rle y , 20 0 3) 

focused s p e c ific a lly  on the num ber o f M anagem ent train in g  days pro vid ed . T h e results 

o f the study in d icated  that M anagers w ere lik e ly  to re ce ive  either 1 to 3 (3 5 .1 % ) o r 3 to 

5 (3 5 .1 % ) days o f train in g  per annum . O n ly  15.2 %  o f com panies p ro vid ed  between 5 

and 10 days o f M anagem ent train in g , and 3.6 %  provided m ore than 10 days. 

A cco rd in g  to the re su lts o f the present research, w h ile  none o f the responding 

com panies p ro vid ed  S e n io r M anagers and D ire cto rs w ith m ore than 5 days o f training, 

2 7 .3 %  o f the com panies pro vid ed  a ll other M anagers w ith  between 6  and 10 days o f 

train in g . T h is  latter re su lt com pares fa vo u ra b ly  w ith  the C ranet E  survey. L e ss 

favo urab le  is  the fin d in g  that none o f the resp onding com panies p ro vid e  m ore than 10  

days o f tra in in g  to e ith er group o f M anagers. It  w o u ld  appear, how ever, that the 

p ro visio n  o f M anagem ent train in g  days in creases w ith com pany size  (see T ab le  2 5 ) -  a 

fin d in g  that is  at odds w ith the results o f the C ranet E  study, w h ich  reported no 

re latio n sh ip  betw een the num ber o f M anagem ent tra in in g  days and com pany size.

These resu lts com pare less fa vo u ra b ly  to those reported b y W ightm an and 

M c A le e r (1 9 9 5 ) in  re latio n  to the num ber o f tra in in g  days pro vided to M anagers in  the 

N orthern Ire la n d  softw are in d u stry. T h is  study reported that S en io r M anagers received  

an average o f 10.4 tra in in g  days per annum ; M id d le  M anagers re ce ive d  12.3 days; and 

L o w e r M anagers re ce ive d  13.9  days.

5.1.6  Support for Employees Wishing to Pursue Self-Development 

The C IP D  study that w as conducted in  the U K  in  2002 (C IP D , A p ril 2 0 0 2) asked 

questions re latin g  to the support that com panies pro vid ed  fo r em ployee train in g  in 

term s o f m eeting the costs o f tra in in g  and a llo w in g  em ployees to have tim e o ff w ork. 

T h e C IP D  co n clud ed  that m ost organisations w ere w illin g  to p ro vid e fin a n c ia l support 

fo r train in g , although they w ere m ost lik e ly  to contribute to the cost o f p ro fessio nal 

q u a lifica tio n s (9 5%  o f o rganisatio ns), fo llo w e d  by vo catio nal tra in in g  ( 8 8 % ), 

postgraduate degrees w ith business content (7 9 % ) and undergraduate degrees w ith
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bu sin ess content (7 3 % ). The su rvey used in  the present research asked respondents 

w hether they w ere w illin g  to contribute to the cost o f training  pro vid ed  through an 

extern al in stitutio n . T he results com pare fa vo u ra b ly  w ith those from  the C IP D  survey, 

as 1 0 0 %  o f com panies indicated that they w o u ld  m ake som e con trib utio n to the cost o f 

such tra in in g , although 54.5%  w ill o n ly  pay part o f the cost, w ith the rem aining 45.5%  

in d ica tin g  that they w o u ld  pay the fu ll cost (see T ab le  26). T here w o u ld  appear to be a 

strong re latio n sh ip  between the existence o f a training  budget and w illin g n e ss to meet 

such costs; w h ile  80%  o f com panies that have a training budget in d icated  that they 

w o u ld  pay the fu ll cost, the correspon din g fig u re  fo r those com panies that do not have a 

budget is  a m uch lo w e r 16 .7%  (see T a b le  2 7).

In  term s o f the w illin g n e ss to a llo w  tim e o ff fo r training, the C IP D  survey again 

found that m ost organisations w ere sup portive o f this, w ith the greatest le v e l o f support 

re latin g  to p ro fe ssio n al q u a lifica tio n s (9 2 .2 % ), fo llo w e d  by vo catio n al tra in in g  (9 2 .1% ), 

postgraduate degrees (7 6 .5 % ) and undergraduate degrees (7 1 .5 % ). F o r the present 

research, com panies w ere asked w hether they w ere w illin g  to allo w  em ployees to have 

tim e o ff w o rk fo r train in g . A g a in  the resu lts com pare favo u rab ly, w ith 6 3.6 %  o f 

com panies stating that they w o u ld  u su a lly  a llo w  tim e o ff, and the rem ainin g 36.4%  

in d ica tin g  they w o u ld  som etim es a llo w  tim e o ff (see T ab le  29). T h e existence o f a 

tra in in g  budget also appears to have a strong im pact upon the w illin g n e ss to a llo w  tim e 

o ff, as 80%  o f com panies that have a budget stated that they w o u ld  u su a lly  a llo w  tim e 

o ff, com pared to 50%  o f com panies that have no budget (see T ab le  30 ).

5.1.7 Training and Development Approach

G aravan et al (1 9 9 5 ) have m apped the developm ent o f train in g  and developm ent 

m odels (o r approaches) from  the p re-19 6 0s unsystem atic m odels, through the e arly  

system atic m odels that em erged in  the 1960s, to the m odem  strateg ically  focused 

m odels. A cco rd in g  to the a n a ly sis presented b y G aravan et al, the p re-19 6 0s m odels 

w ere unsystem atic and o p eratio n ally  focused, and w ere offered to a m in o rity  o f sk ille d  

w o rkers. E a rly  system atic m odels focused on the in d iv id u a l and placed  em phasis on 

fo rm al tra in in g  a ctiv itie s in  an attem pt to m ake the train in g  process m ore system atic. 

T he m ore recent, strateg ically  focused m odels adopt a m ore h o listic  approach, 

in co rp o ratin g  a m ix  o f form al and in fo rm al train in g , and re co g n isin g  the train in g  and 

developm ent needs o f both the in d iv id u a l and the organisation.

- 187-



Chapter 5 Analysis & Discussion o f Findings

A n  an a ly sis o f the resu lts em erging from  the present research w o u ld  indicate 

that, on the w hole, the train in g  approaches that are being adopted b y the responding 

com panies are characterised by elem ents o f the m ore m odem  train in g  m odels id entified 

by G aravan et al. T he m ajo rity o f organisations stated that: train in g  is planned, 

designed and d e live re d  syste m atically  (54 .5%  o f o rg anisatio ns); a m ixture o f both 

fo rm al tra in in g  and in fo rm al train in g  is  used (6 3.6 % ); and both in d iv id u a l and 

o rgan isatio n al tra in in g  needs are co n sidered in  the design and d e liv e ry  o f training 

a c tiv itie s (8 1 .8 % ). In  spite o f th is, the m ajo rity  o f respondents (5 4 .5 % ) stated that 

tra in in g  p lay s an operational ro le  in  th eir com panies. It  w o u ld  seem  then that despite 

the apparent reco g nitio n o f the im portance o f train in g  and developm ent a ctiv itie s, this 

has not yet m anifested its e lf in  a lin k  between H R  in itia tive s and business strategy. 

(See F ig u re s 17 to 2 0 )

In  sum m ary, the fin d in g s from  th is section o f the survey in d icate that expenditure on 

tra in in g  and developm ent is  s lig h tly  lo w e r than that reported in  p re vio u s studies. In  

re latio n  to the existence o f dedicated tra in in g  and developm ent budgets, ju st under h a lf 

o f a ll respondents have established such a budget. In  term s o f the p ro visio n  o f training, 

T e ch n ica l sta ff c le a rly  receive the highest p ro visio n , fo llo w e d  by P ro fe ssio n al staff. 

T h e proportion o f total training  and developm ent expenditure that is  allocated to C B T  

w o u ld  appear to rest at the h ig h er end o f the scale in  these com panies, w h ich  pro vides a 

m ore e ncou ragin g picture  than the resu lts o f p re vio u s research. T he resu lts relating to 

the support fo r em ployees w ish in g  to pursue self-developm ent are v e ry  encouraging, as 

a ll com panies reported that they w ere w illin g  to contribute to the cost o f train in g  and to 

a llo w  tim e o ff fo r training. A n d  in  re latio n  to the approach to tra in in g  and developm ent 

that is  adopted by these com panies, the vast m ajo rity  o f the resu lts are once again 

encouragin g, although m ost respondents d id  in d icate that train in g  d id  not p lay a 

strategic ro le  in  th e ir com panies.

5 . 2  Objective 2: Methods of Delivering Training
T h e  su rve y  o f Ir is h  train in g  practices that w as conducted by the C IP D  in  2002 asked 

respondents about the usage and p e rce ived  effectiveness o f a num ber o f training
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m ethods. The results from  the study suggest that o rganisatio ns continue to focus on 

trad itio n al train in g  m ethods, in clu d in g  on-the-job tra in in g  (used by 95%  o f 

o rg an isatio n s) and fo rm al education (used by 8 8 % o f o rganisatio ns). T h e results o f the 

research presented in  th is thesis reflect these fin d in g s (see T ab le  4 1 ), as 90.9%  o f 

organisatio ns use on-the-job train in g  to som e extent, and 90.9%  also use 

fo rm al/p ro fessio n al education. The C IP D  survey d isco ve red  that on-the-job training 

and form al education w ere perceived  as being am ong the m ost e ffective  o f a ll the 

tra in in g  m ethods, and th is fin d in g  co u ld  go som e w ay to e xp la in in g  the continued 

re lia n ce  on these m ethods as id e n tifie d  in  both the C IP D  research and the present 

research. H o w ever, it also  em erged from  the C IP D  study that the use o f conferences 

fo r train in g  and developm ent is  m uch le ss e ffective  than m any other m ethods, yet 82%  

o f respondents to the C IP D  study, and 100%  o f respondents to the present study, 

in d icated  that they use th is m ethod.

T h e  resu lts o f the 1995 C ranet E  study o f train in g  and developm ent in  Ire la n d  (H eraty 

and M o rle y , 1998, 2 0 0 0 ) suggested that o rganisations are adopting a w id e r range o f 

m ethods, rather than re ly in g  on either fo rm al o r in fo rm al, in ternal o r external. 

H o w eve r, the fin d in g s o f the present research in d icate  that organisations are re ly in g  

h e a v ily  on on-the-job tra in in g , co n feren ces/d iscussio n s and form al/p ro fessio n al 

education (these m ethods are used freq uently o r fa ir ly  often by 9 0.9 % , 81.8%  and 

7 2 .7 %  o f o rganisatio ns, re sp e ctive ly ). A lthough lectures and case studies are each used 

freq u e n tly  o r fa ir ly  often by 36 .4 %  o f o rganisatio ns, the rem ainder o f the m ethods 

re ce ive  ve ry  lim ite d  use (see T a b le  4 1 ).

H o w ever, w hen one co n sid ers the use o f com puter-based train in g  m ethods, it is  

appears that o rganisatio ns are in  fact adopting a w id e r range o f tra in in g  m ethods. The 

C ranet E  study fo u n d  that organisations had su b stan tia lly  in creased  th eir use o f 

com puter-based packages fo r tra in in g  and developm ent; 4 4 .1%  o f organisations 

reported that they had in creased th eir use o f these packages o ver the three years 

precedin g the study. T h e  resu lts o f the present study show  that the Internet, com puter- 

based sim ulatio n s and C D -R O M s are the m ost w id e ly  used C B T  m ethods, being used 

to som e extent by 8 1.8 % , 7 2 .7 %  and 7 2 .7 %  o f o rganisatio ns, re sp e ctive ly  (see T ab le 

4 5 ). Furtherm ore, fo r m ost o rganisatio ns, the use o f com puter-based sim ulatio n s and 

the Internet com m enced w ith in  the last 1 to 3 years (see T ab le  48). These fin d in g s
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suggest that o rganisations are o n ly  beginning to em brace com puter-based training and 

that the real im pact o f these m ethods has yet to be w itnessed.

