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CHAPTER 2: LITERATURE REVIEW 

This research comprises three main areas which is formal training given by the 

employer, employee overall Job Satisfaction and the intention to stay in the same 

organization. The following sections discuss each topic and finally combine the 

relationships and the way the study is going to continue, with the formulated 

conceptual framework. 

2.1 Training 

2.1.1 Introduction 

Armstrong (2000, p. 03) defined HRM as a strategic and coherent approach to the 

management of an organization's most valued asset - the people working there, 

individually and collectively, contribute to the achievement of its objectives. 

Major goals of HRM are knowledge management, reward management, employee 

relations, meeting diverse needs and bridging the gap between rhetoric and reality 

(Armstrong 2006, pp. 09-10). As described, organizational learning and 

knowledge management are key points of HRM. 

 

After hiring, employees can be developed by providing effective training sessions. 

In providing training, it needs to consider “a defined process for software 

engineering education, a formal needs analysis activity, availability of a wide 

variety of courses from different sources and a training by a local, respected 

organization” (Mead et al. 1996, p 12). 

 

Heneman (2002, p. 8) explains the complexity of organizational learning, reward 

management and the effects from each component, like compensation strategy of 

the organization, organizational performance, ownership of work, other benefits to 

arrange a full package, comprising a base pay, variable pay and an individual 

incentive. It‟s a “total reward” (Murlis & Armstrong 2005), not a salary now. 

Current organizations should understand why the employee should receive a 

specialized package for his contribution in a group environment to gain the 
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competitive advantage as clearly explained by Wright (2004, p. 17). Training and 

development of the employee can also be included. 

 

Human resource planning should always be parallel to the organizational strategy. 

This includes choice of employees the organization requires, how to keep them 

happy and how to retain them, how to train and develop them, according to the 

organization‟s future requirements and succession planning (Reilly 1996). 

 

Brown & Duguid (1991) and Senge (1990) argue, “All the time we are learning, 

our teams are learning and our organisations are learning. So too, are our 

customers, who use our products. This happens whether we intend it or not. We 

can harness this learning through „Organisational Learning‟, so creating „Learning 

Organisations‟ which deliver better businesses and in our case better software”. 

This means the learning of the software developer or the employee will not help 

only that person. It helps the organization as well as the customer. 

 

In software development processes there are at least four key learning activities 

(Kelly 2003): 

1. Learn new technology 

2. Learn the problem domain 

3. Apply our technology to the problem, the process of problem solving is 

learning itself 

4. Users learn to use our application and learn about their own problem - 

which changes the problem domain 

Finally a working definition for training is “the planned intervention that is 

designed to enhance the determinants of individual job performance” (Chiaburu & 

Tekleab 2005, p. 604). 
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2.1.2 Methods of learning 

Brown and Duguid (1991) explain two major methods of learning: 

1. Canonical learning: attending courses, sitting in class rooms, reading 

manuals. 

This can be assumed as the same as „formal training method‟ as it has a 

subset of formal activities listed by Mahatanankoon (2007). Here is the full 

set of formal training activities listed in the study. 

i. Attending professional conferences 

ii. Attending professional/technical seminars 

iii. College business courses 

iv. College IT courses (non-degree seeking) 

v. In-house training supplied by employer 

vi. Teaching courses (or preparing material) 

vii. Vendor-supplied training 

2. Non-canonical learning: learning by watching, doing, listening and a 

whole bunch of other stuff. 

List of informal training methods recognized by Mahatanankoon (2007) is 

as follows. 

i. Computer-based instruction (tutorials) 

ii. Discussing new technologies with peers 

iii. Experimenting with new products 

iv. Reading professional newsletters/magazines 

v. Reading professional journals/books 

vi. Researching vendor documentation 

vii. Self-study manuals 

viii. Self-study videotapes or multimedia 

ix. Using e-mail to consult with networks of peers 
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Online learning and product specific certifications are the other two main sources 

of learning. In the computer science field most of the leading organizations like 

Microsoft, Oracle and Sun Java have their own certification exams. Online 

learning may be categorized under both where the student can learn and apply on 

the work on the fly. So it utilizes both features. It may be a good solution for 

organizations, where employees cannot be kept away from work, for a longer 

duration. 

