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Summary

The importance of soft skills training and development in improving employees’ performance
is highlighted and argued in several studies, in various disciplines, by both employers and
employees. However, developing employees’ soft skills can be quite challenging as these skills
are intangible skills that are usually domain-independent and can apply to different disciplines
and job sectors. For this reason, thorough investigation of employees’ training needs
regarding soft skills is required by Human Resources Management (HRM), before designing
and developing a related training program. This dissertation aims to shed some light to this
field by identifying the training preferences and soft skills perceived importance and self-
assessment of a public distance Higher Education Institution’s, the Open University of Cyprus
(OUC), administrative employees, in order to detect their training needs in soft skills training

and development.

Following a postpositivist worldview philosophy and a quantitative research approach, the
research design of this dissertation follows a nonexperimental design that uses survey as the
method of data collection. The overall population of this study were all OUC administrative
employees (n=71, excluding executives/managers) and the respondents (n=41) included
employees from all departments and job positions, both male and female. The results of this
study argue that OUC administrative employees perceive soft skills as important for their job
and that there are needs for soft skills’ training and development for all of them. In addition,
it is supported that: i. blended learning methodologies should be employed for their training
(both face-to-face and online delivery), ii. the higher OUC employees perceive the importance
of most soft skills for their job, the higher their self-assessment rate of development and vice
versa, iii. there are different soft skills’ training needs for each employee and iv. considerations
should be made in terms of which skills OUC management should prioritise and for which
departments and for which employees should training programs be offered, as there were

discrepancies observed amongst employees in respect to some skills.



MNepiAnyn

H onuaocia tng Kataptiong Kat tng avantuéng oplloviiwy de€lotntwy yla tn BeAtiwon tng
anodoong twv epyalopévwy, Ttoviletal kot umootnpiletal oe OSlddopeg UEAETEG, O
Sladpopouc kKAadoug, TO00 amo epyodotes 000 Kal and pyalopevous. QoToOoo, n avantuén
TwV 0pLlovtwy SefloTATWY TwV £PYalotEVWY UMOPEL va €lval apKeTA TPOKANTIKY, KaBwG
auTEG oL Seflotnteg dev elval slKkoAa PETPAOWUEG, ouvhnBwg dev efaptwvtal amod Ttov
EPYQOLOKO TOUEQ KL UItopouv va edpapuooctouyv o Stadopetikol¢ kKAadoug epyaaiac. Na to
AOYO QUTO, amalteital SlEpelivnon TWV AVOYKWVY KOTAPTLONG TWV EPYAIOUEVWV OXETIKA UE TLG
oplovtieg 6e€LOTNTEG, TPV A0 TO OXeSLAOUO KAl TNV avAmTtuén €vOog TPOYPAMUOTOS
Kataptonc. Auth n Slatptfr] OToXeVEL OTOV EVIOTILOUO TWV MPOTLUNOCEWV EMUOPPWONC TwV
SownTikwv umtaAAAAwv evog dnpootou €€ amootdoews 16pupatog Avwtatng Eknaidevong,
Tou AvolktoU Mavemotnuiou Kumpou (AMKY), mpoodlopilovtag mapdAAnAa tig opllOVILEG
6e€L0TNTEC IOV BEWPOUV ONUAVTIKEC YLa TNV Epyacia Toug Kabwg kat tov Babud mou Bswpolv
OTL TIC €XOUV AVOMTUEEL, TIPOKELUEVOU VA EVIOTLOTOUV Ol QVAYKEG ETUHOPDWONE TOUG OE

B£uata avantuéng oplloviiwy deflotntwv.

AkohouBwvtog HeTaBeToTik PLAocodiat KoL TIOOOTIK EPEUVNTIKY TIPOCEYYLOn, O
EPELVNTIKOG oXeSLAOMOG AUTAG TNG SLatpLPrig akoAouBel évav pn MEPAUATIKO OXESLAOUO,
TIOU XPNOLUOTIOLEL TO EPWTNUATOAOYIO WG TN HEB0SO culhoyrg debopévwy. O GUVOALKOG
TANBUOUOG AUTAG TNG MEAETNG NTav OAoL ot SoknTikol umaAAnAot tou AMKY (n = 71,
e€alpoupévwy Twv otehexwv / Sleubuvtwy) kat ol epwtnBévieg (n = 41) mephapupavav
umtaAARAOUC o OAa Ta TUApaTa Kol B€0elg epyaociag, 1000 avdpeg 600 Kal YUVOIKEG. Ta
QMOTEAEOUATA QAUTHC TNG UEAETNG umootnpilouv OtTL ot dlokntikol uTtdAAnAoL tou AMKY
Bewpouv TG opllovTieg Se€LOTNTEC WG CNUAVTIKEG Yyl TN SOUAELA TOUG KoL OTL UTIAPXOUV
QAVAYKEG YLoL KOTAPTLON Kol avamtuén oplloviiwy de€lotntwy yla 6Aoug toug. EmutAéoy, n
SlatplBn umootnpilel OTL: i. yla TNV KOTAPTLON TOug Ba TTPEMEL VAl XPNOLUOTIOLOUVTAL ULKTEC
pnebodoloyieg (Sta Lwong kat Stadiktuakad), ii. 600 TO CNUOVTIKEG yla TNV Epyacia Toug
Bewpouv TIc opllovTieg Se€LOTNTEG, TOCO TILO TIOAU Bewpolv OTL TIC £XOUV AVOMTUEEL Kal
avTLOTPOdWG, iii. UTIAPXOUV SLOPOPETIKEG AVAYKEG KATAPTIONG oplloviiwy Se§loTATWY yLa
kKaBe epyalopevo kal iv. pemnel va AndBouv unoPn mapdayovieg onwe n Movada katl ta
Xpovia Ymnpeoiag, mpotoU oxedlaotel pla Kataption, Kabwcg mapatnpndnkoav Stadopeg

METAEL TwV EPYAlOUEVWY OE OXEON LE OPLOUEVEG SEELOTNTEG.
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Chapter 1
Introduction

Organizations are continuously faced with the challenge of adapting in rapidly changing
industries, integrating new technologies and succeeding in highly competitive markets.
Investing in Training and Development (T&D) activities is vital for any organization, as it
involves the improvement of knowledge and skills of an organization’s most valuable asset: its
employees (Noe, 2017). However, this can be challenging for public organizations and public
Higher Education Institutions in particular, as they are faced with challenges such as limited
governmental budgets for T&D, increased levels of bureaucracy, lack of rewards and
incentives and limited opportunities of employee empowerment that can lead to decreased
motivation and productivity (Hanaysha & Hussain, 2018; Burgess, et al., 2017). Nonetheless,
employees are required to constantly improve knowledge and develop skills in order to help
the organization meet its goals and research has shown that providing training and
development opportunities can increase public Higher Education academic and administrative

employee motivation and productivity (Hanaysha & Hussain, 2018).

For the past two decades, training and development activities have been focusing on a certain
type of skills, soft skills, which are considered as intangible and not easily measured skills
(Matteson, et al., 2016). Indeed, research has highlighted the importance of developing such
skills for any organization, small or large, public or private and in any job sector (lbrahim, et
al., 2017; Viviers, et al., 2016; Abujbara & Worley, 2018). However, developing employees’
soft skills, can be quite challenging, especially when it comes to identifying employee skill gaps
and monitoring and assessing such skills, during and once training is finished (Gibb, 2014).
Nonetheless, research focusing on investigating the needs for developing administrative
employees’ skills in a public Higher Education Institution (HEI), is limited and there is, to my
knowledge, no research investigating the needs of administrative personnel in a public
distance HEI. Thus, how can a public distance HEl address matters of administrative

employees’ soft skills training and development?



The purpose of this Master dissertation is to investigate the needs for administrative

employees’ soft skills training and development, in a public distance HEI, in this case, the Open

University of Cyprus (OUC), focusing on developing soft skills that are considered intangible

and transferrable. In particular, this dissertation aims to identify OUC administrative

employees’ training preferences and to examine their perceptions regarding soft skills that

are important for their job as well as the extent to which they self-assess that they have

developed such skills. Specifically, this dissertation addresses the following research

questions:

1. What are Open University of Cyprus (OUC) administrative employees’ preferences
regarding training and development duration and delivery?

2.  Which soft skills do OUC administrative employees perceive as important for their job
performance?

3. Which soft skills do OUC administrative employees self-assess as having/not having
developed yet?

4. To what extent is OUC administrative personnel’s perception of soft skills importance and
self-assessment being affected by gender, department, job position or working years at

ouc?

Following quantitative research methodology and nonexperimental survey as the data
collection method, an online questionnaire was distributed to all administrative employees of
OUC, except for executives and managers. Data analysis was conducted using statistical
package software, where responses were coded in variables and then descriptive statistics
were produced and certain nonparametric tests were conducted in order to vyield this

dissertation’s results.

The rationale behind this dissertation was to help OUC address issues related to employees’
soft skills, by providing OUC Human Resource Management (HRM) with valuable information
that ought to be taken into consideration when designing a training program for soft skills
development. Specifically, this Master dissertation identifies OUC employees’ training needs
in respect to soft skills and, to my knowledge, this is the first time such needs assessment is
conducted at OUC, for this particular topic. Additionally, given that this study was carried out

in the context of a public distance HEI, these results are also important for any other public



and/or distance Higher Education institution that wishes to investigate and improve

employees’ soft skills, to increase employee productivity and motivation in similar settings.

This dissertation is organized in six chapters. Chapter 2 — Theoretical Background — Literature
Review (p.10) that follows, provides the theoretical background and key concepts involved in
this dissertation and Chapter 3 — Research Design (p.20) illustrates the research questions and
describes and justifies the research design of this study. The results and findings that derived
from analysing the data are presented in Chapter 4 — Results and Findings (p.34) and these
findings are discussed in Chapter 5 — Discussion (p.51) where this dissertation research
guestions are addressed. Lastly Chapter 6 — Conclusions (p.57) provides an overview of the key
findings, main contributions and implications, limitations and recommendations for further

research.



Chapter 2
Theoretical Background —
Literature Review

2.1 Employee training and development (T&D)

Employee training and development (T&D) is an important activity of Human Resources
Management (HRM). As economical, societal, cultural, industrial and environmental needs
and challenges changed over the years, HRM practices also transformed and evolved, in order
to help organizations to adapt and survive, in such continuously changing environments (Noe,
2017; Tubey, et al., 2015). HRM practices are now focusing their activities towards people as
human resources, who are broadly considered as an organization’s most valuable asset (Noe,
2017) and many successful organizations appear to put their people, their employees first,
engaging in activities that help their employees’ develop and grow (Pfeffer, 2010; Torrington,

Hall, Taylor, & Atkinson, 2017).

T&D activities are designed and developed in order to help employees and organizations to
close an identified gap in knowledge and/or skills related to their job, to improve job
performance. Several studies have highlighted the effectiveness of T&D activities, when these
are designed, developed and implemented appropriately (Saridakis, et al., 2017). Nonetheless,
designing and developing in-house T&D activities can be costly both in human and money
resources and, for many years, organizations did not invest much on such activities (Noe,
2017). However, it appears that, currently, many organizations turn to T&D as a recent report
conducted by LinkedIn (LinkedIn, 2020) indicates that, today, Learning and Development
professionals face less budget constraints in their effort to train talents and, as the majority

of those professionals stated, their executives actively support these training efforts as well.

Providing T&D opportunities for employees is a practice that appears to benefit both the

organization and the employees. Results from recent research suggest that organizations
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which invest in employees’ training and development are more likely to perform better, gain
more profit and, thus, achieve their organization’s goals successfully (Sheehan, 2014;
Saridakis, Lai, & Cooper, 2017; Urban, 2020). Similarly, research suggest that employees, who
get training and development opportunities in their job, appear to be more satisfied with their
job, be more loyal, more motivated and more likely to stay in the job (Costen & Salazar, 2011;

Ruvimbo Terera & Ngirande, 2014; Fletcher, et al., 2016; Chen, et al., 2019).

Selecting or designing T&D activities is not an easy task and it requires a thorough needs
assessment analysis on behalf of the HRM personnel in order to identify the needs for T&D
and employee gaps that should be addressed via T&D (Brown, 2002; Torrington, et al., 2017).
Gathering data through needs assessment analysis is important as it assists organizations
focusing on what is needed, making the right decisions and determining the costs and benefits
of training interventions (Brown, 2002; Igbal & Khan, 2011; Noe, 2017). However, poor or
inadequate needs assessment analysis which only focuses on organizational matters often
neglects other factors that are very important, such as employees’ skill gaps and
characteristics as learners and this can affect the effectiveness of a T&D program (Roberson,

et al., 2003; Igbal & Khan, 2011).

There are various ways in which T&D programs are delivered. Traditional T&D techniques
typically involve an instructor or facilitator who leads training sessions within or outside the
workplace and, in some work environments, such as heavy industries with machinery and
other equipment involved, hands-on methods are used such as on-the-job demonstrations
and simulations (Noe, 2017). With the rapid development of technology and internet, new
ways of delivering T&D appear. Recent reports suggest that there appears to be a trend
towards taking advantage of the opportunities provided by technology and e-learning
methodologies and several organizations shift towards in-house or externally provided
training via e-learning (Guiney, 2015). Furthermore, as Noe (2017, p. 343) supports, “e-
learning allows faster and more efficient delivery of training and reduces geographic and time
constraints for employees’ learning”, highlighting the importance of allowing employees learn
at their own pace. Indeed, as Ho and Dzeng (2010) argue in their research, investigating the
effectiveness of a construction safety training via e-learning, that e-learning appeared to
improve learning effectiveness and trainees’ satisfaction as they could go through the training

material at their own time and pace. In addition, research supports that e-learning integration
11



via virtual learning environments and other integration of educational technology in T&D
activities in the workplace appears impact positively Return on Investment (ROI) (Khan, et al.,
2018), especially when it comes to training employees that are located in various geographical

locations and have different needs (Holton, et al., 2006).

Nonetheless, despite the promising benefits of e-learning in T&D, reports indicate that e-
learning training integration can be quite challenging for medium- or small-sized organizations
as these lack the infrastructure, staff-readiness, resources and systems that can facilitate such
a complex training, whereas large organizations are more ready to adopt e-learning training
programs (Guiney, 2015). The findings of Becker et al. (2012) study, revealed the technological
gap between younger and older rail workers in Australia, where e-learning integration was
taking place. They found that when designing T&D programs, employees should be viewed as
groups and not as a whole workforce as their findings revealed that not all workers’
preferences and needs were met with the use of e-learning; technology-savvy younger
workers shared different expectations, whereas many older workers lacked digital skills and
preferred a more traditional way of training (Becker, et al., 2012). Therefore, apart from
organizational matters, employees’ preferences and needs are highly important in T&D and

needs assessment before designing and developing a training program.

Even though online training and e-learning is expected to penetrate even more in the
corporate T&D industry with an expected market grow at a CAGR of 11.41% by the end of
2020 (DOCEBO, 2016), currently, many organizations that cannot fully integrate e-learning
training programs, turn to blended learning approaches, where both traditional and e-learning
design and delivery are utilized (Guiney, 2015). Indeed, research found that blended training
programs can be more effective than fully online and e-learning ones, especially for service
providers, since practical activities and practical application is important in order to help
employees enrich their knowledge and skills (Brennan, et al., 2019). The importance of
combining both classroom-based and online learning activities was also highlighted by Politt
(2008, p.19) as such a blended approach “enables the students to learn in both a practical and
theoretical manner”. Similar findings were reported by a recent study that highlights the
importance of human interaction in blended training programs in establishing a more active
behavioral, a higher cognitive and a more positive emotional trainees’ engagement, in

comparison to training programs where human interaction is absent (Hewett, et al., 2019).
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An important aspect of designing and developing training programs is the subject-matter of
the training. For many years, the main focus of T&D activities involved job-specific and/or
technical knowledge, depending on employees’ job specification and position (Noe, 2017;
Deming, 2017). However, with the evolution of HRM practices and the growing demand of a
dynamic and flexible labor market, T&D activities are currently required to not only focus on
such “hard skills” but also to provide T&D opportunities for the development of other skills
that are considerably important for employability and complex projects, such as employees’
interpersonal skills and social skills, which are called ‘soft skills’ (Deming, 2017; Nilsson, 2010;

Azim, et al., 2010). These skills are presented in more detail in the section that follows.