T h e  e-leam in g  survey that w as conducted in  the U K  by the C IP D  (A p ril 2002) found 

that o n ly  30 .5 %  o f organisatio ns used e-leam ing (w h ich  exclu d e s stand-alone C B T ) to 

som e extent, w h ile  81.8%  o f the respondents to the present research use som e form  o f 

C B T  (based upon the percentage o f o rganisations reporting som e expenditure on C B T  -  

see T a b le  2 1 ). T he C IP D  su rve y  found that, o f those com panies that d id  use e-leam ing, 

alm ost 70 %  used it a little , and o n ly  6 % used it a lot. T h e fin d in g s from  the present 

research suggest m ore frequent use o f C B T  m ethods. T he Internet is  used fa irly  often 

o r freq uen tly  fo r tra in in g  b y  6 3 .7%  o f organisations, and com puter-based sim ulations 

and C D -R O M s are each used fa ir ly  often o r freq uently by 54 .5%  o f organisations. 

E v e n  those C B T  m ethods that re ce ive  the low est use in  the responding organisations -  

nam ely Intranets and E xtranets -  are each used fa irly  often o r freq uently by 2 7.3%  o f 

respondents (see T ab le  4 5).

T he C IP D  su rvey d isco ve red  that organisations found e-leam ing m ethods to be 

m ore suitable fo r te ch n ical s k ills  tra in in g  than fo r m anagem ent s k ills  o r soft s k ills  

training . H o w ever, the fin d in g s o f the research presented in  th is thesis suggest that 

organisatio ns use com puter-based sim ulatio n s, C D -R O M s and the Internet m ore fo r 

m anagem ent train in g  than fo r the training  o f any other occupatio nal group, and 

Intranets and E xtranets are used to the sam e extent fo r m anagers as fo r 

p ro fe ssio n al/tech n ical sta ff (see T ab le  4 7 ).

Respondents to the C IP D  survey w ere also asked w hether any o f th eir e- 

le am in g  m aterials w ere custom ised. T he fin d in g s suggested that 6 1%  o f organisations 

had developed custom ised e -le am in g  m aterials. In  term s o f how  the m aterials w ere 

developed, 1 0 % o f o rganisatio ns reported that external consultants w ere used, around 

40 %  developed the m aterials in -h ou se, and h a lf o f the com panies used a m ixture o f 

both. In  the current su rvey, 44 .4 %  o f those that responded stated that they have not 

used custom ised C B T  m aterials. O f the 55.6%  that have used custom ised C B T , one- 

fifth  have used external consultants, tw o -fifth s have developed m aterials in-house, and 

tw o -fifth s have used a m ixture  o f both approaches (see T ab le  4 9 ). These results, then, 

suggest a s lig h tly  lo w e r le v e l o f custom isation than that reported in  the C IP D  survey, 

but o ve rall the results fo llo w  a s im ila r pattern. In  the current su rvey, how ever, the use 

o f external consultants constitutes a h ig h er proportion o f total custom isation, w ith a
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sm alle r proportion o f com panies using a m ixture o f both. T he proportion o f com panies 

develo pin g m aterials in -h o u se is  consistent across the tw o surveys.

A s o utlin ed  in  Section 5 .1.4  o f this chapter, the C IP D  su rvey reported that, in  

spite o f the high in cid e n ce  o f custom isation o f e -leam ing m aterials, the percentage o f 

total training  expenditure that w as dedicated to such m aterials w as notably low . The 

resu lts o f the present research do, how ever, indicate that a re latio n sh ip  exists between 

the custom isation o f C B T  m aterials and the percentage o f total training  expenditure that 

is  dedicated to C B T . It  is  c le a r that the expenditure on C B T  rests at the higher end o f 

the scale fo r those com panies that have developed custom ised m aterials, either in-house 

o r e xte rn a lly  (see T ab le  5 1 ).

F o llo w in g  the cla im  o ffered b y Leonard (19 9 6 ) that, due to budget pressures, sm all 

com panies do not have access to bespoke com puter-based tra in in g  m aterials, but m ust 

instead re ly  on o ff-th e -sh e lf packages, a cross-tab u lation has been perform ed to 

exam ine the re latio n sh ip  between com pany size  and the custom isation o f C B T  

m aterials (see T ab le  5 0 ). T h e resu lts o f th is cross-tabulation suggest that no po sitive  

re latio n sh ip  e xists, and that sm alle r com panies are not characterised by a lo w er 

in cid e n ce  o f custom isatio n than larg er com panies.

In  sum m ary, the resu lts o f th is section suggest that the responding organisations 

continue to re ly  on a sm all num ber o f the con ventio nal train in g  m ethods -  nam ely, on- 

the-job training , fo rm al/p ro fessio n al education and co n fe ren ces/d iscu ssio n s. H ow ever, 

w hen one b rin g s com puter-based training  m ethods into the picture  it is  cle a r that the 

o rganisations are in  fact usin g  a range o f m ethods. Fro m  the su rvey resu lts, there are 

p o sitive  sign s that the o rganisatio ns are em bracing C B T  m ethods, w ith  m ost o f the 

respondents u sin g  som e form  o f C B T . T he Internet, com puter-based sim ulation s and 

C D -R O M s are the m ost freq u e n tly  used o f the C B T  m ethods.
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5.3 Objective 3: Training Techniques and Tools/Aids

5.3.1 Techniques for Facilitating Learning

M acD o n ald  et al (2 0 0 0 ) have h ighligh ted a num ber o f factors that sh o uld  be 

incorporated in any tra in in g  and developm ent in terventio n in v o lv in g  em ployees in  the 

T ech n o lo g y sector. These factors, w h ich are based upon the p rin c ip le s o f adult 

education, relate to the need fo r: reco gnition and use o f le arn e rs’ experience; fle x ib ility  

to m eet the needs o f d iffere n t le arn in g  styles; fa c ilita tio n  o f group d iscu ssio n s; ensuring 

that learners fin d  the content relevant; and o rganisatio n o f learn in g  into m odules or 

chunks. It  is  c le a r that a ll o f these factors re vo lve  around one ke y aspect -  reco g n isin g  

the learner as being at the centre o f the le arn in g  a ctiv ity . T he techniques that are used 

to facilitate  le arn in g  in  an organisation a llo w  these factors to be incorporated into the 

tra in in g  and developm ent o f em ployees.

N etw orking and benchm arking, acco rdin g to V io lin o  (A p ril 12, 1999), allo w s 

em ployees in  T e ch n o lo g y  com panies to learn fro m  the experience o f peers, and to share 

content and ad vice  w ith  one another. N etw o rkin g  and benchm arking a ctiv itie s are 

fle x ib le , and can be fo rm al o r in fo rm al. The resu lts o f the survey contained w ith in  this 

thesis suggest that o rg anisatio ns are m aking substantial use o f the le arn in g  benefits o f 

netw orking and benchm arking -  it is  used fa ir ly  often o r freq uen tly  b y 72 .8 %  o f 

o rganisations (see T a b le  5 3 ). T h e greatest use o f netw orkin g and benchm arking is  fo r 

P ro fe ssio n a l/T e ch n ica l staff (7 2 .7 %  o f respondents) and M anagem ent (5 4 .5 %  o f 

respondents); A d m in istra tive /M a n u a l w orkers m ake m uch less use (3 6 .4 % ) (see T ab le  

5 5 ). A lso , the w idespread use o f th is technique seem s to have em erged in  recent years, 

as m ost organisations stated that they had adopted it in  the last 1 to 3 years (see T ab le

O n lin e kn ow ledge exchange facilitate s the sharing o f tacit and e x p lic it 

know ledge that is  re levant to the organisation o r to sp e cific  tasks o r fu n ctio n al areas, 

and also allo w s group d iscu ssio n s and sharing o f experience. Fro m  the fin d in g s, it 

em erges that 72 .8 %  o f respondents use o n lin e  know ledge exchange fa irly  often or 

frequently. T h is  technique is  used e q u a lly  fo r the tra in in g  and developm ent o f 

M anagem ent (6 3.6 %  o f respondents) and o f P ro fe ssio n a l/T e ch n ica l staff (6 3.6 %  o f 

respondents). O n ly  36 .4 %  o f com panies use o n lin e  know ledge exchange fo r
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A d m in istrative/M an u al w orkers. F o r m ost o rganisatio ns, the technique o f o n lin e  

know ledge exchange w as adopted in  the last 4 to 6  years.

C rit ic a l in cid e n t re vie w s b u ild  upon the experience o f som eone w ho has 

w itnessed a c rit ic a l event in  an o rganisatio n’ s h isto ry, and use this experience as a 

learning tool that is  h ig h ly  relevant to the learner. 6 3 .7 %  o f those w ho responded to the 

survey in d icated  that c rit ic a l in cid ent review s w ere used fa irly  often o r frequently. T h is  

technique w as also the m ain technique in d icated  fo r intended future use (2 7 .3 %  o f 

o rganisations -  see T a b le  54). In te restin g ly, c ritic a l in cid e n t re vie w s are used p rim a rily  

fo r P ro fe ssio n a l/T e ch n ica l staff (7 2 .7 %  o f o rg an isatio n s), although they are also used 

sig n ific a n tly  fo r M anagem ent (6 3.6 % ) and A d m in istra tive /M a n u a l w orkers (6 3.6 % ). 

F o r m ost o rganisatio ns, the adoption o f th is technique has o ccurred in  the last 1 to 3 

years.

A ctio n  le arn in g , acco rd in g to Johnson (1 9 9 8 ), is  an in valu ab le  technique fo r 

allo catin g  a set am ount o f tim e fo r the a n a ly sis o f a pressing  o rganisatio nal problem . 

T h e learn in g  process is  h ig h ly  re levant to the current o rganisatio nal context, in v o lv e s 

consideration o f the pro blem  through group a n a ly sis, b u ild s on the experience o f the 

participants, a llo w s fle x ib ilit y  o f approach, and perm its le arn in g  to be segregated into 

d istin ct chunks o r problem s. Fro m  the survey re su lts, action learning is  the least 

frequently used o f a ll the techniques, w ith  o n ly  18.2%  o f organisations using it fa ir ly  

often o r freq uently. W h ere it is  used, it is  used e q u a lly  fo r M anagem ent (36 .4 %  o f 

respondents) and P ro fe ssio n a l/T e ch n ica l w o rkers (3 6 .4 % ), but h a lf as m uch fo r 

A d m in istrative/M an u al w orkers (18 .2 % ). F o r those o rganisations that have adopted 

action learning, m ost have done so in  the past 7  to 9 years. T he lo w  use o f action 

learning  is  su rp risin g  g iven  the fin d in g s from  the 2001 C IP D  study o f Ir is h  com panies 

(H eraty and G aravan, 2 0 0 1), w h ich  found that m ost respondents perceived action 

le arn in g  as being extrem ely e ffective  in  in stig atin g  learn in g .

