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Abstract

The purpose of this paper is to deal with the outcomes of a so-called “employability management needs
analysis” that is meant to provide more insight into current employability management activities and
its possible benefits for Information and Communication Technology (ICT) professionals working in
Small- and Medium-sized enterprises (SMEs) throughout Europe. A considerable series of interviews
(N=107) were conducted with managers in SMEs in seven European countries, including Germany,
Greece, Italy, the Netherlands, Norway, Poland, and the UK. A semi-structured interview protocol
was used during the interviews to cover three themes: employability (13 items), ageing (8 items), and
future developments and requirements (13 items). Analysis of all final interview transcriptions was at a
national level using an elaborate common coding scheme.

Although an interest in employability emerged, actual policy and action lagged behind. The recession
in the ICT sector at the time of the investigation and the developmental stage of the sector in each
participating country appeared connected. Ageing was not seen as a major issue in the ICT sector
because managers considered ICT to be a relatively young sector. There appeared to be a serious lack
of investment in the development of expertise of ICT professionals. Generalization of the results to
large organizations in the ICT sector should be made with caution. The interview protocol developed
is of value for further research and complements survey research undertaken within the employability
field of study. It can be concluded that proactive HRM (Human Resource Management) policies and
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strategies are essential, even in times of economic downturn. Employability management activities
are especially important in the light of current career issues. The study advances knowledge regarding
HRM practices adopted by SMEs in the ICT sector, especially as a gap in knowledge about career
development issues in that particular sector.

Keywords: Employability management, Ageing, SMEs, ICT-sector.

Introduction

Despite the increasing importance of employability or career potential for governments, employers,
and employees, scientific research about how employability can be acquired, developed, and sustained
over the full cycle of a career is lacking. The concept of employability came into use in the 1950s
(Versloot, Glaudé, & Thijssen, 1998). However, it is only since the late 1990s that employability
has been studied empirically (cf. Fugate, Kinicki, & Ashforth, 2004; Rothwell & Arnold, 2007; Van
der Heijde & Van der Heijden, 2006). In the present study, an attempt is made to address the gap by
examining current employability management practices in information and communication technology
(ICT) small- and medium-sized enterprises (SMESs) across European countries.

The nature of employment and work patterns has changed considerably in past decades. Careers
increasingly are without boundaries, in the sense that, these days, during career progression, more
boundaries are crossed, for example, occupational, departmental, and organizational, as compared to the
past (DeFillippi & Arthur, 1996; Feldman & Ng, 2007; Gunz, Evans, & Jalland, 2000). When careers
are less predictable, thorough diagnosis of the required competences and/or one’s employability are
crucial starting-points for all career policy activities.

Life cycles of occupations and functions have shortened tremendously, especially in knowledge-
intensive industries. In addition, employment relations are becoming more discontinuous. Temporary
contracts and increased subcontracting imply that employers are viewed increasingly as providers of
career development activities aimed at building up the necessary knowledge and skills that enhance
employability rather than secure employment (Arthur, Inkson, & Pringle, 1999; Capelli, 1999).
Therefore, a key question is the following: Which role should employers and employees in continuously
updating workers’ professional expertise and guaranteeing their employability adopt?

In daily practice, employers generally do not assume full responsibility for the employability
enhancement of their employees. Consequently, in many circumstances, employees ought to develop
further their occupational expertise without the support of organizational systems (Anakwe, Hall, &
Schor, 2000). Possibilities for the development of broader expertise are explored scarcely at all, and
employees are not taught how to build up new knowledge and skills (Van der Heijden, 2002). In addition,
beneficial working conditions in this respect are seriously lacking, and this while development in other
areas is virtually the only way to avoid over-specialization and lop-sided knowledge development.

Especially in the ICT sector, the lack of stimulating working conditions has important implications
because switching to another area might be necessary because of company-related circumstances,
reorganizations, or market changes. That is to say, ICT professionals whose professional development is
too narrow, with all their acquired specific expertise in a single area, will be sidelined (Schreinemakers &
Peereboom, 1999; Scholarios et al., 2008). However, maintaining expertise is by no means an easy task.
The potential of a given organization to perform optimally in global markets depends on employees’
capabilities to develop, cultivate, and maintain critical knowledge and skills.

From the perspective of ageing, in other words, an increasingly older working population, it is
essential to know that employability will be maintained throughout a career. In the field of ICT, the ageing
of the workforce presents serious challenges to ensuring employment over the years. Technological
innovations are a push factor leading to a decrease in labor participation by older employees because the
knowledge and skill requirements are constantly changing. Often, older employees are not provided with
the necessary education and training program adapted to their needs (cf. Armstrong-Stassen & Templer,
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2005), yet find it necessary to remain employed. Even worse is the fact that technological innovations
may lead to an increase in productivity, leading to an outflow of older employees in particular.

Although consideration of age-related issues in career development is relatively recent, a growing
concern about guiding individuals’ professional development throughout their working lives is apparent
(cf. Boerlijst, Van der Heijden, & Van Assen, 1993; De Lange, et al, 2005; Kwakman, et al, 2002; Shultz
& Adams, 2007; Van der Heijden, De Lange, Demerouti, & Van der Heijde, 2009). Scholars in the field
build upon the assumption that in cases where functions are not becoming obsolete and older employees
are able to adapt to changing requirements, employability can remain good during an entire working life
(cf. Van Loo, De Grip, & De Steur, 2001).

The objective of this paper is to determine employability management practices within the ICT sector
in Europe. It is essential to investigate to what extent companies are focusing upon the enhancement of
occupational expertise in order to enable life-long career development of staff. Because a serious lack
of empirical research about SMEs exists (Chanaron, 1998), we aim to contribute to closing this gap in
the literature by concentrating on employability management strategies in this particular section of the
labor market.

The Concept of Employability

Employability is studied from different angles and distinct levels, such as individual, organizational,
and industry, across a wide range of academic disciplines, including business and management science,
psychology, sociology, and education. However, few studies have tried to integrate the different
perspectives (Thijssen & Van der Heijden, 2003). In addition, numerous related concepts are used in
order to refer to employability, including mobility, flexibility, and transfer (Van der Schoot & Streumer,
2003). Definitions and synonyms for the concept at the employee level are abundant (De Grip, Van Loo,
& Sanders, 2004; Forrier & Sels, 2003; Fugate et al., 2004; Harvey, 2001; Rothwell & Arnold, 2007;
Thijssen & Van der Heijden, 2003; Van der Heijden & Thijssen, 2003; Van Lammeren, 1999). Each
definition emphasizes a diversity of career aspects of actual and potential employees, but all refer to
employment as an outcome (cf. Van der Heijde & Van der Heijden, 2006, for a more detailed overview).

