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Abstract

Realizng that humanresour ce (HR) professional sareoftenthegatekeepers
to employment in organizations, this exploratory study examines the
per ceptions of HR professionalsin relation to education, experience, and
information system (1S) certification. Survey results were obtained from
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approximately 100 HR professionals who are members of local chapters
of the Soci ety for Human Resour ce Management (SHRM) inNorth Carolina.
We conclude that education, certification, and experience are imperfect
substitutes for each other. In addition, there seems to be a joint or halo
effect conferred upon a balanced candidate. HR professionals are also
willing to associate substantial positive organizational benefits with
certification, specifically: enhanced IT staff credibility, competitive
advantage, level of service, consistency of service provided. HR
professionals also associate substantial employee benefits with
certifications, specifically: enhanced credibility, preparation for new
positionwithinthecurrent organization, compensation, mobility, preparing
for other certification tests, and meeting a job requirement.

I ntroduction

Becausethecurrentinformationtechnology (I T) environmentischaracterized
by rapid dynamic change, evolution of current technol ogi es, and creation of
new technol ogies, theskillsportfoliosof I T professional sare under constant
pressureto develop in parallel. Animportant way to develop the I T skills
portfolioiscertification. Whilethe perspectivesof I T professionalsand I T
managershavebeen studiedinthepast (CompTIA, 2001), therehasbeenno
research onthe perspectiveof humanresource (HR) professionalstowardI T
certification.

Theperspectiveof theHR professional isimportant. Astheinitial gatekeepers
through which potential employees must passto attain interviewswith I T
managers, thecertification perceptionsof HR professional sareworthy of study
inand of themselves. Inaddition, theperceptionsof HR professionalsmay have
important implicationsfor informationsystems(1S) curricula.

Background

A professionexistswhenitsmembersarerequiredto obtainrequisitetraining,
completeacertification processunderpinned with rigorousstandards, engage
in continuing education, abideby acode of ethics, and submit to sanctions,
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212 Anderson, Barrett & Schwager

including lossof certification for mal practice or unprofessional behavior.
Although routinely referred to asaprofession, the I T field lacks explicit,
generally accepted standardsfor requisitetraining and certification, acode of
ethics, and sanctionsfor unprofessional behavior (Linderman & Schiano,
2001). While* profession” advocates carry out the painstaking process of
consensus building, businesses’ support of and individuals' quest for IT
certification proceed at afevered paceandrival thepopularity of certification
programsin professionssuchasA ccounting, Architecture, Engineering, Finan-
cia Planning, HumanResources, Law, Medicine, Military, and soforth. While
thereisadmittedly alack of generally accepted I T certification standards, the
staying power of I T certificationisanimportant “ profession” -likeexpression.
Indeed, thepopularity of certificationssuchasA+, CCNA, CNA, Network+,
MCSE, and MOUS (Ray & McCoy, 2000; Noack, 2001) impliesthat there
isamarket for theknowledge baseand skill sassociated with thosecertifica-
tions, and strongly hintsthat the Academeisnot theonly placethat requisite
training and continuing education can beacquired.

Whilesomearguethat certificationisafad, othersarguethat certificationishere
to stay and will increase in importance because certification: providesan
independent assessment of aprofessional’ sknowledge, raisesprofessional
stature, increasestheknowledgebase of boththeindividual andtheorganiza-
tion in which the holder works, may provide an alternative to obtaining a
graduate degree, may givejob applicants an edge, can act asaknowledge
refresher, and may aid empl oyersinnarrowing theapplicant pool to manage-
ablenumbers(Cohen, 2001).

Certification’ scurrent popularity isattested to by anumber of recent events:
1) major Technical-Certification-Expo-2000 and 2002 conferences,

2) designation of March 2000 as Certification Month by 32 United States
stategovernors,

3) theavailability of over 400 businesscertifications, and

4) theincreasingfrequency of employment adsspecifying specificcertifica-
tion preferencesattest to certification’ spopul arity.

