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CHAPTER 1: INTRODUCTION 

This chapter describes the research area in general with the background, previous 

studies, objectives and the hypothesis to be developed for analysis. Previous 

studies have been discussed in detail, in a latter chapter. 

1.1 Background 

Software development is somewhat new to Sri Lanka when compared to other 

fields like construction, textile etc. as a result the organizations are not that mature 

and there have been a lot of other reasons like rapidly changing technologies 

which affect the industry. Most of the current companies are engaged in 

outsourced software development.  

 

Software organizations are always working with knowledge workers like software 

developers, software testers, project managers, technical leaders, architects etc. 

There should be a continuous learning process in order to achieve competitive 

advantage as well as a good profit margin with an adaptability to face the dynamic 

environment. If the knowledge worker is not familiar with the new technology, he 

may spend additional time, wasting the organizational resources, as well as being 

a burden to the employee. Although this is a requirement of software development 

firms, it is a question that they focus enough on training and development.  

 

Identifying whether the situation is good or bad in an organization, from a 

learning point of view, provides a number of decision making opportunities which 

will help the organization to take a few key initiatives on procedure. For example, 

the employee turnover can be reduced and the competitive advantage can be 

taken, by having a good knowledge base within the company. A good knowledge 

base can be established by implementing a good training strategy. So it is 

important to understand the current situation in order to make the above stated 

important decisions, which can make a difference to the organization, in the 

future. 
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1.2 Previous studies 

Formal 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, learn from peers. This study is focused only on formal training 

(Brown & Duguid 1991, Mahatanankoon 2007). 

 

Workplace training is directly linked to organizational performance (Sahinidis & 

Bouris 2007), Job Satisfaction (Mahatanankoon 2007, Rowden 2005, Jones et al. 

2009), profitability, quality, customer satisfaction and to retain the best employees 

(Potter 2000). 

 

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

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

or job experiences”. It is a well tested concept of HRM over decades while it is 

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

because it is affected by different concerns in the field, like stress, employee 

turnover, absenteeism etc. (Rowden & Conine 2005, Jones et al. 2009). 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 measurements of Job Satisfaction. 

 

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

studies. The first is the intention to stay in the same field the employee is in 

currently (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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1.3 Problem statement 

Most of the time IT projects are failing, due to lack of technical knowledge. It 

may vary from total failures to delays. Software development organizations are 

not thinking about training and development of employees because of the high 

employee turnover etc. They consider it, as a waste of money when employees 

leave the organization. If all the companies resort to this strategy, after some time, 

there will be a set of employees who are not knowledgeable in latest technologies, 

thus creating a knowledge vacuum. It should be a collective effort to uplift the 

industry that ultimately helps all the organizations in return. 

 

Does formal training satisfaction of employees directly link to Job Satisfaction 

and intention to stay in the organization? 

1.4 Research objectives 

Following are the research objectives which are to be investigated in this research. 

1. Relationship between formal professional development activities and 

Employee Satisfaction 

2. Relationship between Employee Satisfaction and intention to stay 

3. Relationship between formal professional development activities and 

intention to stay 

4. Find best practices in training 

1.5 Research questions 

Research questions derived from the objectives above are as follows. 

1. Do formal professional development activities positively relate to 

Employee Satisfaction? 

2. Does Employee Satisfaction positively relate to intention to stay? 

3. Do formal professional development activities positively relate to intention 

to stay? 

4. What are the best practices in training? 
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1.6 Summary 

Training is considered to be very important in knowledge jobs, especially in the 

case of software development companies. In this study the focus area will be the 

effects of training on overall Job Satisfaction as well as on the intention to stay in 

the same organization. The objectives are to assess the positive relationships 

between each of them. Accordingly, a set of hypotheses was also formulated. 


