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Summary 
Competence Portals are software tools that are intended to make it easier for persons 
that have had no previous contact to find and contact each other. The portals can address 
areas ranging from finding an expert within an organisation to the marketing of the 
competence of a region or a research centre to other organisations.  

The purpose of the thesis is to examine the necessity of Competence Portals in research-
intensive organisations. Important characteristics of the information in such portals have 
been identified and used as a basis for recommendations regarding how Competence 
Portals could be designed. Furthermore, the thesis focuses on the task of finding a 
source of knowledge within an organisation.  

The study is of a general nature and is supposed to be of interest to anyone who has an 
interest in knowledge management and tools to enable easy contacts within and between 
organisations. The study includes research organisations from Sweden, Germany and 
the United Kingdom and privately owned Swedish companies. The focus is on the 
German research organisations and Swedish companies. The empirical data was 
gathered using two surveys and multiple interviews with both persons featured in a 
Competence Portal as well as prospective users. 

We have found that is uncommon to have access to tools such as Competence Portals in 
the studied groups. The tasks that a portal is meant to make easier is most often already 
solved in an efficient way or not performed frequently enough to merit a larger 
investment. Furthermore, the general opinion regarding Competence Systems in the 
studied group is very sceptical. We have therefore reached the conclusion that the 
demand for a software solution such as Competence Portals is low in the studied group. 
As a result of the little room for improvement in current work procedures and a general 
low demand we conclude that the necessity of Competence Portals is low in the studied 
group. However, Competence Portals are likely to be useful to very large or 
geographically scattered organisations.  

We have summarized our findings regarding the quality aspects of the information in 
Competence Portals in a model that illustrates the important areas to consider when 
designing a Competence Portal. The model emphasise the importance of processes for 
updating and maintaining the information in the portal.    

 



Sammanfattning 
Kompetensportaler är mjukvarubaserade verktyg som underlättar för personer utan 
tidigare kontakt att hitta och kontakta varandra. Portalerna kan användas för så vitt 
skilda syften som att hitta en expert inom en organisation eller att marknadsföra en 
regions eller forskningsinstituts kompetens till andra organisationer.  

Syftet med det här examensarbetets är att undersöka nödvändigheten av 
kompetensportaler i forskningsintensiva organisationer. Viktiga egenskaper hos 
informationen i sådana system har identifierats och använts som grund för 
rekommendationer om hur Kompetensportaler kan utformas. Examensarbetet har 
dessutom fokuserats kring uppgiften att hitta en källa till kunskap, till exempel en 
kollega, inom den egna organisationen.  

Undersökningen är av generell karaktär och ska förhoppningsvis intressera alla som är 
intresserade av knowledge management och verktyg och hjälpmedel som underlättar 
enkla kontakter inom och mellan organisationer. Undersökningen innefattar 
forskningsorganisationer från Sverige, Tyskland och England samt svenska företag. 
Slutsatserna baseras på information som samlades in genom två enkätundersökningar 
samt intervjuer med både personer som idag finns med i kompetensportaler och 
presumtiva användare av sådana portaler.  

Vi har kommit fram till att det är ovanligt att ha tillgång till verktyg som 
Kompetensportaler i den studerade gruppen. Uppgifterna som en portal är tänkt att 
underlätta löses redan på ett effektivt sätt eller utförs inte tillräckligt ofta för att 
motivera en större investering i ett stödjande system. Dessutom är den studerade 
gruppen som helhet skeptiskt inställd till kompetenssystem. Vi har således slutit oss till 
att det inte finns någon stor efterfrågan på Kompetensportaler i den studerade gruppen. 
Som en konsekvens av att det tycks finnas lite utrymme för förbättringar i nuvarande 
arbetssätt och att den generella efterfrågan är låg drar vi slutsatsen att 
Kompetensportaler inte är nödvändiga i den studerade gruppen. Vi tror dock att 
Kompetensportaler kan visa sig mycket användbara i mycket stora eller geografiskt 
utspridda organisationer.  

Vi har sammanfattat våra slutsatser angående kvalitetsaspekterna på informationen som 
presenteras i Kompetensportaler i en modell som illustrerar de områdens som är viktiga 
att ha i åtanke när man utformar en Kompetensportal. Modellen belyser vikten av att ha 
processer för att uppdatera och underhålla informationen i portalen.   
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 Introduction 

1 Introduction 
Organisations consist of several people cooperating to fulfil a common goal. As an 
organisation grows, the people within it will have an increasingly difficult time keeping 
up-to-date with all employees, their competence and even their location. At the same 
time, it is of great importance for a research organisation to work as a whole, using all 
available knowledge within the organisation, and not as several isolated units. When a 
researcher is faced with a problem that he or she cannot solve, the solution might 
already be known elsewhere. Instead of reinventing the wheel, it is better to find the 
answers to the already answered questions quickly. If this can be done in an effective 
manner, the innovation capacity of the organisation will increase. 