2.2 Employees’ soft skills

Employers, managers and executives wish to work with competent employees in order for
their organization to grow and be profitable (Torrington, et al., 2017). Indeed, for the past
decade, European Commission policies and guidelines focus on helping individuals develop
competencies in several areas, from school students to employees (European Commision,
2017; European Commission, 2020). In order for an employee to be competent in a field, s/he
should possess related knowledge, skills and attitudes (KSA), that is knowing what (facts,
procedures, protocols etc.) to perform, being able to do it and also have an appropriate
attitude (i.e. have a positive attitude, motivation etc.) towards the task in order to be able to
perform the task successfully (Baartman & de Bruijn, 2011). Although all three components
are important for designing any T&D program, this dissertation focuses on skills and
specifically, ‘soft skills’. Considering the context of this dissertation, which involves the
administrative staff of a public distance Higher Education Institution, the sections that follow
give particular attention to literature related to ‘skills’ and ‘soft-skills’ in service-based

occupational structures, Higher Education Institutions and public sector services.

2.2.1 ‘Skills’ and ‘Soft skills’: definitions

According to Merriam-Webster dictionary (Merriam-Webster, 2020), a skill is “the ability to
use one’s knowledge effectively and readily in execution or performance”. This ability can
involve both motor and cognitive skills (Baartman & de Bruijn, 2011). Focusing on managerial

skills, Peterson & Van Fleet (2004, p.1298) define a skill as “the ability either to perform some
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specific behavioral task or the ability to perform some specific cognitive process that is
functionally related to some particular task”. Furthermore, Peterson & Van Fleet (2004) refer
to two components which are prerequisites to what is considered as a skill: i. having a domain-
specific knowledge base and ii. Having a method or means to access that knowledge base. This
is also reported in several other definitions of skills, such as Hurrell et al. (2012) and Matteson
et al. (2016) which indicates that skills are not separated from knowledge and T&D programs

should offer both knowledge and skills” development opportunities.

Depending on the kind of knowledge base, skills can be classified as ‘hard skills” and ‘soft skills’.
‘Hard skills’” are tangible and quantifiable skills that are highly linked to job-specific knowledge,
such as technical skills and IT skills and are usually acquired via education, job experience
and/or training (Wikle & Fagin, 2015). ‘Soft skills’ are intangible skills that are usually domain-
independent and can apply to different disciplines and job sectors, such as effective
communication and teamwork (Wikle & Fagin, 2015; Matteson, et al., 2016). For many years,
apart from educational qualifications, ‘hard skills’” were the main focus of employers when
seeking to recruit employees. However, the increasing number of job positions involving
customer interaction and the fact that many organizations shifted towards service-oriented
work structures required for the emergence of ‘Soft skills’ as a term (Hurrell, et al., 2012).
Currently, several studies argue that both ‘hard’ and ‘soft’ skills are important in any
organization as there appears to be a complimentary nature of each other and in some case

the possession of one can enhance the other (Balcar, 2016; WorldEconomicForum, 2018).

2.2.2 Skills considered as Soft Skills: A review of literature and taxonomies

There appears to be a lack of shared understanding and common terminology when it comes
to defining, classifying and clustering soft skills (Cinque, 2016). Reviewing relevant literature,
it appears that there are several terms that are often used by scholars in order to refer to soft
skills, such as interpersonal, social, transferrable, intangible, non-technical, domain-
independent, and people skills (Matteson, et al., 2016). In addition, in some studies, soft skills
include employee personal traits and attributes, such as courtesy, integrity and positive
attitude (Robles, 2012) whilst in others, soft skills are linked to 215 century skills (van Laar, et
al., 2018), transversal/pervasive skills and employability skills (Viviers, et al., 2016; The Gallup

Organization, 2010). But what kind of skills are considered as ‘soft skills’, really?
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Skills that are frequently referred to as ‘Soft Skills’ in literature and were selected to be

investigated in this dissertation are:

Communication which is often defined as the ability to effectively communicate with
others by conveying information, ideas and opinions, both orally and in writing, while
listening and being receptive to the views of others (see Grugulis & Vincent, 2009;
Parente, et al., 2012; Matteson, et al., 2016; Promis, 2008; Robles, 2012; Chamorro-
Premuzic, et al., 2010; Dall'Amico, et al., 2015; Gruzdeyv, et al., 2018; Wesley, et al.,
2017; Khaouja, et al., 2019).

Collaboration — teamworking which is often defined as the ability to work effectively
in a group with other people, as a team, in order to achieve a common and shared
goal, for the organization’s prosperity, by exchanging resources and knowledge. (see
Grugulis & Vincent, 2009; Matteson, et al., 2016; Promis, 2008; Robles, 2012;
Chamorro-Premuzic, et al., 2010; Dall'Amico, et al., 2015; Gruzdev, et al., 2018;
Wesley, et al., 2017; Khaouja, et al., 2019)

Problem-solving / Analytical Thinking / Critical Thinking which is often defined as the
ability to collect and analyze information and understand the connections between
ideas and events, in order to solve simple or complex problems and make decisions for
the organization’s success (see Grugulis & Vincent, 2009; Matteson, et al., 2016;
Chamorro-Premuzic, et al., 2010; Dall'Amico, et al., 2015; Gruzdev, et al., 2018;
Wesley, et al., 2017; WorldEconomicForum, 2018; Khaouja, et al., 2019).

Leadership / Social Influence which is often defined as the ability to encourage and
guide other people in order to motivate them to contribute effectively and adequately
to achieving the goals of the organization (see Grugulis & Vincent, 2009; Promis, 2008;
Matteson, et al., 2016; Dall'Amico, et al., 2015; Gruzdeyv, et al., 2018; Wesley, et al.,
2017; WorldEconomicForum, 2018).

Innovation / Creativity which is often defined as the ability to contribute new, original
and creative ideas in order to improve the work, products and services of the
organization (see Promis, 2008; Chamorro-Premuzic, et al., 2010; Dall'Amico, et al.,
2015; WorldEconomicForum, 2018).

Self-management / Autonomy which is often defined as the ability to set goals,

priorities and tasks on my own, to manage my time and stress adequately and to take

15



responsibility for my actions (see Matteson, et al., 2016; Chamorro-Premuzic, et al.,
2010; Wesley, et al., 2017; Khaouija, et al., 2019)

e Emotional Intelligence which is often defined as the ability to empathize well with
others, by understanding, utilizing, and managing one’s own emotions positively in a
way that allows for conflict avoidance and effective communication (see Matteson, et
al., 2016; Promis, 2008; Chamorro-Premuzic, et al., 2010; WorldEconomicForum,
2018)

e Self-Improvement which is often defined as the ability to recognize my shortcomings
in knowledge and skills and then take action to acquire them, maintaining a positive
attitude towards my continuous development and lifelong learning (see Grugulis &
Vincent, 2009; Chamorro-Premuzic, et al.,, 2010; Dall'Amico, et al., 2015;
WorldEconomicForum, 2018)

e Adaptability / Flexibility which is often defined as the ability to adapt and change
one’s course of action when new situations and conditions arise that requires for such
changes (see Robles, 2012; Matteson, et al., 2016; Dall'Amico, et al., 2015)

e Project management / Task coordination which is often defined as the ability to set
goals and priorities, to select and distribute tasks and resources, to monitor and
implement those goals, responding effectively to any deviations (see Ibrahim, et al.,
2017; Gruzdev, et al., 2018; Low, et al., 2019). It is worth mentioning that this particular
skill is a more complex one that frequently involves other skills, such as time-

management, leadership, communication and so on.

In addition to the above soft skills, other skills that were referred to as ‘soft skills’ in literature,
included: integrity, ethics, diversity sensitivity, customer service orientation, professionalism,
positive attitude, attention to detail, taking initiatives and others. Nonetheless, such skills fall
mostly in the personal traits and attributes and cannot be easily identified. For the purposes
of this dissertation, the 10 ‘soft skills’ described above were selected because those were the
ones that were frequently mentioned in several studies, were more related to administrative
positions and were more clearly defined as skills and not as personal traits and attributes of
an employee. Nonetheless, it is important to state that, even though, soft skills that are
perceived important change over time, as organizations’ and employees’ work change and
skills such as communication and collaboration/teamwork that are frequently mentioned in

relevant literature as most demanded, were not reported to be in demand in 2018 nor are
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expected to be in demand by 2022, as the recent World Economic Forum (2018) Future of
Jobs Report stated and skills such as emotional intelligence and creativity/innovation are
expected to be higher in demand by 2022. Therefore, ‘soft skills’ demand is not static as it

appears to change over time.

2.3 Soft skills importance and challenges for T&D

The importance of soft skills training and development in improving employees’ performance
is highlighted and argued in several studies, in various disciplines, by both employers and
employees (Azim, et al., 2010; The Gallup Organization, 2010; Robles, 2012; Ibrahim, et al.,
2017; Viviers, et al., 2016; Abujbara & Worley, 2018). For example, in their study, lbrahim et
al. (2017) found that soft skill acquisition and training methodology were two factors that
could predict trainees’ performance, especially when their training had intervals of “time-
space” in between sessions. Furthermore, Parente et al. (2012) highlighted the importance of
mastering soft skills, as their research concluded that people who master soft skills may
enhance their capacity for mastering more traditional skills, such as hard skills. Similarly, Azim
et al. (2010) argued that soft skills are important in managing complex projects, as their
research revealed that participants’ soft skills, such as communication and collaboration,
helped them overcome “people” issues as they could understand the dynamic and social
context of the complex project management process more effectively. Indeed, several studies
and report view both soft skills and hard skills as essential skills for any employee to possess
and argue that training and development should focus on providing training opportunities for
both (Balcar, 2016; WorldEconomicForum, 2018; Directorate-General for Employment, Social
Affairs and Inclusion (European Commission), 2012). However, designing a T&D focusing on
developing soft skills is not an easy task, as these are not easily identified, measured or
assessed and this makes soft skills training and development practices challenging (Abujbara

& Worley, 2018).

Furthermore, even though research argues that both employers and employees value the
overall importance of soft skills for employee performance, it appears that there are
differences and variations between them, in respect to the appreciation of certain soft skills’
importance. In their research, Grugulis & Vincent (2009) investigated and compared the effect

of soft skills marketization in two public sector employees workforces, IT professionals and
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caseworkers in the UK. They found a workforce polarization, because IT professionals were
eventually more advantaged in comparison to the caseworkers, as soft skills were presented
by managers as complimentary skills to IT professionals hard skills, whereas soft skills were
presented as an alternative to caseworkers technical skills, diminishing, this way, their existing
skills, especially for women. The authors conclude that soft skills emphasis which is merely
suggested by managers and employers is not enough. Differences were also reported in
Wesley et al. (2017) study, where they found that even though communication was a skill that
was identified by retailing and tourism management students, faculty and business leaders as
the most important soft skill, there were many differences in the level of importance of all
other soft skills investigated. Similarly, Matsouka & Mihail (2016) reported differences
between university graduates and HR managers, where students tended to overestimate their
soft skills, whereas managers argued that graduates lacked essential skills. This ‘skill gap’
between employers’ expectations and skills possessed by employees/graduates echoes
findings from Malik & Venkatraman (2017) as well. Therefore, T&D professionals should take

into consideration employees’ perceptions and preferences before designing a T&D program.

2.4 Chapter 2 Summary

This chapter presented literature related to employee Training and Development, soft skills
and their importance in improving employee performance. Employees are required to
constantly improve their performance as their work environment constantly changes too. For
this reason, training and development activities aim in helping employees gain new knowledge
and develop skills. Skills require employees to have access to related knowledge base in order
to have the ability to use it to perform successfully. Nonetheless, soft skills, which are
intangible, cross-sectoral and domain-independent skills, such as communication,
collaboration and problem-solving are as important to master as hard skills which are more
traditional, more tangible, more technical/domain-specific skills, such as IT and job-specific
skills. Indeed, literature argues that soft skills are important and have positive effect on
employees’ performance in several settings. Yet, literature reveals differences in employers’
expectations and employees’ possession of such soft skills and differences when it comes to
level of importance for each soft skill. Therefore, employees’ perceptions and preferences

should be taken into consideration during needs assessment procedures.
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As discussed in this chapter, even though literature review reveals that there are many studies
investigating administrative employees’ T&D and soft skills’” T&D there is limited research
conducted in the context of a public HEI. In fact, there is, to my knowledge, no research
investigating the needs of administrative employees’ soft skills in a public and distance HEI.
Considering that soft skills are defined as transferrable and cross-sectoral skills that are
independent of the job position, is this the case in the context of a public distance HEI, where
the majority of services the administrative personnel provides is carried out in distance and
rarely in person? Do employees in such a context share similar appreciation of the importance
of certain soft skills for their job performance as employees in prior studies in other settings?
Do they have different training needs in this area? Are there any factors affecting their
perception of soft skills importance? This dissertation aims to shed some light in this
uncharted territory of soft skills’ development in the context of a public distance HEI, in the

chapters that follow.
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Chapter 3
Research Design

3.1 Philosophical worldview

There are various philosophical worldviews or epistemologies that affect the research design
of a study. Widely used worldviews include: Postpositivist, Constructivist, Transformative and
Pragmatic (Creswell & Creswell, 2018). The research design of this dissertation follows a
Postpositivist worldview philosophy, as this study does not aim to understand, interpret and
explain participants’ actions like Constructivist worldview does, nor aims to shed light on the
way politics or issues of social justice affect the lives of participants like Transformative
worldview does, nor aims to focus on a specific research problem like Pragmatic worldview
does (Creswell & Creswell, 2018). This research follows a Postpositivist worldview because it
aims in developing knowledge by setting a theory, collecting data in order to support or reject
the theory, by making numeric “measurement of the objective reality that exists “out there”

in the world” (Creswell & Creswell, 2018, p.44).

3.2 Research questions

Following a Postpositivist philosophical worldview, the nature of the Research Questions of
this study follows the quantitative research design (Little, 2013). In order to gather
information regarding participants’ training preferences and study participants’ perceptions
towards the importance of soft skills for their job and their appreciation of the development
of such skills by themselves, the following research questions were set and are addressed in
this dissertation:

1. What are Open University of Cyprus (OUC) administrative employees’ preferences

regarding training and development duration and delivery?

2. Which soft skills do OUC administrative employees perceive as important for their job

performance?
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3. Which soft skills do OUC administrative employees self-assess as having/not having
developed yet?

4. To what extent is OUC administrative personnel’s perception of soft skills importance and
self-assessment being affected by gender, department, job position or working years at

ouc?

3.3 Methodology and Methods of Data Collection

This study investigates people’s preferences and perceptions. Therefore, the research design
of this study takes on a Quantitative research approach and a nonexperimental design that
uses survey as the method for collecting data (Creswell & Creswell, 2018; Little, 2013). In
addition, the study focuses on preferences and perceptions of administrative employees of a
public distance Higher Education Institution and therefore, this study is contextualized within
the boundaries of that Institution, in this case the Open University of Cyprus. In the
subsections that follow, the context of the Open University of Cyprus, the sampling process of

participants and methods of data collection for this study will be presented.

3.3.1 Study context: The Open University of Cyprus context

The Open University of Cyprus (OUC) is a public distance Higher Education Institution,
established in 2002 and is the country’s only university offering exclusively open and distance
education. OUC has a flexible distance learning methodology that enables students of various
backgrounds and characteristics enrol in high quality accredited Bachelor, Master and Ph.D.
programmes of study across three faculties: Humanities & Social Sciences, Pure & Applied
Sciences, Economics & Management (OUCwebsite, 2020). Currently, OUC has approximately
6.000 students who graduated and approximately 3.500 students enrolled in the 2019-2020
academic year. For its operation, OUC employs 25 academic faculty members located at OUC
premises in Cyprus and approximately 350 adjunct tutors, located in and out of Cyprus (OUC,
2019). In addition, students and academic staff are currently supported by 75 members of

administrative personnel, who work in OUC premises in Nicosia, Cyprus (OUC, 2020).

The administrative services of OUC are under the Director of Administration & Finance and

are organised in the following eight functions (OUC, 2019):
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International Relations, Development & Communication (IRDC) that supports OUC'’s
administrative and operational matters regarding international and national
cooperations, as well as OUC’s communicational and developmental strategies and
quality assurance. Currently, IRDC unit is comprised of 3 departments/units and has 3
employees.

Research, Industry Liaison & Innovation (RILI): that administratively supports
research activity of academic staff members of OUC. Currently, RILI unit has 2
employees.