According to Adelman (2001), as of the year 2000, about 1.65 million
individualshad earned 2.5million | T certificationsworldwide. Quasi-profes-
sionsthat lack certification areeven being enticedtointroducecertificationto
capitalizeoncommonly cited benefits(L eonard, 2002):
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1) obtainfurther professional educationand devel opment,
2) movetoahigherlevel of professional expertise,
3) improvecareer opportunities, and

4) enhance credibility by demonstrating mastery of arelevant body of
knowledge(Barry, 2001; Library Administrationand M anagement Asso-
ciation, 2002).

Therealso appearstobeagrowinginternational interest and participationin
U.S.-based certification programs(Barber & Brackner, 2001). Astheeconomy
evolves, new opportunities arise outside of traditional service areas that
motivatetheneedfor new certificationsto addressthe often-complex i ssues
associated withemerging markets(AICPA, 2000; Braun, Mauldin, & Fischer,
2001, Freir, 2001; Gerbitz & Salea, 2001). Unfortunately, in some cases,
certification proliferation causesconfusionfor consumerswho areunfamiliar
withaparticular certificationandthelevel of itsprestige(Braunet al ., 2001;
Kraus, 1999). To some extent, thisconfusion syndromeismoderated, asa
given specialization domainmaturesand convergenceisachieved astowhich
certificationsprovidethegreatest utility toindividual sand organi zations.

Several studieshaveexploredthevalueof certificationto certified profession-
alsandtothebusinessmanagersthat employeecertified professiona s(AICPA,
2000; Barber & Brackner, 2001; Barry, 2001; CompTIA, 2001, Freir, 2001;
Hrisak, 2001; Ray & McCoy, 2000; Schroeder & Reichardt, 2001). Profes-
sionalsearn certificationstoimproveand assessskills, enhancecredibility,
improvecompensation, increase productivity, open up new career opportuni-
ties, and measure training effectiveness. Seventy-six percent of certified
professionals actually realized their certification-benefits expectations
(CompTIA, 2001). Businessmanagersciteimproved credibility, employee
productivity, higher level and consistency of service, competitiveadvantage,
and ability to attract and retain highly qualified staff asthe key benefits of
certification. Ninety-two percent of businessmanagersactually realizedall or
nearly all of their certification-benefitsexpectations(Ray & McCoy, 2000).
Whiletheseearlier studiescertainly reflect positively on certification, they
overlook thevalueof certificationtoHR professionals. HR professionalsare
generallyinvolvedinall phasesof thehiring process. They areofteninvolved
inapproving position advertisements, screening resumes, and doinginitial
interviewing (Mondy, Noe, & Premeaux 1999). IT certificationsare often
indicated in position advertisements, aswell asresumesand theinterview
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process. With recruitment and selection as basic HR functions, the HR
professional isoftenthefirst barrier thatan | T professional will encounterin
pursuing employment with aparticul ar organization. Astheinitial gatekeepers
toemployment, HR professionals’ perceptionsof I T certificationisworthy of
study inand of themselves. In addition, those perceptionsmay haveimportant
implicationsfor [ Scurricula.