 

Workplace training has two major divisions viz. formal and informal learning as 

described above. In this research the focus is only on formal training, which can 

be measured through training hours and other related instruments. 

2.1.3 Importance of training 

Different studies from different industries in countries have been conducted to 

investigate about human resource development outcomes. Mahatanankoon (2007) 

says the organizational formal training contributed mostly to the performance and 

Career Satisfaction among IT professionals in the Midwest region of the United 

States and IT employees should feel that their companies are allocating sufficient 

organizational resources to enhance the employees‟ careers. 

 

Here are the factors directly linked to employee training (Potter 2000) and it 

shows the importance of training: 

1. Profitability 

2. Quality of Products and Services 

3. Customer Satisfaction 

4. Employee Satisfaction 

5. Ability to Retain Essential Employees 
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The relationship between training and Job Satisfaction has been proven by 

different studies in different industries (Jones et al. 2009). A strong relationship 

exists in small commercial banks in USA (Rowden & Conine 2005). Through 

training, the person‟s competencies will be reinforced and will enable the 

employee to execute the tasks assigned effectively and efficiently. As a result, 

there will be an increase in the overall performance of the organization (Sahinidis 

& Bouris 2007, Jones et al. 2009). 

2.1.4 Measuring training satisfaction 

When measuring satisfaction of workplace training there are numerous factors to 

be assessed. Schmidt (2004, 2007) identified time spent on training, training 

methodologies and contents as the main contributors, to continue with the study. 

But Rowden & Conine (2005) think it is only one measure to be calculated by 

averaging the scores of 21 questions related to workplace training. The only 

difference is that it considered training in three different forms as formal, informal 

and incidental, while it indicates informal and incidental as closer in definition. 

2.2 Job Satisfaction 

2.2.1 Introduction 

Job Satisfaction is the mostly investigated component of HR practices. Since it is 

an emotional subject, the measurement of Job Satisfaction cannot be finalized 

with one theory. It differs depending on the person, situation, geography, culture 

etc. So the measurement of Employee Satisfaction has evolved over several 

decades. 

 

Sahinidis & Bouris (cited in Locke 1976) defined Job Satisfaction as “pleasurable 

or positive emotional state resulting from an appraisal of one‟s job or job 

experiences”. 



 

10 

 

2.2.2 Importance of Job Satisfaction 

Job Satisfaction has created a bi-directional influence on employees and the 

organization. The organization can influence the employee through Job 

Satisfaction while on the other hand, the employee can influence the organization 

with commitment, performance and absenteeism (Rowden & Conine 2005, Jones 

et al. 2009). Job Satisfaction is a determinant of numerous factors in employee 

behaviour. For example, Jones et al. (2009), Mahatanankoon (2007), Dore (2004) 

and Schmidt (2004) had shown its effect on intention to stay with a strong 

relationship which ultimately affects the turnover. 

2.2.3 Measuring Job Satisfaction 

The Job Descriptive Index (JDI) created by Smith, Kendall & Hulin (1969) is a 

specific questionnaire of Job Satisfaction that has been widely used. It measures 

one‟s satisfaction in five facets. It is pay, promotions and promotion opportunities, 

co-workers, supervision, and the nature of the work (Schmidt 2004). The benefit 

of this method is that the scale is simple, and participants can answer either yes, 

no, or undecided in response to whether given statements are accurately describe 

one‟s job. 

 

The Job in General scale (JIG) (Ironson et al. 1989) is an overall measurement of 

Job Satisfaction. It is an improvement to the JDI because the JDI focuses too 

much on individual facets and not enough on work satisfaction in general. But 

comparatively both have its strengths and weaknesses. 

 

Minnesota Satisfaction Questionnaire (1967) (MSQ) which uses twenty facets to 

be measured, has two main forms; the long one with hundred questions and the 

short one with twenty questions, just by having only one from each variable. It is a 

comprehensive list to check against means in different samples. This is also a 

commonly used measuring scheme (Sahinidis & Bouris 2007). 