In the current study, the employability framework proposed by Van der Heijde and Van der Heijden
(2006) was adopted. Employability is defined as “the continuous fulfilling, acquiring or creating of
work through the optimal use of competences” (p. 453). This so-called competence-based approach to
employability is derived from an expansion of the resource-based view of a firm. Its conceptualization
comprises five dimensions of employability, with the dimension of occupational expertise complemented
with four competences that are more general: (a) anticipation and optimization, (b) personal flexibility,
(c) corporate sense, and (d) balance. The proposed employability dimensions relate to both job-related
matters and to aspects of a broader career development.

The first dimension, considered a prerequisite for positive career outcomes, is occupational
expertise. It comprises knowledge and skills related to a particular domain as well as to the amount of
social recognition by important key figures in one’s professional area. Occupational expertise is seen
as a significant human capital factor for the vitality of organizations whose importance, due to the
intensification of knowledge, is only growing (Enders, 2002).

Anticipation, optimization, and personal flexibility focus on adaptation to changes and developments
and refer to distinct types of adaptation, the former being a self-initiating pro-active variant and the
latter a more passive and reactive variant. More specifically, anticipation and optimization is preparing
for and adapting to future changes both personal and creative manner, and striving for the best possible
results. Personal flexibility is the capacity to adapt easily to all kinds of changes in the internal and
external labor market that do not pertain to one’s immediate job domain. Both adaptation types coexist
and function to enhance the employability of the professional worker.

Corporate sense is the participation and performance in different work groups, such as organizations,
teams, occupational communities, and other networks; it involves sharing responsibilities, knowledge,
experiences, feelings, credits, failures, goals, and so forth. This employability dimension also reflects
the fact that the erosion of the traditional dichotomy between managers and support staff requires
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employees to participate more as members of an integrated team, to identify with corporate goals, and
to accept collective responsibility for decisions (Chapman & Martin, 1995).

The fifth employability dimension in Van der Heijde and Van der Heijden’s (2006) operationalization;
that is, balance, is defined as compromising between opposing employers’ interests as well as one’s own
opposing work, career, and private interests as an employee, and between employers and employees’
interests. Working life is characterized by strongly competing demands that are not easily balanced,;
hence, this dimension reflects the ability of the individual to accommodate all different types of demands.

Methodology

First, in order to decide on a sound sampling strategy, the nature of employment in the ICT sector in
the seven participating European countries, namely, Germany, Greece, Italy, the Netherlands, Norway,
Poland, and the UK, was examined in a thorough sector analysis using secondary data (cf. Scholarios
et al., 2008 for specific outcomes). Next, a group of 107 individuals who were managing directors,
CEOs, or senior managers in SMEs in the ICT sector was approached for semi-structured interviews.
The participating companies were found to be representative of the population of ICT companies in the
respective countries as identified in the sector analysis. Each country aimed for five companies, in each
of the three distinguished SME size bands: (a) 10-49 employees, (b) 50-149 employees, and (c) 150-249
employees. Micro SMEs, that is, SMEs with less than 10 employees, were not included because some
of the aspects of employability management that were of interest in the study included organizational
culture and leadership style; the latter are aspects that cannot be validly dealt with in interviews with
representatives of micro organizations.

Furthermore, a representative distribution by region, following the actual distribution of ICT SMEs
in the participant countries, was targeted. Fifteen interviews were conducted in each country, apart from
Poland (N=18) and the United Kingdom (N=14). The number of conducted interviews by company size
in each country is shown in Table 1.

Table 1.
Number of Interviews Conducted in the Seven European Countries by SME Size

Country/SME size 10-49 50-149 150-249 Total
Germany 3 7 5 15
Greece 13 2 - 15
The Netherlands 10 2 3 15
Norway 5 5 5 15
Italy 10 3 2 15
Poland 6 6 18
United Kingdom 5 1 14
Total 55 30 22 107

A common semi-structured interview protocol that covered three themes was used: (a) employability
(13 items); (b) ageing (8 items); and (c) future developments and requirements (13 items). Definitions
of all relevant concepts were given to the participants by the researchers, in order to prepare participants
for the specific interview questions. Appendix I includes a full depiction of all interview items.

Examples of interview items related to employability are the following: Does the management team
in your company pay attention to employability management and in what sense? Has an employability
management policy been formulated in your company? If so, can you give a clear formulation of
its content? What kind of activities in the area of employability management is undertaken in your
organization?

Item examples for the issue of ageing are the following: Is your company concerned about whether
ageing and dejuvenization (i.e., a decrease of the birth rate so that the number of newcomers in the labor
market diminishes) of the population will bring about problems for your own company with regard to the
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employability of employees? Does a clear management view exist regarding age borders? At what point
are essential changes to be expected regarding ICT professionals? What is the foundation of these views?

Examples of interview items that covered the topic of future developments and requirements are
the following: Which future challenges are expected to come up in your company? Which personal
characteristics, knowledge, expertise, skills, and so forth are necessary for the future of your company?’
Does your company make a prognosis regarding internal and external supply of competent ICT
professionals in the future?

The interview questions were translated and back-translated (Hambleton, 1994) to the original list
of questions that were formulated in Dutch, where the coordinator of the Indic@tor study was based,
in order to ensure semantic invariance across languages. The interviews were conducted in the national
language of the participating countries. Most interviews were conducted face-to-face (92.5%), a small
number by telephone (6.5%), and one via e-mail. Table 2 presents a full outline on the interview methods
used across countries. The interview duration varied between 30 and 90 minutes.