Despitethefact that certificationshavehistorically had anegativeimpact on
their salaries, many academics have nonethel ess obtained certification to
augmenttheir skills. Thequestfor certificationhasrecently beenlegitimizedand
indeed givenacompel ling mandate by the American Assembly of Collegiate
Schoolsof Business' recommendationfor greater interaction between acade-
miciansand practitioners(Marcis& Bland, 2001). Thereis, however, consid-
erabledebateastowhether certificationhasaplaceinthel Scurriculumof four-
year educational institutions. One side of the debate employs ageneralist
argument tomakethecasefor excluding certificationfromIScurriculums. The
generalist argument assertsthat the primary mission of most four-year colleges
anduniversitiesfocusesonthedevel opment of students’ critical thinkingand
analytical skills, andtheir appreciationfor thearts, diversecultures, foreign
languages, the scientific method, and the history and politicsof their own and
other soci eties, not community-college-oriented, workforce-devel opment train-
ing of vendor-specificcertification (Brookshire, 2001). Theother sideof the
debateusesavalueargument to makethecasefor inclusionof certificationin
I Scurriculums. Thevalueargument focuseson the student, employer, and
educationinstitution benefitsassociated with specific student and prof essor
certificationinfour magjor areas: hardware (A+, vendor-neutral), software
(MOUS, vendor-specific, Microsoft Office User Specialist), networks(Net-
work+, vendor-neutral), and systemsdesign and analysis (M CP-Mi crosoft-
Certified Professional, MCSD-Microsoft-Certified Solution Devel oper, and
M CSE-Microsoft-Certified SystemsEngineer, all vendor-specific). Benefits
to students and employers correspond closely to those noted above in
connection with IT professionals and I T managers. From an institutional
perspective, certification providesan assessment tool for eval uating courseand
program content and student competencies, and may contributetoaprogram’s
visibility and respect (Ray & McCoy, 2000).
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The Value of Certification

Smithand Nagledefinevalueas* theobjectiveworthtoacustomer of satisfying
thebenefitsthey seek fromaproduct or service. It’ sthepotential level towhich
willingnessto pay (WTP) canberaised, and revenuecaptured....” They argue
that whileWTPisuseful asaconcretevaluemeasure, thelevel and antecedents
of valuemust beunderstoodto set pricesthat reflect thereal valueof aproduct
or service. Thefirst objectiveof measuring valueistodefinethevaluecreation
systemandthefour or fivevaluedriversthat account for themajority of the
valuecreated for customers(2002).

Thisstudy isaninitial exploratory attempt to understand theval uecreation
system and value drivers of IS certification on HR professionals’ hiring
decisions.

Problem and Purpose

Whiletheperspectivesof I T professionalsand I T managershavebeen studied
in the past, there has been no research on the perspective of the HR
professionalstoward I T certification. The purpose of the present study isto
exploretheperspectiveof theHR professional toward I T certification. The
following objectivesweremotivated fromtheliteraturereview andformul ated
toaccomplishthe purposeof thisstudy:

1. Determinethevalueof IT certificationto HR professionalsrelativeto
formal educationand experienceinthehiringdecisionfor I T profession-
als.

2. Determinethe organizational benefitsof acertified I T staff from the
perspectiveof HR professionals.

3. Determinetheemployeebenefitsof I T certificationfromthe perspective
of HR professionals.

4. Determinetherelativecredibility of I T certificationascomparedtoother
certificationsinbusinessandindustry fromtheperspectiveof HR profes-
sonals.

5. Determinewhether HR professional sprefer theory-based education or
application-based education, and whether certification should be part of
aninformationsystemscurriculum.
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M ethodology

Duetotheexploratory natureof thisstudy, theperceptionsof HR professionals
weresolicitedwith asurvey instrument (see Appendix A) that wasgivento
membersfromlocal chaptersof the Soci ety for Human Resource M anagement
(SHRM) inNorth Carolina. Partsof thissurvey reflect thedesign of portions
of theCompTIA survey sothat thedatagenerated by HR professionalscanbe
compared to data generated by IT managers and certified professionals
(CompTIA, 2001).

Presentation and Discussion

Surveyswere collect by the presidents of six local North CarolinaSHRM
chaptersat amonthly meeting. Based ontheindicationsof thepresidentsand
theresearchers’ presenceat several of thesemeetings, itisestimated that the
responserateisinexcessof 30%. Fromthesemeetings, 101 usableresponses
wereobtained from SHRM members. Inthissection, demographic datawill
first bepresented. Theresultswill thenbepresentedin order of theresearch
guestionsanswered.

