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1 Introduction

Research into competencies which in this study is the underlying attributes of a manager,
started mainly in the USA, followed by the UK and later the interest for this topic spread to
the rest of Europe. In the Scandinavian countries research has been carried out on this subject
in recent years. In the Faroe Islands not much attention has been paid to this theme until
recently when the government introduced “Vision 2015”. Vision 2015 is a strategy which
involves the Faroe Islands being among the foremost countries in the world to live in (wealth,
competitive power etc) (Feroya Landsstyri, 2005). This vision includes e.g. globalisation,
privatisation, research and innovation, entrepreneurship, information and communication
technology, which are all connected to the business community. This has turned focus to
Faroese management skills and whether they have the necessary capability live up to this

vision especially in view of the challenge from globalisation.

Management competencies is a subject that is important for the Faroe Islands, however not
much knowledge is on this topic as there is practically no research in this area as far as

Faroese managers concern.

Do Faroe Islands have a Faroese approach to management that differs from other countries?
One could assume it to be likely since it must build on Faroese traditions and Faroese history,
as culture has great influence on how people behave. “Faroese management” is influenced by
political, economical and social contexts. In other countries, e.g. Denmark they regularly “feel
the pulse”, so to speak, of Danish management (Hildebrandt, 2002). One example of this is a
new follow-up report conducted in 2005 with the future outlook for Danish management
(Hildebrandt, 2005a) compared with earlier studies. This investigation covers more than 1,000
managers in Denmark and makes comparisons with two former studies published in 2000 and
2002 (Lederne, 2005).

It would be interesting to see how Faroese culture has influenced management and the way to
manage. Interestingly, the “industrial revolution” did not start until late 1950s in the Faroes,
when the first fillet factory was established on the islands. Before that — up to 1856 — farming
was the only way of life. After 1856 — when the royal Danish monopoly on trade was
cancelled — fishing vessels started to become a part of the Faroese industry. As a legacy from
this period and even nowadays captains of fishery vessels are considered to be the real

managers. This is due to the fact that they are able to catch fish and onboard there is a strong
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hierarchy where the captain holds strong power. Furthermore, their management style is very
authoritarian. To many Faroese people this is an example of appropriate management.
However, this approach to managing people does not suit with theories about successful

leadership.

Another interesting element of management culture in the Faroes is that practically all Faroese
people with higher education have gained their education in Denmark (Fgroya Landsstyri,
1999). In Denmark there are other management traditions, which are more focused on
management and leadership. Does the Faroese perception of appropriate management (i.e.
authoritarian) and the fact that most managers have a Danish educational background have an

influence on Faroese management style?

The consequence of this complex management background is likely to have some advantages
and disadvantages. This study will therefore, explore the managerial style of those in

executive posts in the Faroe Islands.

The literature on management competencies is a wide area and it has been more actualized in
recent years. This can especially be attributed to globalisation, which has put strong pressure
on management skills. Therefore, management competences have been put firmly on the
research agenda. Some managers use the advantages that globalisation offers with great
success and others are not able to handle this situation. The interesting question is what makes

some managers successful while others fail.

In 2004 foreign investors started to buy companies in the Faroe Islands and this has
continued. In September last year the Faroe Islands signed a free trade agreement with Iceland
(Brend, 2005). Therefore, it is clear that the Faroe Islands find themselves in the middle of
globalisation. New owners, professional boards of directors and greater demand for faster and
higher profit are some of the features of the manager’s new agenda. The pressure on Faroese
managers has started and will increase in the near future. The question is: Are the Faroese

managers ready to meet this new and extensive challenge?

Management is a subject that all people have a vested interest in because all, both people,
organizations and societies, want to be well managed. A lot of effort has been put in ways of
achieving world-class status. Apprehensive for losing this position, emphasis has been put on

leadership competencies (McLagan, 1997).
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This pressure will force managers to acquire new skills so they are able to handle the new
situation. This is likely to put even more pressure on Faroese managers as they have only
recently been so strongly affected by the strong competition from globalisation. It is only

recently that globalisation has its entry into the Faroe Islands.

According to Horton (2000) the real competition in the business world is the competition over
competencies. Further, Horton states that the latest thinking on competencies in the USA is
that a company’s ability to learn and acquire new capabilities and competencies may be a
more important determinant of its competitive position than its current endowment of unique
resources or the industry structure it currently faces. This is a challenge for Faroese managers,
since they have to develop their competencies together with the necessary competencies their

organization has to possess to ensure that they survive in the strong competition.

This is the situation Faroese managers find themselves in. The question is whether they are
prepared to take up the competition the organizations are facing. Furthermore, will Faroese
managers have the right competencies to survive as managers as boards of directors become

more professional and new owners take over?

1.1 Aims and objectives

The aim of the dissertation is to examine the competencies of top managers in the Faroe
Islands. The objectives are:
1) To identify the challenges top managers in the Faroe Islands face to day
2) To identify the challenges top managers face in the future
3) To clarify which content is most important in the top manager’s job in the Faroe
Islands
4) To determine which management form is most common regarding managerial styles,
the manager’s power base and which management tools are most used
5) To make comparisons between other countries identifying similarities and

dissimilarities
The aims and objectives will be answered through questionnaires to 100 top managers, from

the largest organisations in the Faroese in 2004 (private) and 2005 (public), with questions
inside these five areas.
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1.2 Main research questions

The main research question is: What are top management competencies in the Faroe Islands?
To make the research more specific and narrowly focused the main research questions will
focus on these areas:
¢ management challenge (most important challenges managers expect to face in the
years to come)
e the management job (covers tasks, time spent on tasks and activities, factors that
give penetration in the management position and personal factors and abilities in the
management job) and

e the management form (which management styles are most common)

These three main areas will be narrowed down further to these research questions:
e What are the main challenges top managers face today
e What are the main challenges for management in years to come (e.g. 2 — 3 years)?
e Which are the most important management tasks for managers today?
e What are the main competencies a manager must have to solve tasks satisfactorily?
e What is the managerial style, the manager’s power base and which management tools

are in use?

To put the situation in perspective the Faroe Islands management competencies will be
compared with those in Denmark through new research published in Denmark in September
last year (Lederne, 2005). Comparisons will be made where possible providing at least an

indication of Faroese management culture.

1.3Introduction to competencies

The concept of competency originated in the United States. It was followed by the separate
development in the UK of the competence concept (Armstrong, 2003). The US approach was
made by McClelland in 1973. He advocated for the use of criterion referenced assessment.
Criterion referencing or validation is the process of analysing the key aspects of behaviour

that contributes to effective and less effective performance (Armstrong, 2003).

The person who did most to popularize the concept of competency was Boyatzis, with his
book “The competent Manager”. Boyatzis defines competency as “A capacity that exists in a
person that leads to behaviour that meets the job demands within the parameters of the

organizational environment and that, in turn, brings about desired results.” (Boyatzis, 1982).
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In other words Boyatzis put forward a person’s behaviour, that is crucial regarding managers’

competencies, especially when this is compared to modern management.

1.3.1 Definition of competencies.

According to Armstrong (2003) the terms “competency” and “competence” are often used
interchangeably, which can cause confusion. However, they can be differentiated as in the
following:

e Woodruffe (1991) says about competency or competencies: “Competency is a person-
based concept which refers to the dimensions of behaviour lying behind competent
performance.” Competencies are behavioural characteristics. They are sometimes
known as “soft skills” or leadership oriented.

e Woodruffe (1990) defines competence as “A work-related concept which refers to
areas of work at which the person is competent.” Competent people at work are those
who meet their performance expectations. Competences describe the things they have
to be able to do to perform effectively. These are often described as “hard skills” or

management oriented.

According to Armstrong (2003) the distinction between competency and competence made
above is quite clear cut, but what has evolved over the years is the use of the term
“competency” to embrace the concepts of both soft and hard skills. This development, as
Woodruffe (1991) points out, can result in a minefield of misunderstandings and
complications. The solution to this problem offered by Miller et al. (2001) is to distinguish
between behavioural competencies (soft skills) — how people are expected to behave in order
to perform their work well — and technical or functional competencies (hard skills) — what

people are expected to know and be able to do to perform their work well.

Competency and competence are often used indiscriminately without paying attention to any
difference. According to Whiddett & Hollyforde (1999, p. 5) a general convention has
developed, although not always followed, which uses “competence” and “competency” in the
following way:
e An ability based on work tasks or job outputs tends to be referred to as a
“competence” and

e An ability based on behaviour tends to be referred to as a ““competency”
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1.3.2 Why organizations use competencies

According to Miller et al. (2001) the two prime reasons for organizations to use competencies
are:
1) that the application of competencies to appraisal, training and other personnel
processes will help to increase the performance of employees
2) that competencies provide a means of articulating corporate values and objectives, so
that their requirements can be embodied in HR practices, and be readily understood by

individuals and teams within the organization

Other reasons include the use of competencies as a means of achieving cultural change and of

raising skill levels.

Competence alone can not give the necessary qualification for success — but used in
connection with other good management practice, are vital ingredients in producing the
performance leverage organizations now require to gain competitive advantage (Whiddett &
Hollyforde, 1999).

In every organization people use their competence, but making more aware or conscious of
competencies and make competencies a part of the management style is what makes the

difference.

1.4Background to population sample

The author has been working with management issues since early nineties. In my present job
position much management recruitment takes place. However, it would appear that the
recruitment area is too little and the interest for management positions is low especially in the
public sector. In the private sector most companies have been family businesses. However,
within the past few years many investors and investment companies have started investing in
private enterprises and buying up, merging etc., domestically and abroad. This is occurring at
such a high speed never seen before in the Faroe Islands. In this context the boards of
directors have started to become more professional and thereby increasing the demand for
professional managers. Furthermore, as previously mentioned, the government has taken
action in 2005 through Vision 2015 (Fgroya Landsstyri, 2006a). This has already increased
the demand for professional managers and regular recruitment advertising in the newspapers

is evidence of this.
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This thesis will study Faroese managers to reveal what the situation is among Faroese
managers and how they are compared with managers in other countries. The reason for this is
that there has practically not been conducted any research in this area. There is a lot of
guessing concerning Faroese management. This study will attempt to contribute to knowledge
in this area. Furthermore, it would be beneficial for the society if others would follow and

continue research in this area.

1.5Theory and studies

Through a review of the literature the most relevant theory has been identified and discussed.
But this has not been sufficient related to the research questions. Therefore, relevant studies
were found, that have an adequate degree of details. These were then compared with the
findings of this study. One of these is a study conducted in Denmark in 2005 by The Danish
Association of Managers and Executives and Aarhus School of Business in Denmark. The
vision of this study, which was conducted in 2000 repeated in 2002 and in 2005, is to provide
Denmark the most important knowledge base concerning managers and management. These
studies are research-based and supervised by Steen Hildebrandt, professor in management at
Aarhus School of Business. The Danish study was conducted among 1,000 managers — senior,
mid-level and junior managers — both in the private and public sector. Even though this study
is restricted to senior managers and the Danish study covers lower management levels there
should not be difficulties comparing results from both studies, as organizations in Denmark
are much larger than in the Faroes. The Danish study will be used through the literature
review as one of more studies that can be related to research questions.

1.6 Methodology

The research covers nearly 100 top managers in the Faroe Islands and the nature of the
research questions are of such character together with the necessity of making the study
anonymity quantitative research was meant to be the method that was best suited to the
purpose. Furthermore, it is difficult to conduct a study like this without anonymity guarantied,
because top managers would not participate since they have to reveal matters that they
consider as being sensitive. The sampling strategy is purposive sampling as the target group is
specific (managing directors), since it is only these individuals who can provide the desired
information. The type of purposive sampling is judgement sampling, which is used when a

limited number or category of people have the information that is sought.
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The data collection method is questionnaires designed according to the research questions. All
questions are closed questions with a number of predefined factors to measure respondent
attitude. The sample was carefully selected covering private and public companies. The

response rate achieved was high.

1.7 Limitations

There were some limitations to the study. These are mainly:

e Too few female respondents (only five), however the number of women in all (in the
sample) was only seven. Consequently it was not possible to examine differences
between male and female, which would have been desirable, since difference normally
occurs between genders in such study.

e The study is not segmented into demographic distribution. To ensure anonymity this
was necessary however, it prevented options to identify demographic differences.

1.8 Outline of chapters

Chapter 2 highlights the most relevant literature in the field. The concept of competencies is
defined as well as competencies are accessed in relation to the public sector. Furthermore, the
background to competencies is discussed. This is followed by an examination of the literature
connected to each research area together with relevant studies conducted in Denmark,

Scandinavia and around the world. Lastly a conclusion is made.

Chapter 3 provides information pertaining to the methodology. The research method is
justified and discussed and the sampling explained. An explanation of the questionnaire
design is presented and a discussion of the types of questions and layout and structure as well.
The sample procedure is discussed in great detail along with some indication of how a high
response rate was achieved. Information is provided on participants divided into sector and in
addition into business sectors. Research access is discussed as well as how questionnaire

problems and coding are solved.

Chapter 4 discusses the findings. Firstly a profile is made of the respondent by gender, age,
education and size of organization. Secondly findings for each research area is analysed and
presented. Thirdly a discussion is provided of the most interesting findings and these are then

compared with studies in other countries. The chapter ends with a conclusion.

Chapter 5 brings the dissertation to a conclusion and discusses the implications of the study.
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2 Literature review
This chapter highlights the definition of competencies, discuss competencies in the public

sector and explain short the background to competencies. Furthermore the review of literature
is divided into sections structured suited to each research questions. The chapter ends with a

conclusion.

2.1 Introduction

The purpose of this chapter is to define the concept competencies and take a short look at the
background to competencies. The most relevant literature is found concerning the research
questions starting with which management tasks managers find to be the most important.
Since are the main competencies a manager must have to solve tasks satisfactorily found
through studies. Most common managerial style is followed by examining closely studies
conducted in Scandinavia, ranking list over most competitive countries in the World and
studies in Denmark. Subsequently the manager’s powerbase are investigated through a study
in Denmark. Afterwards the most common management tools are discussed through a Danish
study conducted in 2005 looking at both the private and public sector and by experience from
other countries too. Finally is the main challenge manager’s face in years to come investigated
by looking at the Danish study and a new study in Denmark among experts about the

challenges managers face in 10 years.

2.1.1 Definition of competencies

When conducting a literature research on competencies there is found a lot of literature, but it
IS not easy to come to a clear understanding since the topic is covered in so many directions

and definition depends on the purpose.

According to Whiddett & Hollyforde (1999) there are a bewildering number of definitions of
“competency”. The majority of these definitions are simply variations on two themes which
have different origins. These two themes are:

e Description of work tasks or job outputs — These have their origins in national training
schemes. One is the Management Charter Initiative (MCI). The MCI definition of
competence is “the ability of a manager to perform to the standards required in
employment”. Whiddett & Hollyforde (1999, p. 3)

e Descriptions of behaviour — These have evolved from the work of researchers and

consultants specialising in managerial effectiveness. Many definitions of behavioural
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competency are variations on the following definition, which Klemp in Whiddett &
Hollyforde (1999) made in 1980: a job competency is “an underlying characteristic of
a person which results in effective and/or superior performance in a job.” Variations
typically develop on what the characteristics may be — as, for example, in this much-
quoted definition by Boyatzis (1982): “A job competency is an underlying
characteristic of a person in that it may be a motive, a trait, a skill, an aspect of one’s

self-image or social role, or a body of knowledge which he or she uses.”

Since the purpose of this dissertation is top management competencies and the most relevant
part is the description of behaviour, which among others covers managerial effectiveness,
there will be focused narrowly in this area. The above mentioned definitions indicate that a
competency is made up of many things (motives, traits, skills, etc.) yet, we usually only see
evidence of these in the way somebody behaves. For example, interpersonal skills are
manifested in how effectively a person negotiates, influences and works in a team.
Behavioural competencies, which are those that are most relevant for this study, describe
typical behaviours observed when effective or superior performers apply motives, traits,
skills, etc. to job-relevant tasks to produce job-relevant outcomes.

When dealing with competencies it is important to make clear to which purpose it is for and
whom it concerns. Draganidis and Mentzas (2006) refer to twelve current overall definitions
of the competency concept. Based on the analysis of the existing definitions and their further
study it was concluded that competencies can be defined as: “A competency is a combination
of tacit and explicit knowledge, behaviour and skills that gives someone the potential for
effectiveness in task performance.” (p. 53). This is still a too broad a definition for the purpose

of this study. Others have tried to narrow this subject further and one of these is Hoffmann.

According to Hoffmann (1999, p. 275) “the term “competency ”has not been clearly defined
in the literature. Two main meanings of the term have been identified, one referring to the
outputs, or results of training — that is competent performance. The other definition referring
to the inputs, or underlying attributes, required of a person to achieve competent
performance. A typology of the meanings of competency has been developed to show that the
term has several meanings depending on the purpose for which it is used.” Hoffmann narrows

competencies more and connects the definition to the purpose.

Hoffmann (1999) states further, that a review through the literature shows three main

positions taken toward a definition of competencies. These are defined as either:
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1) Observable performance
2) The standard or quality of the outcome of the person’s performance or

3) The underlying attributes of a person

The two first mentioned are based on the output of individuals whereas the third is as
Hoffmann states: “referred to the underlying attributes of a person such as their knowledge,
skills or abilities. The use of this definition created a focus on the required inputs of
individuals in order for them to produce competent performance.” (p. 276). This definition is
related to more complex jobs, such as a senior management, where it is difficult to describe
outputs. Therefore, focus is turned to inputs. The position as top manager may require a set of
underlying knowledge and skills rather than a set of prescribed behaviours (Hoffmann, 1999).

Above definition of competencies is in agreement with Boyatzis (1982).