Administration and Finance (AF): that supports OUC’s financial operation and
resources as well as human resources and project management. Currently, AF unit is
comprised of 3 departments/units and has 12 employees and 1 Head of the
Accounting Department.

Information Communication Technologies & Library (ICTL): that supports the entire
OUC’s distance education processes, ensuring the function of all technological
networked services, infrastructure and library services of the University. Currently,
ICTL is comprised of 2 departments/units and has 18 employees and 1 Head of the
Department.

Students & Study Programmes’ Support (SSPS): that supports students and academic
staff regarding study and career matters during and after their studies at OUC.
Currently, SSPS is comprised of 12 employees and 1 Head of the Department.
Operational Support (0S): that supports the promotion of OUC programs of study,
the conclusion and management of procurement services, the management of mail
and correspondence within and outside OUC as well as the assurance of health and
safety matters and building infrastructure functions. Currently, OS is comprised of 4
departments/units and has 10 employees.

Laboratory of Educational Material & Methodology (LEMM): that monitors,
evaluates and updates the educational material and educational methodology that is
adapted by OUC in programs of study, in order to enhance students’ learning
experience. Currently, LEMM has 3 employees.

Events Office (EO): that supports events organised centrally by OUC and by Programs

of Study and Administrative departments. Currently, EO has 1 employee.
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In addition to the above eight functions, OUC administrative services include the following
units: Office of the Director of Administration and Finance (2 employees), Office of the
Rector (1 employee), Faculty Secretariat (5 employees) and Central Records and Secretariat
unit (2 employees). Administrative staff working in these units support the Council, the

Director of Administration and Finance, the Rector and the three Faculties of OUC.

The department responsible for Training and Development at OUC is the Human Resources
(HR) unit which is part of the Administration and Finance function. Employees at OUC can
participate in T&D seminars and programs that are either organised centrally by HR unit or
Head of departments, in collaboration with the Director of Administration and Finance or by
individually suggesting a specific T&D program that is relevant to their job and is usually
delivered outside OUC premises. Participation in T&D programs follow a process of request
approval depending on the relevance of the T&D activity for the employee’s job, its cost and
its duration and there is a limit on the number of T&D programs an employee can participate
within a year, so as to be able to accommodate the needs of employees within the allocated

budget.

3.3.2 Sampling and participants

Participants for this study were OUC administrative personnel, which as mentioned earlier,
are currently 75 members, including the 4 Executives/Managers who are the Director of
Administration and Finance, the Head of the Information Communication Technologies &
Library, the Head of the Students & Study Programmes’ Support and the Head of the
Accounting Department. For the purposes of this study, Executives/Managers were excluded
from the sampling process, because for T&D, different processes are followed for

Executives/Managers and the focus was on employees other than Executives/Managers.

Therefore, the overall sample of this study were all OUC administrative personnel (n=71), both
male (n=19) and female (n=52) working at officer (n=29) and deputy offer (n=42) positions in
all departments. Overall, as shown in Table 1 below, 40 OUC administrative employees
responded to the questionnaire (n=40, 56% of all), of which 15 males (n=15, 79% of all males)
and 23 females (n=23, 44% of all females), whilst 2 preferred not to state their gender. Of
those who responded to the survey, 19 were officers (n=19, 66% of all officers) and 21 were

deputy officers (n=21, 50% of all deputy officers).
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Department/Unit All All All All All Responded Resp. Resp. Resp. Resp. Did not
(Total) Officers Deputy Male Female (Total) Officers Deputy Male Female state
Officers Officers gender
Administration and Finance
12 6 6 2 10 > 3 2 2 3
(42%) (50%) (33%) (100%) (30%)
Operational Support 10 4 6 3 7 5 4 1 2 3
(50%) (100%)  (17%) (67%) (43%)
Students and Programmes of Stud
S g y 12 2 10 2 10 6 0 6 ! 4 1
upport (50%) (0%) (60%) (50%) (40%)
-Research, Industry, Liaison and
Innovation
-International Cooperation,
Development and Communication 10 7 3 2 8 6 4 2 L >
0, o) o) 0, o)
-Central Records and Secretariat B (57%) (67%) (50%) (63%)
-Laboratory of Educational Material and
Methodology
Information Communication " 9 9 9 9 13 7 6 8 4 1
Technologies and Library (72%) (78%) (67%) (89%) (44%)
-Office of the Director of Administration
and Finance
5 1 4 1 4
-Office of the Rector 9 1 8 1 8 0 0 o o 0
-Faculty Secretariat (522 (100%) (50%) (100%) (50%)
-Events office
Total 40 19 21 15 23 2
1 29 42 19 >2 (56%) (66%) (50%) (79%) (44%)

Table 1: OUC administrative personnel total number and number of respondents per gender, position and department
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Furthermore, it appears that employees from all departments responded to the survey with
more than 50% response rate for most departments whilst Information Communication
Technologies and Library department being the one with the most participation (n=13, 72%
of all employees in this department) and Administration and Finance department being the
one with the least participation (n=5, 42% of all employees in this department). Nonetheless,
it appears that overall, more males (n=15, 79% of all males) responded to the survey than
females (n=23, 44% of all females) when compared to the overall number of the sample. In
addition, reviewing respondents’ gender and position per department, it appears that there
is a fairer representation of males’ respondents in every department, whereas, for example,
females are represented at 30% and 40% at Administration and Finance and Students and

Programs of Study Support departments respectively.

Moreover, in respect to the position of respondents, it appears that there is a fairer
representation of officers when compared to the deputy officers. For example, even though
none of the officers of Students and Programs of Study Support department responded to the
survey (n=0, 0% of all officers in this department), in all other departments, the majority —and
in some departments all — of officers responded to the survey, as for example Operational
Support department (n=4, 100% of all officers in this department) and Information
Communications Technologies and Library unit (n=7, 78% of all officers in this department).
However, deputy officers are less represented in Administration and Finance and Operational

Support departments’ responses.

OUC administrative employees who have answered the survey and are considered the

participants in this study, are illustrated in Figures 1, 2, 3 and 4 below, per gender, position,

department and number of working years at OUC, respectively:

25



Participants' Gender Participants' Job Position
5%

58%
@ Male [1Female [ Rather not to say @ Officer 1 Deputy Officer
Figure 1: Participant’s gender Figure 2: Participant’s job position

OUC administrative employees who answered the survey per
Department/Unit

B Administration and Finance

M Operational Support

u Students and Programmes of Study Support

1 Research, Industry, Liaison and Innovation - International Cooperation, Development and Communication
- Central Record and Secretariat - Laboratory of Educational Material and Methodology

1 Information Communication Technologies and Library

Office of the Director of Administration and Finance, Office of the Rector, Faculty Secretariat and Events
office

Figure 3: Participants’ per Department/Unit
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Participants' working years at OUC

10%
48%

42%

@ 1-5 Years 6-10 Years [ More than 10 years

Figure 4: Participants’ working years at OUC

3.3.3 Methods of data collection
As stated earlier, the research design of this dissertation follows the postpositivist
philosophical worldview and a quantitative nonexperimental design (Little, 2013; Creswell &

Creswell, 2018). Therefore, the method selected for data collection is survey.

The data collection was conducted through a questionnaire that was designed in Greek which
is participants’ native language and was administered to participants online via OUC’s e-mail
accounts, through Microsoft Forms tool!. The questionnaire was comprised of three parts (see
Appendix A for the Microsoft Word format of the survey) and a cover letter at the beginning,
explaining the purpose of the survey. Part A asked questions related to participants’ training
and training preferences. Part B asked questions related to 10 soft skills and it asked
participants to rate them in terms of level of importance for their job, as well as, rating the
extent to which they considered they had developed those skills. Part C asked participants’

demographics and, specifically, their department, position, gender and working years at OUC.

The training preferences in Part A, were phrases that described combinations of delivery,
duration, timing and place for training and participants were asked to choose one or more of
those combinations that were their preferences. Following the literature review in Chapter 2
(see Section 2.1), combinations of face to face or online delivery (synchronously,

asynchronously or both) training delivery, within or outside OUC premises, within or outside

! The online questionnaire can be found here: https://bit.ly/3bHcSUX
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https://bit.ly/3bHcSUX

work hours and overall duration of training were the preferences that participants were asked

to choose from (see Appendix A).

Furthermore, the 10 soft skills that were surveyed in Part B were: 1. Communication, 2.
Collaboration — teamworking, 3. Problem-solving / Analytical Thinking / Critical Thinking, 4.
Leadership, 5. Innovation / Creativity, 6. Self-management / Autonomy, 7. Emotional
Intelligence, 8. Self-Improvement, 9. Adaptability / Flexibility and 10. Project management /
Task coordination. These were the 10 soft skills that were identified via the literature review
presented in Chapter 2 and were highly linked to service-oriented work environments, such
as OUC. In addition, in an effort to establish a shared understanding, brief definitions were
provided to participants, for each of the 10 soft skills (see Appendix A for the definitions in

Greek or see Section 2.2.2 of Chapter 2 of this dissertation for the definitions in English).

It is important to state that, in Part C, due to the small number of the sample and in order to
ensure anonymity, participants were asked to select their department from a list of
departments, some of which were grouped with others, as the combination of Gender and
Job Position would lead to an identification of a participant. Therefore, for that question,
participants could select one of 6 group of departments: i. Administration and Finance (AF), ii.
Operational Support (OS), iii. Students and Study Programs’ Support (SSPS), iv. International
Relations, Development & Communication (IRDC), Research, Industry Liaison & Innovation
(RILI), Central Records and Secretariat (CRS) and Laboratory of Educational Material &
Methodology (LEMM), v. Information Communication Technologies & Library (ICTL) and vi.
Office of the Director of Administration and Finance (ODAF), Office of the Rector (OR), Faculty

Secretariat (FS).

The three parts of the questionnaire included items that were merely closed-type questions
but there was also one open-ended question in Part B, where participants could type
additional soft skills that they considered as important. It is worth mentioning that this
guestionnaire was administered to two former employees of OUC and adjustments were
made according to their feedback. Table 2 illustrates the questions/items that were asked in
each part of the questionnaire, the measurement and type of variables and their connection

to the research questions of this dissertation.
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Q/naire Questions/Items Measurement (Variables) Type of Research

Part Variable Questions
PartA A.l. How many times have you participated in A.1. Training participation frequency Ordinal RQ1
training, related to your work, the past 2 years? (Never, 1-2 times, 3-4 times, 5-6 times, more than 6 times) (frequency)
A.2. Thinking about the ideal, for you, training, A.2. Training preferences Categorial RQ1

please select your preferences, in respect to the (combinations of: face to face, online synchronously / Nominal

way you would like to be trained for matters related asynchronously, at work premises, outside work premises, (selection  of

to your work. during working hours, outside of working hours, 2-3 hours, 4-8
one or more)

hours, 2-3 days, 4-5 days, more than 5 days)

Part B B.1. Thinking about your job, how important do you B.1. Soft skills perceived importance Ordinal RQ2
consider the following soft skills for your own (not at all important, very unimportant, neither important nor (Likert rating
everyday work? unimportant, very important, extremely important) scale)

B.2. Are there any other skills that you consider B.2. Additional Soft skills participants consider important Open-ended RQ2
important for your job? Please share. (Open-ended question) guestion
B.3. To what extent do you consider you have B.3. Soft skills self-assessment Ordinal RQ3
developed the following soft skills? (not at all, to a small extent, to a moderate extent, to a great (Likert rating
extent, to a very great extent) scale)
Part C C.1. What administrative OUC department do you C.1. Department/Unit Categorial RQ4
5 .
work for? (AF, 0S, SSPS, IRDC/RILI/CRS/LEMM, ICTL, ODAF/OR/FS) Nominal
C.2. What is your job position at OUC? C.2. Job position Categorial RQ4
(officer, deputy officer) Nominal
C.3. Please select your gender. C.3. Gender Categorial RQ4
(Male, Female, Prefer not to say) Nominal
C.4. How many years have you been working for C.4. Working years at OUC Ordinal RQ4
oucr? (1-5 years, 6-10 years, more than 10 years) (years)

Table 2: Questionnaire administered to OUC employees — Items, variables, type and research questions
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3.4 Methods of data analysis

Given the quantitative nature of the research question and this nonexperimental survey
research design, the data analysis was conducted in three stages, using both Microsoft Excel
and IBM SPSS (subscription version 2020).

3.4.1 First stage of analysis — Variable coding data preparation

The first stage of analysis aimed in preparing data collected via Microsoft Forms in order to be
able to perform analysis using Excel and SPSS (Little, 2013). This was done by exporting data
in an Excel format, renaming each column as a variable and then transforming every text data
into numerical data, using numerical codes. An example-extract of how data was transformed

is shown in Figure 5 below.
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Figure 5: Transformed numerical data in SPSS

For example, Gender (Question C3) was coded as 1=Male, 2=Female and 3=Prefer not to say,
Position (Question C2) was coded as 1=Officer, 2=Deputy Officer, Training Frequency
(Question A1) was coded as 1=never, 2=1-2 times, 3=3-4 times, 4=5-6 times, 5=more than 6
times. In addition, participants’ responses in Part B rating questions were coded using 1 to 5
numerical codes. For example, for each soft skill, there was a separate variable i.e.
SelflmprIMP (Self-Improvement Importance, Question B1.a) that was coded as 1=not at all
important, 2=very unimportant, 3=neither important nor unimportant, 4=very important,
5=extremely important and so on. A similar coding was used for Soft skills’ self-assessment,
for example, SelflmprASS variable (Self-Improvement Self-Assessment, Question B2.a) that
was coded as: 1=not at all, 2=to a small extent, 3=to a moderate extent, 4=to a great extent,

5=0to a very great extent and so on.
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3.4.2 Second stage of analysis — Descriptive statistics for all questions

Having the data in numerical format and variables, during the second stage of analysis,
descriptive statistics of frequencies and means were produced for Part A (training frequency,
training preferences) and Part C (department, job position, gender, working years at OUC)
responses using Excel and for Part B (Soft skills Importance and Soft skills Self-Assessment)
rating responses using SPSS. Part C charts were presented earlier in Section 3.3.2 (Figures 1-
4), whereas charts, frequencies and ranking for Part A and Part B responses are presented in
Chapter 4 of this dissertation. Data analysis conducted in this second stage of analysis

provided results for addressing research questions RQ1, RQ2 and RQ3 of this dissertation.

3.4.3 Third stage of analysis — Non-parametric statistical tests and correlations

In order to address RQ4 of this dissertation and identify differences between groups, statistical
tests were carried out. Shapiro-Wilk test of normality (sample sizes was under 50) was carried
out for the study’s ordinal variables (Soft Skills Importance and Soft Skills Self-Assessment)
and it reported that for all variables, significance was below 0.002 (sig. <0.05, see Appendix B
— Shapiro-Wilk test for normality). Therefore, data did not follow a normal distribution and

non-parametric tests were selected to be carried out.

Next, participants’ responses in Soft Skills Importance and Soft Skills Self-Assessment
guestions were analysed in order to identify any differences in groups of the variables:
Gender, Department, Position and Working years at OUC. Kruskal-Wallis tests were carried
out for identifying statistically significant differences (p<0.05) across categories of Department
and Working years at OUC variables respectively (see Appendix C — Kruskal-Wallis tests, for
the full reports). Pairwise comparison reports were also conducted in order to identify the
exact pairs were differences were observed at a statistically significant degree (p <0.05).
Furthermore, Mann Whitney U tests were carried out for identifying statistically significant
differences (p<0.05) across categories of Gender and Position variables respectively (see

Appendix D — Mann-Whitney U test, for the full reports).

Lastly, non-parametric correlations using Spearman’s rho (2-tailed) tests were carried out in

order to examine whether there is a correlation between respondents’ perceived importance
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and perceived self-assessment, for each of the 10 soft skills (see Appendix E — Spearman’s rho

Correlations test, for full report).

3.5 Reliability and Validity

In a research design, rigour is important, and reliability and validity measurements are often
considered as indicators for the quality of a study (Creswell & Creswell, 2018). Reliability
concerns the accuracy of the instrument used to measure a concept and consistency of the
measurement, whereas validity concerns the accuracy of the measurement of that concept

(Little, 2013).