Table 1: Descriptive Statistics for Demographic Data

Statistic
Demographics N M SD Min.  Max.
Number of full-time 93 4,178.89 15,249.92 4 85,000
employees currently in
organization
Yearsserved asaHR 95 12.13 8.35 0 33
professional
Yearsserved inaHR 94 8.64 8.10 0 32
management position
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Demographics

Todetermineorgani zational and respondent characteristics, respondentswere
askedtodisclosethenumber of yearsserved asan HR professional and asan
HR manager, thenumber of full-timeempl oyeesintheir organization, andtheir
organizational affiliations. Table1showsthat theaverageHR professional has
served asan HR professional for about 12 yearsand asan HR manager for
about 9years, and currently worksinamedium-sized organization (therange
valuesand standard deviation suggest significant skewingisdistorting the
averageemployee’ sdata). Figure 1 reveal sthat approximately 73% of theHR
professionals(i.e., all but“others”) participatinginthisstudy areinmanagerial
positionsand thusintimately involvedinthehiring of new personnel (for ease
of reference, all respondentsarenow referredtoasHR professionals). This
finding strengthensthemeaningful nessof theHR perceptionsthat underpinthe
subsequent analysisof each of thisstudy’ sfiveobjectives.

Figure 1. Job Title

Human Relations
Manager
5%

HR Recruiting

Manager

7%

HR Manager
32%

Other HR
27%

Director/Officer of
Human Resources
29%
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Discussion of Research Objectives

Objectivel: Determinethevalueof I T certificationtotheHR professional
relativetoformal educationand experienceinthehiringdecisionforan|T
professional.

Objective 1 wasmeasured by aset of three scenario questions. Respondents
wereaskedtoindicatetherel ativepercentagewel ghts(summingto 100%) that
they would assignto education, certification, and experiencewhenmakinga
hiring decisionineachof thefollowing scenario contexts(thescenarioordering
hasbeen changedrel ativetothesurvey tofacilitatediscussion):

1) *“Scenariol: Candidatehasnodegreebut several yearsof experience.”

2) “Scenario2: Candidate hasan Associates DegreefromaCommunity
College/Vo-Tech.”

3) “Scenario3: CandidatehasaBachelor’ sDegreefromaUniversity.”

AsshowninFigure2, HR professionals, on average, placeabout 16% of the
relativeweight of their hiring decisionsfor no-degree candidateson education,
apparently establishing the lack of a degree as something that has to be

Figure 2: Relative Weights Used by HR Manager in Hiring Decision for
Hiring an ISProfessional

60.00 5569
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1 Experience
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Log. (Certification)
— — Log. (Education)

40.00

30.00

20.00 -

Mean Relative Weight

10.00 +

0.00 -

No Degree

Associates Degree Bachelors Degree

Scenario 1 Scenario 2 Scenario 3

Copyright © 2004, Idea Group Inc. Copying or distributing in print or electronic forms without written
permission of ldea Group Inc. is prohibited.



An Exploration of the Value of IS Certification 219

explained, compensatedfor, or replaced by significant experienceand mean-
ingful certification. Inmoving to the case of candidateswith an Associates
Degree, HR professional snearly doubled therel ativewei ght associated with
education. Clearly, having some sort of degree establishes an important
milestoneinthemindsof HR professional sfacedwithahiringdecision. Please
notethat theincreaseintherel ativeweight of educationissubsidizedlargely by
adecreasing emphasisonwork experience. Asapractical matter, thisstudy
doesnot allow usto say how much experience placesan AssociatesDegree
candidate on par with the “many years of experience” of the no-degree
candidate. However, it appearsthat rel evant experienceishighly valued and
thatittakesrelatively lessexperienceto placean AssociatesDegreecandidate
on par withano-degree candidate.

In the case of aBachelor’s Degree candidate, HR professionals strike an
interesting bal ance between educationand experience, and draw nearly equally
upon certificationand experienceto strikethat balance. Thecontinued strong
presence of each of these components suggests that they are imperfect
substitutesfor each other. That is, each component exertsitsown positive
influenceonthe perception formation of HR professionals. Thelog curves
indicatethat eachtradeoff component experiencesdiminishingmarginal returns
in moving from the no-degree scenario to the Bachelor’ sDegree scenario,
suggesting theobviousoutcomeof thedesirability of thebalanced candidate.
Thatis, thereappearstobeajoint or hal o effect associated withhavingall three
componentsadequately represented. Given theprogression of educational
achievement from no degreetoafour-year Bachelor’ sDegree, it appearsthat
adequate education meansafour-year degree. Unfortunately, however, this
study doesnot allow usto definewhat adequateisfor purposesof how much
or what typeof “in-field” work experience, or how many or which certifica-
tions.