E xperim entatio n a llo w s the in d iv id u a l to experim ent through action, correct 

m istakes, and learn fro m  this experience (H u rle y , 20 0 2). Freedom  to experim ent 

allo w s learners to centre the a ctiv ity  around th eir ow n learn in g  preferences, and to w o rk 

on tasks or problem s that can be applied d ire ctly  to the o rganisatio nal context. The 

responses to the su rv e y  show  that 4 5.5%  o f organisatio ns use experim entation fa irly  

often or frequently. T h e  greatest part o f this 4 5 .5 %  con sists o f organisations that use 

experim entation freq u e n tly  (36 .4 % , com pared to 9 .1%  that use it fa irly  often). 

H o w ever, a further 4 5 .5 %  state that they use it  in fre q u e n tly  o r do not use it at a ll.
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W here experim entation is  used, the use is  spread re la tiv e ly  e q u a lly  o ver M anagem ent 

(4 5 .5 % ), P ro fe ssio n a l/T e ch n ica l w orkers (5 4 .5 % ) and A d m in istrative/M an u al w orkers 

(4 5 .5 % ). F o r m ost o rg anisatio ns, experim entation has been in  use fo r the last 7  to 9 

years.

C o ach in g  and m entoring are learn in g  techniques that are h ig h ly  tailo red  to the 

developm ental needs o f the in d iv id u a l learner. These program m es take advantage o f 

the know ledge o f exp erien ced  ad visers, w ho are able to p ro vid e guidance to the 

learners in  relation to th eir current ro les and/or p o ssib le  future roles w ith in  the 

organisation. T he 2001 study o f Ir is h  tra in in g  practices conducted by the C IP D  (H eraty 

and G aravan, 2 0 0 1) found that coaching and m entoring w ere used by 84%  o f 

o rganisations, and that these organisations perceived  co ach in g  and m entoring as being 

ve ry  e ffective. T he p e rce ive d  effectiveness o f co ach in g  and m entoring is  perhaps one 

o f the reasons fo r the w idespread use o f these program m es, and the resu lts o f the 

present survey re fle ct th is; coaching and m entoring is  used fa ir ly  often o r freq uently by 

81.8%  o f o rg an isatio n s, and th is use extends to M anagem ent (4 5 .5 % ), 

P ro fe ssio n a l/T e ch n ica l staff (5 4 .5 % ) and A d m in istrative /M an u al w orkers (36 .4 % ). F o r 

m ost organisations, co ach in g  and m entoring has been used fo r 7  to 9 years.

Team  developm ent is  a le arn in g  technique that, acco rd in g  to B a rk e r and N e a ile y  

(19 9 9 ), occurs in  som e form  in  m ost o rganisatio ns. T h is  technique a llo w s team 

m em bers to a ctiv e ly  d iscu ss a g iven  to pic, and to share o p in io n s, ideas and experience 

relatin g  to the topic. T h e  su rvey resu lts support B a rk e r and N e aile y, as 100%  o f the 

respondents to the su rvey used team  developm ent to som e extent, w ith o n ly  9 .1%  o f 

these using it in fre q u e n tly, and the rem aining 90.9%  u sin g  it  fa ir ly  often or frequently. 

W hat is  m ore, the use o f team  developm ent is  sig n ific a n t fo r a ll categories o f em ployee, 

as 6 3.6 %  o f o rg anisatio ns use it fo r M anagem ent, 7 2 .7%  use it fo r 

P ro fe ssio n a l/T e ch n ica l staff, and 54 .5%  use it fo r A d m in istrative/M an u al w orkers. It  is  

also  notable that m ost o rganisatio ns have adopted th is technique w ith in  the last 1 to 3 

years, although a s ig n ific a n t proportion have also been u sin g  it fo r the last 4 to 6  o r 7  to 

9 years.

On the w hole, the fin d in g s from  this section o f the su rvey suggest that the responding 

organisations are u sin g  a w id e range o f training  techniques to facilitate  learning w ith in  

the organisation, and these techniques are being used on a frequent basis. T he m ain 

exception is  action le a rn in g , the adoption o f w h ich  has been lim ite d  am ongst the
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respondents. F ro m  the point o f view  o f M a cD o n a ld  et al (20 0 0), such practices a llo w  

the learner to be at the centre o f the learn in g  a ctiv ity , b y b u ild in g  upon the experience 

o f the in d iv id u a l and ensuring that the le a rn in g  content rem ains relevant. F o llo w in g  

th is argum ent, the w idespread adoption o f these training  techniques is  greatly 

encouraging, and suggests that the o rganisatio ns are re co g n isin g  the valu e  o f in d iv id u a l, 

group and o rgan isatio n al learning.

5 .3.2  T o o ls /A id s  fo r  th e D e liv e ry  o f T ra in in g

Fo rsyth  (1 9 9 4 ) has argued that the use o f to o ls and v isu a l aids in  the d e liv e ry  o f 

training  can help  to re in fo rce  the key m essages that u n d e rlie  a train in g  o r developm ent 

a ctiv ity. In  the su rve y , o rganisations w ere asked about th eir use o f a num ber o f tra in in g  

tools/aids.

O verhead pro jecto rs, according to F o xo n  (N ovem ber, 1992), are the m ost 

w id e ly  used and m isused o f a ll train in g  tools. T h e fin d in g s from  the su rve y  do suggest 

that around h a lf o f the organisations (5 4 .6 % ) use overhead projectors fa irly  often or 

frequently. H o w e ve r, a further 4 5.5%  in d icate  that they use this tool in fre q u e n tly  o r do 

not use it at a ll (see T ab le  5 7 ). These results in d icate  that the o rganisations either re ly  

frequently on the use o f overhead pro jectors, o r use them  very in freq uently. H o w ever, 

2 7.3%  o f respondents to the survey d id  in d icate  that they intended to use overhead 

projectors in  the future (see T ab le  5 8 ), and fo r m ost organisations this tool has been in  

use fo r the past 7  to 9 years (T ab le  60). T he use o f overhead projectors is  spread across 

a ll occupational groups (see T ab le  59 ), although the use fo r A d m in istrative/M an u al 

staff (54 .5%  o f o rg an isatio n s) is  lo w e r than that fo r M anagem ent (7 2 .7 % ) and 

P ro fe ssio n a l/T e ch n ica l staff (7 2 .7 % ).

Fo rsyth  (1 9 9 4 ) has noted that table-top presenters o ffer a portable alternative to 

the use o f fu ll-s iz e d  f lip  charts, but because o f th e ir discrete size  use should be lim ite d  

to training  that in v o lv e s sm all groups. H o w eve r, v e ry  few  respondents to the survey 

in dicated that they used th is tool; 18.2%  reported that table-top presenters w ere used 

fa ir ly  often, and a fu rth er 9 .1%  used them  in fre q u e n tly. W here table-top presenters are 

used, it is  m o stly  fo r the train in g  and developm ent o f P ro fe ssio n al/T e ch n ical staff 

(36 .4 % , com pared to 18.2%  and 9 .1%  fo r M anagem ent and A d m in istrative/M an u al 

w orkers, re sp e ctive ly ). T he resu lts suggest no sig n ifica n t fin d in g s on how  recently 

table-top presenters have been taken up by the o rganisatio ns, as the adoption o f this 

m ethod is  spread o ve r the past 1 to 9 years.
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T h e f lip  chart is , according to D ehaas (Septem ber, 1999), a sim ple tool w h ich  

can nonetheless be a v e ry  e ffective  learn in g  aid. T h e survey results suggest that th is is 

one o f the m ost freq u e n tly  used train in g  tools -  90.9%  o f organisations use this tool 

fa ir ly  often o r freq u e n tly. M o st organisations have adopted this tool either in  the last 1 

to 3 years, or in  the la st 7  to 9 years. A ll o f the 90.9%  o f o rganisations that use flip  

charts do so fo r P ro fe ssio n a l/T e ch n ica l em ployees; 7 2 .7 %  use them  fo r M anagem ent; 

and 6 3.6 %  use them  fo r A d m in istrative/M an u al w o rkers. T herefore, f lip  charts are 

w id e ly  used b y  a ll o rg anisatio ns, and fo r a ll o ccu patio n al groups.

W h iteboards and blackboards are tra in in g  tools that are w id e ly  a va ila b le  and 

extrem ely in e xp e n sive  to use. F o rsyth  (19 9 4 ), how ever, cautions that there is  a r is k  o f 

overuse o f these to o ls, e sp e cia lly  i f  the trainer w anders o ff the ke y points. Just less 

than h a lf o f the respondents to the su rve y  (4 5 .5 % ) in dicated that they use 

w h ite/blackboard s fa ir ly  often or freq uently, w ith  the rem ainder in d icatin g  that they use 

them in fre q u e n tly  o r do not use them  at a ll. M o st o f the o rganisations that use 

w hiteboards o r b lackb o ard s have been u sin g  them  fo r betw een 1 and 3 years o r between 

7  and 9 years. P ro fe ssio n a l/T e ch n ica l w o rke rs re ce ive  the greatest use o f 

w h ite/blackboard s (7 2 .7 % ), fo llo w e d  b y M anagem ent (6 3.6 % ), and then by 

A d m in istra tive /M a n u a l (5 4 .5 % ).

Pearson (N o vem b er, 19 9 5) notes that L C D /co m p u te r d isp lays can help to g ive  a 

pro fessio n al appearance to a train in g  presentation. S ig n ifica n tly , L C D /co m p u te r 

d isp lay s are used fa ir ly  often o r frequently b y 1 0 0 % o f respondents in  the survey, and 

they are used su b stan tia lly  fo r M anagem ent (8 1 .8 % ), P ro fe ssio n a l/T e ch n ica l staff 

(9 0 .9 % ) and A d m in istra tive /M a n u a l w orkers (6 3.6 % ). T h is w idespread use is 

interesting given  the fact that m ost o rganisatio ns reported that they have adopted this 

tool in  the last 1 to 3 years. T h is suggests that the organisations are becom ing 

in cre a sin g ly  concerned w ith  creating p ro fe ssio n al tra in in g  presentations.

A cco rd in g  to M ag e llan -H o rth  and P alu s (O ctober, 2 0 0 3) the use o f photographs 

and im ages as le a rn in g  to o ls a llo w s the learner articu late  e xactly  how  he/she p erceives 

o r feels about an issu e . T he fin d in g s from  the su rve y  suggest that o n ly  36 .4 %  o f the 

organisations use photographs fa ir ly  often o r freq u e n tly  as le arn in g  to o ls; 54.6 %  use 

them  in fre q u e n tly  o r do not use them  at a ll. P ro fe ssio n a l/T e ch n ica l staff re ce ive  the 

greatest use o f photographs (6 3.6 %  o f o rg an isatio n s), w h ile  M anagem ent receive 

slig h tly  lo w e r use (5 4 .5 % ), and A d m in istrative /M an u al w orkers re ce ive  the least use
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36 .4 % ). T h e adoption o f this tool has rem ained re la tiv e ly  constant o ver the past 1 to 9 

years.

Posters and ad vertisin g  copy can be u se fu l as learning tools o r as v isu a l aids 

d u rin g  a train in g  o r developm ent a ctiv ity. H o w ever, the survey results show  that these 

tools are used fa ir ly  often o r freq uently by o n ly  36 .4 %  o f respondents, although a 

further 2 7 .3 %  use them  in freq uently. A ro un d  h a lf o f the respondents use posters and 

ad ve rtisin g  co p y fo r M anagem ent (4 5 .5 % ) and P ro fe ssio n a l/T e ch n ica l w orkers 

(5 4 .5 % ), w h ile  ju st o ver one-third use them  fo r A d m in istrative/M an u al w orkers 

(3 6 .4 % ). F o r m ost o rganisatio ns, these tools have been used fo r the last 7  to 9 years, 

although a sub stantial proportion have adopted them  in  the last 4 to 6  years.