The reliability of the questionnaire instrument that was used in this research, was tested using
Cronbach’s Alpha test that was carried out using SPSS software, to test internal consistency
for Part B of the questionnaire, that involved rating questions related to the Soft Skills
perceived importance (n=10, 0.746) and self-assessment (n=10, 0.916). Table 3 below
illustrates the Cronbach’s Alpha value for both item-sets, which were both over 0.70 which is
considered as an acceptable value for reliability. Part A and Part C were not tested as these
parts involved questions that were either preferences or factual knowledge, such as their

demographics and frequency of training participation.

Question set Cronbach’s Alpha N of items
Soft skills Importance 0.746 10
Soft skills Self-Assessment 0.916 10

Table 3: Cronbach’s Alpha statistics for Soft Skills Importance and Soft skills Self-Assessment questions (SPSS)

The validity of any instrument is something difficult to be measured (Little, 2013). For this
research, soft skills that were surveyed were selected as a result of a thorough review of
related literature and theory evidence (see Section 2.2.2 of Chapter 2). In addition, the overall
instrument measures related to soft skills (importance and self-assessment) were similar to
measurements made by other instruments of other researchers, such as for example,
Stracenski Kalauz et al. (2015) study where they measured students’ perception of 21 soft

skills, by asking them to rate those skills in terms of level of general importance, as well as,
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self-assessing their own abilities by rating the extent to which they considered they had

developed those skills.

3.6 Ethical Issues

This study involved employees of the Open University of Cyprus and before collecting data,
the approval of the Director of Administration and Finance was requested and received. The
purposes of the data collection and overall aim of the study was explained via the cover letter
of the questionnaire and it was clearly stated that the results of this study could inform the
management regarding participants’ training needs so as to be considered when designing
training programs in the future (see Appendix A). In addition, assurance for anonymity and
confidentiality regarding the data of participants’ responses was clearly stated in the cover
letter of the questionnaire, before participants proceeded with answering the questionnaire
(see Appendix A). Furthermore, due to the small number of the sample (n=71), there was a
risk that some participants could be identified, based on their responses in Part C of the
guestionnaire. For this reason, Part C was designed carefully in order to ensure that none
employee was to be identified, by grouping certain departments and by offering the option of
“Prefer not to say” under the Gender question. Lastly, it is important to state that participants’
responses and raw data were overall accessed by the researcher and to a small extent, by her

thesis supervisor.
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Chapter 4
Results and Findings

4.1 Results from descriptive statistics

In the sections that follow, results from descriptive statistics analysis (frequencies, means and
ranking) for Part A and Part B of the questionnaire are presented. Part C demographics were
presented earlier in Chapter 3 (See Section 3.3.2).

4.1.1 OUC administrative personnel training participation and preferences

OUC administrative employees’ responses regarding the frequency of their participation in

training activities over the past two years is illustrated in Figure 6 below.
OUC administrative employees' participation in training activities

over the past 2 years

More than 6 times
3%

Never

1-2 times

5-6 times 22%

15%

3-4 times
27%

W 1-2 times 3-4times M5-6times M More than 6 times Never

Figure 6: OUC administrative employees' participation in training activities over the past 2 years

Most of the respondents participated in training activities at least once (n=35, 87%) whereas
5 employees (13%) indicated that they have never participated in training activities during the
past 2 years. There was also 1 employee who participated in training activities more than 6
times.
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Furthermore, OUC administrative employees’ overall training preferences are presented in
Figure 8 below. Overall, it appears that the majority of the respondents prefer training to take
place during workhours (n=27, 68%), has a duration of 4-8 hours (n=23, 58%) and be delivered
face to face either at workplace (n=19, 48%) or outside workplace settings (n=20, 50%). Online
training delivery was less preferred by respondents, in comparison to the face to face
preferences, but almost half of the respondents (n=17, 43%) selected online training to be
delivered both synchronously and asynchronously through a Virtual Learning Environment
(VLE), whereas only synchronous delivery (i.e. online webinars) was more preferred (n=15,
38% ) than only asynchronous (n=11, 28%) by respondents. Moreover, short (“1-3 hours”,
n=11, 28%) or longer (“4-5 days”, n=5,13% and “more than 5 days”, n=1 = 3%) duration of
training sessions were least preferred by respondents and only 3 employees (n=3, 8%)

preferred that training would take place outside workhours.

Examining more closely the data, it appears that more than half of the respondents selected
at least one face to face option and one online option (n=22, 55%), whereas there were 15
employees (n=15, 37%) who selected at least one face to face option but none of the online
options and 3 employees (n=3, 8%) who selected at least one online option but none of the
face to face options, as shown in Figure 7 below. In addition, as shown in Figure 9, for those
who selected at least one face to face and at least one online option, the majority also selected
4-8 hours (n=15, 68%) and 2-3 days (n=13, 59%) as most preferable duration lengths. Thus, a
combination of both face to face and online training delivery appears to be mostly preferred

by respondents.

OUC administrative employees' Face to face / Online
Training Preferences

60% 55%

50%
40%
30%
20% 8%
10%
0% I
At least one face to face At least one face to face At least one online option
option but none online  option and one online but none face to face
option option option

37%

Figure 7: OUC administrative employees' Face to face / Online Training Preferences
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OUC administrative employees' training preferences

Training should take place during my workhours

Training should have a duration of 4-8 hours

Training should be face to face but not at my workplace
Training should be face to face at my workplace

Training should have a duration of 2-3 days

Training should be online synchr. & asynchr through a VLE
Training should be online synchronously, i.e. through webinars
Training should have a duration of 1-3 hours

Training should be online asynchronously through a VLE
Training should have a duration of 4-5 days

Training should take place outside my workhours

Training should have a duration of more than 5 days

Figure 8: OUC administrative employees' training preferences

T 68%
e 58%
e 50%
O 48%
O 45%
O 43%
O 38%

O 28%

O 23%

T 13%

T 8%
0 3%
0% 10% 20% 30% 40% 50% 60% 70%

OUC employees' training duration preferences when at least
one face to face and at least one online option selected

23%

1-3 hours

Figure 9: OUC administrative employees' training duration preferences when at least one face to face and at least one online option was selected

68%
59%
14%
- o
4-8 hours 2-3 days 4-5 days more than 5 days

36

80%



4.1.2 Soft skills importance as perceived by OUC administrative personnel

OUC administrative employees’ responses to the question “How important do you perceive
the following soft skills to be for your job?” are presented in Table 4, Figure 10 and Figure 11.
Table 4 illustrates the descriptive statistics report produced by SPSS, where the 10 soft skills
appear in the same order as the questionnaire (alphabetical, Greek). Figure 10 presents a chart
with a ranking of the 10 soft skills perceived importance (means and standard deviation).
Figure 11 presents an overview of participants’ responses in the form of stacked bar chart,
where a distribution of their responses from “not at all important” to “extremely important”

is illustrated per Soft Skill.

Overall, it appears that respondents perceive all 10 soft skills to be very important for their
job with mean values of larger than 4.28 and a mode of 5 (extremely important) for all soft
skills, except for Leadership, the mode of which was 4 (very important). Respondents ranked
higher the Communication (4.9), Collaboration (4.83) and Self-Improvement soft skills (4.7),
whereas they ranked lower the Emotional Intelligence (4.3), Project Management (4.28) and
Leadership (3.95). Problem Solving/Analytical Thinking/Critical Thinking soft skill was ranked
as 4™ (4.53), followed by Self-Management (4.50), Adaptability/Flexibility (4.48) and

Innovation/Creativity (4.40) soft skills.

Furthermore, it appears that the highest dispersions of responses were observed in Emotional
Intelligence (SD=0.911), Leadership (SD=0.904), Project Management (SD=0.784) and
Innovation/Creativity (SD=0.744) soft skills. Investigating even further participants’ responses,
as shown in Figure 11, it appears that participants’ responses were not concentrated in high
percentages in one or two answers, demonstrating disagreements amongst participants. For
example, Leadership soft skill was perceived as extremely important (33%), very important
(35%), neither important nor unimportant (28%) and very unimportant (5%). Similarly, Project
Management soft skill was perceived as extremely important (45%) and very important (40%)
by the majority of respondents but was also perceived as neither important nor unimportant

(13%) and very unimportant (3%) by some.

In addition, four respondents added soft skills they consider important in the open-ended
question (B2) which were: strategic thinking, human resources management and empathy

(twice).
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Descriptive Statistics (SPSS) report regarding Soft Skills perceived Importance

Problem

Solving /

Self- Analytical

Self- Management Project Thinking / Emotional
Improvement /Autonomy Management Communication Critical Leadership Innovation/ Adaptability/ Intelligence Collaboration
(n (n (n (1) Thinking (1) (1 Creativity (I)  Flexibility (l) (1 (n
N Valid 40 40 40 40 40 40 40 40 40 40
Missing 0 0 0 0 0 0 0 0 0 0
Mean 4.70 4.50 4.28 4.90 4.53 3.95 4.40 4.47 4.30 4.83
Std. Error of Mean .073 .095 124 .048 .101 .143 .118 .095 .144 .071
Median 5.00 5.00 4.00 5.00 5.00 4.00 5.00 5.00 4.50 5.00
Mode 5 5 5 5 5 4 5 5 5 5
Std. Deviation 464 .599 .784 .304 .640 .904 .744 .599 911 446
Variance .215 .359 .615 .092 410 .818 .554 .358 .831 .199
Skewness -.907 -.753 -.874 -2.772 -1.024 -.336 -.817 -.654 -1.719 -2.639
Std. Error of 374 374 .374 374 374 374 374 374 .374 374
Skewness

Kurtosis -1.242 -.344 321 5.979 .041 -.846 -.690 -.467 3.691 6.869
Std. Error of Kurtosis 733 .733 733 733 .733 733 .733 .733 .733 733
Range 1 2 3 1 2 3 2 2 4 2
Minimum 4 3 2 4 3 2 3 3 1 3
Maximum 5 5 5 5 5 5 5 5 5 5
Sum 188 180 171 196 181 158 176 179 172 193

Table 4: OUC administrative employees’ Soft Skills perceived importance (Descriptive Statistics report from SPSS)
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Soft skills Perceived Importance ranking (Mean and Standard Deviation)
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Figure 10: OUC administrative employees’ Soft Skills perceived importance (mean and standard deviation graph)
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OUC employees' Soft Skills perceived Importance (overview of responses)

Problem Solving / Analytical Thinking / Critical

Self-Management / Autonomy (l) 0%5% 40% 55%
Self-Improvement (I) 0% 30% 70%
Project Management (I) 0%3%  13% 40% 45%
0% 8% 33% 60%
Leadership (I) 0%5%. 28% 35% 33%
Innovation / Creativity (I) 0%  15% 30% 55%
Emotional Intelligence (1) .i% 8% 38% 50%
Communication (I) 0% 10% 90%
Collaboration (1) 0%3% 13% 85%
Adaptability / Flexibility (I) 0%5% 43% 53%
0% 20% 40% 60% 80% 100%
M Not at all important  Very unimportant Neither important nor unimportant Very important Extremely important

Figure 11: OUC employees’ Soft Skills perceived Importance (overview of responses)
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4.1.3 0OUC administrative personnel Soft skills self-assessment

OUC administrative employees’ responses to the question “To what extent do you consider
you have developed the following soft skills?” are presented in Table 5, Figure 12 and Error!
Reference source not found.. Table 5 presents the descriptive statistics report produced by
SPSS, where the 10 soft skills appear in the same order as the questionnaire (alphabetical,
Greek). Figure 12 illustrates a chart with a ranking of the 10 soft skills self-assessment
responses (means and standard deviation). Error! Reference source not found. shows an
overview of participants’ responses in the form of stacked bar chart, where a distribution of

their responses from “not at all” to “to a very great extent” is illustrated per Soft Skill.

Overall, respondents’ self-assessment regarding the 10 soft skills illustrates that not all soft
skills are considered as been developed to a great and a very great extent, as there are mean
values start from 3.125 and modes vary from 3 to 5. Soft skills that were considered as most
developed by respondents were Communication (4.35), Collaboration (4.175) and Self-
Management/Autonomy soft skills (3.975), whereas Project Management (3.7),
Innovation/Creativity (3.575) and Leadership (3.125) were considered as the least developed
soft skills. Problem Solving/Analytical Thinking/Critical Thinking soft skill was ranked as 4%
(3.95), followed by Adaptability/Flexibility (3.925), Emotional Intelligence (3.825) and Self-

Improvement (3.775).

Furthermore, it appears that the highest dispersions of responses were observed in
Leadership (SD=1.343), Innovation/Creativity (SD=1.174), Emotional Intelligence (SD=1.083),
and Project Management (1.043) soft skills. Investigating even further participants’ responses,
as shown in Error! Reference source not found., it appears that participants’ responses were
not concentrated in high percentages in one or two answers, demonstrating disagreements
amongst participants for almost all soft skills. For example, participants’ responses to self-
assessment regarding Leadership soft skill varied from being developed “to a very great
extent” (18%), “to a great extent” (28%), “to a moderate extent” (20%), “to a small extent”
(20%) and “not at all” (15%). Similarly, Innovation/Creativity self-assessment responses varied
from developed “to a very great extent” (28%), “to a great extent” (28%), “to a moderate
extent” (23%), “to a small extent” (20%) and “not at all” (3%). In addition, it is worth
mentioning that at least one respondent responded with “not at all” for all soft skills except

Adaptability/Flexibility, Collaboration, Communication and Self-Management/Autonomy.
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Descriptive Statistics (SPSS) report regarding Soft Skills self-assessment

Problem
Solving /
Self- Analytical
Self- Management Project Thinking / Innovation/ Adaptability/ Emotional
Improvement /Autonomy Management Communication Critical Leadership Creativity Flexibility Intelligence  Collaboration
(SA) (SA) (SA) (SA) Thinking (SA) (SA) (SA) (SA) (SA) (SA)
N Valid 40 40 40 40 40 40 40 40 40 40
Missing 0 0 0 0 0 0 0 0 0 0
Mean 3.75 3.98 3.70 4.35 3.95 3.13 3.58 3.93 3.83 4.18
Std. Error of Mean .155 131 .165 111 .164 212 .186 .158 171 133
Median 4.00 4.00 4.00 4.00 4.00 3.00 4.00 4.00 4.00 4.00
Mode 4 4 3 5 4 4 42 5 4 5
Std. Deviation .981 .832 1.043 .700 1.037 1.343 1.174 .997 1.083 .844
Variance .962 .692 1.087 490 1.074 1.804 1.379 .994 1.174 712
Skewness -.494 -.233 -.351 -.612 -.914 -.172 -.289 -.497 -.780 -.620
Std. Error of 374 374 374 374 374 374 374 374 374 374
Skewness
Kurtosis 136 -.845 -.384 -.722 430 -1.150 -1.045 -.818 -.101 -.561
Std. Error of 733 .733 733 .733 733 733 733 .733 .733 733
Kurtosis
Range 4 3 4 2 4 4 4 3 4
Minimum 1 2 1 3 1 1 1
Maximum 5 5 5 5 5 5 5 5 5 5
Sum 150 159 148 174 158 125 143 157 153 167

a. Multiple modes exist. The smallest value is shown
Table 5: OUC administrative employees’ Soft Skills self-assessment (Descriptive Statistics report from SPSS)
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Soft skills self-assessment (Mean and Standard Deviation)

B Mean Standard Deviation
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Figure 12: OUC administrative employees’ Soft Skills self-assessment (mean and standard deviation graph)
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OUC employees' Soft Skills Self-Assessment (overview of responses)

Self-Management / Autonomy (SA) 0386 N28% L 40% 30%
Self-Improvement (SA)  SSASANII SO 1 38% 0 25%
Project Management (SA) 32M8%IMIIIIIEs% I 28% 28%
Problem Solving / Analytical Thinking / Critical Thinking (SA) 3%W8%W  18% . 38% 35%
Leadership (SA) [NNESOOMIININ0% N 20% . 28% . 18%
Innovation / Creativity (SA) 3%6MIIN20%NI23% . 28% 28%
Emotional Intelligence (SA) JSNIES%IIIIINAS% 00 40% 30%
Communication (SA) 0% 3% 0 40% 48%
Collaboration (SA) 086 N20% 0 35%% 43%
Adaptability / Flexibility (SA) 0%IM0%I023% . 33% 35%
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Figure 13: OUC employees' Soft Skills Self-Assessment (overview of responses)
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4.1.4 Soft skills importance and self-assessment: A comparison of means

Figure 14 below presents a comparable chart of the means of respondents’ answers for the Soft Skills perceived importance and Soft Skills self-
assessment questions. It appears that, overall, for all 10 soft skills, respondents’ perceived importance was higher than what they self-assessed as been
developed. In particular, it appears that Self-Improvement (difference=0.93), Leadership (difference=0.83) and Innovation/Creativity (difference=0.83)
were the soft skills that had the greater difference of Importance and Self-Assessment means. On the other hand, Emotional Intelligence
(difference=0.48), Self-Management/Autonomy (difference=0.53) and Adaptability/Flexibility (difference=0.55) were the soft skills with the smaller

difference of Importance and Self-Assessment means, of participants’ responses.