  

http://en.wikipedia.org/w/index.php?title=Minnesota_Satisfaction_Questionnaire&action=edit&redlink=1
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Job Satisfaction Survey (JSS) (Spector 1985) has nine variables and used by many 

researchers as the base for Job Satisfaction measurement (Schmidt 2004, Rowden 

& Conine 2005). The original version has thirty six questions comprising different 

views. It includes repeated questions as well as negative questions for better 

accuracy. 

2.3 Intention to stay 

2.3.1 Introduction 

Intention to stay is discussed in two different contexts, in different research 

publications. The first one is the intention to stay in the same career path (or leave 

the current stream) (Kudo et al. 2006). The second and the mostly used form is 

intention to stay in the same job with the same employer (Chew & Chan 2008). 

 

This study is only focusing on the latter description viz. the intention to stay in the 

same job. The willingness of the employee is captured with the relevant questions 

as same as Chew & Chan (2008). 

2.3.2 Importance of intention to stay 

Employee turnover is very high in the IT industry. This is true for many countries, 

including the US where it is as high as 20% in 2004 (Lee) and in Sri Lanka is 16% 

(Wijesundara et al. 2007). It is not new. Potter (2000) also identified that the 

retention is a top concern among IT organizations. As the study shows in the IT 

industry wide turnover rates are between 11% and 20%. The University of 

Virginia reported the IT turnover during 1998 was 26%. The turnover rates in the 

IT industry are predicted to continue as several studies have shown the same level 

of turnover rates.  
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Potter (2000) and Dore (2004) show that the cost to replace an employee is equal 

to 20% of that employee's annual salary and fringe benefits. This cost consists of 

down time, hiring costs etc. So loosing an employee is a cost to the organization 

anyway. 

 

If the intention to stay among employees is high, it means that the possibility is 

high of keeping them happy and continuing the tenure further. It is directly related 

to the turnover. 

2.3.3 Measuring intention to stay 

Mahatanankoon (2007) used the method of measuring intention to stay, by 

directly asking the question “Given everything you know, about your company 

and the type of work you like to do, how long you think you will continue to work 

at your company?”. But Sahinidis & Bouris (2008) advocate single item questions 

over multiple item questions. So the best way is to use multiple item questions 

when measuring human factors which do not have exact answers. 
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2.4 Models 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Adopted from Mahatanankoon (2007) 

Figure 2.1: Models in literature 

 

This is a model that has been used several times, in different contexts, to different 

extents. But most of the literature used this as the base, by adding a few related 

concepts or by removing a few concepts, from the above model. 
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2.5 Summary 

Organization provided/ sponsored training can be divided into two main 

categories viz. company provided formal training and informal training. 

Classroom training, step by step instructions, CBT, role plays are some of the 

examples for formal training. Informal training can take the form of, on the job 

training, self learning by practising it and learning from peers. This study is 

focused, only on formal training (Brown & Duguid 1991, Mahatanankoon 2007). 

 

Job Satisfaction is a well tested concept of HRM over decades while it is 

somewhat new to Sri Lankan IT companies. It is an important factor in HR. 

Because it affects different concerns, in the field, like stress, employee turnover, 

absenteeism etc. Job Satisfaction is measured through different ways. MSQ, JDI 

(Smith, Kendall & Hulin 1969), JIG (Ironson et al. 1989) and JSS (Spector 1985) 

are examples for the measurement of Job Satisfaction. 

 

Intention to stay is focused on two different paths, according to the previous 

studies. First is the intention to stay in the business field, the employee currently is 

in (Kudo et al. 2006). The second and the focused area in this research is, the 

intention to stay or continue in the current working place (Chew & Chan 2008). 

Intention to stay with the current organization is effected by different reasons 

while the Sri Lanka IT industry is also having a higher rate (16%) of employee 

turnover (Wijesundara et al. 2007). 
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CHAPTER 3: METHODOLOGY 

This chapter contains the details of the methodology followed in this research. 