Wenotetherel ativeflatnessof thecertification curve, theflattest of thethree
curves. Althoughtheweight givento certification doesdiminish aseducation
level increases, itisslight when compared to thedecreased weight givento
experience. Education and experiencemay besubstitutesfor each other toa
point. Theflat certification curvesuggeststhat certificationisauniquepart of
thehiringmix not substitutableby educationor experience. Theflat certification
curvefurther suggeststhat certificationistheleast vulnerableto diminishing
marginal returnsand thusthebestinvestment alternative, givenaBachelor’ s
Degree and adequate relevant experience, for becoming amoredesirable,
balanced job candidate.
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Althoughmoreresearchisneeded, the education-certification-experience
dimensionsmay operationalizeastheoretical breadth, technical depth, and
practical application.

Objective2: Determinetheorgani zational benefitsof acertified I T staff from
the perspectiveof theHR professional.

Objective 2 was measured by a set of nine benefit factors drawn from the
survey usedin CompTIA’s2001 Training and Certification Study (CompTIA,
2001). A tenthfactor, ethical conduct, wasadded on an experimental basisto
seetowhat extent HR professional spercel vethat certification enhancesethical
behavior, and thustheextent towhich | Scan be perceived asbeing moreof a
profession. Figure 3 discloses those factors along with HR professionals
corresponding perceptions. Ingeneral, HR professional sfelt that certification
providestheir organizationswithat |east“ somebenefit” for each of thefactors.
HR professional s al so perceived substantial (substantial was selected asa
modifier tocommunicatethenotionthat al of thefindingsarenoticeably beyond
the” somebenefit, i.e., “5” demarcation) organi zational certification benefits
arisingfromenhanced | T staff credibility (5.61); enhanced competitiveadvan-
tage(5.24); level of service(5.23); consistency of serviceprovided (5.22);

Figure 3. HR s Perceived Organizational Benefits of Certified Staff

Ethical conduct ‘ ‘ ‘ |4.<%9
Consistency ‘ ‘ ‘ ]15.22
Credibility | ‘ ‘ ‘ ‘ ]5.61
Ability to sell a bigger/broader solution | ‘ ‘ ‘ ‘ 5.03
Lower costs ‘ ‘ ‘ 14.39
Helps attract/retain staff ‘ ‘ ‘ |5.10
Access to vendor info/support ‘ ‘ ‘ |#.91
Higher lewvel of senice | ‘ ‘ ‘ 15.23
Competitive advantage ‘ ‘ ‘ ‘ |5.24
Increased productivity 1 1 1 14.92
No Béneﬁt 2 3 Someleeneﬁt ° Hig%ly Benefici7al
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higher, improved ability to attract and retain staff (5.10); and ability to sell
bigger/broader solution (5.03). Withregardto ethical conduct, a* benefit”
scoreof 4.69 suggeststhat HR professional sperceivecertificationasoffering
some benefit in regards to employee ethical conduct. It may be that HR
professional sperceivethat certification activatesadherencetoanimplicit code
of ethicsand thusaccommodatesthe perceptionthat thel Sprofessiontakes
onmore* profession-like” characteristics. Explicit certification-related sanc-
tionsfor unethical behavior would likely strengthen these ethical-conduct
findings.

Objective 3: Determinetheemployeebenefitsof IT certificationfromthe
perspectiveof theHR professional.