F ah e y (2 0 0 3 ) h ig h lig h ts the valu e  o f u sin g  in fo rm ation about com petitors to aid 

M anagem ent developm ent. T he survey resu lts show  that 4 5.5%  o f the responding 

organisatio ns use com petitor in fo rm ation fa ir ly  often o r frequently as a le arn in g  tool. 

A lth o ug h  the use o f th is tools is  greatest am ong P ro fe ssio n a l/T e ch n ica l w o rkers (8 1.8 %  

o f o rg anisatio ns), it  is  also used fo r M anagem ent and fo r A d m in istrative/M an u al 

w o rkers in  6 3.6 %  o f o rganisatio ns. A s the vast m ajo rity  o f com panies that use th is tool 

have adopted it in  the last 1 to 3 years, it w o u ld  appear that the use o f com petitor 

inform ation is  s till em erging as an aid  to learning.

Sherm an (Ju n e, 2 0 0 3) has suggested that w o rkin g  papers p ro vid e  an e xce llen t 

to o l fo r stru cturing  and sum m arising a train in g  presentation, and help to re in fo rce  the 

ke y points fo r the learners. T h e survey fin d in g s show  that w o rking  papers are used 

fa ir ly  often o r freq u e n tly  by 4 5.5%  o f the resp on din g organisations, and the use is 

spread re la tiv e ly  e v e n ly 'a c ro ss M anagem ent (5 4 .5 % ), P ro fe ssio n a l/T e ch n ica l w orkers 

(6 3.6 % ) and A d m in istra tive /M a n u a l w orkers (5 4 .5 % ). It  is  som ewhat su rp risin g  that 

m ost o rganisations stated that they had adopted th is tool in  the last 1 to 3 years, and this 

w as also the o n ly  tool fo r w h ich  any organisatio ns stated that adoption had occurred 

w ith in  the last year.

T h e fin d in g s o f th is sectio n o f the su rvey have pointed to a tendency fo r o rganisations 

to use L C D /co m p u te r d isp la y s and flip  charts fo r the training o f a ll occupational 

groups, although the use o f in fo rm ation about com petitors also  appears to be em erging 

as a tool fo r in stig a tin g  learning. A ltho ug h, fo r m ost o f the tools, the largest part o f the 

use is  fo r P ro fe ssio n a l/T e ch n ica l w orkers, m any o f them  are also used to a large extent 

fo r M anagem ent and A d m in istrative /M an u al w orkers.

- 197-



Chapter 5 Analysis & Discussion o f Findings

5.4 Objective 4: Government Intervention
C hapter 2 o f th is thesis w as focused around an a n alysis o f the support that has been 

m ade a va ila b le  by the G overnm ent to facilitate  tra in in g  and developm ent p ro visio n s in  

Iris h  com panies. A s o utlin ed, m uch o f th is support has been based on the w o rk  o f the 

E xp e rt G rou p on Futu re  S k ills  N eeds, w h ich  is  one elem ent o f the B u sin e ss E d ucatio n 

and T ra in in g  P artn ersh ip  in itia tive . T he recom m endations o f the E xp e rt G rou p (m uch 

o f w h ich  have focused upon the s k ills  needs o f the In fo rm atio n  T ech n o lo g y ( IT )  sector) 

have m ade a k e y  co n trib utio n  to the im plem entation o f a w ide range o f G overnm ent 

in terventio ns in  the area o f train in g  and developm ent p ro visio n .

Sectio n E  o f the su rvey w as concerned w ith  id e n tify in g  the le v e l o f aw areness 

am ong the resp on din g com panies o f the support that has been m ade a va ila b le  fo r 

tra in in g  and developm ent. T he extent o f use o f these support m echanism s w as also 

analysed, and com panies w ere asked to in d icate  w hether they p e rce ived  the 

co n trib utio n  o f the G overnm ent in  this area as being sig n ifica n t o r otherw ise. Further 

to this, a num ber o f questio n s w ere asked w h ich  w ere intended to gauge the extent to 

w h ich  the resp onding com panies w ere im plem enting the recom m endations o f the 

G overnm ent re la tin g  to m easures that w o u ld  im p ro ve  the relevance and fle x ib ilit y  o f 

tra in in g  a ctiv itie s. T h e  fin d in g s o f this section o f the survey w ill now  be d iscu sse d  in  

re lation to the a n a ly sis presented in  C hapter 2.

T h e firs t question in  Sectio n D  asked respondents about th eir aw areness o f the B u sin ess 

E d u catio n  and T ra in in g  Partnership in itia tiv e . T h is  in itia tiv e  incorporates three 

elem ents: the B u sin e ss E d u catio n  and T ra in in g  Partnership Forum , w h ich  p ro vid es 

o pportunities fo r in d u stry, education and tra in in g  p ro vid e rs and G overnm ent bodies to 

express th eir needs and interests; the E xp e rt G rou p on Future S k ills  N eeds, w h ich  is  

concerned w ith  id e n tify in g  future s k ills  needs, and m aking proposals fo r m easures that 

w ill help to m eet these needs; and the M anagem ent Im plem entation G rou p, w h ich  

oversees the im plem entation o f any m easures re su ltin g  from  the E xp e rt G ro u p ’ s 

recom m endations. H o w eve r, the fin d in g s from  the su rvey suggest that m ost o f the 

com panies (5 4 .5 % ) are not aw are o f the existence o f the B u sin e ss E d u catio n  and 

T ra in in g  P artn ersh ip  in itia tiv e , and a further 2 7 .3 %  are not aw are o f the w o rk that is  

undertaken under the in itia tiv e  (see T ab le  6 1). O n ly  18.2%  o f respondents stated that 

they w ere aw are o f the existence and purpose o f the B u sin e ss E ducatio n and T ra in in g
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P artn ersh ip  in itia tiv e . G iv e n  that th is is  the m echanism  through w h ich  s k ills  needs are 

id e n tifie d  and catered fo r, and is  a ke y opportunity fo r com panies to express their 

needs, the la c k  o f aw areness o f th is in itia tiv e  is  a d isco u rag in g  in dicato r.

O rgan isation s w ere also  asked about their aw areness and use o f a num ber o f 

other G overnm ent in terventio ns. T h e fin d in g s on the aw areness o f the interventions 

m irro r those o f the aw areness o f the B u sin e ss E d u catio n  and T ra in in g  Partnership 

in itia tiv e ; on the w hole, aw areness appears to be ve ry  lim ite d  (see T ab le  62). N one o f 

the respondents in d icated  that they w ere aw are o f the fo llo w in g  m easures:

- P ost-G raduate C o n ve rsio n  courses;

T h e F u n d in g  fo r In d u stry  In itia tiv e  (com petitive and non-com petitive

strands);

- T h e S cience, T ech n o lo g y and E n g in ee rin g  Program m e fo r S ch o o ls.

F o r fo u r other support m easures, o n ly  9 .1%  o f respondents in d icated  that they w ere 

aw are o f each, nam ely:

T h e Leonardo da V in c i T ra in in g  Program m e;

- T h e E xp o rt O rientation Program m e;

T h e W id e r H o rizo n s T ra in in g  Program m e;

- T h e M arketin g  S k ills  Schem e.

A n d  fo r a fu rth er seven m easures, o n ly  18.2%  o f respondents had in d icated  aw areness, 

nam ely:

T h e N atio n al R e g iste r o f T ra in e rs;

A cce le rate d  T ra in in g  Program m es;

T h e S m a ll F irm s C lu ste r Program m e;

T h e Socrates Program m e;

M anagem ent D evelopm ent G rants;

T he E m ploym ent and H um an R eso u rce D evelopm ent O perational 

Program m e;

T h e N atio n al T ra in ee sh ip  Program m e.
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T he greatest le v e l o f aw areness w o u ld  appear to relate to the se rvice s and courses 

pro vid ed  by F A S . F o r exam ple, 6 3.6 %  o f com panies w ere aw are o f F A S  training 

courses and F A S  T ra in in g  A d v iso ry  Serivce/P rogram m es. T here are ho w ever three 

other support m easures w h ich  35.4 %  o f com panies are aw are of. These are the 

F astrack to IT , S k illn e ts and E x c e lle n c e  T hro ugh People.

G ive n  that the aw areness o f the m ajo rity  o f these support m easures is  lo w , it  fo llo w s 

that the up-take o f them  w ill also  be lo w . T he fin d in g s show  that th is is  true fo r a ll o f 

the m easures, and w here m easures have been used the extent o f use is  lim ite d  (see 

T ab le  64).

A  num ber o f the G overnm ent support m easures are instrum ental in  lin k in g  

em ployers w ith  education and train in g  p ro vid ers. O f these m easures, 18.2%  o f 

com panies have in d icate d  that they have m ade use o f F A S  tra in in g  courses (non

e lectro n ic). These courses are w id e ly  ava ila b le  in  m any regio ns throughout Ire lan d , 

and co ve r a range o f subjects in c lu d in g  tech n ical s k ills  and soft s k ills . A  furth er 18.2%  

o f com panies have m ade use o f the N atio n al R e g ister o f T ra in e rs, w h ich  is  also 

p ro vid ed  b y  F A S  in  co n ju n ctio n  w ith  E n te rp rise  Ire lan d . T h is  fa c ility  goes som e w ay 

to addressing the problem  that m any em ployers face in  obtaining in fo rm atio n  about 

re lia b le  and h ig h -q u a lity  tra in in g  p ro visio n  on a reg io n al b asis. A n d  9 .1%  o f 

com panies in d icate d  that they have re ce ive d  help from  F A S  T ra in in g  A d v iso ry  

S ervice/P rogram m es. T h e program m es and se rvice s that are ava ila b le  through this 

support m echanism  are a vailab le  on a re g io n al b asis, and sm all firm s are am ong the 

target re cip ie n ts o f the service.

In  re latio n  to the support m easures that fa cilita te  the n etw orkin g and 

cooperation o f com panies, S k illn e ts  is  the o n ly  m easure that respondents have reported 

using. T h is  usage is  also  lim ite d  to 9 .1%  o f respondents. S k illn e ts is  a h ig h ly  

in n o va tive  approach to the p ro v isio n  o f tra in in g  and developm ent in terventio ns, in  

w h ich  com panies netw ork together in  order to p o ol resources. In itia tiv e s  such as 

S k illn e ts p ro vid e  an e xce llen t opportunity fo r com panies to m eet tra in in g  and 

developm ent needs w hen it w o u ld  not have been p o ssib le  to do so independently. The 

lo w  use o f th is in itia tiv e  is  therefore disco uraging.

T he G overnm ent has noted its concern w ith  in creasin g  the aw areness o f s k ills  

opportunities am ong the current and future w o rkfo rce. O f the m easures in  the 

questio nnaire that relate to the aw areness o f s k ills  opportunities, E x c e lle n c e  T hrough 

P eople is  the o n ly  in itia tiv e  that respondents have reported u sin g  (1 8 .2 % ). T he lo w
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usage (and aw areness, as in d icated  above) o f this in itia tiv e  can be considered as 

som ew hat o f a su rp rise, as E x c e lle n c e  T hrough People represents the natio n al standard 

fo r hum an resource developm ent exce llen ce . A g ain , these fin d in g s are d isco uraging.

T h e N atio nal D evelo pm ent P lan  2000 - 2006 incorporates an E m ploym ent and 

H um an R eso u rce D evelopm ent O perational Program m e, through w h ich  investm ents in  

fo u r ke y p o lic y  areas have been m ade: E m p lo y a b ility , Entrepren eurship , A d ap tab ility  

and E q u a lity . O f these fo u r sub-program m es, the respondents to the survey have 

reported u sin g  support fo r E m p lo y a b ility  (9 .1% ) and E q u a lity  (a lso  9 .1% ). The 

investm ents in  E m p lo y a b ility  have been targeted at the unem ployed and people w ho 

have been m ade redundant, in  o rd er to allo w  these people to re-enter the w orkforce. 