As this study is aimed at the senior management level (CEO) the author will focus on the
definition that covers this particular area. This is the definition that covers the underlying
attributes of a person (no. 3 above). Senior management competencies are complex to
measure, therefore, the best approach is an input-based approach to achieve competent

performance.

According to Yang et al. (2006) the competency and competence almost connote identical
meaning with the only trivial difference that competence was mostly used in the
organizational level and competency was used in the individual level. In their paper they “...

use both them interchangeably.”

Despite that there is a lack of a clear definition on competencies for this purpose of the thesis,
the author will refer to the one that covers the underlying attributes of a person.

2.1.1.1 Competencies in the Public administration

Competencies have most been used in connection with the private business. But in reason
focus has been on public sectors too. While managerial functions may be generic across
private and public sectors, but the context managers operate within are unique, since
conditions in private and public sectors are different. Noordegraf (2000) and Virtanen (2000)
address this question: what competencies do public managers need to be able to operate
efficiently and effectively within their public/political contexts? Noordegraf (2000) concludes

in his ethnographic study of 12 public managers, that competent public managers are
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“professional sense-makers” who know how to perceive political cues, stimuli and triggers
and to relate them to new or existing issues (interpretive competencies) and how to initiate
and manage issues (institutional competencies) and how to bring issues and policies ahead
(textual competencies). In other words public managers have to be good to see what the
public or political agenda is and instantly take action according what an ever-changing agenda

is.

Just as in private business, changes occur all the time. This has also come to the public sector
especially through “The New Public Management™* (Barzelay, 2001), which has changed the
expected value qualifications of public managers and caused tensions in their commitments
(Virtanen, 2000). Virtanen (2000) argues that the key to public manager’s effectiveness is the
value competencies or commitments. Virtanen (2000) constructs his own framework of five
competence areas for public managers:

1) Task competence

2) professional competence in subject area

3) professional competence in administration

4) political competence and

5) ethical competence

Most of these competencies are the same as a manager in the private sector must posses to
cope with the daily business. The difference is that in the private business it is the market and
board of directors that set the manager’s agenda whereas, as mentioned above, it is the public
and the politician that make the agenda for the manager in the public sector. New Public
Management has made its influence and according to Virtanen (2000) after comparing the
morality implicit in New Public Management (NPM) with that under-pinning the public
services welfare states Virtanen concludes that NPM has challenged the traditional value
competencies of public managers and created tensions in their commitments to the public
service. In other words public managers have been more committed to their job in a way as

their counterpart in the private sector.

Having analysed five special issues of the Journal about competencies in the public service
Horton (2000) concluded “... that competency-based management is growing in importance
as an approach to managing people within public organisations but that there is still no

agreement on what specific competencies are required of public managers beyond those

! New Public Management represents an approach in public administration that employs knowledge and
experiences acquired in business management and other disciplines to improve efficiency, effectiveness, and
general performance of public services in modern bureaucracies.
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required of all managers who are faced with achieving an organisation’s goal and objectives
with the most efficient and effective use of available resources.” (p. 316). That is to say that
public management and management in the private business are getting more and more
similar. There is no reason to treat managers from these two sectors so differently. In this

study private and public managers will be measured in the same way.

2.1.2 The background to competencies

According to Horton (2000) the competency movement has — just like most movements — no
single origin. The concept of competence can be traced back to the medieval guilds. The
industrial revolution gave rise to the study of work and jobs and the skills needed to do those
jobs. With the appearance of scientific management and in the 1930s the human relations
school of management thought, academic and practitioner interest became focused on both
how to organize work and how to motivate workers. The concept of “competency” was first
introduced 1957 (Yang et al., 2006). In the 1970s the need to improve economic
competitiveness led to attention being turned towards competencies (Horton, 2000).
Furthermore, in 1973 McClelland used the term “competency” to illustrate the major key

factor to affect individual learning (Yang et al., 2006)

The concept of competency originated in the United States. It was followed by the separate
development in the UK of the concept of competence (Armstrong, 2003). The US approach
was made by McClelland in 1973. He advocated the use of criterion referenced assessment.
Criterion referencing or validation is the process of analysing the key aspects of behaviour
that differentiate between effective and less effective performance (Armstrong, 2003).
Although the competency movement originated in the US and UK, it is now an international
phenomenon and is practised increasingly throughout the OECD countries and beyond
(Horton, 2000).

The person who did most to popularize the concept of competency in general was Boyatzis,
which he did in 1982 with his book “The Competent Manager”. Subsequently, many

researchers and scientist followed, as can be seen above.

2.2Important management tasks for managers today

The world has changed and there are different competitive conditions provoked by new

technology, globalisation and capital markets which operate with much greater effectiveness
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than formerly. The new reality is continuous changing (Rachlin, 2002). Therefore, the agenda
is ever changing to managers as tasks must fit to the circumstances both the manager and the
company find themselves in. In the following recent studies of important management tasks

are presented.

In a newly published study in Denmark (Hildebrandt, 2005a), where 1,081 Danish managers,
both from private and public sector participated, the 10 most important management tasks

were found to be:

1 | Motivation of others 83 %
2 | Planning 83 %
3 | Staff satisfaction 78 %
4 | Development of staff members | 71 %
5 | Delegate 70 %
6 | Co-ordinate 69 %
7 | Communicate values/attitudes 69 %
8 | Goal and results monitory 64 %
9 | Guidance/coaching 64 %
10 | Information processing 62 %

Table 1. The ten most important management tasks
Source: Hildebrandt (2005a)

Remarks: Management tasks that managers ascribe as having great importance/very great importance.

From the above mentioned tasks (see table 1 above) it is obvious that HRM-related tasks are
of greatest importance for managers in Danish organizations. Motivation of others (1), staff
satisfaction (3) and development of staff members (4), are three of the four most important
tasks. Furthermore, traditional management tasks such as planning (2), delegating (5), co-
ordinating (6) and goal and results monitoring (8) are ranked highly. This tells that Danish
managers use HRM to stand up to the challenges, since employees are a crucial factor in an

ever changing environment.

In another study Egbu (1999) found that the six most important types of management skills
and knowledge are:

e Leadership,

e Communication (oral/written),

e Motivation of others,

e Health and safety,

e Decision making and

e Forecasting and planning.
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These above mentioned findings are results of a study of thirty-two large refurbishment
organizations with regional offices spread throughout England. 142 persons took part in the
study (senior, mid-level and junior managers). It is evident from Egbu’s that a certain degree
of overlap is between Egbu’s and Hildebrandt’s study (see table 1 above). For instance
“motivation of others” and “planning” are precise the same. Furthermore, in Egbu’s results
leadership is mentioned. Leadership covers the “soft” part whereas management covers the
“hard” part, such as structure and systems. Leadership is considered to be the personal
qualities, behaviours, styles and decisions adopted by the leader (Arnold et al, 1998) and the
soft part is the four S: Shared values, Style, Staff and Skills (Cheetham, 2003). In all
likelihood leadership in Egbu’s study covers issues as in the study of Hildebrandt (see table 1
above) such as “staff satisfaction (no. 3)”, “development of staff members (no. 4)” and
“communicate values/attitudes (no. 7)”. Despite the fact that Egbu’s study is in the
refurbishment business in England conducted in early 1990s and Hildebrandt’s study
conducted in Denmark in 2005 covering all private and public organizations several

similarities are in both studies.

It can be concluded in general to the above mentioned studies it is evident that the most
important management tasks today are indicated to be more leadership oriented/focused.
Despite the differences in two different studies, as those above, the similarities are
remarkable. This shows how highly valued management behaviour or leadership is among
managers. Most management tasks are the same whether conducted in England or in Denmark
10 — 15 years later. Some tasks might change over time such as a shift from management to
more leadership oriented way of managing. However this can also be influenced by the

specific circumstances of the organization, e.g. the economic and/or competitive situation.

2.3Main competencies a manager must have to solve tasks
satisfactorily
In recent years internationalisation, globalisation and political development have had great

importance for conditions and limitation for both the private and public sector. As a result the
pressure has increased on managers. Furthermore, the difference between successful and
unsuccessful managers has become more apparent. It has become increasingly common to
connect inborn personal characters and real behaviour with manager’s personality and

managerial results (Hildebrandt, 2005a).

From the Danish study in 2005 (Hildebrandt, 2005a) the 10 most important personal factors
and abilities, according to the managers, were (see table 2 below):
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Confidence in others 79 %

Will 77 %

1 | Credibility 96 %
2 | Responsibility 92 %
3 | Interpersonal skills 91 %
4 | Resolute 83 %
5 | Energy 82 %
6 | Independence 80 %
7
8
9

High stress tolerance 76 %

=
o

Self-confidence 75 %

Table 2. The ten most important personal factors and abilities
Source: Hildebrandt (2005a)

Remarks: Factors and abilities that managers ascribe as having great importance/very great importance.

As can be seen from the above mentioned factors (see table 2 above) “credibility”,
“responsibility” and “interpersonal skills” clearly get the highest score. These factors and

abilities are obviously connected with the manager’s behavioural competencies.

In a study in Denmark where 1,362 highly educated managers participated Hildebrand et al.
(2003) concluded that managing and motivating employees is much more about the
manager’s attitudes to people than having the right management tools available. Further, this
study shows that personal qualities are important skills for a manager to possess. Credibility is
a crucial ingredient of good management and there must be agreement between word and
action (Ibid). In another study in Denmark (Keiding, 2002), where 506 employees took part
four in ten have changed employment in the last ten years due to bad management. The
employees prefer broadly read managers that rather listen than decide (Ibid). Furthermore,
this study found that a manager must possess interpersonal skills that make the manager and

the management attractive for the employees.

In conclusion behavioural competencies are important skills a manager must possess.
Research in this area shows the importance of these skills. They are important not only for the
manager but the entire organization. Managers who do not possess the attitudes will not be
able to achieve sufficient motivation among employees leading to reduced satisfaction and

productivity. Furthermore, the manager is at risk of losing staff members.

2.4Managerial style

Change is a crucial factor for all managers. One of the most important elements is the change

in managerial style throughout the organization (Bogorya, 1988). Bororya (p. 10) states that
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“at senior management/executive level the corporate culture and leaderships styles shift and
create new norms of behaviour and new standards of performance.” Which managerial style a
manager chooses is normally depending on both the context conditions and limits and

personal preferences.

A recent study by Rambgll (2004) among 3,700 companies from Denmark, Finland, Norway
and Sweden found that there is a clear coherence between the company’s modernization rate
and its economic performance. From the 1,000 participating Danish companies the study
showed that:

e The “traditional” companies on average earn 2.45% per invested krone (DKK)

whereas
e The “modern” companies on average earn 6.4% per invested krone (DKK)
e 29% of “traditional” companies are running with a deficit whereas only

e 16% the “modern” companies are running with a deficit

In total one third of the participating companies were “modern” companies whereas two thirds

were “traditional” companies.

From the study by Rambgll (2004) a “modern” company has the following characteristic
compared to a “traditional” company (see table 3 below).

Definition of a modern company Other characteristics of the modern company identified by the
research?
. Delegated responsibility . Uses only in lesser extent and lesser than traditional
. Responsibility on own initiative companies flexible staff
. Informal manners . Young management
. Non hierarchical organization . Follows carefully the employee’s results
e  Project organizing e Fast development of the company
. Management through values . Far ahead using newest technology
e Active professional board of directors e  Advantages by being first movers
. Changes/adjustments do not give problems . Niche based
e  Fastdecisions e Flexible products/services
. Investment in competence development e  Complicated products/services
. Experience to have staff with the right competences

Table 3. Characteristics of a modern company.
Source: Rambgll (2004)

From table 3 above it is obvious that the definition or characteristic of a modern company

includes several ingredients as far as management is concerned. In terms of manager’s

2 From the companies own experience of their own company.
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personal behaviour, such as delegated responsibility, responsibility on own initiative,
management through values etc., which are related to the most important personal factors as
seen above (see table 1 above). These characteristics are much like behavioural competencies.
It emerges clearly from above that a managerial style that has a high modernization rate, as a
modern company style has, is important.

Since Faroe Islands is a part of the Nordic countries, where Scandinavia is also a part studies
in these areas is in the interest of this study. A study of “The Scandinavian leader” (Lindholm,
20044a) concluded that:

e Scandinavian leadership is unique since it is based on attitudes and values which
originate from the Scandinavian culture. Central for this leadership is respect for the
individual human being and society.

e Scandinavian leadership is characterized by the egalitarian Scandinavian society with
small social differences. It is characterized by flat organizations, short distance
between management and staff together with a decision-making process where

employees are involved.

These characteristics are important as it commits modern and competent employees and make
all creative potential available. Upon selling his company (Navision) to Microsoft the Danish
manager, Preben Damgaard changed his role from entrepreneur to top manager in Microsoft.
He stated that

(Lindholm, 2004 a, p. 17): “I am much a Scandinavian in my way of managing and it is about
delegating and inspiring people. You can not just delegate and not care about the rest. What
really matters is freedom with responsibility. The American way of managing is that | as a
manager tell you what you shall do from A to B and when you arrive at B, then | come and we
talk again about what you then shall do. The Scandinavian way of managing is not only about
what you shall do but also why you shall do it as well as me hearing the employee’s point of
view. | hear the point of view from the employees. Scandinavian management is a

collaborative model”.

Essentially, therefore it is important to be aware of this way of managing, which is important
for an organization and it competitiveness, since the employees are involved in the
companies” decisions. This gives the employees the opportunity to contribute with good

proposals to things being done better etc.
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Schramm-Nielsen et al. (2004) directly warns against importing American management
methods as they may weaken the Scandinavian winner model. She makes this warning
according to American companies buying Danish or Scandinavian companies or reverse. In
such situations the American management principle is ill-suited. Therefore, there is a risk of
undermining some of the competitive advantages the welfare the Scandinavian way is built

on.

According to World Economic Forum (2006) the world’s most competitive nations are the

Nordic countries, as is evident below:

Country Rankings 2004-2005 Country Rankings 2005-2006
1. Finland 9. Japan 1. Finland 9. Norway
2. USA 10. Iceland 2. USA 10. Australia
3. Sweden 11. United Kingdom 3. Sweden 11. Netherlands
4. Taiwan 12. Netherlands 4. Denmark 12. Japan
5. Denmark 13. Germany 5. Taiwan 13. United Kingdom
6. Norway 14. Australia 6. Singapore 14. Canada
7. Singapore 15. Canada 7. Iceland 15. Germany
8. Switzerland 16. UAE 8. Switzerland 16. New Zealand

Table 4. The most competitive nations in 2004/5 and 2005/6

Source: World Economic Forum (2006).

From table 4 above the five Nordic countries were among the ten most competitive nations in
the world in 2004-2005 and in 2005-2006 they are all placed among the nine most
competitive nations. This is unique, especially when considering that these countries have
some of the world largest public sectors, highest minimum wages, highest rate of taxation,
strong unions etc. (Lindholm, 2004a). This demonstrates that the Nordic countries are

competitive and this is most likely due to the way companies are managed.

Furthermore, in the Global Competitiveness Report the Nordic countries dominate the top
when nations are ranked according to their willingness to delegate responsibility. Sweden,
Denmark and Finland are ranked in three the highest numbers while Norway is placed as no. 8
(World Economic Forum, 2006). This is probably one of the important factors of the

managerial style that make the Nordic countries so competitive.

According to Lindholm (2004b) the Scandinavian manager is a perfect example of the modern
manager. They are characterized by low profile, focus on professionalism and ability to get
people and machines to work together. According to the report “Den skandinaviske leder”

(“The Scandinavian manager”) (Lindholm, 2004b) — an investigation of 510 managers from
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small and large companies in Denmark and Sweden where they among others were asked how
they would characterize themselves as managers. Furthermore, how they characterize

Scandinavian respective American managers generally. The results are as follows:

The Scandinavian manager The American counterpart
Professional skills 36% 22%
Result-oriented 35% 70%
Reliable 35% 3%
Honest 33% 3%
Ambitious 29% 65%
Effective 26% 30%
Good to communicate 25% 36%
Attentive 20% 3%
Enterprising 19% 42%
Short-term horizon 18% 41%
Ethical 17% 2%
Socially orientated 16% 3%
Considerate 14% 1%
Long-term horizon 13% 13%

Table 5. Profile of the Scandinavian manager compared with the American colleagues
Source: Lindholm (2004b)

From table 5 (above) it is evident that Scandinavian managers see themselves as more
reliable, honest, attentive and ethical than their American counterparts. They consider
American managers to be more ambitious, result-oriented and better at communicating. It is
remarkable to see that Scandinavian managers only consider themselves on the same level as
their American colleagues in “long-term horizon” and “effective”. It can be concluded that
Scandinavian managers prioritize soft values higher than their American colleagues. This is
definitely the Scandinavian perception. Looking at the most competitive nation in the world
USA is no. 2 (see table 4 above). This supports the Scandinavian manager’s point of view,
since they see their American counterparts to be more “result-oriented” and “ambitious” than
themselves (see table 5 above). Schramm-Nielsen et al. (2004) states that Scandinavian
countries are more trusted than USA and she directly warns against the American
management style compared with the Scandinavian as mentioned above. This indicates that

Scandinavian managers could be right in their perception.

Hildebrandt (2005a) states in his study among Danish managers that the most common

management styles are (see table 6 below):
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1 Through co-operation and participation 81 %
2 Through dialogue and coaching 77 %
3 Through attitude and values 64 %
4 Through self-governing and self-management 51 %
5 Through acknowledgement and rewards 32%
6 Through follow-up and supervision 21 %
7 Through order and instructions 16 %
8 Through rules and directives 10 %

Table 6. Most common management styles

Source: Hildebrandt (2005a)
Remarks: Management styles managers perform highly/very highly.