Objective 3 was measured by a set of nine benefit factors drawn from
CompTIA’s2001 Trainingand Certification Study (CompTIA, 2001). Figure
4 disclosesthosefactorsalongwithHR professionals’ corresponding percep-
tions. Ingeneral, HR professional sfelt that certificationwould providetheir
employeeswithat |east“ somebenefit” for each of thefactors. HR professionals
alsoperceived substantial (aspreviously operationalized) employeecertifica-
tionbenefitsarisingfromtheir enhanced credibility (5.65), preparationfor new
positionwithinthecurrent organization (5.51), compensation (5.36), mobility

Figure 4. HR’ s perceived employee benefits of certification

Access priority support

Job requirement 5.00

Prepare for certification test |5.18

Increase credibility |5.65

Switch jobs 15.23

Prepare for a new position |5.51

Job security |14.85

Increase Productivity 4.99

Increase Compensation 15.36

I
|
|
|
|
|
|
|
|
1
2

1 4 ) 6 7
No Benefit Some Benefit Highly Beneficial
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(5.23), preparing for other certification tests (5.18), and meeting a job
requirement (5.00).

Objective4: Determinetherelativecredibility of I T certificationascompared
toother certificationsinbusinessandindustry fromthe perspectiveof the
HRprofessional.

Obj ective4 wasexamined with threequestionsthat compared thecredibility
of IT certificationto Accounting, Human Resource, and other industry certifi-
cations(e.g., CFP, Series7, APICS, etc.). Figure5revealsthat HR profes-
sionalsview I T certificationashaving slightly morecredibility thanthosefrom
“other” industry certificationsand their own HR certifications, and roughly
equal credibility withthe Accounting profession’ sCPA certification. This
findingisconsistent withthefindingsassociated with prior objectives, reflects
HRprofessionas' perceptionsthat certificationhel psorganizations(if certified
employees stay) and employeesthat certify, and thus makes ameaningful
contributiontotheperceptionthat information systemsisaprofession.

Figure 5: IS Certification Credibility, Compared to Other Certifications

Other Industry Cert (CFP,

Series 7, APICS) 4.30

HR Cert (PHR/SPHR) 4.29
Accounting Cert (CPA) 3.96
1 2 3 4 5 6 7
Less Credible Equally Credible More Credible
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Objective5: Determinewhether HR professional sprefer theory-based edu-
cationor application-based education, and whether certification should
bepart of an|Scurriculum.

Objective5waseval uated by asking respondentsto statetheextent towhich
they agreed withtwo statements:

1) “ABachelor’ sDegreecurriculuminlnformation Systemsthat produces
breadth of knowledge(i.e., atheoretical foundation) ismoreval uablethan
aBachelor’ scurriculumthat producesdepth of knowledge(i.e., technical
or appliedskills).”

2) “Certification coursesshouldbepart of theBachel or’ sDegreecurricu-
lum.”

AsnotedinFigure6, HR professional swerevery nearly neutral (i.e., 4.15) with
regard to Question 1, suggesting that there ought to be abalance between
theoretical and technical and applied componentsin IS curriculums. With
regardto Question 2, HR professionals’ 5.18 metric (i.e., somewhat agree)
seemstoindicatethat certification may beameaningful way of introducing
depthtothecurriculumandthusstriking that bal ance.

Figure 6: Certificationin a Four-Year Degree Program

Breadth over Depth 4.15
Cert part of BSin IS 5.18
1 2 3 4 5 6 7
Strongly Disagree Neutral Strongly Agree
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Conclusion

Thisexploratory study yieldsanumber of interestinginsightsintoHR profes-
sionals' information systemscertification perceptionsand theimplications
thoseperceptionshavefor | Scurriculums. Based onthefindingsof thisstudy,
wecan concludethat certification, education, and experienceareimperfect
substitutes for each other. Thus, each component exerts its own unique,
positiveinfluenceonHR professionals' perceptionformation. Inaddition, there
seemsto beajoint or hal o effect conferred upon abalanced candidate. The
relativewel ghtsof thethreedimensionsinan HR professional’ shiringdecision
for ajob candidatewithaBachel or’ sDegree seemsto be40% education, 20%
certification, and 40% experience, with education and experiencereceiving
approximately equal weights, and certification receiving half of theweight of
educationor experience. Inlight of their neutrality towardsthetask of declaring
either atheory-based or atechnical/application-based I S curriculum most
desirable, HR professionals seem to be suggesting that there ought to be a
bal ance between theoretical and technical and applied componentsin IS
curriculums.