Soft Skills perceived Importance and Self-Assessment (alphabetical order)

Importance M Self-assessment

Adaptability / Flexibility  — 3 )5 4.48
Collaboration s —————— /|| 75 4.83
COMMUNI Cat 0N o ——————— /] 35 4.90
Emotional Intelligence p—— 3 305 4.30
Innovation / Creativity p— 3 575 4.40
Leadership  p—— 3.1 )5 3.95
Problem Solving / Analytical Thinking / Critical Thinking e — ———— 3 05, 4.53
Project Management i s 3/ 4.28
Self-ImproVement e — 3/ /5 4.70

Self-Management / AUtONOMY o 3 0/ 5, 4.50

Figure 14: OUC administrative employees’ Soft Skills perceived Importance and Self-Assessment (Means comparison, alphabetical order)
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4.2 Results from non-parametric statistical tests and

correlations

4.2.1 OUC administrative personnel perception of soft skills importance and self-assessment —
Differences across Gender, Department, Position and Working years at OUC

The subsections that follow illustrate the results of the Kruskal-Wallis tests that were carried

out in order to identify differences on soft skills perceived importance and self-assessment,

across Department and Working years at OUC and the results of the Mann-Whitney U tests

that were employed in order to identify differences on soft skills perceived importance and

self-assessment, across Gender and job Position.

4.2.1.1 Differences across Departments

Kruskal-Wallis test revealed that, for only for the Innovation/Creativity perceived Importance
statistically significant differences (Chi square = 12.262, p = 0.031, df = 5) were found across
at least a pair of the six departments of OUC as shown in Table 6 below. There was not enough
evidence to support any statistically significant differences in any other Soft Skill perceived
Importance nor Self-Assessment (see Appendix C1l. Kruskal-Wallis for differences across

Departments, for the full report).

Independent-Samples Kruskal-Wallis Test Summary -
Innovation/Creativity perceived importance

Total N 40
Test Statistic (H) 12.262°
Degree Of Freedom 5
Asymptotic Sig.(2-sided test) .031

a. The test statistic is adjusted for ties.
Table 6: Kruskal-Wallis Test Summary (Departments) — Innovation/Creativity perceived Importance

Examining more closely the post-hoc results of the pairwise comparison of the Departments,
as produced by SPSS, it appears that there is enough evidence to support a statistically
significant difference between the group of “Administration and Finance” and the group of

“Research, Industry Liaison & Innovation - International Relations, Development &
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Communication — Central Records and Secretariat - Laboratory of Educational Material and
Methodology” (p=0.041, adjusted by the Bonferroni correction) as shown in Table 7 below
(see Appendix C1. Kruskal-Wallis for differences across Departments, for full report). There
was not enough evidence to support a statistically significant difference between the other

pairs of Departments.

Pairwise Comparisons of Departments for Innovation/Creativity perceived Importance

Std. Test
Sample 1-Sample 2 Test Statistic  Std. Error Statistic Sig. Adj. Sig.?
“Administration and
Finance” and “Research,
Industry Liaison & Innovation
- International Relations,
Development & -19.000 6.346 -2.994 .003 .041

Communication - Central
Records and Secretariat -
Laboratory of Educational
Material and Methodology”

Each row tests the null hypothesis that the Sample 1 and Sample 2 distributions are the same.
Asymptotic significances (2-sided tests) are displayed. The significance level is .05.

a. Significance values have been adjusted by the Bonferroni correction for multiple tests.
Table 7: Pairwise Comparisons of Departments for Innovation/Creativity perceived Importance

4.2.1.2 Differences across Gender

The Mann-Whitney U test that was carried out did not provide any evidence of statistically
significant differences (p>0.05 for all) between gender at OUC (only male and female cases
were selected for the test analysis in SPSS. As the two cases the gender of whom was marked
as “Prefer not to say” were excluded from this analysis), for neither Soft Skills perceived
Importance nor Soft Skills perceived Self-Assessment (see Appendix D1. Mann-Whitney U test

for differences across Gender, for the full report).

4.2.1.3 Differences across Position at OUC

The Mann-Whitney test U that was carried out did not provide any evidence of statistically
significant differences (p>0.05 for all) between job positions at OUC, for neither Soft Skills
perceived Importance nor Soft Skills perceived Self-Assessment (see Appendix D2. Mann-

Whitney U test for differences across Position, for the full report).
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4.2.1.4 Differences across Working years at OUC

Kruskal-Wallis test revealed that, there were no statistically significant differences in Soft Skill
perceived Importance across Working years at OUC. However, there was enough evidence to
support statistically significant differences in at least one pair of working years’ group at OUC,
for Problem Solving/Analytical Thinking/Critical Thinking perceived Self-Assessment (Chi
square = 7.326, p = 0.026, df = 2) as shown in Table 8 below. There was not enough evidence
to support any statistically significant differences in any other Soft Skill perceived Self-
Assessment (see Appendix C2. Kruskal-Wallis test for differences across Working years at OUC,
for the full report).

Independent-Samples Kruskal-Wallis Test Summary — Working Years at OUC

Test
Statistic Deg. Of Asymptotic Sig.
Soft Skill perceived SA Total N (H) Freedom (2-sided test)
Problem Solving/Analytical 40 7.326° 2 .026

Thinking/Critical Thinking SA

a. The test statistic is adjusted for ties.
Table 8: Kruskal-Wallis test summary for Working Years at OUC

Furthermore, examining more closely the post-hoc results of the pairwise comparison of the
Working years at OUC categories, as produced by SPSS, it appears for the Problem
Solving/Analytical Thinking / Critical Thinking perceived self-assessment statistically significant
differences are found between the group of “6-10 years” and the group of “More than 10 years”
(p=0.038, adjusted by the Bonferroni correction) as shown in Table 7 below (see Appendix C1.
Kruskal-Wallis for differences across Departments, for full report), where employees working
“more than 10 years” (mean = 4.42) assessed themselves higher than employees working “6-
10 years” (mean = 3.53). There was not enough evidence to support a statistically significant
difference between the other pairs of Departments (see Appendix C2. Kruskal-Wallis test for

differences across Working years at OUC, for full report).

Pairwise Comparisons of OUC work years — Problem Solving / Analytical Thinking / Critical

Thinking SA
Std. Test
Sample 1-Sample 2 Test Statistic Std. Error Statistic Sig. Adj. Sig.?
6-10 Years-More than 10 -9.238 3.701 -2.496 .013 .038

years
Each row tests the null hypothesis that the Sample 1 and Sample 2 distributions are the same.

Asymptotic significances (2-sided tests) are displayed. The significance level is .05.
a. Significance values have been adjusted by the Bonferroni correction for multiple tests.
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4.2.2 Correlation of Soft Skills perceived Importance and perceived self-assessment

For each of the 10 soft skills studied in this dissertation, Spearman’s rho correlation tests were
carried out in order to identify any correlations between respondents’ perceived importance
and perceived self-assessment of each soft skill. The report of the tests provided evidence that
there were correlations between perceived Importance and perceived Self-Assessment of X
overall soft skills that are illustrated in the Table 9 below (see Appendix E — Spearman’s rho

Correlations test, for full report).

Correlation of Soft Skills perceived Importance (l) and Self-Assessment (SA)

Correlation Sig.

Soft skill (1) — (SA) Total N Coefficient (2-tailed)
Self-Improvement (1) — (SA) 40 .610 .000
Self-Management/Autonomy (1) — (SA) 40 322 .043
Project Management (1) — (SA) 40 .512 .001
Communication (I) — (SA) 40 .167 .304
Problem Solving / Analytical Thinking / 40 476 .002
Critical Thinking (I) — (SA)

Leadership (1) — (SA) 40 .608 .000
Innovation/Creativity () — (SA) 40 .486 .001
Adaptability/Flexibility (1) — (SA) 40 .359 .023
Emotional Intelligence (1) — (SA) 40 .200 217
Collaboration (1) — (SA) 40 .236 143

The significance level is .05.
Table 9: Correlation of Soft Skills perceived Importance (1) and Self-Assessment (SA)

It appears that there is a statistically significant positive correlation between respondents’
perceived Importance and perceived Self-Assessment, for most of the soft skills in this study
(except from Communication, Emotional Intelligence and Collaboration). Specifically, there is
very strong evidence (p<0.001) that there is a strong positive relationship between the ranks
respondents marked in perceived Soft Skill perceived Importance and perceived Self-
Assessment for Self-Improvement (rs=0.610, p=0.000) and Leadership soft skills (rs=0.608,
p=0.000). There is also very strong evidence (p<0.003) to support that there is a moderate
positive relationship between the ranks respondents marked in perceived Soft Skill
Importance (I) and perceived Self-Assessment (SA) for Project Management (rs=0.512,

p=0.001), Innovation/Creativity (rs=0.486, p=0.001) and Problem Solving / Analytical Thinking
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/ Critical Thinking soft skills (rs=0.476, p=0.002). Lastly, there is evidence (p<0.05) to support
that there is a weak positive relationship between the ranks respondents marked in perceived
Soft Skill Importance (I) and perceived Self-Assessment (SA) for Adaptability/Flexibility
(rs=0.359, p=0.023) and Self-Management/Autonomy (rs=0.322, p=0.043).

Therefore, it appears that, for these soft skills (except from Communication, Emotional
Intelligence and Collaboration, where p>0.05), the higher respondents considered they have
developed these soft skills the higher they perceived their importance for their job and vice

Versa.
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Chapter 5
Discussion

Drawing on elements of Chapter 2 literature review and based on the results derived from the
analysis of OUC administrative employees’ responses as presented in Chapter 4, the following
subsections attempt to address the dissertation’s four research questions. | first discuss the
training preferences of OUC administrative employees in Section 5.1 (RQ1). Next, in Section
5.2, I discuss the soft skills that OUC administrative employees perceive as important for their
jobs (RQ2) and in Section 5.3 the soft skills that were perceived as have or have not been
developed by them and correlations between Importance and Self-Assessment are discussed
in Section 5.4 (RQ3). Lastly, in Section 5.5, | describe the way factors studied in this dissertation

affect their perception of soft skills importance and self-assessment (RQ4).

5.1 OUC administrative employees’ training preferences

(RQ1)

Considering trainees’ needs and preferences is very important for the design and selection of
any training and development program (Brown, 2002; Igbal & Khan, 2011; Noe, 2017,
Torrington, et al.,, 2017). The results of this study indicate that the majority of OUC
administrative employees does not have a strong preference whether training takes place at
workplace settings or elsewhere. However, they do prefer training to take place during
workhours and to have a relatively moderate duration (4-8 hours or 2-3 days). Even though
there were employees who solely preferred training to be delivered face to face or online,
most of them selected both methods of delivery as preferences. This echoes findings from
Becker et al. (2012) study where differences where identified between workers as some
preferred face to face and others online, as well as Guiney’s (2015), Brennan et al. (2019),

Politt’s (2008) and Hewett et al. (2019) studies, where blended approaches are highlighted as
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more suitable for many mid-sized organizations, the employees of which provide services and
appreciate e-learning approaches but also benefit from human interaction and practical

activities to apply knowledge and skills.

5.2 OUC administrative employees’ perceived importance of

soft skills

Research suggests that employees are more likely to be actively engaged in training and
development programs the content of which is perceived as important and relevant to their
job (Fletcher, et al., 2016; Torrington, et al., 2017; Noe, 2017). Therefore, it is important to be
able to identify what employees consider important for their own job. The results of this study
suggest that, overall, OUC administrative employees perceive all 10 soft skills that were
surveyed as important: Communication, Collaboration, Self-Improvement, Problem Solving /
Analytical Thinking / Critical Thinking, Self-Management/Autonomy, Innovation/Creativity,
Emotional Intelligence, Project Management and Leadership (in OUC employees’ ranking

order of importance).

Nonetheless, OUC employees perceive Communication and Collaboration skills as the most
important ones and with, relatively, a high agreement between them. These two skills are also
most frequently found in several studies regarding soft skills (i.e. Grugulis & Vincent, 2009;
Matteson, et al., 2016; Promis, 2008; Robles, 2012). However, according to the 2018 Future
of Jobs Report of the World Economic Forum (2018), these two skills were not in demand for
2018 and are not expected to be in demand in 2022. On the other hand, according to the same
report (ibid), Leadership and Emotional Intelligence that were ranked by OUC employees in
the three least important soft skills’ group for their job, are two skills that were in demand in
2018 and are both expected to be in demand in 2022 as well. Although Leadership skill is
mostly linked to managerial positions in literature (Braun, et al., 2013; Wilderom, et al., 2012),
Project Management skill that was ranked as the 3™ least important skill by OUC employees,
is a skill that is evident in the job description and requirements for both Officer and Deputy
Officer positions at OUC (Cyprus Government Gazette, 2019a; CyprusGovernmentGazette,
2019b). In addition, the results of this dissertation illustrated OUC employees’ disagreement

in terms of the level of importance for Leadership, Project Management and Emotional
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Intelligence skills, indicating that there are discrepancies amongst employees in respect to

these three skills.

Therefore, it appears that OUC employees place interpersonal skills, such as Communication
and Collaboration higher in comparison to other skills that are highly linked to their job, such
as Project Management. These discrepancies in what employees perceive as important and
what managers and the labour market in general perceive as important, in terms of soft skills
are not a surprise, since these are reported in several other studies (i.e. Grugulis & Vincent,
2009; Malik & Venkatraman, 2017; Dolce, et al., 2019). Thus, it is important that OUC HR
management considers administrative employees’ opinion regarding the soft skills they
perceive as important for their job, before planning for new training programs regarding soft

skills’ training and development.

5.3 OUC administrative employees’ self-assessment of soft

skills

An employees’ self-assessment of his/her skills’ development is an important indicator of
his/her overall performance in respect to those skills (Stracenski Kalauz, et al., 2015; Fletcher,
et al., 2016). The results of this study showed that there were soft skills, such as Leadership,
Innovation/Creativity and Project Management which OUC employees assessed that they had
not developed to the extent as they had developed other soft skills, such as Communication
and Collaboration. Nonetheless, as discussed in Section 5.2, Project Management, in
particular, was ranked in the last three soft skills that were perceived as important, even
though it is a skill requested in OUC'’s job position requirements and job description (Cyprus
Government Gazette, 2019a; Cyprus Government Gazette, 2019b). Studies which identified
differences between executives’ expectations and employees’ soft skills performance
highlighted the importance of finding ways to diminish such differences, in order to improve
employees’ overall job performance (i.e Ibrahim, et al., 2017; Malik & Venkatraman, 2017).
Therefore, OUC management and HRM officers should consider the fact that OUC employees
appear to perceive certain skills such as Project Management to be less important for their

job and also assess themselves to develop those particular skills in a moderate or small extent.
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Furthermore, for many of the surveyed soft skills, OUC employees’ self-assessment was
dispersed in various levels of development, indicating that there were differences amongst
the employees, in respect to the extent to which they perceived that they had developed
those skills or not. This suggests that the levels of soft-skills’ development, as perceived by
OUC employees themselves, vary and therefore not all employees have the same training
needs. This echoes findings from other studies which identified differentiations in employees’
training needs for soft skills (i.e. Becker, et al., 2012; Grugulis & Vincent, 2009). It appears that,
even though soft skills are considered as transferrable skills that can apply in various sectors
(Directorate-General for Employment, Social Affairs and Inclusion (European Commission),
2012), not all employees share the same starting point level. Thus, it is important that OUC HR
management considers administrative employees’ self-assessment of soft skills that they
consider as they have or have not developed, as well as their individual differences and needs

before planning for relevant training programs.