The results from table 6 (above) clearly show a picture of a management style that is based on
“co-operation and participation”, “dialogue and coaching”, *attitude and values” and
“delegating”. Furthermore, the classic management style characterized by management
decisions which where communicated by order and rules and followed up by supervision
(Hildebrandt, 1995) is not common today. This shows that Danish managers perform a

management style that is more modern.

A study among nearly 4,000 managers from different countries (Rosenkrands, 2000) found
that managers who are able to motivate and create a dialogue with employees deliver the best
economic results. These are managers who are able to set up visions and are good to identify
themselves, democratic dialogue and coaching. Furthermore, the winning leaders combine
forms of management, soft as well as hard. The study is aimed at measuring coherence
between management style and results. The most important conclusions are:
e Management through vision is the strategy that — isolated — have the most positive
impact on company results
e Coercive management has a negative impact on employees and the company if this
kind of management form is used alone. A leader has the same negative effect if he or
she only uses pacesetting, which is a style that sets extremely high performance
standards and exemplifies them himself or herself
e The best managers use several management styles and use them appropriately to the
situation. The good manager must be able to give orders and work as a coercive and in
the next moment be affiliative, democratic or manage through visions. Flexible
management  achieves the best results in employees and creates the best economic

results.

According to Goleman (2000) there are six distinct leadership styles that appear to have a
direct and unique impact on the working atmosphere of an organization. From his research of
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3,871 executives selected from a database of more than 20,000 executives worldwide the

following six styles are used (see table 7 below):

Authoritative Affiliative Democratic Coaching Pacesetting Coercive
Contents Mobilizes people | Creates harmony | Forges consensus | Develops Sets high Demand

toward a vision, and builds through people for the standards for immediate

self-confidence, emotional bonds, | participation, future, performance, compliance,

empathy and empathy, collaboration, developing conscientiousness, | drive to achieve,
change catalyst building team leadership, others, empathy, | drive to achieve, initiative, self-
relations-ships, communication self-awareness initiative control
communication
Overall impact .54 46 43 42 -.25 -.26

on climate

Table 7. This is how different managerial styles work
Source: Goleman (2000).

Comment: The figures indicate the correlation. 1.00 means 100% positive connection, while -1.00 means 100% negative connection.

From table 7 (above) it is obvious that management styles which are more competencies
based provide the best results. These include “Authoritative”, “Affiliative”, “Democratic” and
“Coaching” whereas the two last mentioned has a negative influence on the climate. On the

other hand *“Pacesetting” and “Coercive” have a negative impact on the climate.

Goleman and Rosenkrands confirm that management that is more competencies based and

modern gives the best restuls.

Furthermore, Goleman (2000) states that leadership will never be an exact science, but leaders
can get a clearer picture of what it takes to lead effectively from such studies Goleman and

others have conducted.

In conclusion the Scandinavian management style is different especially compared with the
American way. The Scandinavian or Nordic countries are among the most competitive in the
world and furthermore, their managers are those who are the most willing to delegate
responsibility. The Scandinavian management style is a collaborative model, which is well
suited to the challenges companies are facing today and in the future. From studies in
Scandinavia and in Denmark it is evident that so-called modern earn more money than

traditional companies.

The most common management style in Denmark is through co-operation and participation,
dialogue and coaching, attitude and values and self-governing and self-management. Through

a study among around 4,000 participants worldwide these management styles are those that
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have the best overall impact on the working atmosphere of an organization. Therefore these

management styles are so important.

2.5The manager’s power base

Managers have legitimized power, which according to Armstrong (2003), is power conferred
by the position in an organization held by an executive. A manager is placed between a board
of directors and his staff. In a public organization the board of directors is a minister and/or
his ministry. Furthermore, a manager’s power depends on what power the boards of directors
gives the manager. According to Strebel (2004) the board of directors can distinguish between
four basic types of governance:

e Audit

e Supervising

e Coaching and

e Steering

These types depend on the board’s perspectives, behaviours and roles. Furthermore these
roles also depend on the effectiveness of the management. Inside this limitation, which in fact
is liberty of action the manager, is given. From this point he or she has to navigate. An ever
asking question is whether a manager is something he or she is or it is something she or he

becomes.

Hildebrandt (2005a) has argued that historically a change is made from formalized and
position based power to more person based power parallel to the general development in the
society. Furthermore, Hildebrandt has stated that managers have a power, as they partly have

from themselves and partly have got from the people they manage.

The four most frequent conditions of importance that justify the existence as a leader are as
follows (Hildebrandt, 2005a):

1 | My personal qualities 86%
2 | My results 74%
3 | My management competencies 73%
4 | My professional competencies 66%

Table 8. Conditions of importance that justify the existence as a leader

Source: Hildebrandt (2005a)
Remarks: Factors managers ascribe as having great importance/very great importance
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From table 8 (above) it can be seen that personal qualities are more important than
management competencies and results. Even though professional competencies are important
it is personal qualities that are considered to be the most important competencies. Results (no.
2) are important but not as important as personal skills. The manager’s professional
competence does not play as important a role as it is ranked as number 4. This could indicate
that the management role is much more about the leadership role than his or her professional

competencies.

In the study by Hildebrandt (2005a) managers were asked which of the below mentioned
factors they thought gave them power of penetration (impact as managers). The results are

(see table 9 below)

1 | My personal qualities 83%
2 | My attitude and values 81%
3 | My professional competencies 68%
4 | My relationships with others 67%
5 | My results 66%
6 | My management experience 63%
7 | My job and my position 40%
8 | My power over resources 38%
9 | My power to punish and reward 13%

Table 9. What gives power of penetration in the management job
Source: Hildebrandt (2005a)

Remarks: Factors that managers ascribe as highly/very highly

From the table 9 (above) it is clear that managers consider “personal qualities” and “own
attitudes and values” as the most important power base. More than four out of five managers
consider these two factors as the most important factors in giving them power of penetration
in their position. “Professional competencies”, “relationships with others”, “results” and
“management experience” are also important issues, that managers consider to give them

power of penetration in their job.

In conclusion “personal qualities” play a major role in conditions that justify the existence as
a leader. Even higher than the “result” a manager is able to achieve. This indicates that
managers consider soft skills to be more important than hard skills. When it is about power of
penetration in the management position “personal qualities” are ranked as no. 1 albeit closely
followed by attitude and values. Personal qualities is clearly the most important factor giving
managers power of penetration. One of the central issues in what it takes to be a manager is
management power. Management power is of vital importance for the interplay between

manager and employees.
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2.6 Management tools

The raising demand to managers means that an increasing amount of management tools are
appearing. According to Jensen (2004) management tools must be handled with care. He
points out that the management literature and the course marked overrun with concepts that
attempt to bring management on formula. Acquiring these tools is a waste of time and money
if they are not related to the specific challenges the manager faces. If they are mistaken for
universal solutions on any management problem they can directly be damaging. Jensen

stresses that management is decided by the situation.

The most frequently used management tools are according to Hildebrandt (2005a) (see table
10 below)

Private sector Public sector
No. Tool % No. Tool %
1/2/3 | Staff-/satisfaction investigation 84 1 | Appraisal interview 96
1/2/3 | Plans of action 84 2 | Plans of action 94
1/2/3 | Appraisal interview 84 3 | Education planning 90
4 | Strategic planning 74 4/5 | Payment-by-results 89
5 | Financial management tools 68 4/5 | Strategic planning 89
6 | Education planning 67 6 | Staff-/satisfaction investigation 87
7 | Payment-by-results 60 7 | Project management tools 50
8 | Project management tools 53 8 | Financial management tools 44
9/10 | Production operating systems 42 9 | Quality systems 34
9/10 | Quality systems 42 10 | Production operating systems 27
11 | Process management tools 33 11 | Process management tools 18

Table 10. Outline over management tools in private and public sector

Source: Hildebrandt (2005a)
Remarks: Tools managers ascribe as having great value/very great value

As can be seen from table 10 (above) the public sector has six highly ranked tools (between
87% and 96%), whereas the six highest ranked tools in the private sector are between 67%
and 84%. Furthermore, some differences between the two sectors are remarkable, e.g.
“payment-by-result” is ranked higher in the public sector (no. 4/5) than in the private sector
(no. 7). The reason for this might be that “payment-by-result” has recently been implemented
in the public sector in Denmark. Another notable issue is the difference in “staff-/satisfaction
investigation” and “educational planning”. The most frequent used management tools in both
sectors are: “plans of action”, “appraisal interview” and “staff-/satisfaction investigation”,

which all are used by over 80 percent of the managers.

30 of 108




The implementation of new management tools is often an expensive proposition costing
companies millions of dollars in training, and development, consulting fees, and other related
costs (Rigby, 2001). Furthermore, Rigby states that despite the fact that tools promise more
than they deliver, there are a number of tools that achieve great satisfaction among managers
worldwide. These are strategic planning and mission and vision statements. In the Danish
study (see table 10 above) the first mentioned tool are quite frequently used by the private (no.
4) and public (no. 4/5) sector. Rigby bases his conclusion on results of a survey of the use of
tools in companies around the world. Rigby supports Jensen as mentioned above about the
caution that must be showed concerning different management tools

In conclusion management tools must be handled with care and must not be brought on
formula. The context must decide what management tools are applied. The eleven most
frequent management tools are exactly the same in the private as the public sector however,
they differ in ranking. The ranking in the public sector is slightly in favour of more soft
management tools (leadership) and the ranking in the private sector is a bit more in favour of
harder management tools (management). The most important tools in Denmark in 2005 were
“plans of action”, “appraisal interview” and “staff-/satisfaction investigation”.

2.7 Main challenges for managers in years to come

The future is unpredictable and it is hard to determine what it will bring. Therefore, it is
important to be flexible and acquire as much knowledge as possible to help cope with the
uncertainties Aghazadeh (2003). Aghazadeh (2003) suggested there are five critical
challenges that businesses face:

e Globalization

e Profitability through growth

e Technology

¢ Intellectual capital and

e Change, change and more change

These challenges demand much from managers. There is no choice. These challenges must be
taken seriously, since it is most likely that most managers will find these challenges to be
theirs too.

The result of the Danish study in 2005 (Hildebrandt, 2005a) shows the following main
challenges for managers in the future (see table 11 below):
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1 Develop and retain good employees 84%
2 Ensure the company’s/institution’s competitiveness 73%
3 Physical working environment 69%
4 Raise knowledge and competence level 67%
5 Improvement of customer satisfaction or customer loyalty 66%

Table 11. The five most important management challenges
Source: Hildebrandt (2005a)

Remarks: Challenges managers ascribe as having great importance/very great importance

Table 11 (above) illustrates the most important management challenges over the next two-
three years. The most important one is “develop and retain good employees” followed by
“ensuring competitiveness”. The next three are closely ranked. These are “physical working
environment”, “raise knowledge and competence level” and “improvement of customer

satisfaction or customer loyalty”.

There are some differences in managing challenges in the private and public sector.
According to Hildebrandt (2005a) the “soft” areas, such as organizational development,
value-based management and raising knowledge and competence level has substantially more
attention among public sector managers than those in the private sector. On the other hand,
not surprisingly, private managers ascribe high importance to export orientation, improvement
of owner’s returns, internationalization/globalization and ensuring the competitiveness. Other
more “hard” areas, such as making working processes more effective, risk and safety
management, time and resource management are also prioritized higher by managers in the

private sector.

In a study in Denmark a broad panel of top executives, experts from universities, head-hunter
companies and capital funds were asked to describe the main challenges Denmark’s
professionals face in 10 years (Redington et el.,2006). The management challenges were as
follows:

e Diversity (language, culture, religions and thoroughly political flair in relation to
external interests)

e Knowledge heavy (great educational ballast with interdisciplinary and international
knowledge base)

e Innovation (new business procedure, products and concepts developments in
continuous development. Competency in innovation and innovation management
extremely important)

e Changeability (be able to see changes in technology, market preference, political

streams, legislation and stakeholder interests)
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Even though the horizon in this study is longer than two-three years some tendencies are
clear. The four areas listed above are more or less contained in the top five most important

management challenges in the Danish study (see table 11 above).

In conclusion as the business environment changes the management challenges will change.
Aghazadeh (2003) stated that: “The most successful organizations will be the ones which can
attract, develop and retrain individuals who have the ability to manage a global organization
that is responsive to customers and the opportunities being presented by technology” (p. 206).

The most important management challenges are employees (i.e. “develop and retain good
employees” and “raise knowledge and competence level”), the organization (competitiveness
and physical working environment) and the market (improvement of customer satisfaction or
customer loyalty). Even though there are only five challenges they are spread over a wide
area. In investigation that is aimed for a longer period of time many of the same issues can be

seen in the short term challenges and the one that professionals face in Denmark in 10 years.

2.8Conclusion

Even though a clear definition of competencies is lacking, professionals know the importance
of the content. The vast number of definitions can lead to the problem that this important

issue will be underrepresented due to the lack of clarity for managers and other professionals.

The Scandinavian way of managing is unique. It is a collaborative model and is based on
attitudes and values, which is embedded in the Scandinavian culture. Central for this
leadership is respect for the individual human being and the society. Furthermore, it is
distinguished by flat organizations, short distance between management and staff together
with involvement of the employees in the decision-making. This motivates staff and
encourages them to participate and contribute with good ideas. The clearest evidence of this
method of managing being successful is that the Nordic countries are among the most

competitive in the world.
Studies in Denmark show that Danish managers find issues related to leadership and

interpersonal skills to be the most important factors. Organizations that are organized as

modern, which cover most of the contents of leadership, earn more money.
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3 Methodology

The aim of this chapter is to justify the choice of research instrument, type of sampling and
how the questionnaire is designed. To ensure that the research instrument will meet questions
a conceptual table is made. Furthermore, selection of sample is discussed and how the sample
is accessed. In the end of chapter questionnaire problems and coding is discussed as well as

some statistical calculation and description are discussed.

According to Hart (1998, p. 28) methodology is defined as: “A system of methods and rules to
facilitate the collection and analysis of data. It provides the starting point for choosing an
approach made up of theories, ideas, concepts and definitions of the topic; therefore the basis
of a critical activity consisting of making choices about the nature and character of the social
world (assumptions). This should not to be confused with techniques of research, the
application of methodology.” The researcher has worked by this and has put a lot of effort in

to taking the nature of the society and the CEQ’s in consideration.

3.1 Quantitative or qualitative research

Since the research is covering competencies of top managers and the aim is to identify

sensitive information, such as

e the challenges top managers face today and in the future,

the content in the job,

e management form,

e the manager’s power base,

e which management tools are most used and

e trying to identify similarities and dissimilarities between the Faroes and Denmark.

Such questions would not be answered without an anonymous investigation. Anonymity is
important since the society is small (“everybody knows everybody”) and it is the first time
such management investigation is carried out in the Faroes. Furthermore, it is important that
the CEO is given the time necessary to consider and answer the questions. The best way to do

this is to have time, circumstances and overview of the questionnaire.
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The research method best suited for this purpose was meant to be quantitative research, since
the CEO has the best circumstances to fill in the answers by him and he can feel safe about

anonymity, both regarding the issue that neither he or his company will be revealed.

Furthermore, it should be possible directly to compare the answer not only with the Faroese
participants, but also with investigations in Denmark etc. To achieve this a questionnaire was
posted with an enclosed envelope which was stamped and addressed. By doing it this way the

participants could feel sure, that they stayed anonymous.

3.2Type of sampling (random or purposive)

The population is identified as all managers in the Faroe Islands that have 30 or more
employees. This covers all private and all public companies. The type of sampling is
purposive sampling, which according to Zikmund (2000) is a sampling technique in which
selection of the sample is based upon some appropriate characteristic of the sample members,
since the target group is specific (managing directors — CEQ’s), as it is only these people who
can provide the desired information. According to Sekaran (2003) there are two major types
of purposive sampling namely judgment sampling and quota sampling. In this case judgement
sampling is found most suitable, since, as Sekran (2003) states, the judgement sampling
design is used when a limited number or category of people have the information that is
sought. For the present study CEQO’s of the organization were chosen as subjects (CEO’s) as
they are in the best position to act as informants of the competencies they use or possess in
their positions (see part 1.2, p. 9).

3.3Questionnaire design

Questionnaire design is crucial to the overall success of the research project in terms of
contents, structure, language and so on. Therefore, careful consideration and close inspection
was a necessary element of the questionnaire design. The most important issue is to ensure
that the contents of a questionnaire are directly related to the research questions. To ensure

this a conceptual table was made.

3.3.1 Conceptual table

A conceptual table is an illustration that shows clear links between each investigated question
and the broader research questions and issues (Beloucif, 2003). From this conceptual table,

see below (table 12) the research questions are listed on the left side of the table and directly
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related to the research questions, investigated question or issue and are listed in the middle of
the table. In the right side of the table the numbers of the question in the questionnaire are
listed.

Research questions Topic or issue Number of questions

1) Which are the most Most important management | Q. 12 (27 questions in total)
important management tasks | tasks Q. 13 (1 question, 4

for managers to day? categories)

Q. 14 (1 question, 4

categories)

2) What are the main Main competencies Q. 18 (29 questions in total)
competencies a manager must
have to solve tasks

satisfactorily?

3) What is the managerial Managerial style Q. 19 (8 questions in total)
style, the manager’s power The manager’s power base Q. 16 and 17 (13 g. in total)

base and which
2

4) What are the main Main challenges Q. 20 (30 questions in total)
challenges for management in

years to come (2 — 3 years)?

Table 12. Conceptual table (link between investigated topic or issue and research questions etc.)