It has been said that that knowledge is located in the mind of people (Polanyi, 1998) and 
that the intellectual capital is the most important asset of an organisation (Edvinsson, 
1997). It is therefore important for organisations to nurture and develop the knowledge 
of the members of the organisation. To coordinate the internal knowledge is key to be 
able to exploit the full potential of all members in the organisation.  

Innovation is seen as one of the key factors in economic growth. To be able to create an 
innovation-friendly environment in an organisation it is required to know how to 
coordinate, combine and spread knowledge and competence. It is also important to be 
able to use external competence without unnecessary delay. Since knowledge resides 
inside persons, these questions regarding competence involve new contacts between 
humans. Therefore, one of the questions that organisations face is how to enable the 
owner to a problem to find and make contact with the person who has the required 
knowledge or competence to solve the problem easily. 

This thesis focus on Competence Portals, which are IT-tools intended to enable persons 
both internally and externally to find information regarding the available competences 
within an organisation. The study concerns the necessity, current usage and information 
quality of Competence Portals and is based upon two surveys and multiple interviews. 
The final conclusions include identified important areas to consider when designing a 
Competence Portal and the authors view on the demand of solutions such as 
competence portals in the studied group.  

1.1 Background 
This chapter presents the background to this thesis. The chapter follows a path from 
innovation to competence portals via competence management. The final sections of the 
introduction chapter present the purpose of the thesis and reading instructions for the 
report. 

1.1.1 Innovation 
Innovation - a word that has a positive feeling of high technology and success. But what 
is innovation? According to Rogers (1995), innovation is “An idea, practice or object 
that is perceived as new by an individual or other unit of adoption.” 

Innovations may be created both through the discovery of new knowledge and new 
combinations of old knowledge. The industry and technology of today move toward 
ever-increasing specialisation. This means that innovation demands more and more 
knowledge, knowledge that seldom resides inside one single person. Today, many of the 
more radical innovations occur between different areas of knowledge.  
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Not only can meetings between different research areas stimulate progress within the 
areas that meet – they may also generate whole new areas of research. But the increased 
specialisation within science and technology that makes research more complex also 
leads to increased difficulty for different research areas to meet.  

To be able to create an innovation-friendly environment you are required to know how 
to coordinate, combine and spread competence, do this in a fast way and to use external 
competence when necessary (Heydebreck, 2004). This should be considered a natural 
part of an innovation culture - a culture that encourages and enables innovation. The 
organisation London Innovation Exchange did an interview-based survey in 2002 based 
on 72 interviews in 26 companies. The paper was named Innovation Best practice and 
Future challenges 2003. The report identified the following points as characteristics of 
an innovation culture within an organisation: 

• Openness and honesty  
• Experimentation and the freedom to challenge  
• Acceptance of and learning from failure  
• Good and continuous communication across functions and hierarchies  
• Commitment and passion  
• Senior management that is sincere and consistent about innovation  

Good and continuous communications across functions and hierarchies is identified as 
one of several key factors for innovation. This is also a central priority within 
Knowledge management as well as within the Competence management field. These 
areas are described more thoroughly in the theoretical framework. 

1.1.2 Innovation and Competence Management 
One of the problems organisations face is how to enable the owner to a problem to find 
and make contact with the person who has the knowledge or competence required to 
solve the problem easily. We believe that the personal network is the most important 
tool to use when a person needs to find information. This is not likely to change, since 
humans are social creatures and feel a need to communicate with each other in an 
informal manner. But personal networks are by their nature confined to a limited 
number of thematic areas - the same areas of knowledge where the bearer feels at home. 
If innovation benefits from the meeting of different areas of knowledge, then something 
more than the personal network must be added to enable these meetings. One way to 
support this extended networking is through the use of Competence systems or solutions 
such as Competence Portals. The expression Competence Portal is not a widely used 
term. Similar solutions are known as white pages, expert databases and skills 
directories. 

Competence Portals are an attempt to simplify new contacts between persons who have 
no or little prior knowledge of each other. It is not a replacement for a personal network, 
but rather an extension of it. The object is to decrease the time needed to find a person 
with the needed competence and to decrease the risk of missing a vital person when 
searching for competence within a specific area.  