The conceptual framework, sample calculation, questionnaire design, reliability 

assessment are covered in this chapter in more detail. 

3.1 Conceptual framework 

A conceptual framework has been formulated according to the literature as well as 

the feedback captured from the industry experts in the preliminary survey. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 3.1: Conceptual framework 

3.2 Hypothesis development 

Hypotheses were formulated as per the conceptual framework defined by the 

literature and the preliminary survey. Main hypotheses were formulated on the 

concepts and the supplementary hypotheses formulated on facets of training and 

overall Job Satisfaction. These are the three main hypotheses. 
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3.2.1 Hypothesis 1 

First hypothesis was developed to validate the relationship between professional 

development activities and the overall Job Satisfaction (Mahatanankoon 2007, 

Sahinidis & Bouris 2007). The hypothesis will be tested against the significance at 

0.05. 

 

Null hypothesis: 

H1O : Formal professional development activities are not positively related 

to Employee Satisfaction 

 

Alternate hypothesis: 

H1a : Formal professional development activities are positively related to 

Employee Satisfaction 

3.2.2 Hypothesis 2 

Second hypothesis was developed to validate the relationship between overall job 

satisfaction and the intention to continue the tenure with the same employer 

(Mahatanankoon 2007, Jones et al. 2009, Dore 2004 & Schmidt 2004). The 

hypothesis will be tested against the significance at 0.05.  

 

Null hypothesis: 

H2O : Employee Satisfaction is not positively related to intention to stay 

 

Alternate hypothesis: 

H2a : Employee Satisfaction is positively related to intention to stay 
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3.2.3 Hypothesis 3 

The third hypothesis was developed to validate the relationship between 

professional development activities and the intention to continue the tenure with 

the same employer (Chew & Chan 2008). The hypothesis will be tested against 

the significance at 0.05 

 

Null hypothesis: 

H3O : Formal professional development activities are not positively related 

to intention to stay 

 

Alternate hypothesis: 

H3a : Formal professional development activities are positively related to 

intention to stay 

 

A set of supplementary hypotheses were constructed on sub variables of training 

against Employee Satisfaction as follows. This is important to check in order to 

know the variables of professional development affect employee Job Satisfaction. 

3.2.4 Hypothesis 4 

This hypothesis was developed to validate the relationship between training 

duration and the overall Employee Satisfaction. The hypothesis will be tested 

against the significance at 0.05. 

 

Null hypothesis: 

H4O : Training duration is not positively related to Employee Satisfaction 

 

Alternate hypothesis: 

H4a : Training duration is positively related to Employee Satisfaction 
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3.2.5 Hypothesis 5 

This hypothesis was developed to validate the relationship between training 

contents and the overall Employee Satisfaction. The hypothesis will be tested 

against the significance at 0.05. 

 

Null hypothesis: 

H5O : Training contents are not positively related to Employee Satisfaction 

 

Alternate hypothesis: 

H5a : Training contents are positively related to Employee Satisfaction 

 

3.2.6 Hypothesis 6 

This hypothesis was developed to validate the relationship between training 

delivery medium and the overall Employee Satisfaction. The hypothesis will be 

tested against the significance at 0.05. 

 

Null hypothesis: 

H6O : Training delivery medium is not positively related to Employee 

Satisfaction 

 

Alternate hypothesis: 

H6a : Training delivery medium is positively related to Employee 

Satisfaction 
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3.2.7 Hypothesis 7 

This hypothesis was developed to validate the relationship between instructor and 

the overall Employee Satisfaction. The hypothesis will be tested against the 

significance at 0.05. 

 

Null hypothesis: 

H7O : Instructor is not positively related to Employee Satisfaction 

 

Alternate hypothesis: 

H7a : Instructor is positively related to Employee Satisfaction 

 

3.2.8 Hypothesis 8 

This hypothesis was developed to validate the relationship between instructor and 

the overall Employee Satisfaction. The hypothesis will be tested against the 

significance at 0.05. 