Table 2
Interview Methods for the Seven European Countries

Country/methods Faf(;ec-;o- Telephone  E-mail  Protocol P;c;t\?::(!;n Taped Notes
Germany 15 0 0 Yes No No Yes
Greece 15 0 0 Yes No No Yes
The Netherlands 14 0 1 Yes Yes Yes Yes
Norway 12 3 0 Yes No Yes Yes
Italy 13 2 0 Yes No No Yes
Poland 18 0 0 Yes No No Yes
United Kingdom 12 2 0 Yes No Yes Yes
Total 99 7 1 100%  1Yes/6 No 3 Yes/4 No 100%

All final interview transcriptions were analyzed at a national level using a common coding scheme
developed by the coordinator of the study. The scheme was constructed based on three Dutch interviews
via an elaborate content analysis (Baarda, De Goede, & Teunissen, 1995). According to the method,
data were divided into core labels (variable categories), dimensions within the core labels, and loadings.
Three core labels were formulated: (a) employability, (b) ageing, and (c) future developments and
requirements. An example of a dimension within the core label employability is “employability
management.” Loadings represented a group of similar statements that were indicative of a certain
dimension. For example, “... interest in employability management, however, ad hoc and unstructured,
and one can speak of no real activity directed towards the employability of employees....” was a
statement that was identified as a loading for the dimension employability management. Due to the high
number of interviews and variables, loadings were identified in cases where at least five respondents
reported a similar statement that was indicative of a certain dimension. For each national level, the
coding scheme was filled out three times: (a) once for the SMEs with 10 to 49 employees, (b) once for
the SMEs with 50 to 149 employees, and (c) once for the SMEs with 150 to 249 employees. The coding
scheme functioned as a basic framework in which additional categories or dimensions for each core
label could be added. In the cross-cultural analysis, comparable response patterns were aggregated via
the same method of content analysis as described above in order to depict the results’ matrix. The full
coding scheme is available upon request from the corresponding author.

Results

In this section, the outcomes of the study will be described. For sake of clarity and completeness,
all interview questions are dealt with in the order given in Appendix A, followed by a concise summary
of the main outcomes, categorized by theme, namely, employability, ageing, and future developments
and requirements.
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Employability Management

The first area of concern pertained to managements’ current attention to employability management
issues, its direction, and its content. Below are the findings.

Most managers indicate that they give attention to employability matters. However, in 20.6% of the
cases, attention is ad hoc and unstructured, and one can speak of no real activity directed towards the
employability of employees. In addition, 14% of managers declare that the market decides, especially
in a situation of economic uncertainty. Overall, mainly small SMEs of size band 10-49 mention these
difficulties. More specifically, most managers (32.7%) report holding conversations with employees
in order to compose a development plan in which (in)formal training is significant, although such
conversations are not mentioned by the Greek managers. In 26.2% of the cases, attention is directed
toward assessments, but not among Greek managers and seldom among managers from Germany. In
addition, 23.4% of the managers state that they pay attention to the employability of ICT professionals,
and at the same time, further develop their organizational vision and strategy. Of the managers
interviewed, 7.5% do not mention any area at all, the majority being managers of SMEs of size band
150-249. “Finding the right people” is mentioned by 5.6% of managers, mainly British managers.
Finally, 4.7% of the British managers of SMEs of size band 50-149 indicate paying attention to (in)
formal training.

More than half of the managers (59.8%), but to a lesser degree among those from Germany,
mention that, in order to satisfy customers, high quality employees are required, and the size of an
SME does not seem to matter in this respect. Customer satisfaction motivates managers’ attention to
employability. Of the managers interviewed, 26.2% find it important that employees stay with their
employer; this is particularly true for British, Dutch, and German managers. German managers (18.7%
of the respondents) say this is essential for making full use of competencies. Another group (13.1%)
says that they react on demand because they have to be flexible and respond rapidly to events. Reacting
on demand is especially the case for SMEs of size band 150-249 in Poland and SMEs of size band 10-49
in the Netherlands. Of the managers overall, except for managers in the Netherlands and Greece, 5.6%
did not respond to these questions. Some managers (4.7%) from the UK, the Netherlands, and Italy, state
that this was their company’s core business.

Of the managers interviewed, 45.8%, mainly from SMEs of size band 10-49, say the company
director is engaged with these matters, and 30.8% that the manager of the department concerned is
responsible. Overall, others (23.4%), mainly in SMEs of size band 10-49 but none from Norway and
Greece, mention the human resource manager. The management team or board is mentioned by 22.4%,
but not by managers from Germany and Greece; the product manager by 13.1%, but not by managers
from the UK and Greece; and the employees’ own responsibility by 13.1% by mainly English and Dutch
managers in SMEs of size band 10-49. Only 4.7% of the managers, excluding managers from the UK,
the Netherlands, and Greece, declare that nobody is in charge of employability management. This is
contradictory to the finding that managers from all countries state that not much attention is paid to
employability in their organizations. Perhaps, the results indicate their interest in employability, rather
than real efforts to contribute towards an employability policy.

An important group (34.6%), mainly from SMEs of size band 10-49, mentions that almost
everything is ad hoc. “Things are too hectic in the current economic situation.” Attention is paid mainly
to personal development plans (34.6%), but there is no mention of this by Polish and Greek managers;
and discussions about job functions (17.8%), but there is no mention of this by managers in Germany,
Poland, and Greece. Managers from Greece (12.1%), mainly from SMEs of size band 10-49, say their
organizations are too small for this; they are relatively new in the business and have not yet developed
a policy. Of the managers, 10.3% from Norway, Germany, and Poland declared that they have no policy
at all; SME-size seems insignificant with respect to those who had no policy. Other managers (10.3%),
mainly British managers and some Norwegian and Dutch managers, mention training as a content area
of policy. Some Polish managers (5.6%) report having an employability management policy, but claim
that this is not of high importance.

The whole organization as the focus of attention is named in 57.9% of cases. In Greece, and
particularly in SMEs of size band 10-49, no attention is paid to employability management at any level
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of the organization. Mainly Polish managers (14% of the respondents) listed developers of applications,
consultants, and managers. Others appear to draw attention to ICT teachers (4.7%), except for managers
in Norway, Germany, and Greece.

Almost all respondents (83.2%) report having no gender-orientated employment policy, claiming
that they treat men and women the same. Managers from the UK, the Netherlands, and Italy state that
they find achieving a balance in male and female employees more important. Managers interviewed also
describe some barriers for women in the ICT industry. Managers from the UK (9.3% of the respondents)
explain that the ICT industry is generally male-dominated, which can be intimidating for women. British
managers of SMEs of size band 10-49 (6.5% of the respondents) explain that the ICT sector is especially
difficult for women because the work of ICT professionals is not a nine-to-five job, and many women
have family obligations. Other UK managers report that women are more dedicated (6.5%), or more
social and better coworkers.

More than two thirds of the managers interviewed (68.2%) report working on personal development
plans. Almost a third of the managers (29.9%), but not managers from Poland and Greece, say they
discuss and assess employee roles. Managers in SMEs of size band 10-49 feel it important to check
employees’ roles relative to career planning (22.4%), although Polish and Greek managers do not
mention this. Managers from SMEs of size band 10-49 for all countries except Germany, Poland, and
Greece report regular technical/didactical evaluations (16.8% of the respondents). Another activity
reported is the provision of funds for education (15% of the respondents), with 81.3% of those managers
being Greek and 18.7% Polish. Evaluations with employees and customers is mentioned by 13.1% of
the managers from the UK, the Netherlands, and Italy, while 11.2%, mainly Polish, Norwegian, and
British managers, report that evaluations are the responsibility of employees themselves. Only 9.3% of
the managers answered that they undertake no activities in the area of employability management, none
of whom are from Norway and Greece. This contradicts the earlier finding that, especially in Greek
SMEs, relatively little attention is paid to the employability management of employees.