As is evident from table 12 (above) the contents of the questionnaire are directly related to the
research problem and covers all research questions well. The numbers of questions are
equally spread over the topics/issues, since there are around 30 questions for each topic/issue,
except research question 3, where there are fewer. It is evident that the research instrument

meets questions well. For further information see Appendix 8.2 (p. 95).

3.3.2 Types of information collected in the questionnaire

According to Beloucif (2003) there are three types of information collected in questionnaires.
These are

1. target data,

2. classification and analysis data and

3. administrative data.
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These different data types will be discussed in the below.

Target data, which are data that are directly associated with the research issues, are to be
found in question 12 to question 20. These target data are grouped into areas such as
important tasks (g. 12), time spent on different tasks (g. 13) and activities (g. 14).
Subsequently respondents are asked about different management tools (q. 15), factors
justifying their position as leaders (g. 16), factors giving managers power of penetration (q.
17), importance of personal factors and abilities for the management position (g. 18),
management style (q. 19) and finally the management challenge over the next 2 — 3 years.
Each question has a “tick box”. The questions are closed question which is scaled questions
by using Likert scale. Likert scale is bipolar, i.e. a scale that has a neutral point with equal
numbers of opposing opinion on either side of the neutral point (Burns, 2000). An example of
Likert scale, used in the questionnaire, is shown in figure 1, below.

18.  What importance do the following personal factors and abilities have for you in your management position?
(Please put one cross for each personal good points/ability)

No Little Some Great Very great
importance | importance | importance | importance | importance
1 2 3 4 5
Involvement
[1 [1 [] [] [1

Figure 1. An example of Likert scale (part of question 18)

For further information see appendix 8.2 (p. 95). In some questions such as questions 12, 15
and 20 an extra option is added respectively “Not relevant”, “Do no use” and “Not relevant”.
This is to taka account of the relevance of certain questions to private and public sector

managers.

Classification and analysis data, also known as personal information or demographic

questions, which are data about the CEO’s. These are used to analyse trends and patterns in
the target data, e.g. age, gender, education, business sector. These questions are found in the
first part of the questionnaire (question 1 to question 11). For further information see
appendix 8.2 (p. 95).

Administrative data are data used to enable follow-up studies. Examples individual follow-up
interviews to add depth to data, follow-up questionnaires to provide a more longitudinal
analysis (e.g. respondent identification, date, address, etc.). Since it is a key concern of this

study to keep the respondents anonymity no administrative date were gathered.
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Questions aimed at collecting classification and analysis data are generally easy to answer,
therefore such questions are placed at the beginning of the questionnaire. Furthermore, it may

encourage the respondents to start/continue completing the questionnaire.

3.3.3 Types of questions

To ensure a high response rate the questions made concise, clear, single issue questions which
are easy to understand and easily and quickly answered. All questions except g. 13 and q. 14
are closed and structured questions. Closed questions are questions, which provide a number
of alternative answers from which the respondent is instructed to choose (Saunders et al.,
2003). Furthermore, the type of closed questions is mostly rating or scale questions, which are
questions in which a rating device is used to record responses (ibid). Structured questions are
questions were alternative answers options are decided beforehand (Hildebrandt, 1995). This
is to ensure consistency in responses to enable the data to be analysed statistically to reveal
relationships and patterns. No filter questions are used. Filter questions are questions in a
questionnaire that screens out respondents not qualified to answer a second question
(Zikmund, 2000). This is to ensure the questionnaire is concise and clear etc. The language is
friendly but neutral and jargon is avoided, furthermore, the questions are kept as short as
possible and to avoid ambiguity.

3.3.4 Layout and structure

According to Beloucif (2003) the content and structure of the questionnaire are clearly at the
heart of an effective questionnaire. However, a range of other design issues are crucial
determining the response rate as well the quality of the data. Therefore, much effort is put in
the layout. The questionnaire is in colour, with an aerial photography on the front page of the
highest promontory or cape in the Faroe Islands. This photography is signalling breadth of
view and power, which should get the attention of managers to catch their interest in
answering the questionnaire. An introduction is on page 2, providing respondents with
relevant and necessary information. For further information see appendix 8.2 (p. 95). A letter
from Faroese Employers' Association, printed in colour is, which is an endorsement of the
study and encourages respondents to participate in the study is enclosed between page 2 and
page 3 (See appendix 8.3, p. 103). The paper format is A3, folded as an A4 booklet, printed
on both pages and the paper weight is 100g/m?2 with a special glazed paper providing an image

of quality.
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3.4 Selection of sample

The investigation is restricted to companies in the Faroe Islands (private as well as public).
Therefore Faroese companies abroad have been omitted. Companies in the Faroe Islands
encompass all companies in the Faroe Islands including those under foreign ownership.
Furthermore, the study covers Faroese top managers and attempts to establish what type of

management culture is in the Faroe Islands.

To meet the objectives the first step was a search on how many companies are in the Faroe
Islands. From table 30 (p. 94), the companies are divided into size and type (public or
private). From this table it appears that 110 companies have 30 or more employees. For those
companies with less than 30 employees there is a risk that managers may not wish to
participate. These managers may consider the questionnaire irrelevant to them since it has
been designed to investigate top management competencies. These competencies is evident
more visible in lager companies. Furthermore, small organizations may be not as organized as

larger organizations.

3.4.1 Private limited companies

To find the largest companies in the Faroe Islands the manager of The Company Registration
Authority was contacted to see if they could produce a list, where private companies were
ranked by size. The researcher was advised that such a list was not available, however, he
referred me to the Business Line (Thomsen, 2006). Business Line holds the accounts of 1,657
companies for 2004. Furthermore, Business Line offers an on-line accounts system providing
access to all private limited companies (Business Line, 2006). Although not all private
companies are limited larger companies are likely to be limited as the amount of shareholder
capital required is relatively low. The minimum is DKK 80,000 (about £7,300) and a private
limited company pays less tax (20%) compared with single ownership companies that pay
normal income tax rates (about 50%). Furthermore, a private company has better depreciation
options compared to a single ownership company (Toll- og Skattstova Fgroya, 2006).
Therefore non-limited companies tend to be newly established and small one or two persons

companies.

If a private limited company has failed to submit the annual account for 2004 it is likely to
have gone bankrupt, since the deadline for accounts for 2004 was July last year (Fgroya
Landsstyri, 2006b). Therefore, there is no doubt that the private companies listed in figure 21

(p. 107), encompass all private companies in the Faroe Islands with 30+ employees.
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3.4.2 Public organizations

The government has institutions and enterprises. These are not as easily located as private
limited companies. The best method was to get the Ministry of Finance to run a ranking list
over wage payments in 2005 (the newest) for each institution and enterprise
(Figgjarmalar&did, 2006). The number of employees in these ranked institutions and
enterprises were then found in the Budget for 2005, where a detailed activity survey is listed
up with e.g. number of full-time employments (Figgjarméalaradid, 2005). These numbers of
employees are entered in the ranking list by number of employees and are re-ranked from
largest number of staff members. Those institutions and enterprises which have 30 or more
employees are listed up on the same list as the private limited companies. See also appendix
8.7 (p. 107).

3.4.3 Other organizations

After all the private and public companies were found there only remained municipalities and
other types of organizations, such as insurance companies and the Post Office. To establish
which municipalities have 30+ employees it was necessary to find their umbrella
organization. In the Faroe Islands there are two municipality organizations. One that covers
the six largest municipalities (Kommunusamskipan Fgroya, 2006) and the other, which covers
the remaining 28 (Feroya Kommunufelag, 2006). From the two respective homepages 2
municipalities were found to have 30+ employees. These are listed on the same list as the

private limited companies and the public organizations. See also figure 21 (p. 107).

Co-operative societies, such as the Co-operative Wholesale Society and dairy work are not
coved in this study. These are few and have no practical influence except that it could be
interesting to see if there where any differences in their way of managing since their

background is different.
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3.4.4 Response rate

Number %
Managers contacted by telephone 94
Managers accepted to receive a questionnaire 94 100%
Managers completing and returning the questionnaire 81 86%
% of returned questionnaires 86%

Figure 2. Overview of responses etc.

From other investigations an acceptable rate of 75% is standard, when you get in telephone
contact with potential participants in advance (Hildebrandt, 2005a). The reason for why this
part is so high in this case is likely the six reasons mentioned below:
1) The researcher’s position as a permanent secretary and previous managerial positions,
both in private and public sector, provide easy access through gatekeepers
2) The encouraging letter (see appendix 8.3 (p. 103)) from the Faroese Employers'
Association signed by the manager for the organization (reference to an organization
which has a good reputation and most participants belong to)
3) A short and concise telephone script (see appendix 8.4 (p. 104))
4) The respondents are guarantied anonymity
5) Manager’s interest in this topic as previous research on this topic has not been
conducted.
6) My position as a permanent secretary in the Ministry of Education, Research and
Culture is most likely seen as a neutral position (trusting and see no reason for abusing
data).

From figure 2 above it is evident response rate for questionnaire is relatively high (86%) when
compared to other countries. In the Faroe Islands the use of questionnaires is a recent
phenomena especially with regards to management studies. Furthermore, the population is
small and people are not normally so willing to participate in such studies for fear of being

recognized.

The high response rate is attributable in part to the six above mentioned factors (see figure 2).
However, two additional factors are likely to have contributed to the high response rate:
The reason why the response rate of sent out questionnaires returned in above is so fairly high
can be due to above six mentioned reasons and following two explanations:
1) The day of the deadline an e-mail was send to all participants where those who had
answered were thanked and those who had not were kindly requested to return the

questionnaire (see app. 8.5, p. 105).
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2) Five days after the deadline an e-mail was again sent to all participants thanking those
who had responded and a final reminder to those who had not yet responded (see app.
8.6, p. 106).

The two above mentioned factors did prove to be helpful since 12 questionnaires where
returned after reminder no. 1 (e-mail the day of the deadline) and after reminder 2 (e-mail five
days after the deadline) 11 questionnaires where received by mail. These two figures

correspond to 25% of the total questionnaires sent out to participants.

3.4.5 Respondent’s distribution by sector

From figure 3 (below) the participants are divided into sectors. The Public sector represents
32.1% (33%) and the private sector represents 67.9% (67%) of returned questionnaires. The
figures in brackets are the proportion of questionnaires posted. Comparing these two figures
posted and returned questionnaires are practically identical. They are so close that only one
questionnaire makes the difference. In other words the private sector is a little over

represented and the public sector a bit under represented.

In figure 4 the participants who have returned their
questionnaires are divided into business sectors. Production is the largest (24.7%), education
and research are second largest (18.5%), sales, service, hotel and restaurants are the third
largest (14.8%). These three sectors cover 58% of total respondents. Subsequently six sectors

make up the rest. These sectors account for between 5% and 9% each.

What kind of sector (public or private)? Which business sector?

H Public
[ Private

B Production
services

resturants
B Cunstruction
O Public administration

o Transport, post and
communication

o Argiculture, fishing and
mining

W Others

Figure 3. Participants divided into sectors (in %)

Figure 4. Participants divided into business sectors (in %)
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3.5Research Access

Key to the success of this study is gaining access to CEQ’s through their organizations.
Therefore it is important to plan this access carefully. In this study access was divided into six

stages.

1) (2) 3) (4) () (6)

Respondents Telephone Appointm. Posting Receiving E-mail

name and inquiry with the questionnaire questionnaire reminder 1
address |::> |::> manager |::> |:> |::> and 2

il

Establish rap-
port with the
secretary

Figure 5. Stages in gaining access to the companies

Source: inspiration from Beloucif (2003)

3.5.1 Stage 1: Respondent’s name and address

As mentioned in part 3.4 (p.37), the list over private companies was found from Business
Line, the public companies from a list from the Ministry of Finance and the Budget and
municipalities from the largest municipality umbrella organization. Furthermore other
companies, such as the insurance company and the Post Office were found from the yellow

pages etc.

When the list over private companies was completed the companies annual accounts for 2004
were examined in order to establish the name of the Chief Executive Officers (CEO). This
was followed by a search for the companies’ homepages. Companies without homepages e-
mail address were obtained by using the search machine from Fgroya Tele (Fgroya Tele,
2006a). Where no information was available the electronic telephone book was searched
(Feroya Tele, 2006b). Finally, if this did not prove successful the Business Directory was
used (Feroya Tele, 2006c). To insure that the information was correct and it was the present

CEOQ, the obtained information was compared to the company’s homepage.
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It turned out that some CEO were CEO for more than one company. In two cases CEO
headed up 3 of the selected companies. Therefore, the initial sample in this case was reduced
by four companies. Mergers, take-overs, bankruptcy and management rotation changed the
number of potential participants which reduced the sample from 110 to 94 (see app. 8.1, p. 94
and app. 8.7, p. 107).

3.5.2 Stage 2: Telephone inquiry

From the sample (see app. 8.7, p. 107) the researcher contacted the company by phone. The
researcher introduced himself by name and title and asked for the CEO by title and name.
There were no problems to pass the reception/gatekeepers to speak to the CEO directly or
his/her secretary. If the CEO was unable a phone-back was arranged. This part of the process

worked extremely well.

3.5.3 Stage 3: Appointment with the manager

When the CEO was reached the researcher introduced him self by name and title. The CEO
was asked if he could set aside 45 seconds for a presentation. All accepted this and most CEO
did find it funny only to be asked for 45 seconds. This together with previous acquaintance
most CEO made access easier. However, most CEO find it interesting to talk about the
subject in general (see app. 8.4, p. 104). 94 CEO were contacted and all 94 accepted to take
part in the investigation, i.e. get a questionnaire and return it. All CEO seemed to be highly

motivated for taking part in the study.

3.5.4 Stage 4: Posting questionnaire

The questionnaire posted the same day as the telephone conversation took place to keep up
the motivation of the CEO. Furthermore, it signalled the seriousness and enthusiasm of the
researcher. The questionnaire (see app. 8.2, p. 95) was posted together with the letter from the
Faroese Employers' Association (see app. 8.3, p. 103) and stamped addressed envelope. This

ensured anonymity and made returning the questionnaire easier.

3.5.5 Stage 5: Receiving questionnaire

Already within 3 days 33 questionnaires were returned (35%). By the deadline (15 days) 58
questionnaires were returned (62%). Every questionnaire was manually examined carefully to
see how participants had managed to fill in the questions and how well the questions suited to
the purpose. This examination turned out well, except some overlap as mentioned in part 3.6
below, but the response rate was not as high as hoped. So a pre-planned reminder and follow-

up e-mails were sent.
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3.5.6 Stage 6: E-mail reminder 1 and 2

The day of the deadline an e-mail (see app. 8.5, p.105) was sent those yet to respond where
they were kindly reminded to complete the questionnaire and return it. This proved fruitful,

since a further 12 questionnaires were received.

Five days later a second reminder e-mail (see app. 8.6, p. 106) was sent and proved fruitful as
a further 11 questionnaires were returned. After having received 81 questionnaires or 86% it
was not considered necessary to try again, since it would not be likely that more

questionnaires would return.

3.6 Questionnaire problems and coding

The data was processed in a data base called SPSS (Statistical Package for the Social
Sciences). The reason for choosing this software package was that it is a powerful data
analysis and statistics programme specially tailored to the requirements of social science
researchers and widely used by social researchers in universities, government agencies and
the private and voluntary sectors. Furthermore, SPSS is one of the most popular software
packages for analysis of quantitative data. The university offered students this package, which

ease the access to SPSS and was another reason for choosing SPSS.

The questionnaire appeared to work well, since only few problems occurred. However,
question 3 (education), question 5 (business sector) and question 13/14 (dividing working
tasks in percentages) proved problematic when coding the answers. According to
Buckingham and Saunders (2004) when coding questions with multiple answers there are two

approaches:

1) Creating several new variables using the same codes
2) Creating a series of dichotomous variables

Using method number 1 entailed treating the question as if it had been asked several times
over, rather than just once. Method number 2 on the other hand multiple answers are treating
each possible answer as a variable with just two values:

1 Mentioned by respondent

0 Not mentioned by respondent
Using the latter method (no. 2) it can get quite cumbersome since question 3 could end up

with 7 new dichotomous and question 5 with up to 10 new ones. For this purpose method
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number 1 (creating several new variables using the same code) has been chosen to question 3

and question 5. The problems in question 13/14 was of another kind and solved accordingly.

Question 3 is showed below:

3. What is the highest qualifying education you have completed since
secondary school?
(Please put only one cross)

1 None

2 Skilled worker

3 Internal education

4 Shorter higher education (1 — 2 years duration)

5 Middle range higher education (2 % - 3 %2 years duration)

6 Longer higher education (4 years and longer)

7 Other (kindly write which):

Figure 6. Question 3

Some participants answered by crossing more than one box. Coding problems were solved by

coding the highest qualifying education answer, which was the question.

Question 5 is showed below:

5. In which business sector is your company in?
Please put only one cross)
1 Production 6 Construction
2 Education and research 7 Public administration
3 Finance, insurance and services 8 Transport, post and communication
4 Health and social work 9 Agriculture, fishing and mining
5 Sales, service, hotel and restaurants 10 Others

Figure 7. Question 5

It is evident that some companies especially private and big ones operate in more than one
business sector. Even though the participants where asked only to place one cross some (5)
put more than one. This coding problem was solved by coding the question as if the question
had been asked several times over (method no. 1 above). Two new variables were added
(VAR00147 and VAR00148).

The right thing to do to avoid this was to give more information in the brackets such as
“(Please put only one cross. If your company is operating in more than one business sector then put a cross for

the main sector (where your turnover is greatest) your company is operating in)”.

Question 13 is showed below:
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13. How great a percentage of your working hours do you currently spend on tasks which are connected to the following four management areas?
(Please mention a percentage for each task, so it adds up to 100%)

Administration and organization L » %
(Information processing, follow up, coordinating, organizing etc.)