5.4 Soft skills Importance and Self-Assessment correlations

Several studies revealed a correlation between one’s interest in what perceives as important
and training effectiveness, as his/her motivation towards becoming better in that area
increases or decreases accordingly (i.e. Chen, et al., 2019; Costen & Salazar, 2011). The results
of this study illustrate that OUC employees’ perceived importance for the surveyed soft skills
was overall higher than their self-assessment rating for each skill. Thus, there is evidence to
support that, for many OUC employees, there is area for improvement in all ten soft skills that
were surveyed. Nonetheless, the results of the correlation analysis indicate that, for all soft
skills, except from Communication, Emotional Intelligence and Collaboration, there is a
statistically significant positive relationship between what employees perceive as important
and their self-assessment ratings. This indicates that the higher OUC employees perceive the
importance of those seven soft skills for their job, the higher their self-assessment rate of

development and vice versa.

Although it is not clear from the evidence of this study as to which causes the other, perhaps
OUC employees are not keen to receive or participate in training of soft skills that they do not
find important. Several studies have concluded that it is important to ensure that employees

are interested and motivated enough for a training program to be successful (Chen, et al.,

54



2019), especially in the context of public Higher Education sector, where motivation can be a
challenging issue, as indicated by the study of Hanaysha & Hussain (2018). In the OUC context,
for example, there is very strong evidence to support that is a strong relationship of perceived
importance and self-assessment for Leadership soft skill. Perhaps this might explain why this
soft skill was ranked by OUC employees as the least important soft skill and the least
developed in their self-assessment responses. However, for Communication and
Collaboration, which were the two top ranked important skills and also the two skills that were
marked as mostly developed by OUC employees’ self-assessment, and for Emotional
Intelligence skill, there was not statistically significant positive relationship between their
perceived level of importance and self-assessment. Perhaps this might be linked to the fact
that these three skills are interpersonal and social skills. However, this is a matter that needs
further investigation, as there is not enough evidence from the results of this study to

conclude.

5.5 Factors affecting OUC administrative employees’

perception of soft skills importance and self-assessment

As discussed earlier, employees are individuals who have different training needs and
demonstrate various levels of skill acquisition. The results of this study have not yielded
enough evidence to suggest that OUC employees’ gender or job position (Officer or Deputy
Officer) affect their perception of soft skills importance and self-assessment. This was
somewhat expected, considering that other studies have not reported such differences (i.e.
Grugulis & Vincent, 2009; Ibrahim, et al., 2017) and one study, in particular, identified gender
differences in technical, not soft skills and for certain jobs, such as IT male workforce and

caseworkers female workforce (see Grugulis & Vincent, 2009).

However, there was enough evidence to support that there are differences between
departments and years the employees have been working for OUC. Specifically, statistically
significant differences between of “Administration and Finance” and the group of “Research,
Industry Liaison & Innovation - International Relations, Development & Communication —
Central Records and Secretariat - Laboratory of Educational Material and Methodology”
departments were reported for the perceived importance of Innovation/Creativity soft skill.

These differences might have occurred because the administrative services at OUC, even
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though are administrative, share different work cycles and activities and the nature of their
daily work as well as the overall organization culture might affect their perception of
Innovation/Creativity skill (McLean, 2005). For example, for the Administration and Finance
departments, perhaps Innovation/Creativity soft skill might not be considered as important as
it is considered for the employees of the group of departments, the work of which involves
creating and producing innovative solutions to support both administrative and academic

staff.

In addition, statistically significant differences were reported between employees who had
been working for more than 10 years and employees who had been working for 6-10 years at
OUC, for their self-assessment of the Problem Solving / Analytical Thinking / Critical Thinking
soft skill, as more experienced employees rated their self-assessment higher in comparison to
less experienced employees. This is not a surprise, as other studies have reported similar
findings. For example, Rausch, et al. (2015) research reported differences between experts
and novices in sovling problems in everyday office work in the context of an automotive
supplier industry, as experts were able to use knowledge bases that were more enhanced than
those of novices. Similarly, other studies also report that problem solving is a skill that is being
developed by employees through their work experience and the kind of challenges they
encounter in their work that increase their knowledge base and epistemic activities that they
can use in order to solve complex problems in the workplace (i.e. Smith & Comyn, 2004;

Ghanem, et al., 2018).
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Chapter 6
Conclusions

6.1 Key findings of this research

The aim of this research was to identify OUC administrative employees’ training preferences

and their perceptions for and self-assessment of soft skills for their jobs. Although the

dissertations’ findings are discussed in more detail in Chapter 5, this section provides a brief

overview of the key findings:

Similar to prior research conducted in other settings, the results of this dissertation
indicate that OUC administrative employees prefer training that follows blended
learning methodologies, where both face-to-face and online delivery is provided,
either at workplace or outside workplace settings. In addition, they prefer short to
moderate length training durations (4 hours to 3 days). As a distance HEI, OUC can take
advantage of its technological infrastructure and its online educational methodology
in order to host and offer training programs for OUC employees.

OUC administrative employees perceive all ten soft skills that were surveyed in this
dissertation as important for their jobs. This confirms findings in other studies which
explored employees’ perception regarding soft skills. In addition, similar to other
studies, Communication and Collaboration were ranked as the two most important
soft skills for OUC employees as well, reinforcing the argument that employees
perceive interpersonal soft skills as more important for their job, in comparison to
other soft skills, such as Project Management and Leadership.

Even though OUC administrative employees share similar perceptions of certain soft
skills” importance as employees in other settings, there are differences between the
soft skills that they perceive as important, in comparison to the soft skills that are
reported in other studies, as soft skills that managers and executives demand and
perceive as important. This was somewhat anticipated, considering that prior studies
have highlighted such differences between employees and employers, in respect to

soft skills’ importance. However, considering that the majority of OUC administrative
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employees are engaged in projects, skills such as Project Management which is a skill
required by job listings of OUC, was anticipated to be ranked higher in terms of its
importance for their job, but was ranked as the second least important skill by OUC
employees. This is something worth investigating even further by OUC HRM.

e In line with findings from prior research in other settings, the results from OUC
administrative employees’ self-assessment ratings, revealed that there are needs for
soft skills’ training and development for all OUC administrative employees.
Nonetheless, the extent to which they consider as they have developed the soft skills
surveyed in this research varies and this indicates the different training needs in this
context. This highlights the importance of conducting a needs assessment before
designing and developing a training program, similarly to what many T&D handbooks
suggest. Therefore, the findings of this dissertation can be used as the starting point
of a thorough and targeted needs assessment that OUC HRM should carry out in the
future, in order to offer training programs and close the gaps of OUC employees’
training needs.

e There were discrepancies observed amongst OUC employees’ responses in respect to
some skills and these differences appear to be statistically significant for employees
working in certain departments and also between employees who have been working
longer for OUC. Such discrepancies were not anticipated, given that soft skills are
perceived as cross-sectoral, domain-independent and transversal and therefore
should not be affected by departments nor working years. Considering the issues in
providing a clear definition and classification of certain skills as soft skills in literature,
perhaps scholars should reconceptualize the kind of skills that can be classified as soft
skills in order for the latter to be indeed cross-sectoral and domain-independent.

e |t appears that the higher OUC employees perceive the importance of most soft skills
for their job, the higher their self-assessment rate of development and vice versa. This
is something found in other studies as well. However, further investigation is needed
in order to clarify the nature of causal relationship of soft skills’ self-assessment and

importance.

The findings of this dissertation provide an insight of OUC administrative employees’ needs,

regarding training and soft skills, which can be taken into consideration by OUC HRM in order
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to design and develop a training program for soft skills’ development, in alignment with

employees’ needs.

6.2 Contributions and Implications

The results of this research contribute and add to existing knowledge in three main research
areas, related to: i. Administrative employee training and development practices, ii.
Employees’ soft skills training and development and iii. Soft skills’ importance in job
performance, all in a public distance HEI context. This research confirms findings of other
studies in respect to blended learning administrative employees’ training preferences and
adds to existing knowledge regarding soft skills importance and employees’ self-assessment,
as the results of this dissertation show differences in employees’ perceptions between
departments and working years at the organization. In addition, it adds to knowledge
regarding positive relationship of the soft skills that employees perceive as important and the
level in which the assess themselves as having developed those skills. This research has
implications for HRM and T&D designers as it illustrates training preferences and needs of
administrative employees in respect to soft skill training and development. Lastly, the findings
of this dissertation yielded controversial results in respect to the cross-sectoral and domain-
independent nature of soft skills, as there were statistically significant differences observed
between certain job departments and also between employees with longer and shorter years
of employment in the context of OUC. The latter, has implications for employee soft skills

classification and T&D, indicating the need for further research in other settings.

6.3 Limitations

Due to the small sample and population size and the fact that the research focused on
employees of a specific organization, the results of this research are limited in the OUC context
and were not aimed to be generalized. Although more than half of the administrative
employees responded (n=40) to the survey, it is acknowledged that not all employees’
preferences and perceptions were gathered and analysed. It is worth stressing that the data
collection process was conducted during the COVID-19 work disruption and as a result some
employees did not have access to their e-mail as they were not working for the duration of

the data collection. In addition, the small number of this research population (n=71) and the
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not normal distribution of the sample’s responses, required the utilization of nonparametric

tests, which might have affected the identification of significant relationships from the data.

Lastly, as far as the data collection methods that were selected for this research, perhaps
interviews or focus groups could have taken place after the questionnaire distribution, so as
to gather some additional qualitative input from employees. In addition, after analysing the
data, it appears that the training preferences surveyed via the questionnaire, should have
been listed individually i.e. face to face, online (synchronously), online (asynchronously) and
so on, instead of having combinations for employees to choose from. This way, conclusions

regarding their training preferences would have been clearer.

6.4 Suggestions for further research

Considering this dissertation’s findings, conclusions and limitations, there are ways that this
research could be taken further. In the context of OUC, HRM can investigate even further
employees’ needs in order to conduct a consummated needs assessment and designing
appropriate blended training activities for OUC employees. In addition, OUC administration’s
(managers and executives) opinion and perceptions can also be investigated in order to
identify discrepancies and coherence with employees, in order to confirm/reject findings of
studies in other job settings. In addition, similar research can be conducted in other contexts,
such as other public Higher Education institutions or other public sector administrative
services in order to broader the population of employees’ training preferences and soft skills
perceived importance and self-assessment. Further investigation of the relationship between
employees’ soft skills perceived importance and their own self-assessment is recommended
as the results of this dissertation did not yield enough evidence to clarify such relationships to
the full extent. Lastly, further research should be conducted in order to investigate more skills
that are currently classified as soft skills and explore any differences in various settings and
domains. Factors such as job sector/department and years of working experience should also
be investigated, as the findings of this dissertation indicate that, for certain skills, such factors

can affect employees’ perceived levels of importance.
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Chapter 8
Appendices

Appendix A

The questionnaire that was administered to OUC administrative employees can be found

online at: https://bit.ly/3bHcSUX. The Microsoft Word format of the survey is presented next:

EpwtnuatoAoylo yia opllovtieg de€LOTnTEG

Elocaywyko Keipevo

Ayanntoi/éc cuvadeAdol.

To mapOV EpWTNUATOAOYLO avaATTTUXONKE yLa TIG AVAYKEC TNG SLOTPLBC LOU OTO HETOTUXLOKO
npoypappo MBA tou AvolwktoU Mavemotnuiou Kompou (AMKY) ki adopd oe Bépata
emuopdwong oplovtiwy deflotitwy (soft skills’” training and development).

OL opllovtieg Se€lOTNTEG TOU KATEXEL €vag/pla pyalOMEVOG/n, QMOKTOUV OAOEva Kal
HEYaAUTEPN onuoocilo otnv ayopd epyaciag Kol ¢aivetal va emnpealouv TNV €pyoclakn
Tou/tng anddoon. Elval ekelveg ot §£LOTNTEG TTOU €lval YVWOTEG KAl WG SLOUMPOCWITLKES Kall
oxetiovtal pe TOov TPOMO ME TOV omoilo cuvdéetal kat oAAnAemidpd kaveig pe AAAoUG
avOpwTroug aAAd Kal [LE TOV EAUTO TOU, OTtWG lval oL SELOTNTEG ETILKOLVWVLAG, CUVEPYAOLAG,
nyeotag, avtodlaxeipon K.T.A.. Aev gival eUKOAQ UETPHOLUES, OUWG, CUUPWVA LE EPEVUVEC,
daivetal OTL pmopel kavelc, LECO ATIO OTOXEUUEVEG ETILHLOPDWTLKEG SPACELG VA TIC AVONTUEEL,
oto Babud tou duvatou.

EveArmiotw otL, péoa amod tn 6k oag cuvelopopd amaviwvtag HE ENKPIVELO 0TO CUVTOUO
OUTO EPWTNHUATOAOYLO, BO UTTOPECW VO CUYKEVTPWOW TLG SLKEC LOC AVAYKEC, WC EPYALOUEVWV
Tou AMKY, yla Bépata enipuopdwong oplloviwy Se€lOTATWY, e OKOTO TNV Tpowbnaor) Toug
otn Awolknon yla MEPALTEPW EVEPYELEG. TO £PWTINUATOAOYLO QUTO E€LVOL OVWVULO KAl N
OUUTANPWON TOU aVapEVETOL VA SLapKETEL yUPW oTa 5 AeTtTA.

MNapapévw otn Slabeon oac yla onoslodnmote Sleukpvioelg (antri.avraamidou@ouc.ac.cy /
22411784)

Euxoplotw €K TWV MPOTEPWV yLa TN CUVEPYATia.
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Mépog A: Emuudpdwon
1. NAosg popéG €XETE CUMUETAOXEL OE eMLUOpPWON yLa OEpata OXETIKA HE TRV Epyacia
oag Ta TEAsvUTAio 2 XpOVLDL;

L] Kapia ¢popa
(1 1-2 popég
L] 3-4 popgg
(1 5-6 popég

L] Neplocotepeg and 6 hpopég

2. IKEMTOMEVOG/N TOV LOAVIKO TPOMO EMUOPPWONG ylol £0GG, MAPOKOAW EMIAEETE TI
TIPOTLUNOELG OOG, OXETLKA LE TOV TPOMO EMUOPPWONG oaC yia OEHaTa OXETIKA ME TV
epyoaoia oag. (Mnopeite va eMIAEEETE MEPLOOCOTEPES ATTO UL ETULAOYEC)

L] H erupdpdwon va yivetat St {wong oTov Xwpo s EpYaciag Hou

L] H empdpdwon va yivetat Sta Iwong oAAA 0L OTOV XWPO EPYACLAC OV
] H emupdpodwon va yivetat katd tn Stdpkela tng epyaciog pou

L] H empdpdwon va yivetal ekTdC ToU wpapiou pyaciog Lou

(] H empdpdwon va yivetal Stadiktuakd, oe aclyxpovn PBdacn péow TAathOpUOC
TnAekmnaidevong

[ H emupdpodwon va yivetat Stadiktuakd os cuyxpovn Baon, m.x. Léow webinars

L] H empdpdwon va mpoodEpetatl SLaSIKTUOKA TO0O cUyxpova 600 KL aclyXpova, LEoW
mAatdoppag tnAeknaibevong

L] H empdpdwon va €xet Stapketa 1-3 wpeg
[ H emupdpodwon va €xel Stapketa 4-8 WPEG
L] H empodpdwon va £xeL SLapkeLa 2-3 NUEPWV
[ H emupdpodwon va €xel Stapkela 4-5 nuepwv

L] H empodpdwon va €xeL StapkeLtar LeyaAUTEPN TWV 5 NUEPWV
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Mépog B: OpLlovtieg AefLotnTEC

Mo KATw akoAouBoULV TPELG EpWTAOELS TTOU oxetilovtal pe 10 opllovtieg de€LotnTeg. MNa kabe
pLa oo auteg, Sivetal Evag cUVIONOG OPLOUOG:

AutofeAtiwon: H tkavotnta va avayvwpilw tig eMelPELG Hou 08 YVWOELG Kol SeELOTNTEC Kal
0KOAOUOWG va tpoxwpw o€ SPACELC WOTE VAL TIC ATIOKTOW, Slatnpwvtog BETIKN oTAon TPOoC
TN ouvexn e€EALEN pou kot Sa Blou pabnon.

Autodiayeipion / Autovopia: H ikavotnta va kaBopilw oToXoug, mPoTEPALOTNTEG KL EPYACLES
amno uovog/n Hou, va SLaxeLpifopaL To XpOVo Kol TO OTPEC HOU EMAPKWE KAl va avoAapBavw
NV €VBUVN TWV TIPALEWVY Hou.