To summarize, in general, results from the interviews show that most ICT managers report an
interest in employability matters with respect to the whole organization. However, attention is often
ad hoc due to the influence of the market being of such high importance in the ICT sector, with supply
and demand dictating the required competencies for ICT professionals. Flexibility is required in order
to stay ahead of accreditations of software houses. Therefore, ad hoc strategies are developed to fit the
current ICT sector conditions. Most attention in employability management is directed at assessments
and developmental plans. Reasons for this include the need to keep ICT professionals up to date.
Management also tries to enhance employees’ commitment towards the organization, and to a lesser
degree, optimize the full use and development of competencies. The director/management team, the
human resource manager, or the manager of the department concerned, are mentioned most often as
responsible for employability matters. Almost no organization has a gender-orientated employability
policy, with most ICT managers claiming that men and women are treated the same.

Ageing

This part of the results section deals with the implications of the demographic developments upon
the ICT SME companies that took part in the study.

The majority of managers (97.2%) do not expect ageing and dejuvenization of the population to bring
about problems for their organizations. For most managers (44.9%), especially in the UK, Norway, the
Netherlands, and Germany, ageing and dejuvenization is not a high priority, and they are not engaged
with these issues. Either they do not care or they are unaware of its consequences. One third of the
managers (35.5%), except for managers in Germany and hardly any in Norway and Greece, reported
that they do not expect problems because mainly young people work in the ICT sector. Greek managers
(12.1% of the respondents) report not having any problem related to ageing and dejuvenization because
of the changing business model in the ICT sector. British, Norwegian, and German managers (9.3% of
the respondents) point out the irrelevance of the topic, directing attention at the economic depression.
Other managers (5.6%), none of whom is from Germany, Greece, and Italy, list the fact that although no
problems exist in this respect, older employees are more inflexible.




Employability Management Needs Analysis for the ICT sector in Europe: The Case of Small and Medium-sized Enterprises

Almost two thirds of the ICT managers, to a lesser degree those in the Netherlands and lItaly,
answered that nobody is engaged with these matters. In 26.2% of the cases, mainly SMEs of size
band 10-49 with no managers from Germany and hardly any from Norway and Greece, the director/
management team is engaged with this. Some managers (14%), but none from Greece and Poland and
most from the Netherlands and Italy, list the human resource manager. Finally, in 6.5% of the cases, but
not in the UK, Germany, and Greece, the manager of the department concerned is mentioned.

Most respondents (97.2%) do not expect ageing and dejuvenization of the organization to be a
problem. A sizable group (43.9%), but nobody from Germany, does not see problems because the age
structure of their organizations generally stayed young. Others (25.2% of the respondents), but none
from Poland, declared that knowledge and experience are more important than age. For some (9.3%),
mainly managers from SMEs of size band 10-49 who were not from Germany, Poland, and Italy, ageing
and dejuvenization is not an issue because the age structure in their organizations has a pyramidal shape.
British, Norwegian, Dutch, and German managers (5.6% of the respondents) mention the importance
of a balanced age distribution. British managers in SMEs of size band 10-49 and Dutch managers in
SMEs of size band 150-249 (5.6% of the respondents) report that older employees cost more and are
more inflexible.

No problems are foreseen, for whichever job category, is mentioned by 70.1% of the ICT managers.
Knowledge problems for developers and programmers are foreseen by 9.3% of the managers, but
not from managers in Poland and Italy. The whole organization is mentioned by 7.5%, mainly Greek
managers (62.5%), but this is not true for managers in the UK, Germany, and Poland. Others state
that, if problems exist, the problems would happen in the area of maintenance. Only Dutch and Italian
managers mentioned, “People think this is a kind of ‘parking place,” but actually this is one of the most
stressful functions” (5.6% of the respondents).

“Nothing is done to deal with these problems because this does not apply here” is the response of
61.7% of managers, although not Greek managers. Managers interviewed from the Netherlands, Germany,
and Greece do not respond to this point (19.6% of the respondents), 71.4% of whom are Greek managers.
Actively managing careers is mentioned by 9.3%, but not by managers from the UK and Poland.

More than half of the managers interviewed do not see the importance of a certain age distribution;
some add that it is merely a reflection of a developmental stage (51.4%). Managers do not worry about
the age distribution because many employees are still young (20.6%), although the Polish managers
are worried about this, to some extent. A mix of ages is preferred by 10.3% of the managers in the
UK, Norway, the Netherlands, and Italy, mainly from SMEs of size band 10-49 and 50-149. Polish
and German managers (7.5% of the respondents) stated that older employees have more appropriate
consultancy skills, while younger professionals are better in the areas of development and programming.
Mainly British, but also Dutch, German, and Italian managers state that older employees are inflexible
(6.5% of the respondents). British, Norwegian, and Dutch managers (5.6% of the respondents) prefer
younger employees.

The most common reported motivation that lies behind the management view as regards a certain
age distribution was that as the organization is young in terms of age profile, there should be no concern
about the age distribution (35.5% of the respondents). Another answer is: “This does not apply here”
(27.1% of cases), but this statement is not true for Polish and Greek managers. British and German
managers (7.5% of the respondents) say young employees are attractive because they are flexible, while
older employees have more experience. Of the Dutch, German, Polish, and Italian managers, 6.5%,
57.1% of which were German ICT managers mainly from SMEs of size band 10-49, declare a certain age
distribution is not important at all. Others said: “The customer is King ... If the customer prefers young
employees for their helpdesk functions, we have to deliver them” (6.5%); however, this statement is not
true for managers from the UK and Greece. A mix is preferred by 5.6% of the managers from the UK
(83.3%) and Norway. Norwegian, Dutch, and Italian managers (4.7% of the respondents), mainly from
SMEs of size band 10-49 report that the need for a certain mix has more to do with competitiveness and
the need to increase productivity than with age.