E q u a lity  support is  also  aim ed at prom oting so cia l in c lu sio n , although th is sub- 

program m e is  targeted s p e c ific a lly  at those w ho are d isab led  o r w ho have been unable 

to access tra in in g  and em ploym ent opportunities in  the past.

A  num ber o f other, m ore general support m echanism s have been m ade availab le  

to em ployers and em ployees w ith  the assistance o f the G overnm ent. M anagem ent 

D evelo pm ent G rants, w h ich  are used b y  9 .1%  o f the responding com panies, are 

p ro vid ed  through a custom ised developm ent program m e, w h ich  is  sp e c ific a lly  tailored 

to m eet the needs o f in d iv id u a l ow ner/m anagers in  sm all com panies. T he M anagem ent 

D evelopm ent G rants schem e therefore pro vid es an in va lu a b le  o pportunity fo r sm all 

com panies to receive the guidance and develop the s k ills  necessary to guide them 

through ke y grow th stages. C en tral to the efforts o f the G overnm ent to ensure adequate 

s k ills  p ro v isio n  fo r the In fo rm atio n  T e ch n o lo g y sector has been the concern w ith 

fle x ib ility  -  ensuring that s k ills  rem ain relevant to the needs o f em ployers w ith in  this 

sector. Fro m  the responses to the survey, 9 .1%  reported h avin g  m ade use o f 

G overnm ent support aim ed at in cre a sin g  the fle x ib ility  o f train in g  courses. A  further 

9 .1%  o f respondents in d icated  that tra in in g  grants had been m ade a va ila b le  to them 

through E n te rp rise  Ire lan d . E n te rp rise  Ire la n d  is  a G overnm ent body w h ich  concerns 

its e lf w ith  im p ro vin g  the com petitiveness o f Ir is h  in d u stry, b y w o rkin g  in  con junction 

w ith com panies to m eet th eir developm ental needs.

T he support m easures o utlin ed  above are those that have been used by som e o f the 

resp on din g o rganisatio n. H o w eve r, the vast m ajo rity  o f the a vailab le  support that was 

liste d  in  the survey has not been used b y any o f the respondents. Fro m  the a n alysis, it 

is  c le a r that the la c k  o f aw areness o f the a vailab le  m easures is  a c ru c ia l p ro h ib itive
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factor to the use o f these m easures. T h is  considered, the use o f the support is  s till 

e xce p tio n a lly  lo w  am ong the resp on din g com panies.

In  the su rvey, respondents w ere asked to con clud e on the le v e l o f contribution that 

G overnm ent in terventio ns have m ade to the p ro visio n  o f em ployee training  and 

developm ent in  the T ech n o lo g y sector. In  spite o f the in creasin g  le v e l o f investm ent 

that the G overnm ent have m ade in  the p ro visio n  o f train in g  and developm ent (m uch o f 

w h ich  has focused on the s k ills  needs o f the T ech n o lo g y sector), 10%  o f respondents 

b e lie ve  that the contributio n o f these in terventio ns has not been sig n ifica n t, and 50%  

b e lie ve  that the in terventio ns have m ade o n ly  a sm all con trib utio n (see T ab le  65). 

A lth o u g h  a further 40%  o f the respondents p erceive the in terventio ns as h avin g  m ade a 

m oderately sig n ifica n t con trib utio n, no com panies in dicated that the G overnm ent have 

m ade “ a v e ry  sig n ifica n t co n trib utio n ” . D u rin g  the course o f C hapter 2, a w ide variety 

o f ava ila b le  support m easures w ere d iscussed. It is  sig n ifica n t that these investm ents 

appear to have had little  im pact on the resp onding com panies.

F u rth e r a n a ly sis o f the su rvey fin d in g s reveals that the p rim ary id en tifiab le  

reason fo r the lim ite d  im pact that these investm ents have had is  the la c k  o f aw areness 

o f the a va ila b le  support, as id e n tifie d  e a rlie r in  the an alysis. F ro m  those w ho provided 

a response, it w o u ld  appear that the m ain factors that deter the com panies from  taking 

advantage o f the ava ila b le  support relate to a la ck  o f aw areness o r know ledge on their 

part o f the a va ila b le  support m echanism s (2 0 %  o f respondents), o r a p erceived  fa ilu re  

o f the G overnm ent, and associated bodies, to m ake cle a r w hat interventio ns are 

a va ila b le  and fo r w h ich  com panies (4 0 % ). A  further 20%  o f those w ho responded to 

th is item  claim e d  that they had not been o ffered any G overnm ent support. 

C u m u la tive ly , th is la ck  o f aw areness accounts fo r 80%  o f the responses provided. 

G iv e n  that the rem ainin g 20%  o f respondents in dicated that the “ red tape” in vo lv e d  in  

ap p lyin g  fo r support w as the p rim a ry  deterrent, it seem s that even w hen com panies are 

aw are o f the support availab le, they m ay be reluctant to em bark upon the fo rm alitie s o f 

the ap p licatio n  process in v o lv e d  (see T a b le  6 6 ). B ased upon the recom m endations o f 

the E xp e rt G rou p that the G overnm ent m ust p la y  a central ro le  in  h e lp in g  em ployers in 

the T e ch n o lo g y sector to keep pace w ith  changing s k ill requirem ents, the G overnm ent 

have stepped up the le v e l and scale  o f investm ents that are aim ed at m eeting future 

T e ch n o lo g y s k ills  needs. H o w ever, from  the a n alysis presented in  th is thesis, it w ould 

appear that a breakdow n in  com m un ication between the G overnm ent and in dustry
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co u ld  be im pedin g the extent to w h ich  com panies are benefitin g from  the investm ents 

that are m ade.

A s has been o utlin ed  in  C hapter 2, the G overnm ent have stressed that cooperation from  

in d iv id u a l T e ch n o lo g y com panies is  essential if  strategic investm ents are to be m ade in  

the developm ent o f em ployees. F le x ib ility  has been a k e y  concern o f the G overnm ent, 

and they have recom m ended a num ber o f practices that em ployers can undertake in  

order to ensure that tra in in g  p ro v isio n  rem ains fle x ib le  enough to accom m odate 

chan gin g s k ill requirem ents. M u lti-s k illin g  and co n ve rsio n  program m es o ffer fle x ib le  

and fast-track T ech n o lo g y s k ills  p ro v isio n  fo r graduates from  no n-T ech no lo gy 

d isc ip lin e s. Fro m  the su rvey fin d in g s, it  appears that 2 7.3%  o f respondents have m ade 

use o f such m easures (see T ab le  6 7). A  further 9 .1%  o f respondents have used m odular 

program m e structures in  tra in in g  and developm ent program m es, in  o rder to ensure that 

tra in in g  content rem ains re levan t to chan gin g s k ills  needs. A n  ad d itio n al practice that 

w as reported by the resp onding com panies w as the p ro v isio n  o f train in g  and 

developm ent a ctiv itie s that are lin k e d  to a perform ance m easurem ent system  (9 .1% ). 

T h is  practice  is  instrum ental in  ensuring that any tra in in g  and developm ent that is  

undertaken is  re levant to the perform ance needs o f the com pany. H o w ever, other 

m easures that the G overnm ent have recom m ended fo r the p ro v isio n  o f fle x ib le  training 

and developm ent have not been used b y  any o f the resp onding com panies. These are 

A ccelerated  T ra in in g  Program m es and accreditation o f p rio r le arn in g  and experience. 

A ccelerated  T ra in in g  Program m es, as the title  suggests, p ro vid e  s k ills  train in g  on an 

accelerated tim e scale, and they also p ro vid e  em ployers w ith  the opportunity to 

contribute to course design. A ccre d ita tio n  o f p rio r le arn in g  and experien ce is  a practice 

that is  recom m ended b y the G overnm ent as a m eans o f p ro vid in g  fle x ib le  approaches to 

b u ild in g  upon em ployees’ past experien ce, education and training.

T h e E xp e rt G rou p have stressed the need fo r com panies to in crease the le ve l o f 

cooperation w ith education and tra in in g  p ro vid ers in  the design and d e liv e ry  o f course 

m aterials, and in  p ro vid in g  com pany-sponsored and com pany-based training. They 

have also recom m ended that em ployers and training/education p ro vid ers should pool 

resources in  order to im pro ve the q uantity and q u a lity  o f train in g  and developm ent that 

is  p ro vid ed  to em ployees. In  the su rvey, com panies w ere asked to in d icate  if  they have 

adopted any o f these p ractices. T h e  resu lts show  that ve ry  little  cooperation has taken 

p lace betw een the responding com panies and ed ucation /train in g p ro vid ers (see T able
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6 8 ). In  re latio n  to the le ve l o f cooperation in  the design o f course m aterials, 91%  o f the 

respondents in d icated  that they have undertaken such cooperation. 9 .1%  o f respondents 

also  in d icated  that they have co-operated in  the d e liv e ry  o f course m aterials. The use o f 

com pany-based and com pany-sponsored tra in in g  is  slig h tly  higher, but s till very low . 

F o r each o f these practices, 18.2%  o f respondents indicated use. N o com panies have 

reported p o o lin g  hum an resources (such as staff o r students) or p h y sica l resources (such 

as tra in in g  space o r fa c ilit ie s ) w ith education and train in g  p ro vid ers. These fin d in g s are 

d isco urag in g , g iven  that it is  em ployers w ho ultim ately use the s k ills  p ro vid ed  through 

education and train in g . It is  therefore a re a listic  expectation that em ployers should 

contribute and cooperate in  the design and d e liv e ry  o f education and training. The 

E xp e rt G roup on Future S k ills  N eeds has d isco vered  that T e ch n o lo g y s k ills  shortages 

w ill be in e vitab le  in  the future i f  they are not planned fo r through needs-focused 

education and tra in in g  p ro visio n . I f  th is p ro v isio n  is  not m ade, s k ills  shortages are 

lik e ly  to resu lt in  w age in fla tio n  and lo ss o f com petitiveness fo r com panies operating in  

Ire la n d ’ s T e ch n o lo g y sector. A lth o ug h  the G overnm ent have been stepping up the 

investm ents m ade in  s k ills  p ro visio n , it is  c le a r from  the results o f th is section that the 

le ve l o f aw areness and use o f G overnm ent support has been lim ite d , and a gap w o uld  

appear to e x ist betw een the recom m endations that G overnm ent bodies have m ade in  

re latio n  to the con tributio n that em ployers m ust m ake to these efforts, and what is 

happening in  practice.

5.5 Conclusion
T h is  chapter has focused  on an a n alysis and d iscu ssio n  o f the key fin d in g s that have 

em erged from  the research, by com paring these fin d in g s to the in fo rm atio n presented in  

the L iterature  R e vie w  (C hapter 1) and G overnm ent In terven tio n (C h ap ter 2) sections o f 

th is thesis. In  C hapter 6 , w h ich  is  the fin a l chapter o f the thesis, co n clu sio n s are made 

in  re lation to how  the fin d in g s have succeeded in  m eeting the research objectives that 

have governed this research. Recom m endations fo r future practice  w ill also  be made.
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C H A P T E R  6

C O N C L U S I O N S  A N D  R E C O M M E N D A T I O N S

T h e  process o f the research that has been ca rrie d  out com m enced w ith an id en tificatio n  

o f the research need, re su ltin g  from  an a n a ly sis o f the a vailab le  literature. F o llo w in g  

from  th is, a set o f o b je ctive s w as id e n tifie d  w h ich  w o u ld  govern the research and allow  

the gaps in  the e x istin g  know ledge to be addressed. A  m ethodology fo r the research 

process (in c lu d in g  the research sam ple and the data co lle ctio n  m ethod) w as then 

developed, and the p rim ary research w as carrie d  out. F o llo w in g  in put and analysis 

(u sin g  SPSS data a n a ly sis softw are) o f the p rim ary data that w as collected, the fin d in g s 

from  the su rvey have been presented and discu ssed . T h e aim  o f th is chapter is  to o ffer 

co n clu sio n s in  re latio n  to how  the research o b je ctive s have been met, and to provide 

recom m endations based on the outcom es o f the research.