Awaxeipion €pywv: H ikavotnta va kaBopilw oTOXoUC KAl TPOTEPALOTNTEC, VA ETUAEYW Kal Vol
Slavépw Kabrkovta Kal mOPouC, Vo MapakoAouBw Kal va UAOTIOLW TOUC OTOXOUC auToug,
QVTATIOKPLVOUEVOG/N ATIOTEAECHATIKA O€ TUXOV TTOPEKKALOELG.

Erkowvwvia: H kavotnta va petadepw amoteAeopaTKA TIANPodopieg, LOEEC Kal amOYELg
1600 NPodopLKA OCO KAL YPOUITWG, EVW TAPAANAQ aKOUW Kat elpat SEKTIKOG/N oTLG AnmoYELg
TWV GA\wv.

EntiAvon mpoBAnudtwyv / AvaAuTtik Kot KpLtikf okéPn: H tkavotnta va cUAEYW Kol vol
avaAlw TANpodopieg, va Katavow TIG cUVOETELG avAapeoa o€ LOEEG Kal YEYOVOTQ, LLE OKOTIO
TNV enmiAuon amlwv [ olvBeTwy MPofAnudtwy Kot Tn ANYn anoddcewv yla 1o KAAO Tou
opyaviopou.

Hyeoia: H ikavotnta va mopakivw Kot va kabodnyw aAAoug avBpwmoug e oKoToO va TOUG
wOnow va CUPBAAOUV OTOTEAECHOTIKA KL EMAPKWC OTNV EMITEVLEN TWV OTOXWV TOU
opyaviopou.

Kawotopia — Anutouvpytkotnta: H kovotnta vo CUVELOPEPW VEEG, TPWTOTUTEG KO
SNULOUPYLKEG LOEEG e OKOTIO TN BEATIWON TWV EPYACLWY, TIPOIOVIWY KOL UTINPECLWY TOU
opyaviopou.

Npooappooctikdtnta / EveA§ia: H tkavotnta va npoocappolopat kot va oAAAlw tnv mopeia
Sdpaong pou otav Bplokopal 0 VEEC KATOOTAOELG KOl CUVONKEC.

ZuvaoOnpartikn vonpuoouvn: H Lkavotnta va KOUtovow, Vo XPNoLLoTIolw Kat va Staxelpilopatl
Ta oUVALOOAUATA OV pE BETIKO TPOTIO WOTE VA VOL CUUTIAOXW, VA amodeUYw TLG CUYKPOUOELS
KOLL VOL ETILKOLVWVW OTTOTEAECHOTLIKA LE AAAOUC.

ZTuvepyaoia: H avotnta va epydlopol amOTEAEOUATIKA 0 opada e aAoug avBpwroug,
va avtaAAalw TOPOUC KAl YVWOELG YLa TNV eMiTEVEN €VOG KOWVOU OTOXOU yla TO KAAO TOu
opyaviopou.
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1. Ikemtopevog/n tn 6K oA Epyacia, TOGO ONUAVTIKEG OEWPELTE TLG TTLO KATW OPL{OVTLEG
SefLotnteg yua tn 81k oag kKabnuepvn epyacia;

Ka®6Aou MoAv Ovte MoAv E§aupetika
ONHUOVTLKA aonuavn GNMUAVTLKA ONUOVTLKA ONUOVTLKA
oute
achpavtn
AutoBeAtiwon O O O L] L]
Autodiayxeipion / O O O L] L]
Autovopia
Alaxeiplon épywv O O O L] L]
Erkowvwvia O O O L] L]
Eniluon npoBAnudtwy / O O O L] L]
AVOAUTLKA KOL KPLTLKN
okePn
Hyeoia O O O L] L]
Kawotopia / O O O L] L]
AnpoupykotnTa
Mpooappootikotnta / O L] L] L] L]
EveAi&ia
TUVOLOONUOTIKN O O O L] L]
vonuoouvn
Juvepyaoia O O O L] L]

2. Yndapxouv aAAeg §LOTNTEG MOV BswpPELTE ONUAVTIKEG yLa TV Epyacia oag;
(mpoatpetikd)
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3. Ze molo BaOuo Oswpelte OTL EXETE AVATTUEEL TLG TTILO KATW OPLIOVTLEG SEELOTNTEG;

KaBoAou Aiyo ApKETA MoAv Napa
oAU

AutoBeAtiwon Il Il Il ] ]
Autodiayxeipion / O O O L] L]
Autovopia
Alaxeiplon épywv O O O ] ]
Enkowvwvia O O O L] L]
Enilvon nmpoBAnudtwy / O O O ] ]
AVOAUTIKN oKEYPN
Eveliia O ] ] [ [
Hyeola Il Il Il ] ]
Kawotouia / ] ] ] ] ]
AnuloupykotnTa
Kputikr oképn Il Il Il ] ]
MpoocappootikoTnTa O L] L] L] L]
ZUVOLOONUOTIKY O O O L] L]
vonuoaouvn
Juvepyaoia O O O L] L]

Mépog I': Anpoypadikd otoLxeia

1. Zemowa Stowkntiki untnpeoia tou AMKY gpyaleots;

(1 Movada Owkovoutkwv Kat Atoiknong

L] Movada Emxelpnotakic Yrootnpng

(1 Movada Yrootrpténg Qottntwy kat Mpoypappdtwy Enoudwy

L] Movada AteBvoulg Tuvepyaoiog, Avantuéng kat Emkowvwviag / Movada Epsuvag,
Kawotoptag kat Ataocuvdeong / Fpadeio EkdnAwoewv / Kevtpikn Mpappateio kot
Kevtpiko Apxelo / Epyaotrplo Ekmatdeutikol YALKOU Kal EKMaSEUTIKAG
MeBobdoAoyiag

(1 Movada MAnpodoptkng, Texvohoyuwv kat BiBALoBNKNg

L] AtebBuvon Awoiknong kat Otkovopkwy / Mpadeio Mputavn / Fpappateic SxoAwv
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2. Mowa eival n Oéon ocag oto ANKY;

3.

4.

[ Aettoupyog / Fpappatelakog Asttoupydg

L] BonBd¢ Mpappetelakog Asttoupyoc / Bondog Mpadeiov / Bonbdg Mnxavoypadnong /
BonBadc Aoylotnpiou / TnAedwvntig/tpta / BonBoc BiBAtoBnkovopog

L1 AAAo ( )

NapakaAw ené€te o PpuAo oag
L] Avépag [ Fuvaika [ ANo L] Npotipw va pnv avadpépw

Noéoca xpovia epyaleote oto AMNKY;
L] 1-5 xpovia (] 6-10 xpovia L] neploocotepa amno 10 xpovia
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Appendix B — Shapiro-Wilk test for normality

Shapiro-Wilk test for normality was carried out via SPSS, for the Soft Skill Importance and Soft-

Skill Self-Assessment ordinal variables of this study. The report of this test is presented in Table

below.
Tests of Normality
Kolmogorov-Smirnov? Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
Self-Improvement (1) 441 40 .000 .576 40 .000
Self-Improvement (SA) .201 40 .000 .877 40 .000
Self-Management / .348 40 .000 .715 40 .000
Autonomy (1)
Project Management (l) 272 40 .000 .793 40 .000
Communication (I) .529 40 .000 .345 40 .000
Problem Solving / Analytical 371 40 .000 .701 40 .000
Thinking / Critical Thinking (1)
Leadership (1) .202 40 .000 .853 40 .000
Innovation / Creativity (1) .340 40 .000 734 40 .000
Adaptability / Flexibility (1) 335 40 .000 723 40 .000
Emotional Intelligence (1) .279 40 .000 732 40 .000
Collaboration (1) .502 40 .000 443 40 .000
Self-Management / 212 40 .000 .847 40 .000
Autonomy (SA)
Project Management (SA) .199 40 .000 .880 40 .001
Communication (SA) .299 40 .000 .766 40 .000
Problem Solving / Analytical .244 40 .000 .844 40 .000
Thinking / Critical Thinking
(SA)
Leadership (SA) .193 40 .001 .900 40 .002
Innovation / Creativity (SA) 191 40 .001 .884 40 .001
Adaptability / Flexibility (SA) 210 40 .000 848 40 .000
Emotional Intelligence (SA) .264 40 .000 .855 40 .000
Collaboration (SA) .261 40 .000 .815 40 .000

a. Lilliefors Significance Correction
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Appendix C — Kruskal-Wallis tests

Appendix C1. Kruskal-Wallis for differences across Departments

Kruskal-Wallis test summary for differences in groups of Departments (n=40) in respect to

rating each Soft Skills importance and Self-Assessment is presented in Table below.

Hypothesis Test Summary

Null Hypothesis Test H Sig. Decision

1 The distribution of Self-Improvement (l) is Independent-Samples  4.810 440 Retain the null
the same across categories of Kruskal-Wallis Test hypothesis.
Department.

2 The distribution of Self-Management / Independent-Samples  2.742 .740 Retain the null
Autonomy () is the same across Kruskal-Wallis Test hypothesis.
categories of Department.

3 The distribution of Project Management Independent-Samples  8.165 .147 Retain the null
(I) is the same across categories of Kruskal-Wallis Test hypothesis.
Department.

4 The distribution of Communication (l) is Independent-Samples 5.889 .317 Retain the null
the same across categories of Kruskal-Wallis Test hypothesis.
Department.

5 The distribution of Problem Solving / Independent-Samples  4.296 .508 Retain the null
Analytical Thinking / Critical Thinking (1) is Kruskal-Wallis Test hypothesis.
the same across categories of
Department.

6 The distribution of Leadership (I) is the Independent-Samples 6.163 .291 Retain the null
same across categories of Department. Kruskal-Wallis Test hypothesis.

7 The distribution of Innovation / Independent-Samples 12.262 .031 Reject the null
Creativity (I) is the same across Kruskal-Wallis Test hypothesis.
categories of Department.

8 The distribution of Adaptability / Independent-Samples  3.667 .598 Retain the null
Flexibility (1) is the same across categories Kruskal-Wallis Test hypothesis.
of Department.

9 The distribution of Emotional Intelligence Independent-Samples 5.447 .364 Retain the null
() is the same across categories of Kruskal-Wallis Test hypothesis.
Department.

10 The distribution of Collaboration (1) is the Independent-Samples  2.547 .769 Retain the null
same across categories of Department. Kruskal-Wallis Test hypothesis.

11 The distribution of Self-lImprovement (SA) Independent-Samples 8.457 .133 Retain the null
is the same across categories of Kruskal-Wallis Test hypothesis.
Department.
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12

13

14

15

16

17

18

19

20

The distribution of Self-Management /
Autonomy (SA) is the
categories of Department.

same across

The distribution of Project Management
(SA) is the same across categories of
Department.

The distribution of Communication (SA) is
the
Department.

same  across categories  of
The distribution of Problem Solving /
Analytical Thinking / Critical Thinking (SA)
is the
Department.

The distribution of Leadership (SA) is the

same across categories of Department.

same across categories of

The distribution of Innovation / Creativity
(SA) is the same across categories of
Department.

The distribution of
Flexibility (SA) is the
categories of Department.

Adaptability /
same across

The distribution of Emotional Intelligence
(SA) is the same across categories of

Department.
The distribution of Collaboration (SA) is
the same across categories of
Department.

Independent-Samples
Kruskal-Wallis Test

Independent-Samples
Kruskal-Wallis Test

Independent-Samples
Kruskal-Wallis Test

Independent-Samples
Kruskal-Wallis Test
Independent-Samples

Kruskal-Wallis Test

Independent-Samples
Kruskal-Wallis Test

Independent-Samples
Kruskal-Wallis Test

Independent-Samples
Kruskal-Wallis Test

Independent-Samples
Kruskal-Wallis Test

7.857

3.903

4.662

4.082

6.884

6.731

4.094

8.772

6.667

.164

.563

458

.538

.229

.241

.536

118

.247

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.
Retain the null

hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Asymptotic significances are displayed

. The significance level is .050.

For the statistically significant difference found for Innovation/Creativity Soft Skill Importance

rating across categories of Departments, Tables below present the test summary and the

respective pairwise comparisons of the post-hoc analysis, per Department.

Independent-Samples Kruskal-Wallis Test

Summary

Total N
Test Statistic (H)

Degree Of Freedom

40

12.262°

Asymptotic Sig.(2-sided

test)

5

.031

a. The test statistic is adjusted for ties.
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Pairwise Comparisons of Departments

Sample 1-Sample 2

Test Statistic Std. Error

Std. Test
Statistic

Sig. Adj. Sig.?

“Administration and
Finance” and “Students and
Programmes of  Study
Support”

“Administration and
Finance” and “Information
Communication
Technologies and Library”
“Administration and
Finance” and “Office of the
Director of Administration
and Finance, Office of the
Rector, Faculty Secretariat
and Events office”
“Administration and
Finance” and “Operational
Support”

“Administration and
Finance” and “Research,
Industry Liaison &
Innovation - International
Relations, Development &
Communication - Central
Records and Secretariat -
Laboratory of Educational
Material and Methodology”
“Students and Programmes
of Study Support” and
“Information
Communication
Technologies and Library”
“Students and Programmes
of Study Support” and
“Office of the Director of
Administration and Finance,
Office of the Rector, Faculty
Secretariat and  Events

office”

-4.667 6.346

-9.154 5.515

-12.200 6.629

-15.600 6.629

-19.000 6.346

-4.487 5.173

-7.533 6.346

77

-.735

-1.660

-1.841

-2.353

-2.994

-.867

-1.187

462 1.000

.097 1.000

.066 .985

.019 .279

.003 .041

.386 1.000

.235 1.000



“Students and Programmes
of Study Support” and
“Operational Support”
“Students and Programmes
of Study Support” and
“Research, Industry Liaison
& Innovation - International
Relations, Development &
Communication - Central
Records and Secretariat -
Laboratory of Educational
Material and Methodology”
“Information
Communication
Technologies and Library”
and “Office of the Director of
Administration and Finance,
Office of the Rector, Faculty
Secretariat and  Events
office”

“Information
Communication
Technologies and Library”
and “Operational Support”
“Information
Communication
Technologies and Library”
and “Research, Industry

Liaison & Innovation -

International Relations,
Development &
Communication - Central

Records and Secretariat -
Laboratory of Educational
Material and Methodology”
“Office of the Director of
Administration and Finance,
Office of the Rector, Faculty
Secretariat and  Events
office” and “Operational

Support”

10.933

-14.333

-3.046

6.446

9.846

3.400

6.346

6.051

5.515

5.515

5.173

6.629

78

1.723

-2.369

-.552

1.169

1.903

.513

.085

.018

.581

242

.057

.608

1.000

.268

1.000

1.000

.855

1.000



“Office of the Director of
Administration and Finance,
Office of the Rector, Faculty
Secretariat and  Events
office”  and “Research,
Industry Liaison &
Innovation - International
Relations, Development &
Communication - Central
Records and Secretariat -
Laboratory of Educational
Material and Methodology”
“Operational Support” —
“Research, Industry Liaison
& Innovation - International
Relations, Development &
Communication - Central
Records and Secretariat -
Laboratory of Educational

Material and Methodology”

6.800 6.346 1.071 .284 1.000

-3.400 6.346 -.536 .592 1.000

Each row tests the null hypothesis that the Sample 1 and Sample 2 distributions are the same.

Asymptotic significances (2-sided tests) are displayed. The significance level is .05.

a. Significance values have been adjusted by the Bonferroni correction for multiple tests.
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Appendix C2. Kruskal-Wallis test for differences across Working years at OUC

Kruskal-Wallis test summary for differences in groups of Working years at OUC (n=40) in

respect to rating each Soft Skills importance and Self-Assessment is presented in Table below.

Null Hypothesis Test H Sig. Decision

1 The distribution of Self-Improvement (I) Independent-Samples 0.071 .965 Retain the null
is the same across categories of OUC Kruskal-Wallis Test hypothesis.
work years.

2 The distribution of Self-Management / Independent-Samples 1.165 .558 Retain the null
Autonomy (l) is the same across Kruskal-Wallis Test hypothesis.
categories of OUC work years.

3 Thedistribution of Project Management Independent-Samples 1.823 402 Retain the null
(1) is the same across categories of OUC Kruskal-Wallis Test hypothesis.
work years.

4 The distribution of Communication (I) is Independent-Samples 0.496 .780 Retain the null
the same across categories of OUC work Kruskal-Wallis Test hypothesis.
years.