Of the managers interviewed, 62.6% state that, as far as they know, there are no age borders with
respect to health. Some respondents (7.5%), but no managers from the UK, Germany, and Greece, note
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that ageing causes an increase in illnesses. Dutch managers say that health is mostly optimal over 45. A
majority state that there are no age borders with respect to family circumstances (59.8%). Between 28
and 40 years of age, family increased in importance, as did responsibilities (19.6%), but this concern
is not mentioned by Norwegian and Greek managers. Of the managers interviewed, 11.2% state age is
irrelevant, but not managers from Norway, Germany, and Poland. Last, it is mentioned that at around
28/29 years of age, women start to think about having children (10.3% of the respondents), mentioned
by managers from the UK, Norway, the Netherlands, and Italy.

Of the managers interviewed, 40.2% mention that development possibilities depend upon the person
and not upon age, except among German managers. Especially in Italy, Norway, Germany, and to a lesser
degree in the UK (22.4% of the respondents), managers do not respond at all on this issue. Especially
in Greece, but also in the UK, Norway, the Netherlands, and Italy, 17.8% of the managers, mainly
from SMEs of size band 10-49, declare that ICT professionals of 40-45 years are more stable and less
demanding. Asizable group (15% of the respondents), mainly managers from Germany, the Netherlands,
Norway, and Italy, said that age is not important. Mainly managers from SMEs of size band 10-49 and
to a higher degree in Greece than in the UK and the Netherlands, explain the significance of careers for
professionals between 30 and 40 years of age (14% of the respondents). Others, mostly managers from
the UK, Greece, the Netherlands, Italy, and Norway (11.2% of the respondents) from SMEs of size band
10-49 report that people under the age of 30 work hard in order to develop themselves. According to
mainly Dutch, one British and one Polish manager (5.6% of the respondents), people over 40 years of
age are more difficult as compared to younger employees.

Of the managers interviewed, 43% declare that mobility has nothing to do with age; rather, mobility
depends on an individual’s priorities. A sizable group of managers from Greece, the UK, Germany,
and the Netherlands (43%) answer that professionals over 45 years of age are stable. According to
24.3% of the managers interviewed, except for Greek managers, there are no age borders to mobility.
Except for German and Polish managers, 21.5% state that professionals under 30 of age are mobile in
order to shape their careers. Five managers from the UK, Norway, Germany, and Poland (4.7% of the
respondents) mention that people are mobile before settling and after raising their children.

Of the managers interviewed, 30.8%, but none from Poland, state that there are no rules about essential
age borders with respect to the function/job. Of the managers, 28%, but no German and Polish managers,
declare that knowledge, experience, and skill development are important especially until age 30. Three
categories emerged, namely, junior (25-28 years), mid-level (28-33 years), and senior (>33 years), except
in Greece (25.2% of the respondents). Especially in the UK and Greece and to a lesser extent in Norway,
Italy, and the Netherlands (18.7% of the respondents), managers said that professionals over 35 years of
age act more as mentors, managers, and/or consultants. Polish managers and one German manager (7.5%
of the respondents) report that age is of no importance; it is more a matter of developmental stage.

More than half of the managers (53.3%) declare that age has nothing to do with performance. Of
the managers interviewed, especially in the UK, Greece, and SME size band 10-49, but not mentioned
by managers from Germany and Poland, 21.5% report that seniors are capable because they have learnt
from experience. Managers from the UK, Norway, the Netherlands, and Italy, however, report that
young professionals under the age of 25 are eager and capable of learning (15.9% of the respondents).
Of the managers, 12.1% report having no idea of any relationship between age and performance, but
this is not true of managers from Germany, Poland, and Greece. Especially Greek but also a Dutch and
Italian manager (9.3% of the respondents) summarize it more or less as follows: the best age category
is from 25 until 55; those under 25 have less experience, and those over 55 are not motivated any more.
People under 30/31 are less serious according to five managers from the UK, Norway, the Netherlands,
and Poland (4.7% of the respondents).

To summarize, ageing and dejuvenization of the population is not expected to cause a problem for
SMEs. The ICT sector is mainly a young sector, and ICT professionals over age 30 are functioning
mostly at a senior level; managers and directors of ICT SMEs are often around 35 years of age. Seniority
is related more to competencies matching the requirements of the market than age borders. According
to some ICT managers, young ICT professionals are more ambitious, mobile, and eager to learn than
are ICT professionals over the age of 40. A connection between age borders and the performance of ICT
professionals is not apparent.
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Future Developments and Requirements

Finally, this subsection goes into the future challenges and the implications of the challenges for the
function and functioning of ICT professionals. In addition, the requirements for ICT professionals in
order ‘to stay in the race’ is addressed.

With respect to future challenges, it is important to mention that technologies are changing rapidly,
with the internet and e-commerce becoming more important for the ICT market. This is described as
a stimulating demand for highly trained and flexible ICT professionals (39.3% of the respondents),
although no Greek managers mention the need for highly trained and flexible ICT professionals. Of the
managers interviewed, 34.6% mention the economic crisis and survival as of utmost importance and as
requiring creativity amongst ICT professionals. The relevance of different business markets, strategic
thinking, and project management gains significance (26.2% of the managers) except among managers
from Norway and Italy. For many managers except those from Italy (19.6% of managers), it is vital to
be ahead of developments. Comments such as “the market decides” and “we have to act upon customer
demand” are mentioned by 12.1% of the managers, but not by managers from the UK, Poland, and
Greece.

The implications of the challenges are that more action in the area of employee competencies will be
required in order to keep knowledge up to date, which is mentioned by 43.9% of the managers but not by
Greek managers. Managers note that achieving a balance between specialization and communication/
social skills will become more important (40.2% of the respondents). Therefore, ICT professionals
need to be more flexible (27.1% of the respondents). Of the managers from Norway, Germany, Poland,
and Greece, mainly from SMEs of size band 50-149 and 150-249, 10.3% noted no implications at all.
Others, mainly the English, Dutch, and Polish managers, comment that, due to the economic depression,
people are more likely to stay with their organizations (7.5%). Finally, it is clear that functions will
become more generalist. British, Dutch, and one German manager (4.7% of the respondents) report that
the number of support functions will increase.

With respect to personal characteristics, knowledge, expertise, skills, and so forth, it is found that
flexibility and creativity rank highest on the skill list (44.9% of the respondents). Communication and
social and consultancy skills are mentioned by 43% of the managers, as is technological knowledge
(29.9% of the respondents), but not by Norwegian and Greek managers. In line with the abovementioned
future challenges, all except Italian managers listed project skills as important (21.5%). Required
personal characteristics are the following: commitment and loyalty (13.1%), mostly by managers
in the UK, Poland, and Greece; curiosity and willingness to learn (12.2%), mostly by managers in
Norway, the Netherlands, and Poland; and commercial skills (11.2%), mostly by managers from the
UK, the Netherlands, Germany, and Italy. In general, one can say that people need to be educated and
experienced (9.3%), as suggested by managers in the UK, Norway, the Netherlands, and Germany.
Didactical skills are relevant for 6.5% of the managers in the UK, Norway, the Netherlands, and Italy.