6.1 Meeting the Research Objectives
T he fo u r ke y o b je ctive s o f the research have served  to govern the research process and 

structure the data co lle ctio n  and an alysis procedures undertaken. T he fin d in g s from  the 

research a llo w  the fo llo w in g  co n clu sio n s to be m ade.

Objective 1: To identify the nature of expenditure on training and development in 

the Irish Technology sector. Fro m  the research fin d in g s, it  can be co n clud ed  that the 

average annual expenditure on tra in in g  and developm ent in  the resp onding com panies 

is  2.6%  o f o ve ra ll p a y ro ll. A ltho ug h this in d icates a lo w e r le v e l o f expenditure than has 

been in d icated  by p re vio u s studies, the expenditure va rie s greatly by com pany size. F o r 

ju s t under h a lf o f the responding com panies, th is expenditure is  m ade from  a dedicated 

train in g  and developm ent budget. It  is  c le a r that T e ch n ica l em ployees are the key focus 

o f m ost tra in in g  and developm ent in terventio ns, in  term s o f both expenditure and the 

num ber o f tra in in g  days pro vided. T h e o ccu p atio n al groups that are m ost neglected in  

the tra in in g  and developm ent p ro visio n s are S e n io r M anagers and D ire cto rs, C le ric a l 

and A d m in istra tive  staff and M an u al w orkers. T h e le v e l o f expenditure on com puter- 

based train in g  (C B T ) m aterials is  higher than that reported in  a study conducted in  the 

U K  by the C IP D  (2 0 0 2 ), and fo r m ost com panies it  rests at the higher end o f the scale.
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In  term s o f the support that is  pro vid ed  fo r em ployees w ho w ish  to pursue se lf

developm ent, it is  safe to conclud e that a ll o f the com panies are w illin g  to m ake som e 

p ro v isio n s, in  re latio n  to p ro vid in g  fin a n c ia l support and a llo w in g  tim e o ff fo r training. 

H o w eve r, it  is  c le a r that the responding com panies are neglecting to pursue a strategic 

approach to hum an reso urce developm ent, w h ich  suggests that the true contributio n o f 

hum an capital to the com petitiveness o f the organisations has not been fu lly  recognised. 

N onetheless, a ll other elem ents o f the train in g  approaches adopted by these com panies 

p ro vid e  an encouragin g picture, and the com panies w o u ld  appear to be p lacin g  

in cre asin g  em phasis on adopting a system atic and h o listic  approach to the p ro visio n  o f 

tra in in g  and developm ent. It  is  p o ssib le  to con clud e that, on the w hole, the approaches 

adopted b y  these com panies represent a num ber o f elem ents o f the m ore m odem  

approaches to tra in in g  and developm ent.

Objective 2: To ascertain the methods of delivery of training and development 

activities in the Irish Technology sector. I f  one con siders o n ly  the use o f

co n ventio nal tra in in g  m ethods by these com panies, it appears that there is  a continued 

re lia n ce  on three freq u e n tly  used m ethods: on-the-job train in g , form al/p ro fessio n al 

education, and co n fe ren ces/d iscu ssio n s. F o r m ost other m ethods, the use is  lim ited. 

H o w eve r, the use o f com puter-based tra in in g  m ethods in  these com panies appears to be 

h igh -  81.8%  o f respondents use som e form  o f C B T . In  p a rticu lar, the Internet, 

com puter-based sim ulatio n s and C D -R O M s are a ll used to som e extent b y the m ajo rity 

o f respondents. It  is  in teresting that each o f these three C B T  m ethods is  used to a 

greater extent fo r M anagem ent than fo r P ro fe ssio n a l/T e ch n ica l w o rkers, in  spite o f a 

w idespread v ie w  -  as reported in  the results o f a C IP D  (2 0 0 2 ) study in  the U K  -  that 

C B T  m ethods are m ore suitable fo r tech n ical s k ills  tra in in g  than fo r M anagem ent s k ills  

o r soft s k ills  developm ent. W hen C B T  m ethods are also considered, then, it is  po ssib le  

to con clud e that the organisatio ns are, in  fact, w illin g  to em brace a range o f d e live ry  

m ethods. T he research has fu rth er established that ju st o ver h a lf o f those organisations 

that use C B T  have had som e o f the m aterials custom ised to the sp e cific  needs o f the 

com pany, and that the developm ent (o r o th erw ise) o f custom ised m aterials is  not 

dependent on com pany size. It  w as intended that the research w o u ld  also allo w  the 

id e n tifica tio n  o f the tra in in g  m ethods that the com panies intend to use in  the near 

future. H o w ever, it  is  not p o ssib le  to o ffe r any sig n ifica n t co n clu sio n  on th is, as the 

rate o f response to the questio n on future use o f m ethods in  the survey w as ve ry  low .
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Objective 3: To establish the techniques and tools/aids that are used to facilitate 

learning and to support the delivery of training and development activities in the 

Irish  Technology sector. F ro m  the research fin d in g s, it  is  po ssib le  to conclud e that the 

organisations are m akin g  use o f a range o f techniques, and that these techniques are 

used on a frequent b asis. M o st o f the techniques liste d  in  the survey are being used by 

a high proportion o f the responding com panies. T he m ain exception is  the technique o f 

action learn in g , w h ich  appears to be re ce iv in g  ve ry  in freq uent use b y the com panies. 

T h e m ain techniques that are being used b y the com panies in clud e netw orking and 

benchm arking (w h ic h  m ost organisations have adopted in  the last 1-3 years), o n lin e 

know ledge exchange (w h ich  m ost o rganisations have been u sin g  fo r 4-6 years), 

coaching and m entoring (w h ich  m ost have been u sin g  fo r 7-9  years), and team 

developm ent (w h ich  m ost organisations have been u sin g  fo r 1-3 years, although a 

sig n ifica tio n  p ro p o rtio n  also  adopted th is technique 4-6  o r 7-9  years ago). A ltho ug h 

netw orking and benchm arking is  used m a in ly  fo r P ro fe ssio n a l/T e ch n ica l staff, and 

o n lin e  kn ow ledge exchange is  used m ain ly  fo r M anagem ent and P ro fe ssio n a l/T e ch n ica l 

staff, the use o f co ach in g  and m entoring and team  developm ent is  sig n ifica n t fo r a ll 

em ployee categories, in c lu d in g  A d m in istrative /M an u al w orkers. T h e w idespread use 

o f these techniques suggests that organisations are p la c in g  em phasis on learn in g  at the 

in d iv id u a l, group and o rgan isatio n al le ve l. F o llo w in g  M a cD o n a ld  et al (2 0 0 0 ), the use 

o f these techniques is  a lso  an in d icatio n  that the learner is  being brought to the centre o f 

the learning  a ctiv itie s in  these organisations.

In  re latio n  to the fin e r details o f train in g  d e liv e ry , it  is  p o ssib le  to con clud e that 

o rganisations are re ly in g  to a large extent on the use o f L C D /co m p u te r d isp la y s and flip  

charts, and (to a le sse r extent) on overhead pro jectors. These tools and v isu a l aids are 

used to re in fo rce  the k e y  m essages in  the tra in in g  o r developm ent content. T h e use o f 

these tools is  sub stantial across a ll occupational groups. A ltho ug h the adoption o f these 

tools in  the o rg anisatio ns ranges from  the last 1-3 years to the last 7 -9  years, the take-up 

o f L C D /co m p u te r d isp la y s has been m ore h e a v ily  concentrated around the last 1-3 

years than has the take-up o f f lip  charts o r overhead p ro jectors. It w o u ld  appear from  

the w idespread use and recent adoption o f L C D /co m p u te r d isp lays that organisations 

are becom ing in c re a sin g ly  concerned w ith  p ro vid in g  sophisticated training  

presentations. A g a in , due to the lo w  response rate fo r the questions on future use, it has 

not been p o ssib le  to reach any sig n ifica n t co n clu sio n s on the future use o f training 

techniques o r to o ls/a id s. T h e question regarding the future use o f train in g  to o ls did,
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how ever, re ce ive  the m ost sig n ifica n t responses o f a ll the future use questions. From  

the results o f th is question, the tools that are intended fo r future use appear to in clu d e  

L C D /co m p u te r d isp la y s, overhead projectors, f lip  charts and w h ite/blackboard s. F o r 

the m ost part then, these responses re fle ct the current usage patters, and suggest that 

organisations are p lan n in g  on co n tin u in g  the use o f the to o ls that are em ployed.

Objective 4: To assess the extent of awareness of Government Interventions in the 

training and development of Ireland’s Technology labour force, and to determine 

the reaction to these interventions. T h e  first tw o parts o f this o b jective, re latin g  to 

the investm ents that the G overnm ent have m ade in  the train in g  and developm ent o f the 

Ir is h  T e ch n o lo g y la b o u r force and the support m echanism s that have been put in  place 

to facilitate  access to tra in in g  and developm ent, have been met b y an a n alysis o f the 

inform ation a va ila b le  from  G overnm ent sources (C h ap ter 2 o f th is th esis). F ro m  the 

an alysis, it is  c le a r that the G overnm ent have m ade a large num ber o f investm ents and 

put in  place a w id e  range o f support m echanism s, m uch o f w h ich  have been governed 

b y the B u sin e ss E d u catio n  and T ra in in g  Partnership.

The p rim ary data co lle cted  through the su rvey w as intended to address the 

rem aining po rtion s o f th is o b jective, re latin g  to the aw areness and use o f the 

investm ents m ade, and to the p erceived  co n trib utio n  o f G overnm ent investm ents in  

tra in in g  p ro visio n . F ro m  the responses received, it is  po ssib le  to conclud e that the le ve l 

o f aw areness and use o f these m easures has been extrem ely lo w . In  relation to the 

B u sin e ss E d u catio n  and T ra in in g  P artnership, the vast m ajo rity  o f respondents w ere not 

aw are o f the existence and purpose o f the B E T P . M u ch  o f the aw areness o f the sp e cific  

m echanism s m ade a va ila b le  b y the G overnm ent is  lim ite d  to the services and 

program m es p ro vid ed  by F A S , in clu d in g  F A S  tra in in g  courses and F A S  T ra in in g  

A d v iso ry  S ervice/P ro gram m es. A  num ber o f com panies w ere also aw are o f the 

F astrack to IT , S k illn e ts  and E x c e lle n c e  T hrough People. In  re lation to the extent to 

w h ich  support m echanism s have actu ally  been used by the com panies, the use o f 

m echanism s that assist in  lin k in g  em ployers w ith education and train in g  p ro vid ers has 

been lim ite d  to those se rvice s pro vid ed  by F A S , in c lu d in g  F A S  tra in in g  courses, F A S  

T ra in in g  A d v iso ry  S ervice/P ro gram m es, and the N atio nal R e g iste r o f T ra in ers 

(p ro vid ed  b y F A S  and E n te rp rise  Ire la n d ). In  relation to the m echanism s that o ffer 

opportunities fo r em ployers to cooperate o r netw ork together, the o n ly  m echanism  to 

have been used is  S k illn e ts, w h ile  E xce lle n ce  Through People is  the o n ly  m echanism  to
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have been used from those that develop awareness of skills opportunities. From the 

Employment and Human Resource Development Programme that is operated under the 

National Development Plan 2000 - 2006, the companies have made use of the measures 

that are concerned with improving Employability and Equality. And the other support 

mechanisms that have been used by the responding companies include Management 

Development Grants, support aimed at increasing the flexibility of courses, and training 

grants provided through Enterprise Ireland.