Goals and result monitory - . %
(Goal, planning, efficiency, productivity, economy, time management etc.)

Staff development (HR — Human Resource) . %
(Teambuilding, co-operation, ethics, values, conflict, development of competencies etc.)

Business development L . %
(Product, service and market development, vision, image, customer relations etc.)

In total = 100 %

Figure 8. Question 13

A couple of respondents had problems allocating a percentage for each task, so it added up to
100%. This problem occurred in both g. 13 and g. 14 (same kind of questions). This problem
was solved by raising or reducing the figures equal in direct ratio to figures that the
respondent had inserted. In that way these figures where made comparable. These mistakes

must be characterized as a slipper.

Three respondents (3%) only answered the first part of the questionnaire (question 1 to 16)
and completely left out the last part (q. 17 — 20). These people have all higher academic
education (4 Years OF MOFE), (teu.euueruerueriiere it e ee e e e ee e e naeeens ). Furthermore,
none of these people had any problems answering g. 3, g. 5, q. 13 or g. 14. These three CEO’s
come from different company sizes (number of employees) t00 (.......cooeovveininnnll).
Therefore the most obvious reason for not answering the last part is that the missing questions
are all on page 6 and page 7, that these people have not seen these questions (overlook) or
have seen all these questions as too comprehensive. But the number taken in consideration
this missing data have little importance.

Leaving out of account the above mentioned problems which was mistakes that with the
wisdom of hindsight for some extent could have been avoided (g. 5), but not in the others (g.
3, q. 13 and g. 14). In all likelihood these mistakes were not revealed in the pilot test as the
companies were smaller than those in the actual study. Furthermore, those in the pilot test

may have been more aware and more focused therefore they made fewer mistakes.

3.7 Some statistical calculation and description

From table 31 (p. 108) it can be seen that 2 persons are missing, i.e. they have not filled-in
their year of birth. Furthermore, the mean is 1957,96 (or 15™ December 1957), which is the
average age of all participants in the sample. The table also shows that the oldest person is

born in 1938 (68 years old) and the youngest is born in 1975 (31 years old). The median is
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1959, which is the middle value in the range of values in the sample. The mode, which is the
value that occurs most frequently, is 1962, which also can be seen from figure 22 (p. 108) that
shows that the number is six. In table 31 (p. 108) the skewness, which shows whether data are
skewed towards one end or other of the distribution, is calculated to -,307. The reason for this
is that the mean (1957,96) and median (1959) are different, but only a little. Since the
skewness is so close to zero the distribution is symmetrical and it is negative skewed (“left”
skewed) since the skewness is negative, which is also appearing from figure 22 (p. 108). This

shows that most samples are clustered around the mean.
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4 Findings/Analysis/Discussion

The purpose of this chapter is to present the findings from the study. First is the profile of the
respondents introduced by gender, age distribution, educational background, size of
organization etc. Since are findings presented according to each research question starting
with which are the most important management tasks, followed by time managers spend on
management areas and management activities. After that the most important management
competencies are presented followed by which is the most common management style.
Afterwards factors that justify existence as a leader are presented followed by factors that give
penetration in management position. Later are most common and useful management tools

revealed and lastly the main challenges in the years to come are presented.

The findings are since discussed according to and compared with studies in the literature

review to find similarities and differences to managers in other countries.

4.1 Respondent profile

The findings start off with the demographic background of the 81 respondents. Of reason of
clarity information is provided in figures, charts or tables etc in the following. In part 3.4.5 (p.

42) respondents are shown by sector.

Respondent distribution on gender and age are shown below

Respondent age distribution

Gender (Male or Female,
B Male 19%

chchchch

@ Under 40 years
m41-50 years
O Over 50 years

Figure 9. Participants divided by gender
Figure 10. Respondent age distribution

From figure 9 (above) only 6% of the respondents are female, while the male representation is
nearly 94%. Figure 10 (above) shows respondent age. The age group of 41 to 50 is

represented by 47%, which is nearly a half of the participants. Subsequently, those who are
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50+ are represented by 34% and lastly the under 40s account for 19%. This indicates that the
CEO in the Faroe Islands are a little younger that the respondents in the Danish study, where
the average age was in the late forties, but we must bear in mind that the Danish study

included mid-level and junior managers too (Hildebrandt, 2005a).

What kind of sector
(public or private)?

Year of birth?

Public
Private
Total

1953,96
1959,81
1957,96

Table 13. The mean for public and private sector

We can see from table 13 (above) that the mean in the public sector is in average born in
1953,96 and in the private sector in 1959,81. In other words, a manager in the public sector in
average is 52 years old and in the private sector the manager is in average 46 years old today.
This is a difference in average of 6 years. This states that a manager in the public in average is
6 years older than his colleague in the private sector.

The respondent’s educational background is shown in figure 11 below

Highest qualification since secondary school?

M None

@ Skilled worker

O Internal education
Shorter higher

B education (1-2
years)
Middle range higher

O education (2,5 - 3,5
years)
Longer higher

B education (4 years
and longer

= Other (kindly write
which)

Figure 11. Highest qualification since secondary school

From figure 11 (above) it appears that only 1,2% of the participants have no education after
secondary school. Over 44% have a longer education (more than 7 years after secondary
school) and 16% a middle range higher education (5-6 years after secondary school) and
nearly 20% have a shorter higher education (4-5 years after secondary school). Around 12%

of the CEO are educated as skilled workers.

The educational level is divided in to sectors in figure 12 below
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80,0% — What kind of sector

(public or private)?
B Public
E Private

60,0% —

40,0% —

Percent

20,0% —

None

Skilled Internal Shorter
worker educati higher
on educati

on (1-2

years)

Middle
range

Longer Other
higher (kindly
higher educati write
educati on (4 which)
on (2,5 years

-3,5 and
years) longer

Figure 12. Educational level divided into sectors

From figure 12 above it is obvious that managers in the public sector are better educated than
their colleagues in the private sector. Of all managers in the public sector around 77% have a
longer higher education compared with 29% for their counterparts in the private sector.
Furthermore, 16% of the public managers have a middle range higher education, which is
almost the same as their colleagues in the private sector. The reason for there being so many
highly educated managers in the public sector, compared to the managers in the private sector,

is that formal educational requirements are to management positions in the public sector.

Turning to the managerial experience of the respondents the data revealed the following (see
table 14 below)

How many
How many Haw many years years in your How many
managerial in total as present years in this
jobs? manager? company? job?
N Valid 81 81 81 80
Missing 0 0 0 1
Mean 1.15 16.20 16.10 12.14

Table 14. Mean for manager’s jobs

Table 14 (above) shows that the respondents have on average been managers for more than 16
years (16.2 years). During that period they have had 1.15 managerial jobs, on average been
over 16 years in the present company (16.1 years) and a great deal of the time been in the
same organization (three quarters of the time or over 12 years) before they became managers.
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How many managerial jobs before this? Bar Chart

30— 20— How many managerial
jobs before this?

mo

@1

[m

|3

o4

|5

5]
Count

Frequency

7]

T T T T T
0 1 2 3 4 5 Public Private

How many managerial jobs before this? What kind of sector (public or private)?

Figure 13. Number of managerial jobs before present job.

Figure 14. No. of managerial jobs before this into sector.

Figure 13 (above) shows that 28 respondents have not had any managerial job before present
job and 27 have had one job before present job. 17 have had two jobs before, five three jobs
before, three four jobs, and only one person have had 5 managerial jobs before present job. In

figure 14 (@bove) number of managerial jobs is divided
into public and private sector. It is evident that public managers have less experience from
other managerial jobs than their private colleagues. This testifies that Faroese managers do
not have much experience from other managerial jobs, especially not the public managers as
compared to their counterparts in the private sector.

How many
staff
How many members

staff members | reporting

in the directly to
company? you?
N Valid 81 79
Missing 0 2
Mean 109,12 15,96
Minimum 8 3
Maximum 1000 130

Table 15. Number of employees and staff reporting directly to the manager

From table 15 (above) the average number of staff members in participating CEO’s
organizations is slightly more than 109. The smallest company had 8 employees and the
largest had 1,000 employees. Each manager has on average almost 16 employees reporting
directly to them. The manager with the fewest has 3 staff members whereas the manager with

the most has 130 employees reporting directly to him/her.
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The size of respondent’s organization measured by employees is showed below (see figure 15

below).

@ Under 50 employees
m50-199 employees
O Over 200 employees

Figure 15. Size of respondent’s organizations

From figure 15 (above) it is shown that 37% of respondents come from small organizations,
I.e. organizations that have less than 50 employees. 49% are from organizations with 50 to
199 employees (medium size) and 14% from organizations with more than 200 employees
(large size). When divided into private and public sector the picture is as follows (see figure
16 below)

Private Public
129

@ Under 50 employees 46%
B 50-199 employees
O Over 200 employees

42%

Figure 16. Size of respondent’s organizations divided into sector

Figure 16 (above) shows that 33% of the private sector managers are from organizations with
less than 50 employees, 52% are from organizations with 50 to 199 employees and the
remaining 15% from organizations with more than 200 employees. For the managers from the
public sector the figures are 46%, 42% and 12% respectively. Therefore, in general, public
sector managers represent smaller organizations measured by employees than their

counterparts in the private sector.
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4.2 Findings

4.2.1 The most important management tasks

The participating managers were asked which of 27 predefined tasks are important in their

management positions. The ten highest ranked are as follows (see table 16 below):

1 | Motivation of others 91,4%
2/3 | Goal and results monitory 90,1%
2/3 | Business development 90,1%

4 | Staff satisfaction 86,4%

5 | Co-ordinating 84,0%

6 | Organizing 82,7%

7 | Delegating 81,4%

8 | Formulation of vision and strategy 80,3%

9 | Communicate values/attitudes 79,0%

10 | Planning 77,8%

Table 16. Most important management tasks

Remarks: Based on respondents answering great and very great importance

Table 16 above shows that motivation of others is ranked highest followed closely by goal
and result monitory and business development. “Staff satisfaction” is ranked as number 4,
“co-ordinating” as number 5 and “organizing” as number 6. The following table indicates
how private and public managers rank the ten most important management tasks today (see

table 17 below). For ease of comparison colours have been used as highlighters.

Private sector Public sector

No. | Tasks % No. Tasks %
1/2 | Goal and result monitory 94,6% 1 | Co-ordinatd 100%
1/2 | Business development 94,6% 2 | [Organizing 96,2%
3 | Motivation of others 90,9% 3 | Delegate 92,4%
4 | Staff satisfaction 83,6% 4/5 | Motivation of others 92,3%
5 | Communicate values/attitudes 80% 4/5 | Staff satisfaction 92,3%
6 | Formulation of vision and strategy 78,2 6 | Conflict handling 88,4%
7 | Organizing 76,4% 7/8/9/10 | Follow-up/supervision 84,6%
8/9 | [Co-ordinating 76,3% 7/8/9/10 | PIERRING 84,6%
8/9 | DElcoatng 76,3% 7/8/9/10 | Instruction and training staff 84,6%
10 | Planning 74,5% 7/8/9/10 | Formulation of vision and strategy 84,6%

Table 17. Most important management tasks divided into sectors

Remarks: Based on respondents answering great and very great importance. Tasks are coloured to ease comparison.

Table 17 (above) compares private sector managers with their counterparts in the public
sector shedding light on the most important management tools. Not surprisingly the private
managers rank “goal and result monitory” and “business development” as the most important
management tools whereas the public managers do not rank these tools inside the ten most
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important management tools. On the other hand public managers rank *“co-ordinating”,
“organizing” and “delegating” as their most important management tools whereas the private
managers rank these tools as less important among the ten most important. This is in a way
remarkable since these tools normally are more connected to the private business than the
public sector. The reason for this might be that private sector managers do not see these tools
as important as tools, since they have been in use for several years and private sector
managers see other tools to be of greater importance. The reason for public manager ranking
these tools so high might be that these tools are necessary now, since the public sector is
dealing with an ever changing environment which the private sector has been dealing with for
several years. This indicates that private and public sectors are getting more similar as stated
above (see 2.1.1.1, p. 16). Both sectors have placed “Motivation of others” and “staff
satisfaction” in the middle of the top ten rankings. This is another evidence that private and
public sectors are getting more alike. On the other hand tools that private sector managers
rank are not among the public sector managers” as well as there are examples to the contrary.
Private sector managers have more business tools, such as “goal and result monitory” and
“business development” mentioned above, which can be characterized as more hard tools
(management), whereas “communicate values/attitudes” is a more soft tool (leadership
oriented). On the other hand public sector managers have “conflict handling”, “follow-
up/supervision” and “instruction and training staff” as tools that private sector managers have
not ranked among the ten most important management tools. These tools are more or less
between hard and soft oriented tools. It can be concluded from table 17 above that public
sector managers are getting more similar to their counterparts in the private sector concerning
most important management tools and both are attaching importance to organizational tools
and employee matters. Further, it can be concluded that public managers are slightly busier

with staff related matters, especially the more soft ones (leadership oriented).

In addition it is evident that managers in the public sector are in greater agreement regarding
which management tasks that are the most important. An example of this is that all public
managers agree (100%) that “co-ordinating” is the most important management task. In
contrast their counterparts in the private sector are in agreement on the two most important
management tasks (“goal and result monitory” and “business development”) but not in the

same level.

Comparing the two tables (table 17 with table 16 above) the rankings between the two sectors
is more similar with the private sector. The reason for this is that the number of private

managers is twice as many as their colleagues in the public sector, as mentioned above (see
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figure 3, p. 42). Therefore their responses weighted twice as much as their counterparts in the

public sector.

In order to create a general view of the managers everyday life and to what extent there is
coherence between managerial focus and real use of time, the managers were asked to
indicate how many of their working hours they spent on four general management tasks and

four daily activities.

The amount of time managers spend on tasks connected to the management areas, such as
administration and organization, goals and result monitory, staff development (HR — Human

Resource) and business development is shown in figure 17 (below):

Administration and
organization
Goals and result
monitory
Staff development
O (HR- Human
Resources)
@ Business
development

Figure 17. Time spent on management areas

Figure 17 (above) illustrates that the managers spent most time on administration and
organization (32,9%), followed by goals and result monitory (27,5%), then on business
development (25,7%) and least on staff development (14%). In the following figures a

comparison is made between the two sectors (see figure 18 below):

56 of 108



. Public
Private

19%

29%
@ Administration and
organization

| Goals and result monitory 43%

O Staff development (HR- 16%
Human Resources

O Business development

30%
22%

Figure 18. Time spent on management areas divided into sectors

From the above figure (figure 18) it is clear that private managers spend 30% of their time on
goals and result monitory whereas those in the public sector spend 22% on this area. On the
other hand the public managers spend 43% of their time an administration and organization
whereas the manager in the private sector only uses 28% of his/her time on this area. The
private managers spend 29% of their time on business development in contrast to 19% for
managers in the public sector. For staff development (HR- Human Resources) the time spent

is 16% for public sector managers and 13% for private managers.

Managers were also asked how great a percentage of their working hours they spend on the

following activities (see figure 19 below)

Internal meetings and
conversations/disc.

External meetings and
conversations/disc.
Own tasks ("behind
writing desk")

B Information processing

Figure 19. Time spent on management activities

Figure 19 (above) illustrates that managers spend most time on own tasks (35,8%), followed
by internal meetings and conversations/discussion (25,2%). Next comes information

processing (20,4%) and least time is spent on external meetings and conversations/discussions
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(18,7%). In the following pie charts a comparison is made between the two sectors (see figure
20 below)

Private Public
@ Internal meetings and
conversations/disc. 18%
29%
W External meetings and
conversations/disc.

O Own tasks ("behind
writing desk")

O Information processing

37% 16%

Figure 20. Time spent on management activities divided into sector

From figure 20 (above) it is evident that private as well as public managers spend around the
same amount of time on own tasks (35% and 37% respectively). However, there is a
difference in time spent on internal meetings. Here the public sector manager spends 29% of
his/her time whereas the equivalent figure for the private manager is 23%. On the other hand
managers in the private sector spend 20% of their time on external meetings whereas this
figure is 16% in the public. Private managers spend 22% of their time on information

processing whereas their counterparts in the public sector only spend 18%.