The fact that ICT professionals are willing to develop themselves continually is not unimportant
(77.6%). Mainly Polish managers and a Dutch and Italian manager (8.4% of the respondents), report
that ICT professionals are equipped for the changes. In contrast, 7.5% of the managers from Norway,
the Netherlands, Germany, and Italy from SMEs of size band 10-49, state that ICT professionals are not
yet equipped for the changes. Much more needs to be learned to fill the gaps. Other managers from the
Netherlands, Poland, and Italy and SMEs of size band 10-49 (4.7%) see more experience as the solution
to overcoming current shortcomings.

Of the managers, but not Greek managers, 32.7% control the utility value of a function, which is
the value the function/job has for the company or in a smaller sense for the department in which the
ICT professional is working via training; one example given in 3.7% of the cases is job rotation. The
planning of careers is mentioned by 23.4% of the managers, but not by managers from Germany and
Greece. Of the managers interviewed, excluding English, Polish, and Italian managers, 16.8% had no
answer or no idea. Another 15.9% of the managers in Germany and Poland stated that some attention is
paid to utility value, but provide no elaboration. According to mainly British managers and some from
the Netherlands and Poland (10.3% of the respondents), concern with utility value is ad hoc. Of the
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managers, 9.3% described having no functions in their organizations concerned with utility value issue,
except for managers from the UK. Only managers in the UK from SMEs of size band 10-49/50-149
report that utility value is up to the employee (9.3%).

According to 43.9% of the managers, but no German and Greek managers, continual training enhances
the learning value of a function, or the value the function/job has as a nutrient for the development of new
knowledge, skills, and expertise for the ICT professional him or herself. Of the managers interviewed,
especially in Greece, and to a lesser extent those in Poland, Germany, the Netherlands, and Norway,
19.6% give no response to this question. Competence management turns out to be another way to
guarantee the maintenance/ development of the learning value (15.9%), except in the case of managers
in Norway and Greece. Polish and Greek managers along with one Italian manager (9.3%) declare that
they pay attention to the maintenance/development of the learning value of a function without giving
further clarification. Managers in the UK, the Netherlands, Germany, and Greece (7.5% of respondents)
declare they did not have any function in their organizations for this purpose. Managers from the UK,
Poland, and the Netherlands (7.5% of the respondents) report looking at the learning value of the job
only when people enter the organization. Mainly managers from the UK, but also one manager from
Norway and one from Poland (4.7% of the respondents), stated that maintenance/development of the
learning value of the function is (partly) on the initiative of the employee. In 4.7% of the cases, but only
amongst Polish managers, this is achieved by job rotation.

In 29% of the cases, but not at all in Italy, no attention to the maintenance/ development of ICT
professionals’ performance is paid because of small organizational size. For 27.1% of the managers,
except those in Greece, the maintenance/development of the learning value of the function may arise
during conversations with employees. According to 25.2% of the managers, but not for Polish and Greek
managers, this works via the customers: customers decide how an ICT professional should function.
More formally, some attention is paid to the management and development of performance during
annual assessments, according to 21.5% of the respondents, but not Norwegians, German, and Greek
managers. Of the managers, 10.3% report the initiative of the ICT professional for the maintenance/
development of ICT professionals’ performance as being essential, especially in the UK, and to a lesser
extent in the Netherlands and Germany. Finally, 7.5% of the British, Dutch, and Polish managers list
courses and training to keep functions at a high level.

No fewer than 42.1% of the managers, but no British and Italian managers, declare that gathering
information on the utility value of the function is of no interest and/or relevance. Of the managers,
25.2%, but no managers from Greece, mention conversations about career management and planning
and the functioning and evaluation of projects. According to 18.7% of the managers, especially those
in the UK, the Netherlands, Poland, Norway, and Italy, gathering information on the utility value of
the function happens in an ad hoc way. Of the managers interviewed, 11.2%, mainly Polish managers,
execute systematic analyses.

Of the managers interviewed, 45.8%, none of which are from the UK and Italy, declare that
gathering information on the learning value of the function is of no interest and/or relevance. In 26.2%
of the cases, except in the case of Greece, portfolios are made based upon conversations about career
management and planning, functioning, and evaluations of projects. Of the managers, 17.8%, but not
those in Germany and Greece, gather information in an ad hoc fashion. Of the managers, 7.5% report
making developmental plans, but this was especially true of Polish, Italian, and to a lesser extent, Dutch
managers.

Norwegian, German, Greek, and Polish managers (31.8%) do not gather information on the
functioning of ICT professionals. Of the managers, 29.9%, except for those in Greece, declare that they
evaluate reports of customers, managers, and employees. According to 24.3% of the managers, but not
those in Germany, Greece, and Italy, information is gathered via annual discussions about performance.
In 15% of the cases, but not Greece, if managers gather information, it is gathered informally. Regular
updating of curricula vitae to requirements of the market is reported by 14% of the British, Dutch, Italian,
and Norwegian managers. The evaluation of ICT training courses is listed by 9.3% of the managers,
mainly British, Dutch, and one Italian manager. Last, 5.6% of the Polish, German, and Norwegian
managers report gathering information within their budget and/or project orientation.
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In 34.6% of the cases, except for managers in the UK, information about the maintenance/
development of the function is not collected from the outset. In contrast, according to 25.2% of the
managers, but not mentioned by Greek managers, information about the maintenance/development of
the function provides good indicators of, for example, career planning. Of the managers, except for
Greek managers, 23.4% report that the gathered information can be used but is not essential. Of the
British and Dutch managers, 15.9% state that professionals have to do it themselves in order to find
out what is needed for the labor market of tomorrow. Of Dutch and German managers in SMEs of size
band 10-49, 4.7% declare that they do not work with functions. Dutch, Italian, and Norwegian managers
(4.7% of the respondents) mentioned that this information is not gathered because it does not provide
insight into labor market developments. Networks, literature, conferences, and meetings are considered
more appropriate for gathering information about the maintenance/development of the function.

Another 19.6% of the managers, but not German and Greek managers, declare that information on
the maintenance/development of the functioning of ICT professionals can be used but is not essential for
the maintenance or development of the functioning of ICT professionals. A good working information
system is reported by 17.8% of the Dutch, Italian, British, and Norwegian managers. Finally, 12.1% of
the managers, mainly from Poland but also in Germany, report that this kind of information gathering
is under development.

