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Overview



WORLD IT PROJECT  
GLOBAL DESIGN

First global study of IT workers  

• 37 countries, cross-sector, cross-industry 
• 161 item online survey 

Goal: global view of the major IS issues.  

• Focuses on the organisational, technological, and individual issues of IT employees across the world and relates them to cultural and organisational factors. 
• Response to a bias in IS research towards American and Western views.  

Team:  

• NZ: Country lead: Dr Jocelyn Cranefield, Dr. Mary Ellen Gordon (Analysis leader), Dr Gillian Oliver (Victoria University/Monash University),  
       Zlatko Kovacic (Open Polytechnic); Flora Lu  (Research assistant) 

• Core global: Jaideep Ghosh (Shiv Nadar University, India), Tim Jacks (Southern Illinois State University Edwardsville, USA), Prashant Palvia (The University of 
North Carolina at Greensboro, USA), Aykut Hamit Turan (Sakarya University, Turkey), Alexander Serenko (Lakehead University, Canada)
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Global requirements 

• IT worker = those who work with IT for 50% or more of their time 
• Workers from organisations with 10 or more IT workers (no SMEs) 

• 90% of NZ enterprises have fewer than 20 employees, but 71% of employees work for organisations with more than 20 
employees.  

• The total IT workforce in NZ was estimated at 46,000 -54,000  in 2013 (Immigration NZ, 2015; Statistics NZ, 2013). 
• Anonymous survey (161 items) 

NZ context 

• Conducted in NZ  from August - December 2016 
• CIOs were invited to share link to survey with their staff (50 organisations across NZ) 
• Sampling aimed for representation across NZ industry sectors and regions  
• Completed NZ responses only analysed 

NEW ZEALAND  
METHODOLOGY AND CONTEXT



NZ SURVEY PARTICIPANT  
DEMOGRAPHICS

516 responses completed responses 

17% in management; 83% in non-management roles 

72% Male; 28% Female 

55% born in NZ / 45% born overseas (from 45 countries) 

63% had Bachelor’s degrees or higher 

32% had 10 – 19 years IT experience  

61% had 20+ years work experience 

23% had experienced redundancy
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Environment
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• Environmental turbulence* was measured by considering four aspects 
of change: speed, newness, predictability and complexity.  

• Individual respondents rated the each aspect of change on a five point 
scale ranging from not at all to extremely fast, new, (un)predictable, and 
complex.  

• As shown in the preceding chart, overall the speed, newness, and 
predictability of change were perceived to be relatively moderate, but 
more than half of respondents (51%) described the change faced by 
their organisation as being complex or extremely complex. 

* The measure of environmental turbulence used in this research was described in: Johannesson, J., & Palona, I. (2010). Environmental turbulence 
and the success of a firm's intelligence strategy: development of research instruments. International Journal of Management, 27(3), 448.



1

2

3

4

5

Speed of change* Complexity of change Newness of change* Predictability of change

3.03.1

3.4

2.9
3.2

3.3

3.7

3.2
3.03.0

3.5

2.7
2.92.9

3.5

2.4

Government Education Financial Other

AVERAGE RATINGS BY SECTOR FOR: 
ENVIRONMENTAL TURBULENCE

* Differences between sectors are statistically significant.

Most  
Turbulent

Least  
Turbulent



• The previous slide shows average ratings for each aspect of change by 
industry sector.  

• Complexity of change was rated as the most significant aspect of 
environmental turbulence overall by all industry sectors.  

• On average, people working in financial services rated the speed and newness 
of change as significantly greater than those working on other sectors.   

• On average, people working in governmental organisations rated the speed of 
change as significantly lower than those working in other sectors. 

* The measure of environmental turbulence used in this research was described in: Johannesson, J., & Palona, I. (2010). Environmental turbulence 
and the success of a firm's intelligence strategy: development of research instruments. International Journal of Management, 27(3), 448.



Organisation



1. IT reliability and efficiency 

2. Security and privacy 

3. Alignment between IT and business 

4. IT cost reduction 

5. Attracting and retaining IT professionals

BASED ON AVERAGE RATINGS:  
MOST IMPORTANT IT ISSUES



• Respondents were asked to rate 13 IT issues based on 
how important they perceived them to be. This was 
done on a five point scale ranging from of no importance 
to of most importance.  

• The previous slide shows the issues that have the five 
highest average ratings. 
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• Respondents were asked to rate how fully grown and developed 
their organisations were in terms of their use of IT and IT-related 
processes.  