4.2.2 Main competencies

Managers were asked about 29 predefined personal factors and personal abilities, which they
should assess the value of. The results of the twelve most important are listed in table 18

below.
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1 Credibility 97,4%
2 Interpersonal skills 92,4%
3/4 Responsibility 91,1%
3/4 Will 91,1%
5 Confidence in others 87,2%
6 Enthusiasm/vitality 85,9%
7/8 Results-oriented 85,9%
7/8 High stress tolerance 84,6%
9 Persistence 84,6%
10/11/12 | Independence 82,0%
10/11/12 | Energy 82,0%
10/11/12 | Self-confidence 82,0%

Table 18. Most important competencies

Remarks: Based on respondents answering great and very great importance

Table 18 (above) shows that the most important main competencies are “credibility” followed
by “interpersonal skills”, “responsibility” and “will” and number five is *“confidence in
others”. It is evident from the table above that the twelve highest ranked competencies are all
supported by over 80%. From the following table the difference of the ten most important

competencies between private and public managers can be seen (see table 19 below):

Private Public
No. | Factors/abilities % No. Factors/abilities %

1 | Credibility 96,2% 1/2/3 | Credibility 100%
2/3 | Interpersonal skills 88,7% 1/2/3 | Interpersonal skills 100%
2/3 | Wil 88,7% 1/2/3 | RESponsibiliny 100%

4 | Responsibility 86,8% 4/5/6 | Will 96,0%

5 | Enthusiasm/vitality 84,9% 4/5/6 | Confidence in others 96,0%

6 | Confidence in others 83,0% 4/5/6 | RESUISIonenies 96,%

7 | Persistence 83% 7/8/9/10 | [Flighistressitolerance 92,0%
8/9 | Results-oriented 81,1% 7/8/9/10 | Optimistic 92,0%
8/9 | High stress tolerance 81,1% 7/8/9/10 | Independence 92,0%

10 | Energy 79,3% 7/8/9/10 | Self-confidence 92,0%

Table 19. Most important competencies divided into sectors

Remarks: Based on respondents answering great and very great importance. Tasks are coloured to ease comparison

From table 19 (above) when comparing private and public sector managers there is close
agreement concerning five-six most important competencies in their management positions.
The public managers all (all 100%) totally agree on the top three most important and the
subsequent three there is close agreement (all 96%). Even though the private managers agree
with their counterparts in the public sector they do not agree in same degree as they do not
rank the tasks on the same level. This agreement among both private and public sector
managers is another evidence that the two sectors have much in common regarding working
circumstances, since managers on both sides see the same competencies as those that are most

important in their management position. On the other hand private sector managers have three
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competencies inside their top ten rankings that public managers do not have. These are
“enthusiasm/vitality”, “persistence” and “energy”, which all are more important factors in the
private sector than in the public sector, whereas those competencies that public managers
have inside their top ten rankings and which are left out of their counterparts in the private
sector are: “optimistic”, “independence” and “self-confidence”. These competencies are all
fundamental or basic for a person to possess a management position, but it is remarkable that
these are not within the top ten ranking list of private sector managers. One reason for this
might be that private sector managers see them as a matter of course, whereas public
managers see them as important probably because their business circumstances have become

more alike the private sector managers” in recent years.

4.2.3 Managerial style

Managers were asked how they performed their management job. They had eight predefined
styles to choose from. The results are showed below (see table 20 below).

1 Through co-operation and participation 82%
2 Through dialog and coaching 67%
3 Through self-governing and self management 50%
4 Trough follow-up and supervision 35%
5 Through acknowledgement and rewards 18%
6 Through attitudes and values 14%
7 Through order and instructions 13%
8 Through rules and directives 10%

Table 20. Managerial style

Remarks: Based on respondents answering highly and very highly

From table 20 (above) it is evident that managing style “through co-operation and
participation” is the most used management style (82%) followed by “through dialog and
coaching”, which two thirds agree upon. Half of the respondents support management
“through self-governing and self management”. When dividing the managerial styles into

private and public managers the picture is as follows (see table 21 below):
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Private Public
No. | Tasks % No. | Tasks %
1 | Through co-operation and participation 76% 1 | Through co-operation and participation 96%
2 | Through dialog and coaching 59% 2 | Through dialog and coaching 84%
3 | Through self-governing and self management 47% 3 | Through self-governing and self management 56%
4| Through follow-up and supervision 30% 4 Through follow-up and supervision %
5 [Through acknowledgement and rewards 15% 5 [Through acknowledgement and rewards 24%
6 Through order and instructions 13% 6 | Through attitudes and values 20%
7 | Through attitudes and values 11% 7 | Through rules and directives 20%
8 | Through rules and directives 6% 8 | Through order and instructions 12%

Table 21. Managerial style divided into sectors

Remarks: Based on respondents answering highly and very highly. Tasks are coloured to ease comparison

Table 21 (above) highlights that managers in the private and public sector agree on the five
most used management styles. The agreement is in general much higher amongst the pubic
sector managers. The management style “through order and instructions” is more common in
the private sector (no. 6) than in the public sector (no. 8) even though that the support
percentage is practically the same — 13% compared to 12%. However, it must be considered
there are twice as many private sector managers as public sector managers in the study (see
figure 3, p. 42). From the table above it is clear that the Faroese managers are modern
managers that allow employees to take responsibilities for their work and are open for

discussing with them too. This is equal for both sectors” managers.

4.2.4 The manager’s powerbase

The managers were asked which of four predefined factors help justify them as a leader. The
results follow below (see table 22 below)

1/2 | My management competencies 86%
1/2 | My personal qualities 86%
3 | My results 85%
4 | My professional competencies 63%

Table 22. Factors that justify existence as a leader

Remarks: Based on respondents answering great and very great importance

From table 22 (above) the most important factors for managers is their “management
competencies” and “personal qualities”. These had equal placing (both supported by 86% of
the managers). Their “results” mean nearly the same, which is placed as number 3 (85% —
only 1% point lower than no. 1/2). Managers agree that their professional competencies are
less important compared with the above mentioned three factors as only 63% rated
“professional competencies” as having high/very high value. When dividing these factors by

sectors the result is as follows (see table 23 below):
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Private Public
No. | Factor % No. Factor %
1 | My personal qualities 86% 1 | My management competencies 100%
2 | My results 82% 2 | My results 92%
3 | My management competencies 80% 3 | My personal qualities 88%
4| My professional competencies 65% 4 | My professional competencies 58%

Table 23. Factors that justify existence as a leader divided into sectors

Remarks: Based on respondents answering great and very great value. Factors are coloured to ease comparison

From table 23 (above) managers in the private sector agree with their colleagues in the public
sector that “their results” and “their professional competencies” are rated as number 2 and 4.
On the other hand they do not agree on the rating of “their personal qualities”, which
managers in the private consider the most important factor (86%) whereas their counterparts
in the public sector only prioritize it as number 3 (88%). The same is true when it comes to
“their management competencies”. Here managers in the public sector consider this factor as
the most important one, (100% of all public managers rated this as high/very high). However,
their colleagues in the private sector only see this factor as number 3 (80%). It is clear,
therefore, that public managers are in greater agreement than managers in the private sector.
From the figure above it is evident that Faroese managers do not consider the factor “my
professional competencies” as having as high importance as those three ranked factors that are
ranked higher. On the other hand the difference between private and public managers is that
private sector managers consider “my personal qualities” as being most important whereas the
public sector managers consider “my management competencies” as those that are most
important. This could indicate that the public sector has greater necessity for organizational
changes and adaptation to a recent changeable environment whereas this is daily life in the

private sector where “personal qualities” are more important.

Furthermore, the managers were asked among 9 predefined factors what factors give them

power of penetration in their management position. The results are outlined below.
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1 | My attitude and values 78%
2 | My personal qualities 7%
3 | My results 67%
4 | My management experience 65%
5 | My professional competencies 58%
6 | My power over resources 58%
7 | My relationship with others 56%
8 | My job and my position 50%
9 | My power to punish and reward 12%

Table 24. Factors that gives penetration in management position

Remarks: Based on respondents answering highly and very highly

Table 24 (above) shows that managers’ “attitude and values” (78%) together with “their
personal qualities” are the most important factors giving them penetration in their
management position. Subsequently, “their results” are important (67%) and management
experience (65%). The following next prioritized factors are close, but the last one, which is
power to punish and reward, is only supported by 12%. Although 12% seems low it is in fact
fairly high when it comes to management. This corresponds to every eighth manager
supporting this factor. When these factors are divided into sectors the results are as follows
(see table 25 below).

Private Public
No. | Factor % No. Factor %
1 | My attitude and values 80% 1 | My personal qualities 92%
2 | My personal qualities 70% 2 | My results 84%
3 | My power over resources 59% 3/4/5 | My relationships with others 80%
4/5 | NiTESUIE 58% 3/4/4 | My management experience 80%
4/5 | My management experience 58% 3/4/5 | My attitude and values 80%
6 | My professional competencies 57% 6 | My professional competencies 60%
7 My job and my position 47% 7/8 | My job and my position 56%
8 | My relationships with others 45% 7/8 | My power over resources 56%
9 | My power to punish and reward 13% 9 | My power to punish and reward 8%

Table 25. Factors that give penetration in management position divided into sectors

Remarks: Based on respondents answering highly and very highly. Factors are coloured to ease comparison

From table 25 (above) can be seen that the most prioritized factor (“my attitude and values” —
80% for private sector managers) is only ranked as no 3/4/5 by public sector managers, but
with the same support (80%). The private manager sees his personal qualities as the second
most important factors and the public sector managers sees this as the most important factor.
In the private sector “power over resources” is number 3 whereas in the public sector this
factor is only ranked as number 7/8. The manager’s result is more important in the public
sector (no. 2) than in the private sector (no. 4/5). The power to punish and reward has the
lowest priority, but it is more common in the private sector (13%) than in the public sector
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(8%). From the table above it is evident that Faroese managers are more leadership oriented,
especially the public sector managers. The private sector managers have ranked a slightly
more management oriented style, e.g. “my power over resources” where as their counterparts
in the public sector have their rankings slightly more oriented towards leadership. Despite this
managers in both sectors consider fairly similar the factors that give penetration in the

management position.

4.2.5 Management tools

The managers were asked which tools among 20 predefined tools they use in their work and
which experience they have with the usefulness of these tools. The result (ten most frequent)

is showed below (see table 26 below)

1 Plans of action 67,7%
2 Strategic planning 63,0%
3 Goal and results monitory 62,9%
4 Appraisal interview 55,5%
5 Financial management tools 53,1%
6 Education planning 46,5%
7 Staff-/satisfaction investigation 45,6%
8 Customer investigation 42,0%
9 Contract and contract management 41,8%
10 Production operating systems 40,0%

Table 26. Most common and useful management tools

Remarks: Based on respondents answering great and very great value

Table 26 above shows that the most common and useful management tools are “plans of
action”, followed by “strategic planning” and “goal and results monitory”. This is followed by
“appraisal interview” and “financial management tools”. This ranking shows a tendency
towards the more hard tools (management oriented). The difference between managers in the

private and public sector is seen below (see table 27 below)
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Private Public

No. | Tools % No. Tools %

1 Plans of action 70,9% 1 Staff-/satisfaction investigation 65,4%
2 Goal and results monitory 69,1% 2 Appraisal interview 61,6%
3 Strategic planning 65,5% 3 Financial management toolg 61,5%
4 Appraisal interview 52,7% 4/5 | Strategic planning 57,7%
5 Production operating systems 50,0% 4/5 | Education planning 57,7%
5 Financial management tools 49,1% 6/7 | Contractandicontractmanagement | 50,0%
7 Customer investigation 49,0% 6/7 Goal and results monitory 50,0%
8 Education planning 38,1% 8 Project management tools 46,1%
9 Contract and contract management | 37,0% 9 Plans of action 415%
10 Staff-/satisfaction investigation 36,4% 10 Quality systems 34,6%

Table 27. Most common and useful management tools divided into sector

Remarks: Based on respondents answering great and very great value. Tools are coloured to ease comparison

From table 27 (above) it is evident that there is great difference in the importance placed on
different management tools by the private and public managers. The tool private managers
prioritize as number 1 is only prioritized as number 9 by public sector managers. The second
most popular management tool in the private sector is “goal and results monitory” and this
does only achieve number 6/7 in the public sector. Another remarkable difference is that the
private managers prioritize “staff-/satisfaction investigation” lowest, whereas the public
managers prioritize this the highest. Furthermore, two tools private managers use (“production
operating systems” and “customer investigation”) are not among the valued tools between the
public managers. This is not surprising, however, the tools rated highly by public managers
and that are not found in the results for private sector managers are project management tools
and quality systems. However, these are tools that are normally more connected to private
business than the public sector. It is clear from the table above, that private sector managers
rank management related tools higher than their colleagues in the public sector. Judged by this
ranking it is evident that private sector managers are much more management oriented

whereas the public sector managers are much more leadership oriented.

4.2.6 Main challenges in the years to come

The participating managers were asked to ascribe what importance 30 predefined tasks would
have for them over the next 2 — 3 years. The result (15 most frequent) is showed below (table
28):

65 of 108



1 | Develop and retain good employees 94,9%

2 | Recruitment of qualified employees 91,0%

3 | Make working processes more effective 84,5%

4 | Raise knowledge and competence level 83,4%
5/6 | Value-based management 83,3%
5/6 | Adopt new technology 83,3%
7 | Ensure the company’s/institution’s competitiveness 80,8%

8 | Social responsibility 79,5%
9/10 | Product or service development 76,9%
9/10 | Quality development and quality management 76,9%
11 | Improvement of customer satisfaction or customer loyalty 74,4%
12 | Improve co-operation across the organization 74,3%
13 | Risk- and safety management 66,7%
14 | Co-operation with other companies, institutions etc. 64,1%
15 | Goal and results monitory/contract control 62,9%

Table 28. Main challenges in the years to come

Remarks: Based on respondents answering great and very great importance

Table 28 (above) shows that the managers find relations with employees to be the most

important management challenge in years to come. “Develop and retain good employees” and

“recruitment of qualified employees” are found to be the most important management

challenge. This is followed by “make working processes more effective” and furthermore

other employee challenges, namely “raise knowledge and competence level” and “value-

based management”. Therefore, employee matters are evidently the greatest management

challenge. Not until number 5/6 are a technology-based challenges (“adopt new technology”).

Number 3 (“Make working process more effective”) can be both human and technology

related. The difference between managers in the private and public sector is illustrated below
(table 29):
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Private Public

No. Challenge % No. Challenge %
1 | Develop and retain good employees 96,0% 1/2/3 | Recruitment of qualified employees 96,0%
2 | Ensure the company’s/institution’s competitiveness 90,5% 1/2/3 _ 96,0%
3/4 | Improvement of owners return 88,6% 1/2/3 | |Adopt new technologyl 96,0%
3/4 | Recruitment of qualified employees 88,6% 4 | Develop and retain good employees 92,0%
5 | Product or service development 86,8% 5 | Mental working environment 84,0%
6 | Make working processes more effective 86,5% 6/7/8/9 | Co-operation with other companies, institutions etc. 80,0%
7 _ 84,9% 6/7/8/9 | Physical working environment 80,0%
8 | Improvement of customer satisfaction or customer loyalty 83,0% 6/7/8/9 | Value-based management 80,0%
9 | Risk- and safety management 79,3% 6/7/8/9 | Make working processes more effective 80,0%
111 | |Adopt new technology 774% 10 | Quality development and quality management 76,0%
10711 | Raise knowledge and competence level 77,4% 11 | Organizational development 72,0%
12/13 _ 77,3% 12/13 | Time- and resource management 68,0%
12/13 | Quality development and quality management 77.3% 12/13 | Improve co-operation across the organization 68,0%
14 | Goal and results monitory/contract control 73,6% 14 | Internationalisation/globalisation 64,0%
15 | Co-operation with other companies, institutions etc. 56,9% 15 | Social responsibility 60,0%

Table 29. Main challenges in the years to come divided into sectors

Remarks: Based on respondents answering great and very great importance. Challenges are coloured to ease comparison

From table 29 (above) it is evident that the private managers have to take in to consideration
the competitiveness (no. 2) and the “improvement of owners™ return” (no. 3) unlike their
counterparts in the public sector. On the other hand, private managers prioritize “develop and
retain good employees” (no. 1) and “recruitment of qualified employees” (no. 3/4). These are
prioritized as number 4 and number 1 by managers in the public sector. There are six
challenges among the top fifteen which private managers prioritize but which public sector
managers leave out. These are mainly challenges that are more related to private business.
However, there are six challenges that are found among the top fifteen for public sector
managers. These are primarily related to working environment, both mental (no. 5) and
physical (no. 6/7/8/9). One challenge that may seem to be surprisingly to find among the
public ~ sector managers and not among the private  managers is
internationalization/globalization (no. 14). From the table above it is clear and naturally that
private sector managers consider business issues to be of great importance, but they are more
management oriented too than their counterparts in the public sector, since they prioritizes

employee’s matters higher.

4.3Discussion

Overall public sector managers only account for one third of the participants and therefore,
they are not weighted as heavily as their colleagues in the private sector, which are
represented by two thirds. Furthermore, the managers in the public sector are generally in
greater agreement than their counterpart in the private sector. The reason for this might be,

that business circumstances in the public sector is more alike than in the private sector. The
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private sector covers a great variety of business areas and deals domestically as well as

abroad.

In the following a comparison is presented between the above discussed results, their mutual

relations and these will be compared with most important issues in the literature review.

4.3.1 The most important management tasks for managers today

The ten most important management tasks out of 27 predefined tasks are found among all
managers together. These tasks differ when they are divided into the private and public sector.
This shows that there are great differences in how managers in the private and public
organizations rank the importance of different tasks. Private managers consider business
matters most important whereas public managers consider organizing and personal

management most important.

In table 17 (p. 54) the result of the most important management tasks was ranked. In figure 18
(p. 57) the time managers spend on management areas is shown. When comparing these
results it shows that there is good coherence between time spent on areas and the tasks
mangers rank. In the private sector the highest ranked tasks are “goal and result monitory”
and “business development” (see table 17, p. 54) and from figure 18 (p. 57) the time private
managers use most time to is “goal and results monitory” and “business development”.
Managers in the public sector rank tasks as “co-ordinating”, “organizing” and “delegating”
(see table 17, p. 54) and in management areas most time is spent on “administration and
organization”, which covers 43% of the time (see figure 18, p. 57). On both side there seems
to be good correlation between the tasks managers consider to be most important and the time
they spend on this area. In other tasks compared to the time spent on the area, there is not as
good correlation, e.g. the private sector managers rank “motivation of others” and “staff
satisfaction” as next, but this is the area they spend less time on. Very much the same is
concerning public managers in the same issues. Here seems to be some conflict between tasks
managers find most important and the time they spend on the same area. In a management
there is not always coherence between what should have been done (wishes) and what really
Is being done. This is likely to be a matter of resources and prioritizing.

When comparing same the tasks (see table 17, p. 54) but instead of with time spent on
management activities (see figure 20, p. 58) that activity that both managers from public and
private sector use most time to is “own tasks” (“behind writing desk”, which are such as
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planning, analysis, reflection, notes, reports etc.) there is good coherence between what tasks

are prioritized and which management activities managers spend their time on.