Wecanal soconcludethat HR professional sarewilling to associ ate substantial
positiveorganizationa benefitswith certification, specifically: enhanced I T staff
credibility, competitiveadvantage, level of service, and consistency of service
provided. HR professional sal so associ ate substantial empl oyeebenefitswith
certifications, specifically: enhanced credibility, preparationfor new position
withinthecurrent organization, compensation, mobility, preparing for other
certificationtests, and meeting ajob requirement. Finally, HR professionals
view I T certification ashaving about thesamelevel of credibility ascertifica-
tionsfrom other businessserviceareas.

Futur e Resear ch

Exploratory researchisvaluable as apreliminary procedure for construct
definition and hypothesisdevel opment. Thisstudy, asaninitial exploratory
attempt to understand the value creation system and value drivers of IS
certificationonHR professionals' hiringdecisions, hasfoundvalueasthefirst
stepinconstructingtheconceptual framework for futureresearchonthevalue
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Figure 7: Framework for Future Research

Education
1. No Degree

40%

2. Associates Degree
3. Bachelor's Degree
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HR Manager’'s
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4. Consistency of Staff's Service
5

Vendor Neutral vs Proprietary

40%

Experience

of IS certifications. A next step isto develop and test hypotheses using a
measurabl econstruct such ascustomer willingnessto pursue(WTP), asseen
inFigure?. Theuseof willingnessto pursue, in placeof thewillingnessto pay
construct, isusedinthismodel because of theHR professional’ sgatekeeper
roleintheprocess. Oncethe HR professional hasdeterminedthemeritsof the
individual applicant, theapplicant will be pursued viaother organizational
means.

Additional research possibilitiesincludelooking astheinfluenceof aMaster’ s
Degree and internships upon the value of IS certification, the influence of
outsourcing either theHR or thel Sfunction onthevalueof certification, and
theinfluenceof HR professional educationinreferencetothedifferinglevels
andtypeof | Scertificationsonthevalueof certification.

Endnote

*  Anearlydraft of this chapter was presented at the Americas Confer-
ence on Information Systems, AMCIS, Dallas, Texas, August 2002.
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Appendix A: The Survey

Information S U RV E Y

Systems
Certification

This survey is part of a study concerning the benefits of information systems (IS) certification and the implications
those benefits have for curriculum design. Please respond to all applicable questions. Your individual responses
will be completely anonymous, treated confidentially, and used in summary form only. Thank you for your
support.

Balancing Trade-offsin the Hiring of an Information
Systems Professional

For questions1through 3, pleaseindicatetherel ativeweightsthat youwould
usetomakeahiringdecisionforanlSprofessional:

1. Scenario 1: Candidate hasan Associates DegreefromaCommunity College/Vo-Tech
Education % + Certification % + Experience % =100%

2. Scenario 2: Candidate has aBachelor’ sDegree from aUniversity
Education % + Certification % + Experience % =100%

3. Scenario 3: Candidate has no degree but several years of experience.

Education % + Certification % + Experience % =100%
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Organizational Benefits of Certified Staff

For questions 1 through 10, pleaseindicatetheextent towhichyoufeel each
of thedesignateditemsisan or ganizational benefit of certificationusingthe
followingscae:

No Some Highly

Benefit Benefit Beneficial
1. Increased productivity/tasks completed qUICKET. ............coceciriiiiiiniiiiieciee, 1 2 3 4 5 6 7
2. COMPELItiVe @dVANTAGE. .......iiiiiiiiiiiiie it 1 2 3 4 5 6 7
3. Higher level 0f SEIVICE. ..........ccooiiiiiiiiiii s 1 2 3 4 5 6 7
4. Access to vendor information/SUPPOIL. ..........c.ccviiiiiiiiiiin i 1 2 3 4 5 6 7
5. Helps attract/retain staff. ..........ccccooiiiiiiiiicii e 1 2 3 4 5 6 7
6. LOWET COSES. ...ouuiiiiiieiiiiiic it 1 2 3 4 5 6 7
7. Ability to sell a bigger/broader solUtioN...............ccocoviiiiiiiiiiii s 1 2 3 4 5 6 7
8. Credibility. ......cccoiiiiiiii i 1 2 3 4 5 6 7
9. CONSISTENCY.....cviiiiiiiiic i e 1 2 3 4 5 6 7

10. Ethical conduct

Employee Benefits of Certification

For questions 1through 9, pleaseindicatetheextent towhichyoufeel each of
thedesignateditemsisan employeebenefit of certificationusingthefollowing
scae:

No Some Highly

Benefit Benefit Beneficial
1. InCrease COMPENSALION. ........cucviiiiiiiieiieieiie e 1 2 3 4 5 6 7
2. INCrease ProdUCHIVILY. .......c.oieeiiiiieieci s e 1 2 3 4 5 6 7
3. J0D SECUMLY. ..ttt bbb 1 2 3 4 5 6 7
4. Prepare for a new position/responsibility..............ccoceiiiiiiniiini i 1 2 3 4 5 6 7
5. SWILCH JODS. ...uiiiiiiiiiii 1 2 3 4 5 6 7
6. Increase Credibility. ... 1 2 3 4 5 6 7
7. Prepare for certification test. ............ccccviiiiiiiiiiii 1 2 3 4 5 6 7

8. Job requirement

9. ACCESS PrIONLY SUPPOIL. ...cuviiiiiiiiiiie ittt et 1 2 3 4 5 6 7
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Certification Credibility

For questions 1 through 3, please indicate the extent to which you feel
information systemscertification hascomparabl ecredibility tothedesignated
certificationsusingthefollowingscae:

Less Equally More
Credible Credible Credible
1. Accounting certifications: ex. CPA (Certified Public Accountant). ............c...c....... 1 2 3 4 5 6 7

2. HR certifications: ex. PHR/SPHR (Senior/Professional in Human Resources).... 1 2 3 4 5 6 7

3. Other industry certifications (CFP, Series 7, APICS, efC.).........ccccceciiiiiiiinininens 1 2 3 4 5 6 7

Certification in a Four-Year Degree Program

For questions1and 2, pleaseindicatetheextent towhichyouarein agreement
withtheindicated propositionusingthefollowing scale:

Strongly Neutral Strongly
Disagree Agree
1. Certification courses should be part of the Bachelor's Degree curriculum in
INfOrMALION SYStEMS ... .ottt e e e e e 1 2 3 4 5 6 7
2. A Bachelor’s Degree curriculum in Information Systems that produces breadth
of knowledge (i.e., a theoretical foundation) is more valuable than a
Bachelor's curriculum that produces depth of knowledge (i.e., technical or
applied
SKIlIS) ittt e 1 2 3 4 5 6 7
Comments

Pleaseprovideany commentsthat youfeel would behel pful tothisstudy.
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Background | nfor mation

1. How many yearshaveyou served asahuman resourcesprofessional ?
Y ears

2. How many years have you served in ahuman resources management
position? Years

3. Whatisyour currentjobtitle?
4. How many full-timeemployeescurrently work inyour organization?

Employees
5. Whichof thefollowing best describesyour organization’ sprimary busi-
nessactivity?
O Agriculture/Mining/Construction O Information Systems O Trade & Retail O Transportation & Public Util
O Nondurable Manufacturing O Government O Health Care O Other
O Durable Manufacturing O Finance, Insurance, Real Estate [ Services
Thank You for your time and assistance! O Please check the box if you would like a summary of this

study and then fill out the personal information table below.

Personal Information (please fill this section out only if you would like a summary of this study):

Name:

Address:
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