To conclude on the contribution that Government interventions have made to 

the provision of training and development in the Technology sector, it is clear that the 

responding companies perceive this contribution as being small to moderate. It is also 

evident that a lack of knowledge of the support available is the key prohibiting factor, 

with the “red tape” that is involved also playing a part.

In relation to the extent to which the individual companies are pursuing the 

practices that have been recommended by the Government in order to ensure that 

training provision remains flexible enough to meet changing skills requirements, a 

number of practices have been used. These include multi-skilling and conversion 

programmes, the use of modular programme structures, and the provision of training 

and development that is linked to a performance measurement system. However, none 

of the companies have used Accelerated Training Programmes or the accreditation of 

prior learning and experience for the purpose of ensuring programme flexibility. It is 

also possible to conclude that the level of cooperation that is taking place between 

individual employers and education/training providers is very low. None of the 

companies have made any attempt to pool resources (human or physical) with 

education and training providers, in order to improve the quality or quantity of training 

that is made available. However, a very small percentage of the companies indicated 

that they have cooperated with education/training providers in the design of course 

materials and in the delivery of course materials. And a slightly greater percentage of 

companies have cooperated with education/training providers through the provision of 

company-based training and company sponsored training. The overall conclusion to 

emerge from this objective is that the general reaction to Government interventions has 

been extremely poor.

On the whole, the research that has been undertaken has succeeded in meeting the 

research objectives, and in answering the sub-questions incorporated in these
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objectives. The conclusions have been varied; when the activities of the responding 

companies are considered in isolation, the picture to emerge is primarily positive. 

However, it is when one considers the extent to which external support (in the form of 

Government interventions) is integrated into the overall training practices of these 

companies that significant gaps in practice are identified.

6.2 Recom m endations for Future Practice

On the basis of the research process that has been undertaken, including the review of 

the available literature and analysis of the findings that have resulted from the survey, 

Figure 22 presents a framework that is intended to guide future training and 

development practices in Irish Technology companies. This framework relates to the 

planning and delivery of interventions, and the outcome is strategically focused human 

resource development interventions. The process must be built upon the recognition, at 

all levels of the organisation, of the strategic importance of human resource initiatives 

for the organisation, and as such must be integrated and planned as a strategic activity. 

This must be accompanied by a supportive learning environment, which fosters a 

culture of knowledge sharing, participation, tolerance of failure, and lifelong learning. 

The planning and design of training and development programmes must be addressed 

as a systematic process, incorporating a needs identification process which involves all 

employees, HR/training specialists, and management at all levels. The allocation of a 

dedicated training budget will also help to ensure that the process remains systematic. 

At a practical level, learning (at the individual, group and organisational level) should 

be fostered through the use of a range of learning techniques. These techniques should, 

above all, emphasise the role of the learner as being at the centre of the learning 

experience. These efforts should be integrated with the selection of a range of delivery 

methods that suit the needs of the individual learners, the time, human and financial 

resources that are available for the intervention, and the type of content that is to be 

delivered. At a lower level, the tools and visual aids that are used to support the 

delivery of training content should be carefully chosen so as to maximise the impact of 

key messages in the training content. The final element in the framework requires the 

integration of the external environment with human resource development 

interventions, through use of the available Government support and cooperation with
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education and training providers. In order for this to be effective, it is necessary for the 

relevant Government bodies to ensure that companies remain updated about the support 

that is available. The responsibility also lies with individual companies to ensure that 

they draw upon the support that is available and integrate this support into their 

framework for training and development provision. Cooperation with education and 

training providers will help to ensure that skills provisions are relevant to the needs of 

the company. This cooperation can also involve the pooling of scarce resources, in 

order to make development efforts more effective and cost-efficient. The framework 

also requires companies to take advantage of opportunities to network with other 

companies that have similar skills needs. Initiatives such as the Skillnets scheme 

should set the scene for such projects.

This process must be carried out on a continuous basis, in order to ensure that 

changing skills requirements are catered for. The development opportunities should 

also be made available to employees at all levels, in order to discourage communication 

voids and hierarchical thinking.

In conclusion, the adoption of this framework will help the company to leverage the 

benefits of training and development interventions by integrating these interventions 

into all levels of the organisation, through a system of strategically focused human 

resource development. The adoption of this approach will help the organisation to 

secure the following benefits:

a) To Ensure the Supply of Necessary Labour and Skills: In order to counteract 

the decreasing supply of new entrants to the labour force.

b) To Ensure that Skills Do Not Become Obsolete: The increasing pace with 

which Technology skills needs change requires existing workers to be re-trained 

(for the benefit of the organisation and for their own employability) in order to 

ensure that their skills and capabilities, and by extension the skills and 

capabilities of the company, do not become obsolete

c) To Leverage Knowledge for Competitive Advantage: It is crucial that 

organisations recognise the importance of intellectual capital (which is created 

and maintained through knowledge), and develop processes to create, develop, 

and disperse the knowledge that underlies this intellectual capital within the 

organisation. Knowledge, then, becomes the source of competitive advantage.
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d) To Keep Employees Motivated: Not only do training and development

opportunities motivate employees, but they can also ensure that this motivation 

is leveraged to link employees goals and objectives with the goals and 

objectives of the organisation.

Consistent with Heraty and Morley (2000), strategically focused human resource 

development interventions possess the ability to make a key contribution to the success 

of an organisation, by encouraging innovation, improving strategic decision making 

and augmenting overall performance potential. Following Gunnigle and Flood (1992), 

it is crucial that an organisation is able to achieve integration between the development 

needs of the organisation and those of the individual employees. By incorporating 

development activities into the organisation through a system of strategic human 

resource development, this integration can be achieved.

The aim of this research process has been to build upon and learn from the existing 

literature, which provides theories, cases and examples, both from a general 

perspective, and in relation to the Technology sector in particular. Guided by the 

research objectives, the process has sought to make a contribution to addressing the 

research gaps, as identified in the Literature Review. However, further research is 

necessary. It has not been within the scope of this research to address, for example, the 

needs identification and evaluation procedures that take place in these companies. In 

order to build a more complete picture of training and development in the Irish 

Technology sector, it is necessary for future researchers to pursue efforts aimed at 

providing such knowledge.
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Figure 22: Framework for Human Resource Development in Irish Technology Companies
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A PPENDIX 1

COVER LETTER

Recipient Name/Address Return Address

Date

Dear (name o f  recipient)

Survey of Employee Training in Irish Technology Companies

You will find enclosed a short survey relating to the training and development practices 
of your company. This survey is being sent to you as part of a research project 
currently being undertaken by myself, Jennifer McKee, at the Institute of Technology, 
Sligo. I am undertaking this research under the supervision of Jimmy Treacy (lecturer 
at the Institute of Technology, Sligo), for the award of a Master of Business Studies 
degree. The information gathered will be an invaluable tool for developing innovative 
solutions to training and development needs, and will also act as a benchmarking 
device for Irish technology companies.

The survey should take around 20 minutes to complete. Please answer the questions as 
fully and accurately as possible, and return in the stamped/addressed envelope 
provided. Alternatively, if you would prefer to complete and submit the survey online, 
you may do so at:

Website Address fo r  Online Survey

Once you have returned the survey (by post or online), please complete the enclosed 
postcard and return separately from the survey. Returning this postcard lets us know 
that you have completed the survey, while at the same time preserving your anonymity.

Please be assured that any information supplied by you will remain strictly confidential. 
The survey has been designed to allow complete anonymity, and no identifying 
information will be attached to the research findings.

If you have any queries or would like further information about the research, you may 
contact me by telephone on (contact number), or by email at (email address for contact).

Thank you for taking time to complete the survey.

Yours sincerely

Jennifer McKee



APPENDIX 2

QUESTIONNAIRE



SECTION A -  DEMOGRAPHIC DETAILS

A l. Please indicate your job title:__________________________________

A2. In which area is your company located? (please tick one only)

□ Dublin □ Ulster □ Munster □ Leinster □ Connacht

A3. How many employees does the company have at present? (please tick one only)

□ <10 □ 1 0 -4 9  □ 5 0 -9 9  □ 100-149

□ 150-199 □ 200 -  249 □ 250 +

A4. Which of the following markets does the company operate in? (you may tick more than one)

□ Local/Regional □ National □ EU □ Outside EU

A5. In which of the Deloitte & Touche Technology Fast 50 company categories does 
the company fit? (please tick one only)

□ Equipment Manufacturer □ ASP □ Telecommunications

□ Biotech/Medical Products □ Software □ Hi-Tech

□ Networking & communications □ ISP

□ Other (please specify) _______________________

SECTION B -  TRAINING AND DEVELOPMENT

B l. a) Please indicate the total value of expenditure on training and development for the 

past year, expressed as a percentage of overall payroll: %

b) Was this expenditure made from a specific annual budget set aside for training and 
development activities?

□ Yes □ No

c) On estimate, what percentage of 
the expenditure was allocated to each 
of the following occupational groups?
(please ensure that the total adds to 100%)

d) On estimate, what proportion of the expenditure was allocated to Computer-Based 
Training?

□ None □ Less than 10% □ 10-20% □ More than 20%

Occupational Group %

1 . Senior Management/Directors

2 . All O ther Managers

3. Professional Staff

4. Technical Stall'

5. Clerical & Administrative staff

6 . M anual Workers

T otal 1 0 0
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B2. For each occupational group, please indicate the average number of days spent in 
training per employee over the past year:

1-5 6-10 11-15 16-20 >20

Senior Management/Directors □ □ □ □ □
All Other Managers □ □ □ □ □
Professional Staff □ □ □ □ □
Technical Staff □ □ □ □ D

Clerical & Administrative Staff □ □ □ □ □
Manual Workers □ □ □ □ □

B3. If an employee is seeking to pursue self-development through an external 
institution, will your company make a financial contribution to the cost of
training? (please tick one only)

□ Yes, the company will pay the full cost

□ Yes, the company will pay part of the cost

□ No, the company will not contribute to the cost

B4. In terms of facilitating access to training, does your company usually allow 
employees to have time off work for training? (please tick one only)

□ Usually Allow Time Off

□ Sometimes Allow Time Off

□ Will Not Usually Allow Time Off

B5. For each of the following statement sets, please choose the one that best 
describes the training and development situation in your company:

a) Training is planned, designed and delivered:

□ Systematically □ Unsystematically

b) The biggest emphasis is placed upon:

□ Formal Training □ Informal Training □ Both

c) The role of training and development is:

□ Operational □ Tactical □ Strategic

d) Training and development focuses upon:

□ Individual Training Needs

□ Organisational Training Needs

□ Both Organisational and Individual Training Needs
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SECTION C -  TRAINING METHODS, TECHNIQUES AND TOOLS

Cl. a) Please indicate how often each of the following methods is used in the training and 
development of your employees. For each method, please also indicate (in the far right 
column) if your company intends to use it in the future, whether or not it is currently being 
used.