• This was done on a scale ranging from very low to very high maturity.  

• As shown in the previous chart, 87% of respondents rated their 
organisations’ IT maturity as at least medium. This might be because 
organisations had to have at least ten people working in IT to be 
included in the study. 



D
0%

25%

50%

75%

100%

Government / public Education Financial institutions Other

10%
19%16%

7%

26%

39%
34%

28%

48%

35%
42%

48%

15%4%7%
13%

1%3%2%4%

Very low
Low
Medium
High
Very high

ORGANISATIONAL 
IT MATURITY BY SECTOR

IT Maturity



• Of the industry sectors that had enough 
responses for comparison, on average, those 
working in financial services rated their 
organisations as having greater IT maturity 
and those working in government perceived 
their organisations as having the least IT 
maturity. 
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• Participants were shown four competitive strategies and asked which most closely matches that of their 
organisation. The types were: 

• Type 1 (corresponds to prospector in the previous chart): My organization is highly innovative, and is constantly 
seeking out new markets and new opportunities and is oriented toward growth and risk taking.  

• Type 2 (corresponds to defender in the previous chart): My organization concentrates on protecting its current 
markets, maintaining stable growth, and serving its current customers.  

• Type 3 (corresponds to analyser in the previous chart): My organization both maintains market share and seeks to 
be innovative, although usually not as innovative as Type 1 above.   

• ︎Type 4 (corresponds to reactor in the previous chart): My organization has no consistent strategic approach; it 
drifts with environmental events, reacting to but failing to anticipate or influence those events.  

• As shown in the previous slide, the analyser strategy was the one that was most frequently cited by survey 
respondents as the one that mostly closely matches that of their organisation.  

* The measure of competitive strategy used in this research comes from: Miles, R. E., Snow, C. C., Meyer, A. D., & Coleman Jr, H. J. (1978). 
Organizational strategy, structure, and process. Academy of management review, 3(3), 546-562.
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• Compared to those working in other industry 
sectors, respondents working in financial 
services were more likely to say that their 
organisations follow Analyser strategies; whereas 
those working in government organisations were 
more likely to say that the Reactor or Defender 
strategy best matched that of their organisation. 
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• There was a relationship between competitive 
strategy and IT maturity.  

• Organisations practicing Prospector strategies 
were disproportionately likely to have very high IT 
maturity, while those practicing Reactor strategies 
were disproportionately likely to have medium or 
lower IT maturity. 
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• Participants were shown four descriptions of organisational culture* and asked which most closely matches that of 
their organisation. The cultures were: 

• Type1 (Matches Advocacy culture in the previous slide): My organization is a very dynamic and entrepreneurial 
place. Employees are willing to take risks.  

• Type 2 (Matches Clan culture in the previous slide): My organization is a very personal place, like an extended 
family. Employees seem to share a lot of themselves.  

• ︎Type 3 (Matches Hierarchical culture in the previous slide): My organization is a very formalized and structured 
place. Established procedures generally govern what employees do.  

• Type 4 (Matches Market culture in the previous slide): My organization is very production oriented. A major 
concern is with getting the job done, without much personal involvement.  

• As shown in the previous slide, Clan and Hierarchical cultures were the two most commonly mentioned by survey 
respondents. 

* The measure of organisational culture used in this research is derived from: Quinn, R. E., & Rohrbaugh, J. (1983). A spatial model of effectiveness 
criteria: Towards a competing values approach to organizational analysis. Management science, 29(3), 363-377.
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* Differences are statistically significant.
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• The link between organisational culture and 
IT Maturity was weaker than might be 
expected; there were some organisations 
with each type of culture with high or very 
high IT maturity.

* The measure of organisational culture used in this research is derived from: Quinn, R. E., & Rohrbaugh, J. (1983). A spatial model of effectiveness 
criteria: Towards a competing values approach to organizational analysis. Management science, 29(3), 363-377.
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In general, I like working here

In my opinion, I do a good job

I feel I’m making an effective contribution to what this organisation does
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Average satisfaction is higher for people working in 
educational institutions, and lower for those working in 
government or public sector organisations*. 

On average, agreement among those working in 
educational and financial organisations is even stronger 
than for those working in other sectors*. 
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I will be with this organisation one year from now

 I will be with this organisation five years from now
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those working in government organisations*. 
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