Of the managers, 66.4% report regularly updating all curricula vitae in order to record knowledge,
skills, and expertise of all employees, or person-bound information. Recording curricula vitae and
certificates in personal files is reported by 16.8% of managers interviewed, these managers being from
Poland, Germany, Italy, the Netherlands, and the UK. According to 14% of the managers, except those
in Greece and mainly SMEs of band size 10-49, person-bound information is not recorded. Team leaders
have some information, while finances are recorded in the finance department. Mainly UK managers,
but also two Dutch and one Italian manager (14% of the respondents), said that they worked with
assessments.

Of the managers, but not Greek managers, 39.3% stated they actively and continuously manage the
careers of ICT professionals in order to prevent obsolescence. Of the managers interviewed, excluding
those in the UK, 27.1% called obsolescence an irrelevant issue and undertook nothing. One reason
given is that ICT business bores people sooner than they expect. Norwegians, Italians, and a Polish
manager (6.5% of the respondents), mainly from SMEs of size band 10-49, explained that the market
decides about obsolescence. Employees are expected to develop themselves. Along these lines, Dutch,
German, Polish, and Italian managers (4.7% of the respondents) mentioned that they are unable to
influence the prevention of obsolescence in any way.

According to 52.3% of the managers, measures to prevent obsolescence are not necessary because
the issue is of no relevance. Mainly Polish, German, and Italian managers and one Dutch and one
English manager (16.8%) declare that the usual personnel management activities are sufficient to prevent
obsolescence. It becomes obvious that in some cases, too much effort has been put into preventing
obsolescence according to 15% of the managers interviewed, but this is not the case for Poland and
Greece. Of the managers interviewed, 9.3%, mainly from Norway and the Netherlands and one Polish
and one Italian manager, suggested that in economic rough times ‘fun’ is not always important because
situations become more like ‘take it or leave it.” In 6.5% of the cases, mainly in the Netherlands, Poland,
and Italy and for SMEs of size band 10-49 and 150-249, it is clear that measures need to be executed
more regularly in the department if prevention of obsolescence is at stake.

Of the managers interviewed, 52.3% report that making a prognosis of the demand for ICT
professionals is not a priority. First, managers feel the need to survive the economic crisis before
looking again at the future. This is specified in business plans according to 28% of the managers, but
not among managers in Greece. According to 20.6% of the managers, except for Norwegian and the
Polish managers, only global estimations are made; these estimations tend to be ad hoc.

Of the managers interviewed, 52.3% state that internal and external evaluations of the supply of
ICT professionals are not a priority because of the pressures for survival. Mainly English, Dutch, and
Italian managers and two German managers (17.8%), make only global estimations ad hoc. In addition,
in 17.8% of the cases, except in Germany and Greece, product groups and areas of expertise are defined
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and then the number of required ICT professionals is calculated. Of the managers, 13.1%, but no
managers in Norway and Greece, declare that the labor market can be predicted. Last, Norwegian and
Dutch managers (4.7% of the respondents) feel that this prediction can be made via the board’s vision.

To summarize, the economic depression runs through all current and expected developments
reported by the group of ICT managers interviewed. Surviving, especially for SMEs, is a crucial
theme. Already, some of the SMEs in which ICT managers were interviewed have gone bankrupt.
Because of technological developments, updating of technical knowledge and expertise, and changes
in communication and consultancy, competencies have become more significant, albeit the range
of competencies is often unaffordable in times of crisis. Nevertheless, ICT professionals have to be
generalists and flexible, often without the help of organizational structures to stimulate and maintain
the utility and learning value of their functions and functioning. Gathering information on these did not
seem to be of relevance to interviewees. Preventing obsolescence was not a priority in a situation of
economic depression; nor was the prediction of future demand for ICT professionals.

Conclusions and Recommendations for Further Research

A major finding of this study was that, across countries, although senior managers had an interest
in employability matters, policy and action lagged behind. Despite the diversity of ICT sectors, both
in the well-developed markets of the UK and Germany, in the emerging Polish ICT sector, and in the
tiny Greek market, SME managers gave similar answers, referring to their companies’ survival in a
turbulent business environment and the constraints the turbulence placed on managing employability
(cf. Scholarios et al., 2008). We have found evidence for an instrumental approach to employability
management, consistent with the increasingly temporary nature of employment relationships perceived
in the volatile ICT market (Davidson, 2001).

Where SMEs undertake activities in the area of employability management, it is mainly in the domain
of technical training and assessments. In this respect, the economic recession experienced by the sector at
the time of the investigation and the developmental stage of the ICT sector in each participating country
had an impact. The development of ICT professionals’ employability was not seen as a top priority, but
rather as a luxury item on which not much time and effort could be spent. Resources for investment in
development of the (future) career potential of ICT professionals were lacking. Many senior managers
seemed aware of the gap and considered that “the toll is going to be paid” in the near future. They noted
that ICT professionals were not always equipped for future requirements. That ICT professionals are
not always equipped for future requirements is the perception, especially with regard to soft skills such
as communication, flexibility, team/project management, and consultancy competencies. Furthermore,
continuously updating technical software or systems development skills were considered vital.

Despite acknowledgement of the above situation, most SMEs across all European countries opted
for short-term strategies and regarded it as unaffordable to invest in developing their ICT professionals
at a time of economic recession. Limited effort and resources were spent on meeting expected future
needs via strategic action. ICT professionals were expected to be responsible for developing their skills.

The nature of the software industry provides some explanation for this approach to employee
development. The need for rapid reaction times and high volume production or maintenance of systems
involving lower-level skill sets may preclude managers from more strategic planning with respect to
people management (Barrett, 2005); and for higher skill demands, they may be unwilling to enhance
the employability of their employees if they are likely to take these new skills elsewhere. Shorter-term
and less expensive options for meeting skill shortages in the industry have been to use outsourcing to
non-EU countries with a highly qualified ICT labor force, particularly India (Scholarios et al., 2008, p.
1050).