C onventional M ethods Frequently Fairly
Often Infrequently Not at 

All
Intend to Use 

in Future
O n -th e -jo b  T ra in in g
V ideo tapes
F ilm s
A u d io tap es
L ec tu res
Role P lays
C ase S tud ies
G am es
C onferences/D iscussions
F o rm al/P ro fessional E duca tion
N on-E lectron ic  O pen  L earn in g
O th e r  O ff-th e -Jo b  T ra in in g

C om puter-B ased Training M ethods

C o m p u ter-B ased  S im ulations
In te rn e t
In tra n e ts
E x tran e ts
C D -R O M s

O th e r  (please specify below)



b) For each method that is currently being used, please indicate how long your company has been using the method for each occupational group.
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O ccupational G ro u p /  M anagem ent P ro fe ss io n a l/T ech n ica l A dm in istra tive  /  M anual

Years o f  Use < 1 1-3 4-6 7-9 1 0+ < 1 1-3 4-6 7-9 10+ < 1 1-3 4-6 7-9 1 0+

O n -th e -jo b  T ra in in g
V ideotapes
Film s
A udio tapes
L ectu res
Role Plays
C ase S tudies
G am es
C onferences/D iscussions
F orm al/P rofessional E ducation
N on-E lectron ic O pen L earn ing
O th e r  O ff-the-Job  T ra in in g
C om puter-Based Training M ethods
C om puter-B ased  S im ulations
In te rn e t
In tra n e ts
E x tran e ts
C D -R O M s

O th e r  (please specify below)
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c) If Computer-Based Training methods are used, have any of the materials been 
customised to the specific needs of your company? (please tick one only)

□ Y es, som e custom ised  m a te r ia ls  have  been  developed in -house (Go to C2)

□ Yes, som e custom ised  m a te ria ls  have  b een  developed by ex te rn a l co n su ltan ts  (Go to C2)

□ Yes, custom ised  m a te ria ls  have b een  developed  b o th  in -house a n d  ex te rn a lly  (Go to C2)

□ No, no n e  o f th e  m a te ria ls  hav e  b een  custom ised  to  th e  specific needs o f th e  
com pany

d) In the space below, please state what you believe to be the main factor deterring your 
company from developing customised Computer-Based Training materials

C2. a) Please indicate how often each of the following techn iques is used by your company 
to facilitate learning. For each technique, please also indicate (in the far right column) if your 
company intends to use it in the future, whether or not it is currently being used.

T echnique Frequently Fairly
Often Infrequently Not at 

All
Intend to Use 

in Future
N etw o rk in g  & B enchm ark ing
O n lin e  K now ledge E xchange
C ritica l In c id en t Review
A ction L ea rn in g
E x p erim en ta tio n
C oach ing  & M en to rin g
T eam  D evelopm ent

O th e r  (p lease specify below )
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b) For each technique that is currently being used, please indicate how long your company has been using the technique for each occupational group.

O ccupational Group  / M anagem ent P rofessional /  T echnical A dm in istra tive  /  M anual

Years o f  Use < 1 1-3 4-6 7-9 10+ < 1 1-3 4-6 7-9 10+ < 1 1-3 4-6 7-9 1 0 +

N etw orking  & B enchm ark ing
O nline K now ledge E xchange
C ritica l Inc iden t Review
A ction L earn in g
E xperim en ta tion
C oaching  & M en to ring
T eam  D evelopm ent

O th e r  (please specify below)
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C3. a) Please indicate how often each of the following tools/aids is used to support the delivery of training to your employees.

For each tool/aid, please also indicate (in the 
far right column) if your company intends to 
use it in the future, whether or not it is 
currently being used.

Technique Frequently Fairly
Often Infrequently Not at 

AU
Intend to Use 

in Future
O verhead  P ro jec to rs
T ab le-T op  P resen te rs
Flip C h arts
W hite  /  B lack B oards
LC D  /  C o m p u te r D isplays
P ho tog raphs
P osters /  A dvertising  Copy
In fo rm atio n  A bout C om petito rs
W ork ing  P ap ers

O th e r  (please specify below)

b) For each tool/aid that is currently being used, please indicate how long your company has been using the tool/aid for each occupational group.

O ccupational Group  /  M anagem ent P rofessional /  T echnical A dm in istra tive  /  M anual

Years o f  Use < 1 1-3 4-6 7-9 1 0+ < 1 1-3 4-6 7-9 1 0+ < 1 1-3 4-6 7-9 10+

O verhead  P ro jec to rs
T ab le-T op  P resen te rs
F lip C h arts
W hite /  B lack B oards
LC D  /  C o m p u te r D isplays
P h o to g rap h s
P oste rs  /  A dvertising  Copy
In fo rm atio n  A bout C om petito rs
W ork ing  P ap e rs

O th e r  (please specify below)
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SECTION D -  GOVERNMENT SUPPORT

D l. To what extent are you aw are o f the work carried out under the B usiness E d u ca tio n  a n d  T ra in in g  
P a rtn e rsh ip  initiative?

- - The Business Education and Training Partnership incorporates the ‘Business Education and 
Training Partnership Forum’. the ‘Expert Group on Future Skills Needs’, and the 
‘Management Implementation Group’ - - 

(please tick one only)

□ I  am  aw are  o f th e  in itia tiv e  a n d  th e  w o rk  c a rr ie d  o u t u n d e r  it

□ I  have h e a rd  o f th e  in itia tiv e , b u t a m  u n a w a re  o f th e  w o rk  ca rr ie d  o u t u n d e r  it

□ I  have n o t h e a rd  o f th e  in itia tive an d  am  u n a w a re  o f th e  w ork  c a rrie d  o u t u n d e r  it

D2. From  the following list o f  Government supported initiatives, please tick all those that you are aware of:

□ T he N ational T ra in in g  F u n d  □ N a tio n a l R eg ister o f T ra in e rs  (FAS / Enterprise Ireland)

□ F a s tra c k  to IT  □ FA S C om petency  D evelopm ent P ro g ram m e

□ FAS N et College □ FA S T ra in in g  C ourses (non-electronic)

□ P o st-G rad u a te  C onversion  C ourses □ A ccelera ted  T ra in in g  P ro g ram m es

□ Sm all F irm s C lu s te r  P ro g ra m m e (FAS) □ L eo n a rd o  d a  V inci T ra in in g  P ro g ram m e

□ Socrates P ro g ra m m e  □ E x p o rt O rie n ta tio n  P ro g ra m m e  (Enterprise Ireland)

□ T he M en to r N e tw o rk  (Enterprise Ireland) □ M an a g em en t D evelopm ent G ra n ts  (Enterprise Ireland)

□ W id er H orizons T ra in in g  P ro g ra m m e □ FA S T ra in in g  A dvisory  Service /  P ro g ram m es

□ Skillnets □ Excellence T h ro u g h  P eople □ M ark e tin g  Skills Schem e

□ T he F u n d in g  fo r  In d u s try  (F O I) In itia tiv e  -  C om petitive  S tra n d

□ T he F u n d in g  fo r  In d u s try  (F O I) In itia tiv e  -  N on-C om petitive S tran d

□ ST E PS (Science, Technology & Engineering Programme for Schools)

□ T he E m p lo y m en t & H u m a n  R esource  D evelopm ent O p e ra tio n a l P ro g ram m e
(set out in the National Development Plan 2000 -  2006)

□ N ational T ra in e esh ip  P ro g ra m m e (FAS / Enterprise Ireland)

D3. Please indicate w hich o f  the following Governm ent supported initiatives your company has actually 
m ade use of for the purposes o f  training and development:

a) Linking Employers With Education/Training Providers

□ The B usiness E d u c a tio n  a n d  T ra in in g  P a r tn e rsh ip  F o ru m

□ P o st-G rad u a te  C on v ersio n  C o u rses □ FA S T ra in in g  A dvisory  Service /  P ro g ram m es

□ A ccelera ted  T ra in in g  P ro g ram m es □ FA S T ra in in g  C ourses (non-electronic)

□ M ark e tin g  Skills S chem e (Enterprise Ireland) □ FA S C om petency  D evelopm ent P ro g ra m m e

□ N ational R eg is ter o f  T ra in e rs  (FAS / Enterprise Ireland) □ FA S N et College

□ T he F u n d in g  fo r  In d u s try  (F O I) In itia tiv e  -  C om petitive  S tra n d

Please expand on your answers in the space below

- 9 -
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b) Linking Employers With Each Other 

□ The National Training Fund □ Small Firms Cluster Programme (FAS) □ Skillnets
Please expand on your answers in the space below

c) Increasing Awareness of Skills Opportunities 

□ Excellence Through People □ STEPS (Science, Technology & Engineering Programme for Schools)

_________________________________________________ Please expand on your answers in the space below

d) Support Under the National Development Plan 2000 — 2006

□ Support aimed at promoting Employability and Social Inclusion

□ Management Training and Entrepreneurship Skills Support

□ Support aimed at promoting Adaptability and Lifelong Learning

□ Support aimed at promoting Equality for disabled and other disadvantaged persons
Please expand on your answers in the space below

e) Other Support

□ T he F u n d in g  fo r  In d u s try  (F O I) In itia tiv e  -  N on-C om petitive S tra n d

□ T he M e n to r  N e tw o rk  (Enterprise Ireland) □ E x p o rt O rien ta tio n  P ro g ra m m e  (Enterprise Ireland)

□ N atio n al T ra in e esh ip  P ro g ra m m e  (FAS / Enterprise Ireland) □ S o cra te s  P ro g ram m e

□ W id er H o rizo n s T ra in in g  P ro g ra m m e □ M an ag em en t D evelopm ent G ra n ts  (Enterprise Ireland)

□ L eo n a rd o  d a  V inci T ra in in g  P ro g ra m m e □ M easu res  to  in crease  th e  flex ib ility  of courses

□ F in an c ia l o r  o th e r  s u p p o r t  fo r  eq u ip m en t ren ew al □ S u p p o rt fo r  In -C o m p an y  T ra in in g

□ O th e r (please specify and expand) ____________________________________
_________________________________________________ Please expand on your answers in the space below

- 1 0 -
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D4. In your opinion, what contribution have Government interventions made, to date, 
to the provision of employee training and development in the Technology sector?
(please tick one only)

□ A Very Significant Contribution □ A Moderately Significant Contribution

□ A Small Contribution □ Not a Very Significant Contribution

D5. Please indicate below what you believe to be the main factor deterring your company from 
taking advantage of Government support mechanisms.

D6. What measures have been adopted by your company to improve the flexibility and 
relevance of training provision?

□ Modular Programme Structures □ Accelerated Training Programmes

□ Accreditation of Prior Learning/Experience

□ Multi-Skilling/Conversion Programmes

□ Other (please specify) ______________________________

D7. Does your company cooperate with education and training providers (such as Universities 
or Institutes of Technology) in relation to any of the following?
(tick as many as appropriate)

□ Design of Course Materials

□ Delivery of Course Materials
Please expand on your answers in the space below

D8. Does your company cooperate with education and training providers in the form
of: (tick as many as appropriate)

□ Company-Sponsored Training

□ Company-Based Training

Please expand on your answers in the space below
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D9. Does your company pool resources with education and training providers?
(lick as many as appropriate)

□ Physical Resources (e.g. training space/facilities) are Shared
□ Human/Intellectual Resources (e.g. Staff or Students) are Shared

Please expand on your answers in the space below

SECTION E - COMMENTS

El. Do you have any further comments that you would like to make in relation to this survey, 
to training and development in the Irish Technology sector, or to the training and 
development practices of your company?

Thank you for taking time to complete the survey 
Please remember to return the postcard that was enclosed with the mailing 

This will let us know that you have completed the survey