5 The distribution of Problem Solving / Independent-Samples 1.449 .485 Retain the null
Analytical Thinking / Critical Thinking () Kruskal-Wallis Test hypothesis.
is the same across categories of OUC
work years.

6 The distribution of Leadership (l) is the Independent-Samples 1.568 .457 Retain the null
same across categories of OUC work Kruskal-Wallis Test hypothesis.
years.

7 The distribution of Innovation / Independent-Samples 1.363 .506 Retain the null
Creativity (l) is the same across Kruskal-Wallis Test hypothesis.
categories of OUC work years.

8 The distribution of Adaptability / Independent-Samples 0.257 .880 Retain the null
Flexibility () is the same across Kruskal-Wallis Test hypothesis.
categories of OUC work years.

9 The distribution of  Emotional Independent-Samples 5.942 .051 Retain the null
Intelligence (l) is the same across Kruskal-Wallis Test hypothesis.
categories of OUC work years.

10 The distribution of Collaboration (I) is Independent-Samples 0.769 .681 Retain the null
the same across categories of OUC work Kruskal-Wallis Test hypothesis.
years.

11 The distribution of Self-Improvement Independent-Samples 2.120 .347 Retain the null
(SA) is the same across categories of Kruskal-Wallis Test hypothesis.
OUC work years.

12 The distribution of Self-Management / Independent-Samples 2.792 .248 Retain the null

Autonomy (SA) is the same across
categories of OUC work years.

Kruskal-Wallis Test
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13

14

15

16

17

18

19

20

The distribution of Project Management
(SA) is the same across categories of
OUC work years.

The distribution of Communication (SA)
is the same across categories of OUC
work years.

The distribution of Problem Solving /
Analytical Thinking / Critical Thinking
(SA) is the same across categories of
OUC work years.

The distribution of Leadership (SA) is the
same across categories of OUC work
years.

The distribution of
Creativity (SA)
categories of OUC work years.

The distribution of Adaptability /
Flexibility (SA)
categories of OUC work years.
The
Intelligence (SA) is the same across

Innovation /
is the same across

is the same across

distribution of Emotional

categories of OUC work years.

The distribution of Collaboration (SA) is
the same across categories of OUC work
years.

Independent-Samples
Kruskal-Wallis Test

Independent-Samples
Kruskal-Wallis Test

Independent-Samples
Kruskal-Wallis Test

Independent-Samples
Kruskal-Wallis Test

Independent-Samples
Kruskal-Wallis Test

Independent-Samples
Kruskal-Wallis Test

Independent-Samples
Kruskal-Wallis Test

Independent-Samples
Kruskal-Wallis Test

1.560

6.324

7.326

6.458

3.564

2.283

6.504

3.991

458

.042

.026

.040

.168

319

.039

136

Retain the null
hypothesis.

Reject the null
hypothesis.

Reject the null
hypothesis.

Reject the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Reject the null
hypothesis.

Retain the null
hypothesis.

Asymptotic significances are displayed. The significance level is .050.

For the categories of OUC that statistically significant differences that were observed

(Communication SA, Problem solving/Analytical Thinking/Critical Thinking SA, Leadership SA

and Emotional Intelligence SA) Tables below present the test summary and the respective

pairwise comparisons of the post-hoc analysis, per Working years at OUC group.

In particular:

Total N
Test Statistic

Degree Of Freedom

Asymptotic Sig.(2-sided test)

Independent-Samples Kruskal-Wallis Test Summary — Communication SA

40
6.324°

.042

a. The test statistic is adjusted for ties.
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Pairwise Comparisons of OUC work years — Communication SA

Std. Test
Sample 1-Sample 2 Test Statistic Std. Error Statistic Sig. Adj. Sig.?
1-5 Years-6-10 Years -1.544 5.909 -.261 .794 1.000
1-5 Years-More than 10 -9.671 5.850 -1.653 .098 .295
years
6-10 Years-More than 10 -8.127 3.550 -2.289 .022 .066
years

Each row tests the null hypothesis that the Sample 1 and Sample 2 distributions are the same.
Asymptotic significances (2-sided tests) are displayed. The significance level is .05.
a. Significance values have been adjusted by the Bonferroni correction for multiple tests.

Independent-Samples Kruskal-Wallis Test Summary — Problem Solving /
Analytical Thinking / Critical Thinking SA

Total N 40
Test Statistic 7.326°
Degree Of Freedom 2
Asymptotic Sig.(2-sided test) .026

a. The test statistic is adjusted for ties.

Pairwise Comparisons of OUC work years — Problem Solving / Analytical Thinking / Critical

Thinking SA
Std. Test

Sample 1-Sample 2 Test Statistic Std. Error Statistic Sig. Adj. Sig.?
1-5 Years-6-10 Years -1.235 6.160 -.201 .841 1.000
1-5 Years-More than 10 -10.474 6.098 -1.717 .086 .258
years

6-10 Years-More than 10 -9.238 3.701 -2.496 .013 .038
years

Each row tests the null hypothesis that the Sample 1 and Sample 2 distributions are the same.
Asymptotic significances (2-sided tests) are displayed. The significance level is .05.
a. Significance values have been adjusted by the Bonferroni correction for multiple tests.

Report of means comparison
Problem Solving / Analytical Thinking / Critical Thinking (SA)

OUC work years Mean N Std. Deviation

1-5 Years 3.50 4 1.000
6-10 Years 3.53 17 1.179
More than 10 years 4.42 19 .692
Total 3.95 40 1.037
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Independent-Samples Kruskal-Wallis Test Summary — Leadership SA

Total N 40
Test Statistic 6.458°
Degree Of Freedom 2
Asymptotic Sig.(2-sided test) .040

a. The test statistic is adjusted for ties.

Pairwise Comparisons of OUC work years — Leadership SA

Std. Test
Sample 1-Sample 2 Test Statistic Std. Error Statistic Sig. Adj. Sig.?
1-5 Years-6-10 Years -7.221 6.349 -1.137 .255 .766
1-5 Years-More than 10 -14.066 6.285 -2.238 .025 .076
years
6-10 Years-More than 10 -6.845 3.814 -1.795 .073 .218
years

Each row tests the null hypothesis that the Sample 1 and Sample 2 distributions are the same.

Asymptotic significances (2-sided tests) are displayed. The significance level is .05.

a. Significance values have been adjusted by the Bonferroni correction for multiple tests.

Independent-Samples Kruskal-Wallis Test Summary — Emotional
Intelligence SA

Total N 40
Test Statistic 6.504°
Degree Of Freedom 2
Asymptotic Sig.(2-sided test) .039

a. The test statistic is adjusted for ties.

Pairwise Comparisons of OUC work years

Std. Test
Sample 1-Sample 2 Test Statistic Std. Error Statistic Sig. Adj. Sig.?
1-5 Years-6-10 Years -3.346 6.178 -.542 .588 1.000
1-5 Years-More than 10 -11.480 6.115 -1.877 .060 .181
years
6-10 Years-More than 10 -8.135 3.711 -2.192 .028 .085
years

Each row tests the null hypothesis that the Sample 1 and Sample 2 distributions are the same.

Asymptotic significances (2-sided tests) are displayed. The significance level is .05.

a. Significance values have been adjusted by the Bonferroni correction for multiple tests.
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Appendix D — Mann-Whitney U test

Appendix D1. Mann-Whitney U test for differences across Gender
Mann-Whitney U test summary for differences in groups of Gender (Male/Female, the 2

responses who did not specify gender were excluded, n=38) in respect to rating each Soft Skills

importance and Self-Assessment is presented in Table below.

Hypothesis Test Summary

Null Hypothesis

Test

Sig.

Decision

10

The distribution of Self-
Improvement () is the same across
categories of Gender.

The distribution of Self-
Management / Autonomy (I) is the
same across categories of Gender.
The  distribution  of
Management (I) is the same across

Project

categories of Gender.

The distribution of Communication
() is the same across categories of
Gender.

The distribution of Problem Solving
Thinking / Critical
Thinking (1) is the same across

/ Analytical

categories of Gender.
The distribution of Leadership (l) is
the same across categories of
Gender.

The distribution of Innovation /
Creativity (I) is the same across
categories of Gender.

The distribution of Adaptability /
Flexibility (1) is the same across
categories of Gender.

The distribution of

Intelligence (I) is the same across

Emotional

categories of Gender.

The distribution of Collaboration (1)
is the same across categories of
Gender.

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test
Independent-Samples

Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

84

.460°

.391°

.930°

.813¢

.701°

.391°

.408°

.359°

4972

.813¢

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.
Retain the null

hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.



11

12

13

14

15

16

17

18

19

20

The distribution of Self-
Improvement (SA) is the same
across categories of Gender.

The distribution of Self-
Management / Autonomy (SA) is the
same across categories of Gender.
The  distribution  of
Management (SA) is the same across

Project

categories of Gender.

The distribution of Communication
(SA) is the same across categories of
Gender.

The distribution of Problem Solving
Thinking / Critical
Thinking (SA) is the same across

/ Analytical

categories of Gender.
The distribution of Leadership (SA) is
the same across categories of
Gender.

The distribution of Innovation /
Creativity (SA) is the same across
categories of Gender.

The distribution of Adaptability /
Flexibility (SA) is the same across
categories of Gender.
The distribution of

Intelligence (SA) is the same across

Emotional

categories of Gender.

The distribution of Collaboration
(SA) is the same across categories of
Gender.

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test
Independent-Samples

Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

7237

.202°

.224°

.260°

.202°

.059°

.051°

1728

1142

478°

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.
Retain the null

hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Asymptotic significances are displayed. The significance level is .050.
a. Exact significance is displayed for this test.
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Appendix D2. Mann-Whitney U test for differences across Position

Mann-Whitney U test summary for differences in groups of Position (n=40) in respect to rating

each Soft Skills importance and Self-Assessment is presented in Table below.

Hypothesis Test Summary

Null Hypothesis

Test

Sig.

Decision

10

11

The distribution of Self-Improvement
() is the same across categories of
Position.

The distribution of Self-Management
/ Autonomy (I) is the same across
categories of Position.
The distribution of
Management (I) is the same across

Project

categories of Position.
The distribution of Communication
() is the same across categories of
Position.

The distribution of Problem Solving /
Analytical Thinking / Critical Thinking
() is the same across categories of
Position.

The distribution of Leadership (I) is
the same across categories of
Position.

The distribution of Innovation /
Creativity (I) is the same across
categories of Position.

The distribution of Adaptability /
Flexibility (1) is the same across
categories of Position.
The distribution of

Intelligence (I) is the same across

Emotional

categories of Position.

The distribution of Collaboration (l) is
the same across categories of
Position.

The distribution of Self-Improvement
(SA) is the same across categories of

Position.

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples

Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

86

.361°

.810°

.187°

.957°

.555?

1172

.065°

.611°

.537¢

.630°

.872°

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.
Retain the null

hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.



12

13

14

15

16

17

18

19

20

The distribution of Self-Management
/ Autonomy (SA) is the same across
categories of Position.

The distribution of
Management (SA) is the same across

Project

categories of Position.

The distribution of Communication
(SA) is the same across categories of
Position.

The distribution of Problem Solving /
Analytical Thinking / Critical Thinking
(SA) is the same across categories of
Position.

The distribution of Leadership (SA) is
the same

across categories of

Position.

The distribution of Innovation /
Creativity (SA) is the same across
categories of Position.

The distribution of Adaptability /
Flexibility (SA) is the same across
categories of Position.
The distribution of
Intelligence (SA) is the same across

Emotional

categories of Position.

The distribution of Collaboration (SA)
is the same across categories of
Position.

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test
Independent-Samples

Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

Independent-Samples
Mann-Whitney U Test

1172

.405°

.307°

.187°

.215°

.138°

.376°

.282°

.688°

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.
Retain the null

hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Retain the null
hypothesis.

Asymptotic significances are displayed. The significance level is .050.
a. Exact significance is displayed for this test.
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Appendix E — Spearman’s rho Correlations test

For each of the 10 soft skills, a Spearman’s rho correlation test was carried out in order to
identify any correlations between respondents’ perceived importance and perceived self-

assessment of each soft skill. The results are illustrated in the Tables that follow.

Correlations — Self-Improvement soft skill
Self- Self-
Improvement Improvement
{) (SA)

Spearman's rho Self-lmprovement (I)  Correlation Coefficient 1.000 .610"
Sig. (2-tailed) . .000
N 40 40
Self-Improvement (SA) Correlation Coefficient 610" 1.000
Sig. (2-tailed) .000
N 40 40

**_ Correlation is significant at the 0.01 level (2-tailed).

Correlations — Self-Management/Autonomy soft skill
Self- Self-
Management/ Management /

Autonomy Autonomy
(1) (SA)
Spearman's rho Self-Management / Correlation Coefficient 1.000 3227
Autonomy (1) Sig. (2-tailed) . .043
N 40 40
Self-Management / Correlation Coefficient 3227 1.000
Autonomy (SA) Sig. (2-tailed) .043
N 40 40

*. Correlation is significant at the 0.05 level (2-tailed).
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Correlations — Project Management soft skill
Project Project
Management Management
(1 (SA)

Spearman's rho  Project Management (I)  Correlation Coefficient 1.000 512"
Sig. (2-tailed) . .001
N 40 40
Project Management Correlation Coefficient 512" 1.000
(SA) Sig. (2-tailed) .001
N 40 40

**_ Correlation is significant at the 0.01 level (2-tailed).

Correlations - Problem Solving / Analytical Thinking / Critical Thinking soft skill

Problem Problem
Solving / Solving /
Analytical Analytical
Thinking / Thinking /
Critical Critical
Thinking (1) Thinking (SA)
Spearman's rho Problem Solving / Correlation Coefficient 1.000 476"
Analytical Thinking / Sig. (2-tailed) ) .002
Critical Thinking (1) N 40 40
Problem Solving / Correlation Coefficient 476" 1.000
Analytical Thinking / Sig. (2-tailed) .002 .
Critical Thinking (SA) N 40 40

**_ Correlation is significant at the 0.01 level (2-tailed).

Correlations — Communication soft skill

Communication Communication

(1) (SA)
Spearman's rho Communication (I) Correlation Coefficient 1.000 .167
Sig. (2-tailed) . .304
N 40 40
Communication (SA) Correlation Coefficient .167 1.000
Sig. (2-tailed) .304
N 40 40
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Correlations — Leadership soft skill
Leadership Leadership

(1) (SA)
Spearman's rho Leadership (l) Correlation Coefficient 1.000 .608™
Sig. (2-tailed) . .000
N 40 40
Leadership (SA) Correlation Coefficient .608" 1.000
Sig. (2-tailed) .000
N 40 40

**_ Correlation is significant at the 0.01 level (2-tailed).

Correlations — Innovation/Creativity soft skill

Innovation / Innovation /
Creativity Creativity
{) (SA)

Spearman's rho Innovation / Creativity (I) Correlation Coefficient 1.000 486"

Sig. (2-tailed) .001

N 40 40

Innovation / Creativity Correlation Coefficient 486" 1.000
(SA) Sig. (2-tailed) .001

N 40 40

**_ Correlation is significant at the 0.01 level (2-tailed).

Correlations — Adaptability/Flexibility soft skill

Adaptability / Adaptability /
Flexibility (1)  Flexibility (SA)

Spearman's rho Adaptability / Flexibility ~ Correlation Coefficient 1.000
() Sig. (2-tailed)

N 40

Adaptability / Flexibility ~ Correlation Coefficient .359"

(SA) Sig. (2-tailed) .023

N 40

.359°
.023
40
1.000

40

*_ Correlation is significant at the 0.05 level (2-tailed).
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Correlations — Emotional Intelligence soft skill

Emotional Emotional
Intelligence Intelligence
(1) (SA)
Spearman's rho Emotional Intelligence (I) Correlation Coefficient 1.000 .200
Sig. (2-tailed) . 217
N 40 40
Emotional Intelligence Correlation Coefficient .200 1.000
(SA) Sig. (2-tailed) 217

N 40 40

Correlations — Collaboration soft skill
Collaboration Collaboration

(1 (SA)
Spearman's rho Collaboration (I) Correlation Coefficient 1.000 .236
Sig. (2-tailed) . .143
N 40 40
Collaboration (SA) Correlation Coefficient .236 1.000
Sig. (2-tailed) .143
N 40 40
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