However, by investing in the employability of their present personnel, companies assure flexible
deployment within the organization. Moreover, such investment proves to have a binding force:
employees prefer to stay with an organization in which they can continue learning and where their
market value is maintained. Furthermore, investing in the current personnel means an investment in the
recruiting power of the organization: the organization is more attractive for potential new employees,
which is an important consideration, given the tightening labor market (Gaspersz & Ott, 1996).
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Obviously, within the dynamic ICT sector, changes of career direction and required competencies
will occur frequently. Therefore, ICT professionals who succeed in staying employable will stay
competitive in business as well. For these reasons, it is recommended that SMEs develop HRM policies
on employability management in order to keep highly qualified ICT professionals who are committed
to their organizations. In these HRM policies, strategies on ageing should be included. Although ageing
does not seem to be a major issue in the ICT sector, it is very likely that the ageing workforce of ICT
professionals will profoundly challenge SMEs in the years to come. It is highly likely that companies
will face times wherein career moves of ICT professionals over 40 are common practice. Management
of the competencies of this group of employees should not be delayed because managers consider ICT
professionals over 40 as less likely to possess adaptability in technical competencies and lacking the
flexibility to react ad hoc.

This study contributes to the knowledge area on HRM practices for ICT sector SMEs about which
not much is known. An important finding was that companies in both well-developed markets, namely,
the UK, the Netherlands, and Germany, and emerging markets, like Poland, concentrate mainly on
surviving when the economy is in recession. At the same time, the SMEs opt to attract, maintain, and
develop qualified ICT professionals. Yet, they mainly apply management strategies that are ad hoc,
informal, and short-term orientated. The most developed markets, like those in the UK, the Netherlands,
and Germany, however, were more likely to report retention of skilled ICT professionals as a reason
for employability management practices and adopted some longer-term strategies as well. The demand
for ICT professionals was especially acute in the Netherlands, where, along with the UK and Germany,
one-third of managers indicated some attempts to retain staff.

From the present study, it can be concluded that pro-active HRM policies and strategies are essential,
even in times of economic downturn. Only after sound implementation will the growth conditions of the
highly relevant ICT sector for Europe be met as skill shortages diminish. In other words, policies and
strategies on proper training and development possibilities for ICT professionals will contribute towards
an effective and competitive ICT workforce.

Further research aimed at understanding the effectiveness of HRM practices for ICT professionals,
as well as for other professional groups, is required. In order to more safely conclude that employability
management works, research requires improvement in methodological practices, such as longitudinal data
that includes mediator variables in order to better justify causal inferences (cf. Wright and Gardner, 2003).
Both cross-sectional and longitudinal approaches should be undertaken in order to create awareness of
possible cohort effects (cf. Becker, 1995). As different generations experience different historical and
cultural events, social orientations across generations may differ. It is critical to consider fluctuations in
employment rates, views on retirement age, and the transition from a period in which lifetime employment
was the norm to life-long employability as well as the current need for life-long learning efforts.
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Appendix I:
Company Needs Analysis Interview Protocol

Employability

Information for the researcher:

Please use the following definition of employability: Employability is the individual’s career potential
and is determined by the professional’s knowledge and skills base, his/her adaptability to adjacent or
new professional domains, and his/her ability to manage further career development and to convince

his/her social community of his/her qualifications.

1. Does the management team in your company pay attention to employability management and in
what sense?

2. What are the motives for this attention?

3. Which person(s) in your company is (are) engaged with employability management and at what
level of the organization?

4. Has an employability management policy been formulated in your company? If so, can you give a
clear formulation of its content?

5. Towards which part(s) of the company is the attention directed?

6. Isthere a gender-orientated employability policy in your organization?

7. Whatkind of activities in the area of employability management is undertaken in your organization?
Ageing

Information for the researcher:

Please use the following definition of ageing: The working population growing older.

Please use the following definition of dejuvenization: Decrease of the birth rate so that the number of

newcomers in the labor market diminishes.

8. Isyour company engaged with the question whether the ageing and dejuvenization of the population
will bring about problems for your own company with regard to the employability of employees?

9. Which person(s) in your company is (are) engaged with these matters?

10. Does the management team in your company foresee problems due to the ageing and dejuvenization
of the company?

11. If so, for which job categories are problems due to ageing and dejuvenization foreseen?
12. If so, what is done to deal with these problems (i.e., analysis, approach, prevention, etc.)?

13. Does a clear management view with regard to a most desirable age distribution exist in your
company? If so, is this view restricted to certain personnel categories?

14. What is the motivation that lies behind the management view regarding a most desirable age
distribution?

15. Does a clear management view exist regarding age borders at which point essential changes are to
be expected regarding the a, b, ¢, d, e, and f of employees? What is the foundation of these views?
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Information for the researcher:
Read first...a)... and complete the question. Then start again at the beginning of this question and read,

b) and so forth for ¢), d), ), and f.

a) health

b) family circumstances

c) possibilities to further develop oneself
d) mobility

e) function/job

f) functioning/performance

Future developments and requirements
16. Which future challenges are expected to arise in your company?

17. What are the implications of these future challenges for the function/job and the functioning/
performance of employees?

18. Which personal characteristics, knowledge, expertise, skills, etc. are necessary in the future inside
your company?

19. Do you think that the present employees are sufficiently equipped to cope with these changes?

20a. Does the personnel policy inside your company pay special attention to the maintenance and/or the
development of the utility value of the function/job?

Information for the researcher:
Please use the following definition of utility value: The value the function/job has for the company or in
a smaller sense, for the department in which the employee is working.

20b. Does the personnel policy inside your company pay special attention to the maintenance and/or the
development of the learning value of the function/job?

Information for the researcher:
Please use the following definition of learning value: The value the function/job has as nutrient for the
development of new knowledge, skills, and expertise for the employee him- or herself.

20c. Does the personnel policy inside your company pay special attention to the maintenance and/or
development of the functioning/performance of the employees.

21a. Does the company systematically gather information about the utility value of the function/job of
the employees? If so, which type of information is gathered?

21b. Does the company systematically gather information on the learning value of the function/job of
the employees? If so, which type of information is gathered?

21c. Does the company systematically gather information on the functioning/performance of the
employees? If so, which type of information is gathered?

22. Is the gathered information suitable or relevant for the maintenance and/or the development of the
function/job of the employees?

23. Is the gathered information suitable or relevant for the maintenance and/or the development of the
functioning/performance of employees in your company?

24. Is person-bound information on the presence of specific knowledge, skills, expertise, etc. of
individual employees recorded in your company?
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25.

26.

217.

28.

Does the personnel management in your company imply activities that are undertaken to combat or
prevent ‘obsolescence’ of the functions/jobs and/or the functioning/performance of the employees?
If so, what kind of activities? If so, at what period(s) in their careers?

Are the personnel management measures sufficient to combat or prevent ‘obsolescence’ of the
functions/jobs and/or the functioning/performance of the employees?

Does your company make a prognosis with respect to the demand for employees in the future?

Does your company make a prognosis with respect to the internal (inside your company) and
external (outside your company) supply of competent professionals in the future?