 

Null hypothesis: 

H8O : Training location is not positively related to Employee Satisfaction 

 

Alternate hypothesis: 

H8a : Training location is positively related to Employee Satisfaction 
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3.2.9 Hypothesis 9 

This hypothesis was developed to validate the relationship between instructor and 

the overall Employee Satisfaction. The hypothesis will be tested against the 

significance at 0.05. 

 

Null hypothesis: 

H9O : Training relevance is not positively related to Employee Satisfaction 

 

Alternate hypothesis: 

H9a : Training relevance is positively related to Employee Satisfaction 
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3.3 Research design 

The literature was not sufficient in the service industries like IT in the concerned 

areas, training, Job Satisfaction and intention to stay. So a preliminary survey had 

to be carried out so as to define correct variables and to check their contribution 

towards the final concept. A preliminary survey has been conducted among the 

subject experts; HR managers or HR executives, who provided their assessment 

on each facet, on each variable. Then the initial questionnaire was developed and 

distributed to a limited number of IT employees to check the reliability. Once the 

reliability was analyzed and guaranteed, the questionnaire was distributed among 

a broader distribution list electronically. The questionnaire is hosted on a web 

server where anybody having internet can fill up the form to provide their 

feedback. In case of a failure to access the online survey form, the procedure is 

given with the distribution text to have the offline document version filled. 

3.4 Sample design 

The population for this study is the IT employees in Sri Lanka and there is no 

guaranteed number for this in this study. Hence a statistically predicted number 

has been used as the population. IT workforce survey (Wijesundara et al. 2007, 

p14) shows 21,675 as the total IT sector employees as at 2008. A random sample 

has been selected out of this population for the study. A stratified sample could 

have been a better option though there is not enough information published to 

reliably categorize the companies. The sample size is 138 with 95% confidence 

level and a confidence interval of 8.32. 

 

Table 3.1: Response rate 

Distributed Received Complete Incomplete Return rate 

187 147 138 9 73% 
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3.5 Questionnaire design 

Questionnaire was developed using the conceptual framework to capture industry 

feedback on each facet in each variable. Negative and repeated questions were 

included to increase the reliability of the feedback. 

 

At least two questions including a negative question is targeted for any facet for 

better accuracy. The negative question is treated first with an inverse score. Then 

the average has been calculated for the facet. 

 

The responses received from the industry experts as per the preliminary survey 

has shown a lot of differences between facets in each concept. To calculate the 

final score for the concept, the weighted average has been taken with the variables 

in each main concept. Table 3.3 shows the final calculated weights for each facet. 

This step helps improving the accuracy of the score of the concept by reflecting 

the differences in facets. 

 

Likert scale of unit 5 was used in the research questions targeted above variables 

as follows. 

Table 3.2: Scale 

Option Score 

Strongly disagree 1 

Disagree 2 

Neutral 3 

Agree 4 

Strongly agree 5 
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Table 3.3: Research design 

 

 

 

 

 

 

 

 

 

 

 

 

* N shows negative questions

Concept Variables Weight Source Measure Scale Unit Questions 

Training satisfaction Content 24% Literature Interval Likert 5 10, 25N 

Relevance 21% Literature Interval Likert 5 7, 23, 37N 

Instructor 17% Literature Interval Likert 5 13, 18, 43N 

Delivery Medium 13% Literature Interval Likert 5 2, 29N 

Duration 16% Industry survey Interval Likert 5 6, 19, 44N 

Location 9% Literature Interval Likert 5 8, 28N 

Job Satisfaction Pay 23% Literature Interval Likert 5 14, 34N, 41N 

Nature of Work 14% Literature Interval Likert 5 16, 26, 35N 

Flexi hours 11% Industry survey Interval Likert 5 11, 30, 46N 

Supervision 9% Literature Interval Likert 5 9, 31, 45N 

Scheduling 7% Industry survey Interval Likert 5 15, 21, 39N 

Communication 8% Literature Interval Likert 5 5, 22N, 40N 

Fringe Benefits 7% Literature Interval Likert 5 1, 33N 

Rewarding 8% Literature Interval Likert 5 4, 32N 

Coworkers 5% Literature Interval Likert 5 3, 27, 36N 

Promotion 8% Literature Interval Likert 5 12, 24, 38N 

Intention to stay Intention 100% Literature Interval Likert 5 17, 20, 42N 
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3.6 Data collection 

There were different approaches to collect data for the study and the main 

methods and the advantages and disadvantages of them are discussed here while 

the particular method utilized in the research study is discussed in detail. 