When comparing the most important tasks (see table 16, p. 54) with studies in other countries
it is remarkable to see that of ten most important tasks in this study, seven of these are found
in the Danish study (Hildebrandt, 2005a) conducted last year (see table 1, p. 19). Both studies
have “motivation of others” as the most important management task, “staff satisfaction” as
number 4 (FO) and number 3 (DK), “co-ordinating” as number 5 (FO) and number 6 (DK),
“delegating” as number 7 (FO) and number 5 (DK). In general these results are fairly similar
except that the Faroese number 10 (“Planning”) is number 2 in the Danish study. Those tasks
that was not ranked among the 10 most important tasks in this study compared with the
Danish is: “business development” (no. 2/3), “organizing” (no. 6) and “formulation of vision
and strategy” (no. 8), which are all more management related. On the other hand those that
were in the Danish study and not in this study are: “development of staff members” (no. 4),
“guidance/coaching” (no. 8) and “information processing” (62%). The first two mentioned are
more leadership oriented, whereas the last mentioned is more management oriented. When
comparing Faroese managers with Danish managers several important management tasks
emerge, but there seems to be a slight tendency that Faroese managers are slightly more

management oriented than their Danish counterparts.

Compared with the study in England (Egbu, 1999) (see part 2.2, p. 18), there are also many
similarities. However, the UK study is not ranked in the same details as the Danish one,
mentioned above. Despite this management tasks seem to be the same whether conducted in

UK, Denmark or in Faroe Islands, even though the circumstances are very different.

4.3.2 The main competencies a manager must have to solve tasks
satisfactorily

It was highlighted in the literature review (see part 2.3, p. 20) that behavioural competencies

are important skills a manager must hold. This is what studies in Denmark show. One study

conducted in 2003 (Hildebrandt et al, 2003) shows that managing and motivating employees

is much more about the manager’s attitudes to persons than having the right tools available.

This study shows that Faroese managers agree on which are the most important competencies

in their management position (see table 19, p. 59). Both private and public managers share
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this view. Faroese managers consider “credibility”, “interpersonal skills” and “responsibility”
to be the three most important competencies. This is consistent with findings from Denmark
(Hildebrandt, 2005a). Furthermore, seven of the top ten competencies are the same when
comparing Danish and Faroese managers (see table 2, p.21). The two countries differ on the
Faroese top ten: “enthusiasm/vitality” (no. 6), “result-oriented” (no. 7/8) and “persistence”
(no. 9) whereas the Danish managers had included: “resolute” (no. 4) and “energy” (no. 5).
However, the difference in Faroese and Danish managers is mainly due to Faroese managers
leaving out more personal skills, such as “enthusiasm/vitality” and “persistence”, whereas
“result-oriented” is more management oriented. On the other hand those competencies that
Danish managers prioritize are: “resolute” and “energy”, where the first mentioned is more

management oriented and the last one more characterized as a personal skill.

In terms of competencies Faroese and Danish managers on the whole agree.

4.3.3 The main managerial style

Just as with the main competencies above Faroese managers agree on which managerial style
they perform (see table 21, p. 61). The most frequent style is: “through co-operation and
participation”, “through dialog and coaching” and “through self-governing and self
management”. These most frequent ways of managing is fairly coherent with the most
important competencies mentioned above. Furthermore, it is coherent with the most important
management tasks (see table 16, p. 54) and as well as the factors managers see as justifying
their existence as a leader (see table 22, p. 61) together with factors that gives penetration in
the management position (see table 24, p. 63) and main challenges in the years to come (see
table 28, p. 66) too. However, when considering the most common and useful management
tools (see table 26, p. 64) there seems to be a lack of coherence since these are more
management oriented, e.g.: “plan of action” (no. 1), “strategic planning” (no. 2) and “goal and
results monitory” (no. 3). On the other hand there is more coherence between the most
frequent managerial style and most common and useful management tools public managers

perform (see table 27, p. 65).

From the literature review (see 2.4, p. 21) there are several studies that present the
Scandinavian way of managing as a unique model. Studies show, e.g. Rambgll (2004), that
modern companies earn on average two-three times as much as traditional companies.
Scandinavian countries are also among the most competitive nations in the World and they

are the countries that are most willing to delegate responsibility. Furthermore, studies show

70 of 108



that management styles which are more competencies-based create a positive overall impact

on the climate in the organization.

How is Faroese management according to these important factors etc.? One way is to compare
with the Danish study conducted last year (Hildebrandt, 2005a). This study has found that the
three most frequent management styles are: “through co-operation and participation”,
“through dialogue and coaching” and “through self-governing and self management”. The
two most frequent in the Danish style are the same as the Faroese, whereas the Danish no. 3
is: “through attitudes and values”, which is number 6 in the Faroese study. The remaining 5
frequent managerial styles are practically the same (see table 6, p. 26). From this point of
view the Faroese managers have many similarities with their Danish colleagues in terms of

management style.

When comparing the Faroese management style with other findings in this study, the key
findings are as follows:
¢ Most important management tasks: There is some statistical significant correlation,
but it is greater among the public sector managers than among the private sector
managers.
e Most important competencies: There is a good statistical significant correlation here
too.
e Factors that justify existence as a leader: There is a good statistical significant
correlation here too.
e Factors that gives power of penetration in the management job: A good statistical
significant correlation here too.
e Most common and useful management tools: Here is a lack of statistical significant
correlation, but public managers have more correlation than their private counterparts.
e Main challenges in the years to come: There is a fairly good statistical significant
correlation with the most common management styles and the main challenges in the

years to come.

When comparing the Danish/Scandinavian management style with these Faroese findings
there are many similarities especially as regarding managers in the public sector. In general
Faroese managers tend to be a little bit more management-oriented than their

Danish/Scandinavian counterparts.
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4.3.4 The manager’s powerbase

According to the literature review (Armstrong, 2003) (see 2.5, p. 28) a manager has a
legitimized power, however, there appears to be a general move to more person-based power.
This can partly be seen in the study among Faroese managers as they have three factors that
are equally placed (see table 22, p. 61). These are: “my management competencies”, “my
personal qualities” and “my results”. “my professional competencies” was ranked as having
the least importance. Compared with the Danish study conducted last year (Hildebrandt,
2005) the ranking is fairly equal, except that “my personal qualities” in Denmark was clearly

ranked as number 1 (see table 8, p. 28).

Another issue when considering the managers powerbase are the factors that give the manager
power of penetration. The Faroese study showed that “my attitude” (no. 1), “my personal
qualities” (no. 2), “my results” (no. 3), “my management experience” (no. 4) and “my
professional competencies” (no. 5) were those factors that had greatest importance. In the
Danish study from 2005 the top five were the same with a little difference in ranking except

“my management experience”, which was replaced by “my relationship with others”.

When comparing the Faroese managers™ factors that justify their existence as a leader and
factors that gives them penetration in their management job they are quite similar to their
Danish colleagues even though there are some differences. These are mainly in how “my
personal qualities” have been ranked. Danes rank this as number 1, both in justifying them as
a leader and in factors that give penetration. The Faroese managers rank this quality as
number 1 and number 2 respectively, only one percent point from number 1. However, there
are different rankings when dividing these qualities in the private and public sector (see table
23, p. 62 and table 25, p. 63).

This shows that there are great similarities between Faroese and Danish managers concerning

factors of importance to the manager’s powerbase.

4.3.5 The most important management tools

There are many management tools, however, they have to be handled with care. The
difference between the private and public sector is probably greatest in this area as the
business circumstances are so different. In this study great difference occurred not so much in

terms of which tools, but more in how these were tools were ranked (see table 27, p. 65).
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When comparing managers in the private sector in the Faroese study (see table 27, p. 65) with
their Danish counterparts (see table 10, p. 30), the top five Faroese management tools were:
“plans of action” (no. 1), “goal and result monitory” (no. 2), “strategic planning” (no. 3),
“appraisal interview” (no. 4) and “production operating systems” (no. 5). The corresponding
Danish tools were: “staff-/satisfaction investigation”, “plans of action” and “appraisal

interview” (all no. 1), “strategic planning” (no. 4) and “financial planning” (no. 5).

Three of the top ten tools in the Faroese study were not to be found in the top ten in the
Danish study. These were: “goals and results monitory” (no. 2), “customer investigation” (no.
7) and “contract and contract management” (no. 9). The Danish study on the other hand
contained these three: “payment-by-results” (no. 7), “project management tools” (no. 8) and
“quality systems” (no. 10). This little difference compared with the above mentioned many
similarities show that private managers in Faroe Islands and Denmark have most similarities.
Those tools that were left out on both sides were mostly lower ranked and were more

management-oriented.

When comparing the public sector the top five in this study were: “staff-/satisfaction
investigation” (no. 1), “appraisal interview” (no. 2), “financial management tools” (no. 3),
“strategic planning” (no. 4/5) and “education planning” (no. 4/5). The corresponding Danish
tools were: “Appraisal interview” (no. 1), “plans of action” (no. 2), “education planning” (no.
3) and “payment-by-results” together with “strategic planning” (both as no. 4). Only two tools
were found in this study, which were not in the Danish study. These were: “contract and
contract management” (no. 6/7) and “goal and results monitory” (no. 6/7). On the other hand:
“payment-by-results” (no. 4/5) and “production operating systems” were not in the Faroese

study.

These differences show that public sector managers in the Faroe Islands and Denmark have

most similarities when comparing management tools.

4.3.6 The main challenges top managers face in the years to come

The top six main challenges in this study are (see table 28, p. 66): “develop and retain good
employees” (no. 1), “recruitment of qualified employees” (no. 2), “make working processes
more effective” (no. 3), “raise knowledge and competence level” (no. 4) and “value-based
management” together with “adopt new technology” (both no. 5). The six highest ranked
challenges are mainly leadership oriented as no. 1, 2, 4 and no. 5 (value-based management)
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are categorized as such. The corresponding top five challenges in the Danish study were:
“develop and retain good employees” (no. 1), “ensure the company’s/institution’s
competitiveness” (no. 2), “physical working environment” (no. 3), “raise knowledge and
competence level” (no. 4) and “improvement of customer satisfaction or customer loyalty”
(no. 5). These challenges are more management oriented as no. 2, 3 and 5 can be categorized

as such.

This comparison shows that from the top five most important management challenges faces
Faroese managers as more leadership oriented than their Danish colleagues, who on the other
hand consider the future more management oriented. When taking in consideration the new
examination in Denmark from 2006 (see part 2.7, p. 31) the Faroese managers seem to be well

prepared to face the future especially the public sector managers.

4.4 Conclusion

The respondent profile is a man, 48 years old, higher educated (4 years or longer), been in
1,15 managerial jobs, 12,14 years in present job, been manager in 16,2 years, has 109
employees with 15,96 staff members reporting directly. There is some spread especially
managers in the private in average are 6 years younger, and the highly educated managers are

primarily in the public sector.

The most important management tasks are found, but they differ in ranking between private
and public managers. On the other hand private and public managers seem to agree on the
main competencies and the ranking too. It points in the same direction when studying
managerial style. The opposite exists when comparing the manager’s powerbase and to a high
degree comparing factors that give penetration in the management position. Management
tools are most common and are usefully agreed upon, but not in ranking. Almost the same

exists when comparing main challenges in the years to come.

When comparing managerial style with other issues found in this study there are more or less
statistical significant correlation between all other areas, such as most important management
tasks, factors that justify existence as a leader, factors that give power of penetration in the
management job and main challenges in the years to come, whereas there are not correlation
between managerial style and most common and useful management tools. This is remarkable
as one should believe that this was an area where most common and useful management tools

could support the other areas, but on the other hand the most management-oriented tools are
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more visible and easier as documentation, at least in the short run. The reason for this might
be that Faroese managers are developing from more management-oriented management to be

more leadership-oriented, but the management style is not keeping up with the other areas.
Faroese managers are much alike their Danish/Scandinavian counterparts in most

management area. They are slightly more management-oriented, but this is probably due to

the issue that they are some years behind the development.
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5 Conclusion and recommendations

The final chapter concludes the study and looks at the key findings and how these relate to the
author’s initial assumptions from the literature. Furthermore, it is revealed whether this study
answered the research questions and fulfilled the objectives outlined in chapter one.
Subsequently the limitations of this study are considered together with strengths and

weaknesses and lastly the implications for future research.

5.1Key findings

The research set out to explore the competencies of top managers in the Faroe Islands.

A survey based on the research questions was sent to 94 private and public sector managers
that had 30 employees or more. 81 returned the questionnaire, which is a response rate of
86%. The key findings from this research are that Faroese managers are quite young, mostly
men, fairly well educated. It is especially managers in the public sector who have limited
experience from other management jobs. Furthermore, most of the organizations were small

to medium-sized.

The most important management tasks are employee related, business-related and of
organizational matters, however, this differed when comparing private and public managers.
Private managers attach more importance to private business tasks, such as “goal and result
monitory” and “business development” whereas public managers prioritize organizational
matters such as “co-ordinating”, “organizing” and “delegating”. When it comes to staff
relations such as “motivation of others” and “staff satisfaction” both private and public
managers agree that these tasks are those that follow. The reason for this difference might be
that private mangers have to make a profit to survive and therefore, consider these tasks to be
the most important areas. It would appear that private managers have not yet discovered that
staff satisfaction etc. contributes to better job satisfaction and results in higher profit in the
long run. There is a shift from management-related tasks to more leadership-oriented tasks
that take time and this might in the short term result in less profit during the process of
change, however, afterwards it will turn to a higher profit level. Most likely private managers
have just started this process. Public sector managers on the other hand consider
organizational matters as being the most important factor. This might be due to the change in
the public sector through New Public Management where public sector managers have to deal

with many of the same issues as the private sector managers. The public sector in the Faroe
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Islands will most likely find itself in the middle of this change. Therefore, it is necessary to
prioritize organizational tasks, but as well as the private sector managers prioritize employees”
tasks, such as “motivation of others” and “staff satisfaction” as the second most important

area.

When looking at the most important competencies private and public sector managers both
agree that the following competencies are important: “credibility”, “interpersonal skills”,
“will”, “responsibility” and “confidence in others”. This indicates that the managers believe in
competencies that are HR-based or leadership-oriented. This is normally considered to be a

more modern managerial way of managing.

Some of the most common managerial styles are: “through co-operation and participation”,
“through dialogue and coaching” and “through self-governing and self management”. This
shows that private and public sector managers find the same factors to be of importance. This
could be a proof of the fact that managerial circumstances are fairly similar. These managerial

styles can all be considered leadership-orientated.

When it comes to the manager’s powerbase both sectors are fairly similar. The only factors
they do not agree upon are “my persona qualities” and “my management competencies”. The
reason for this might be that private sector managers have clarified their organizational issues
and consider “personal qualities” as being the most important factor whereas public sector
managers consider “management competencies” as being of the most importance. This might
be due to the change in the public sector that managers that can cope with organizational
issues will be considered as good managers and achieve greater power or respect.
Furthermore, factors that give penetration in management position are considered practically
to be the same for both private sector and public sector managers. There are some differences
in the ranking. The difference is mainly that private sector managers rank management tasks

slightly higher than their counterparts in the public sector.

In terms of management tools private and public sector managers differ most. Not
surprisingly private sector managers attach weight to more private business related tools
whereas public sector managers attach more importance to employee matters. On the other
hand, surprisingly, those tools public sectors have ranked among the ten most important tools
are normally considered belonging to the private sector such as: “project management tools”
and “quality systems”. The reason for this might be that there is a great demand on public

sector managers to manage effectively and efficiently with fewer financial resources. This
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puts pressure on public sector managers forcing them to find ways to overcome this situation.

Therefore, they turn to tools they know are effective.

The main challenge managers face in years to come are different among both sectors. Both
sector managers agree that “develop and retain good employees” and “recruitment of
qualified employees” are important challenges, as both parts rank this among the four most
important challenges. Having said this, there is a significant difference between private and
public sector managers concerning tools and ranking. Private sector managers have mainly
prioritized tools which are more business and management-related whereas public sector
managers pay great attention to employees, thus showing they are more HR or leadership-
oriented. This might be due to the fact that public managers have limit financial resources, are

better educated and therefore know which area make return in the long run.

In order to determine wheather there is coherence between the most important management
factor — the managerial style — and others factors a comparison is made in chapter four. This
shows that there is a statistically significant correlation between managerial style and the most
important management tasks, most important competencies, factors that justify existence as a
leader, factors that gives power of penetration in the management position and main
challenges managers face in years to come. In most cases public sector managers do well
(greater coherence) compared with private sector managers. On the other hand, there is a lack
of statistical correlation between managerial style and management tools. The reason for this
might be that both sector managers find themselves in a changing role from more
management-oriented to more leadership-oriented and they have not adapted their managerial

style to the new situation.

The author’s assumptions from the literature review was that Faroese managers find them
selves in a management situation in between the Danish culture. Faroese management culture
has its roots in the fishing industry where captains were considered to be the “real” managers.
Faroe Islands belong to Denmark and there are close relations between the countries.
Furthermore, most Faroese people achieve their higher education in Denmark.

Since formal requirements are in the public sector to management positions another
assumption was that managers from the public sector ought to be more influenced by the
Danish culture than the private sector managers, since they do not have these same formal

educational requirements and therefore, most likely, are not so highly educated. These
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assumptions proved correct, however, the author did not anticipate that there were so many

similarities between Faroese managers and Danish/Scandinavian managers.