3.6.1 Printed questionnaire 

A paper based, self completion survey is the commonly used form and the success 

of it is highly dependent on the appearance of the questionnaire and the level of 

difficulty. It should be attractive, well organized with sufficient space for filling. 

Further the routing to different places should be kept minimal as it is difficult for 

the respondent, in a paper based questionnaire. Typically a covering letter should 

include return details and with necessary instructions to fill the questionnaire. The 

data entry is the most difficult part in this type of a data collection method as it is 

mostly a manual process (Brace 2004). 

3.6.2 Electronic version of printed questionnaire 

This is also a commonly used form when it comes to Information Technology 

related studies. Only improvement is that the data entry process of this can be 

automated to a certain level (Brace 2004). 

3.6.3 Online questionnaire 

Online published questionnaires offer many advantages over conventional printed 

or document based data collection methods. It includes randomized questions or 

responses, complex routing, adaptive questions or responses based on previous 

responses, etc. This also facilitates easy to navigate framework and attractive 

layouts. Answer verification can be done on the fly before submission which 

reduces the invalid or incomplete questionnaires. Finally the best aspect of this 

that the data captured in this process could be stored and available in one place 

minimizing data entry failures (Brace 2004). 
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3.6.4 Method adopted 

Online questionnaire is the selected data collection mechanism in this study, due 

to several reasons. The subjects or the audience of this study are IT employees in 

Sri Lanka. Hence the internet availability is very high and it is easy for the 

respondents to fill up, while working. The data accuracy is high as it is not using 

any manual data feeding process. Web address of the online published 

questionnaire has been distributed through email to contacts given in IT 

companies‟ websites as well as to potential participants directly. Further it 

published in discussion forums, groups where IT employees have the membership. 

3.7 Reliability 

Reliability of the questionnaire was assessed and the results are as follows. The 

standard acceptance rate for Cronbach‟s alpha is 0.70 in academic researches. So 

the variable reliability was checked against 0.70 for each variable used in the 

study. The following table shows that all the variables are reliable enough as all of 

them are higher than 0.70. 

Table 3.4: Reliability 

Variable Cronbach's alpha 

Content 0.826 

Relevance 0.753 

Instructor 0.741 

Delivery medium 0.805 

Duration 0.748 

Location 0.794 

Pay 0.831 

Nature of work 0.770 

Flexible working hours 0.746 

Supervision 0.830 

Scheduling 0.729 

Communication 0.716 

Fringe benefits 0.788 

Rewarding 0.739 

Co-workers 0.745 

Promotion 0.852 

Intention to stay 0.791 
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3.8 Analysis 

A proper statistical analysis of the collected data was done using SPSS 17.0. 

Bivariate Pearson‟s correlation is used to validate all the hypotheses while 

multivariate analysis is used to analyse the contribution of sub variables. Models 

between three main concepts were built using Analysis of Variance (ANOVA). 

3.9 Summary 

A proper conceptual framework has been built with the support of literature and 

the industry survey. The main hypotheses were developed between the three 

concepts, viz., training satisfaction, Job Satisfaction and the intention to stay. 

Then a set of supplementary hypotheses were formulated to validate the 

relationship between factors of training satisfaction and Job Satisfaction. 

 

An online questionnaire has been distributed among the sample drawn from the 

population which is 21,675 employees in IT companies. The distributed 

questionnaire was coded according to the conceptual framework and the research 

design. The variables to capture were identified at the literature review and then 

extended with the preliminary survey. A Likert scale of unit five is the 

instrumentation used to get the response. 

 

Reliability of the data set analyzed and all the variables had Cronbach‟s Alpha 

beyond the acceptable rate of 0.70. 

 