Another assumption was that the Scandinavian/Nordic way of managing is considered
worldwide to be a unique way of managing. The Faroe Islands belong to the Nordic countries
therefore, one could expect some similarities. One could, none the less expect some
differences as the Faroese management culture is younger and operates in smaller
organizations. However, this was not the case as Faroese managers proved to have many
similarities with their counterparts in Denmark/Scandinavia. This was due to which tools and
factors that have greatest importance in their management position, though Faroese public
managers have more similarities with their counterparts in Denmark than their private sector
counterparts in the Faroes. This proofs that managerial style is culture-embedded and is also
influenced by education and other social circumstances. Furthermore, it can be stated from
this study that the current managerial style in the Faroe Islands is a style that is culture-
embedded with influence from Denmark/Scandinavia where Faroese private managers have
greater influence from the Faroese culture whereas the Faroese public managers have some

influence from Denmark/Scandinavia in addition.

5.2Research questions/objectives

The following discussion determines whether the research questions (see part 1.2, p. 9) were
answered and whether the objectives of the study have been met (see part 1.1, p. 8). The
completion of the research has shown that the respondents have answered those questions that
were connected to the research questions and objectives. These were: the main challenge top
managers face today, which are the most important management tasks for managers today,
which are the main competencies a manager must have to solve tasks satisfactorily, what is
the managerial style, the managers power base and which management tools are in use
together with what are the main challenges for managers in years to come. These research
objectives and questions have been answered and it has been possible to establish that Faroese

management is mostly culture-embedded.

5.3Limitations

There were some limitations to the study. These are mainly:
e Too few female respondents (only five).

e The study is not taking in consideration demographic proportions.
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The strengths of this study are that the response rate was high (86 %) and the questionnaire
was answered properly. The literature review underpins the research instrument
(questionnaire) well and there is good coherence between the research guestions/objectives

and the questionnaire.

One of the weaknesses of this study might be that the questionnaire was designed to meet the
requirements of both private and public sector managers. Therefore, some questions were
more relevant for one sector than another. However, based on the coding work there is no
evidence of that.

5.4Recommendations — Academic research

Top management has many facet or angels. One angel that could be recommended to conduct
further research on could be to find out how relationship is between private sector managers
and their board of directors and public sector managers and their superior (the minister and/or
the ministry)? Furthermore it could be looked at how private and public sector managers are
doing compared with the results they achieve? Another important area to study could be how

private and public sector managers are evaluated by their superior?

Another focus area could be the manager’s circumstance such as how are private and public

sector managers’, wages, careers, working conditions, family and spare time conditions?

This study could be followed-up by making research in the same organizations, but including
all management levels to find out how different management levels are and how their co-
operation etc. are. Furthermore, this study could be followed-up by qualitative interviews
among selected managers from both sectors to find if there is any coherence between ways of

managing and economic results.
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8 Appendices

8.1List over number of companies and their size

Number of | Private Public In
employees | companies|companies| total
> 300 1 1 2
> 250 2 2 4
> 200 4 3 7
> 175 7 3 10
> 150 8 4 12
> 125 9 7 16
> 100 12 8 20
> 75 22 9 31
> 50 40 16 56
> 40 56 18 74
> 30 80 30 110
> 20 143 36 179
> 10 316 70 386

Table 30. List over number of employees into size and kind of company
Source: The information about private companies is from Business-line (Business Line, 2006) and

the information about public companies is from the Ministry of Finance (Figgjarmalaradid, 2005 and 2006).
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8.2The questionnaire (translated)

Management investigation

Questionnaire

MSc. dissertation

February 2006



TOP MANAGEMENT COMPETENCIES IN THE FAROE ISLANDS

What is the purpose of the study?
In connection with my MSc. in Management at Robert Gordon University in Aberdeen, | have to
write a dissertation. | have chosen to write about management competencies specifically in the
Faroe Islands. The study covers both the public and the private sector. In particular the focus will be
on investigating:

e Which are the most important management tasks for managers today?

e How are the manager’s jobs?

e What are the main challenges for management in years to come?

| consider it to be of great importance that such research conducted at university level should
explore Faroese social conditions in order to gain knowledge about our circumstances, which the
Faroese society hopefully will benefit from.

Guidance
Before you start filling-in the questionnaire please read the guidance carefully.

e For ease of answering the majority of questions are designed as closed questions. This
means you need only put a cross in the box most applicable for you in the company you
work in.

e By company the meaning is the physical and geographical unit, which you consider your
workplace.

e The word ”company” is used throughout the questionnaire as a collective name for both
private and public organizations. The word “customer” is used as collective term for
customers, users and citizens.

e As with most questionnaires you may find that the response options are not always entirely
suitable. Nevertheless | hope you will attempt to answer the questions as best as you can.

e Furthermore, there may be questions you find are irrelevant to you that you are not able or
willing to answer. Please omit these and complete the rest of the questionnaire.

If you would like to supplement or go in to further detail on your answers the last page of this
questionnaire is designed for this purpose.

It takes about 20 — 25 minutes to complete the questionnaire.

All answers are anonymous and treated in outmost confidence. The individual manager and
company will not be identifiable in the results of the study.

If you have questions concerning the study or answering the questionnaire you are welcome to
contact myself on phone +298 55 50 51 or through e-mail: petur.petersen@skulin.fo .

I would be grateful for receiving the questionnaire in enclose stamped and addressed envelope no
later than
15" February 2006.

I would like to thank you for participating.

Yours sincerely
Petur Petersen

© Petur Petersen. According to existing regulation about copyright it is not allowed to copy or to reproduce the questionnaire.
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BACKGROUND INFORMATION.

1. Gender

| 1Male | 2Female

2. Year of birth?

3. What is the highest qualifying education you have completed since secondary school?
(Please put only one cross)

1 None

2 Skilled worker

3 Internal education

4 Shorter higher education (1 — 2 years duration)

5 Middle range higher education (2 2 - 3 % years duration)

6 Longer higher education (4 years and longer)

7 Other (kindly write which):

4. What kind of company are you working in?

| 1Public sector | 2Private sector

5. In which business sector is your company in?
Please put only one cross)

1 Production 6 Construction

2 Education and research 7 Public administration

3 Finance, insurance and services 8 Transport, post and communication
4 Health and social work 9 Agriculture, fishing and mining

5 Sales, service, hotel and restaurants 10 Others

6. How many managerial jobs have you had before present job?
numbers

7. How many years have you in total been a manager?
years

8. How many years have you been employed in your present company?
years

9. How many years have you been in this job?
years

10. How many staff members in the company report directly to you — i.e. not through a managerial

intermediary?
numbers of staff members

11. How many staff members work in the company (if possible in full-time equivalence)?
numbers of staff members
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THE MANAGEMENT JOB TODAY

12. How important are the following tasks in your management job today?

13.

(Please put one cross for each task)

No

importance

-

Little
importance
2

Some
importance
3

Great
importance
4

Very great
importance
5

Not
relevant
6

Formulation of vision and strategy

Goal and results monitory

Instruction and training staff

Planning

Development of staff members

User and customer development

Organizing

Business development

Co-ordinate

Time and resource management

Organizational development

Project management

Motivation of others

Determine rules and routines

Represent the company

Communicate values/attitudes

Teambuilding

Conflict handling

Delegate

Information processing

Guidance/coaching

Negotiation

Follow-up/supervision

Professional tasks/specialist

Quality and service development

Reporting

Staff satisfaction

oo HddodobopopopDoddddoooooQ Q™

OO dooddoddpDodoDLd0 o0 Qi

OO dooddoddpDodoDLd0 o0 Qi

oo HddodobopopopDoddddoooooQ Q™

OO dooddoddpDodoDLd0 o0 Qi

oo popopDoddidooopoofQo o™

How great a percentage of your working hours do you currently spend on tasks which are connected to

the following four management areas?
(Please mention a percentage for each task, so it adds up to 100%

Administration and organization
(Information processing, follow up, coordinating, organizing etc.)

Goals and result monitory

(Goal, planning, efficiency, productivity, economy, time management etc.)

Staff development (HR — Human Resource)

(Teambuilding, co-operation, ethics, values, conflict, development of competencies etc.)

Business development

)

(Product, service and market development, vision, image, customer relations etc.)

In total

%

%

%

%

100 %
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14.

15.

16.

How great a percentage of your working hours do you currently spend on the following mentioned

activities?

(Please mention a percentage for each activity, so it totals 100%)

Internal meetings and conversations/discussions

(with staff members etc.)

External meetings and conversations/discussions

(with customers, vendors, collaborators etc.)

Own tasks ("behind writing desk™)

(planning, analysis, reflection, notes, reports etc.)

Information processing
(post, e-mail, notes, reports etc.)

In total

= 100

%

%

%

%

%

Which management tools do you use in your work — and what is your experience with the usefulness of

these tools?
(Please put one cross for each management tool)

Uses

No
value

N

Little
value

Some
value

Great
value
4 5

Very great
value
6

Strategic planning

Plans of action

Environmental account

Knowledge and competence account

Social account

Ethical account

Customer investigation

Staff-/satisfaction investigation

Appraisal interview

Education planning

Quality systems (e.g. 1SO, TQM)

Production operating systems

Management evaluation (not yourself)

Project management tools

Benchmarking

Process management tools (e.g. BPR, Lean)

Financial management tools (e.g. ABC, SAP)

Contract and contract management

Contract and contract management

Payment-by-results

oDl ddHoooopoooDoddddd

OO LdoddE

OO LdoddE

oDl ddHoooopoooDoddddd

OO LdoddE

OO LdoddE

What do the following factors mean for your to justify our existence as a leader?

(Please put one cross for each circumstance)

No
importance
1

Little
importance
2

Some
importance
3

Great
importance
4

Very great
importance
5

My professional competencies

[l

My management competencies

[l

My personal qualities

[l

My results

HEEY .

Oddn

Oddn

HEEY .

[
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17.

18.

To what extent do you think that below mentioned factors gives you power of penetration in

your management position?
(Please put one cross for each factor)

Not at
all

[N

A
little

To some
extent
3

Highly
4

Very
highly
5

My job and my position

My professional competencies

My power to punish and reward

My pOwWer over resources

My relationships with others

My personal qualities

My results

My management experience

My attitude and values

o ppopong

o ppopong

o ppopong

o ppopong

o ppopong

What importance do the following personal factors and abilities have for you in your

management position?

(Please put one cross for each personal good points/ability)

No

importance

-

Little
importance
2

Some
importance
3

Great
importance
4

Very great
importance
5

Involvement

Self-confidence

Resolute

Outgoing

Interpersonal skills

Credibility

Power of penetration

Risk

Persistence

Responsibility

Tolerance

Confidence in others

Logic/analytical ability

Independence

Enthusiasm/vitality

Interesting to be with

Unselfish/put others interest before own

Understanding/attentive

Disciplinary and organized

Sense of humour

WIII

Energy

Results-oriented

Identifying oneself/empathy

Diplomatic/tactful

Optimistic outlook on life

Robust

Emotionally stable

High stress tolerance

JpppoodpppodpppodpppodpdpQpddd

JpppoodpppodpppodpppodpdpQpddd

Do ppipopofpopoppopoopfn

JpppoodpppodpppodpppodpdpQpddd

Do ppipopofpopoppopoopfn
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MANAGEMENT STYLE

19. How do you perform your management job?

(Please put one cross for each statement)

Not at
all

=

little

To some
extent

Ver
h igsh?/y

Through dialog and coaching

Through acknowledgement and rewards

Through follow-up and supervision

Through attitude and values

Through order and instructions

Through co-operation and participation

Through rules and directives

Through self-governing and self-management

o pd

o pd

o pd

[ R

o pd

MANAGEMENT CHALLENGES NEXT 2 -3 YEARS

20.

Below you are asked to determine what importance you ascribe to different tasks for you as a

manager over the next 2 — 3 years.
(Please put one cross for each task)

~ No ~ Little ~ Some ~ Great Very great Not
|mp05tance |mp05tance importance | importance |mpogtance relevant

Make working processes more effective

Export orientation

Goal and results monitory/contract control

Product or service development

Quiality development and quality management

Improvem. of customer satisfaction or customer loyalty

Environment management

Improvement of owners returns

Risk- and safety management

Time- and resource management

Merge, buying etc.

Outsourcing, put out to tender etc.

Insourcing

Co-operation with other companies, institutions etc.

Recruitment of qualified employees

Develop and retain good employees

Reduce staff numbers

Flexible wage system

Improve co-operation across the organization

Raise knowledge and competence level

Diversity staff: Gender, age, culture etc.

Mental working environment

Physical working environment

Organizational development

Value-based management

Social responsibility

Adopt new technology

Internationalisation/globalisation

Reduction of absence due to illness/staff turnover

Ensure the company’s/institution’s competitiveness

Jpppodpppoddppoddpppoddop Qo ddn

Jpppodpppoddppoddpppoddop Qo ddn

ppppopoppooppppppHopQpoopdQ

ppppopoppooppppppHopQpoopdQ

Jpppodpppoddppoddpppoddop Qo ddn
Jpppdggpppoppppoodpppofnpppodd

101 of 108




COMMENTS

If you have further comments you are welcome to mention them below.

Thank you very much for your participation!
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8.3The encourage letter from the Faroese Employers' Association

(translated)

”’Faroe Employers” Association

House of Industry
Torshavn 23" January 2006
Ministry of Education, Research and Culture
Post box 3279

FO0-110 Torshavn

Att.: Petur Petersen

Management study — recommendation

The Faroe Employers™ Association is grateful for the information about your management study as

part of your MSc. dissertation in management.

In order to develop management in the future it is most important to gain insight into the
management situation in the Faroe Islands. This has not been done for many years and we welcome
this study and believe it can give a valuable picture of the situation.

With this letter we appeal to all managers who receive the questionnaire to participate in the study.

Regards
Faroe Employers” Association

Jan Mortensen (sign.)

(manager)”
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8.4The telephone script (translated)

Good morning/afternoon. You are speaking to Mr. Petur Petersen, permanent secretary in the
ministry of Education, Research and Culture, but to day my business is more as a private person. |

am studying for a Master of Science in management at Robert Gordon University in Aberdeen.
Is it OK for me to take 45 seconds of your time today? ..............

I am working with my dissertation, which is a study into management competencies in Faroe
Islands. In this case | have found one hundred the largest companies, private as well as public,
measured by number of employees. In this connection | have been in contact with Faroese
Employers' Association and told them about my study and showed them my questionnaire. They
liked it and wrote me a letter where they appeal to managers to take part in the study. | will enclose

this letter with the questionnaire | send.

The study is anonymous. | post a letter with the questionnaire and enclose a stamped and addressed
envelope for your reply. That way | can not see who is answering what etc, therefore there is no risk
in taking part. During my work with the questionnaire | will store the data in a safe and as soon as |

am finished with my Dissertation all questionnaires will be destroyed.

It takes about 20 minutes to complete the questionnaire which mainly consists of closed questions
(questions where you tick off) and I would be happy to receive the completed questionnaire before
15" February. 1 will use the data primarily for study purposes, however, | have promised the
Faroese Employer’s Association to publish the main result of my research, so you can see some

results of the study.
Would you be so kind to do me, yourself and the business the favour to participate? .....Thank you

and I will post you your questionnaire tonight so you will receive it tomorrow. Is it OK that | make

a follow up by e-mail shortly before the deadline? ......... Thank you so much!
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8.5Follow up by e-mail on the day of deadline (translated)

Subject: Management study — Request for answering the questionnaire/Thank to those who have

answered.

Dear participant

First of all I would like to thank you for taking part in the investigation.

To those who have answered:

Thanks for making an effort to respond. | am most grateful.

To those who have not answer vet:

It is most important to get as many replies as possible. Otherwise the study will not be as reliable. |
have received the questionnaire back from several respondents, however, I am still missing some. |
have made much effort to carry out this study and | hope that you will post me the questionnaire as
soon as possible. The investigation does not only have importance for me by also for you as a
manager as this is the first study of its kind.

If you have any queries do not hesitate to get in touch with me (e-mail:

petur.petersen@skulin.fo or peturp@mmr.fo or mobile phone 55 50 51)

I can inform you that | have been in touch with 95 managers for the largest companies in the Faroe
Islands, private as well as public. All have confirmed their willingness to participate which I am
most pleased about.

Thanks

Yours sincerely
Petur Petersen
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8.6 Follow up by e-mail short after deadline (translated)

Subject: Management study — Sincere request for completing the questionnaire/Many thanks to

those who have responded.

Dear participant

Excuse me for disturbing you once again.

To those who have answered:

Thanks for making the effort to responding. | am most grateful.

To those who have not answer vet:

| deeply appeal you to answer the questionnaire. Many have responded, however | would be
grateful if you would return the questionnaire. The response rate is not as high as we know from our
neighbouring countries, however | hope you will do your best to help me achieve a high response
rate.

| entreat you to return the questionnaire.

If you have any queries do not hesitate to get in touch with me (e-mail:

petur.petersen@skulin.fo or peturp@mmr.fo or mobile phone 55 50 51)

Thanks

Yours sincerely

Petur Petersen
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8.7 List over sample

(Left out in the public version)
Figure 21. List over sample
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8.8 Statistics age group

Year of birth?

N

Mean

Std. Error of Mean
Median

Mode

Std. Deviation
Variance

Skewness

Std. Error of Skewness
Kurtosis

Std. Error of Kurtosis
Range

Minimum

Maximum

Sum

Percentiles

Valid
Missing

25
50
75

79

2
1957,96
,922
1959,00
1962
8,195
67,165
-,307
271
-,438
,535

37

1938
1975
154679
1952,00

1959,00
1964,00

Table 31. Summary statistics output on *"year of birth™

Source: Computed from SPSS

Frequency

Mean

1930

1940

1950 1960 1970 1980
Year of birth?

Figure 22. Histogram showing distribution on birth

Source: Computed from SPSS

_-Median

Mean = 1957,96
Std. Dev. = 8,195
N =79
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