1.1.3 The Assignment  
This thesis was written at innoveas AG in Karlsruhe, Germany, during the fall of 2004. 
The company is a consultancy firm within knowledge and innovation management, and 
the questions studied in this thesis are to a large extent applicable to the products and 
services that innoveas AG provides.  
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Innoveas AG is a subsidiary company of inno AG specializing in knowledge 
management with focus on development and implementation of software tools for 
presenting information and knowledge structures. A typical innoveas implementation is 
a web-based Competence Portal. The goal of the portal is to enable an organisation to 
become more effective by collecting, structuring and making information regarding 
competences accessible. The Competence Portals delivered by innoveas address areas 
ranging from finding an expert within the organisation to marketing the competence of a 
region or research centre to other organisations.  

Since the portals must fit the customers’ organisation in order to be successful, the 
product offered by innoveas involves large amounts of customization. Every new 
project is based on the experience gained from the previous ones, but projects always 
differ to a certain degree. The customers are often public sector organisations such as 
research institutes or regions. 

Competence Portals are software tools that are intended to make it easier for persons to 
get in contact with each other and may be used to support knowledge management 
initiatives. There has been much research within the knowledge management field 
during recent years and many of the authors on the subject point out that knowledge 
management is not primarily about technology but about humans and the way they 
share and gain knowledge. Competence Portals and other similar solutions focus 
entirely on enabling humans to make contact with each other easily, but the 
effectiveness of these solutions is not areas that have been studied neither frequently nor 
thoroughly. We hope that this study will contribute to the knowledge management field 
by focusing on the users and the characteristics that they deem important in tools such 
as Competence Portals.   

The study is of a general nature and is supposed to be of interest to anyone who has an 
interest in knowledge management and tools to enable easy contacts between and within 
organisations. However, the collected data and the corresponding analysis is of specific 
interest to innoveas, since it may help them to improve their product offering by 
highlighting the benefits and shortcomings of such solutions. We were furthermore 
specifically asked to study quality aspects of the information stored in such portals.   

1.2 Purpose 
The purpose of this thesis is defined as follows:  

The purpose of this thesis is to examine the necessity of Competence Portals in 
research-intensive organisations. Important characteristics of the information in such 
portals will be identified and used as a basis for recommendations regarding how 
Competence Portals could be designed. 

1.3 Reading Instructions  
To help the reader navigate this thesis we here present the reader with a quick overview 
of the content in each chapter. We have also identified a number of reader groups that 
might be interested in different areas of the thesis and present a recommendation on 
chapters to read for these groups.  

Chapter 2 Theoretical Framework: In this chapter we present the underlying theories 
that we use to support our analysis. The chapter starts with a motivation to the chosen 
theories. After that, the reader will be presented with a selection of the fundamental 
theories that are applicable to the topic of this thesis. 
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Chapter 3 Research Questions: In this chapter we present the reader with a discussion 
on what questions have to be answered in order to fulfil the purpose of this thesis. The 
discussion results in a presentation and motivation of the delimitations of the thesis. 

Chapter 4 Research Methodology: This chapter describes the research methodology and 
the research process used. We use both qualitative and quantitative data, but the analysis 
is of a qualitative nature. 

Chapter 5 Descriptive Analysis: This chapter presents a summary of the data collected 
from surveys, interviews and secondary sources. It is to a large extent presented without 
deeper analysis of the material, even though some minor conclusions are included. The 
chapter also includes a short introduction to Competence Portals.  

Chapter 6 Conclusions: The conclusions consist of four parts. At first we discuss the 
necessity of Competence Portals by studying the factors time, frequency and user 
opinions. The second part addresses a number of important areas of consideration when 
creating and maintaining Competence Portals. In the third part, we present our own 
competence portal model. Finally, two additional areas of usage for competence portals 
are discussed. 

Chapter 7 Recommendations: This chapter summarizes the findings in the analysis and 
conclusions. It consists of two parts that are mapped towards the purpose of the thesis. 
In the first part conclusions regarding the necessity of competence portals are presented. 
The second part consists of design recommendations for competence portals. Finally, 
we present some interesting areas that we would like to recommend for further studies. 

Chapter 8 References: In this chapter, the reader will find the references.  

Appendix A: Appendix A contains the questionnaires from both surveys and a snapshot 
from the survey. 

Appendix B: Appendix B consists of the original question outline used for the interviews 
with people from the private group in Swedish and an English translation. It also 
includes the original question outline used for the interviews with people from the 
public group. 

Reader groups  

• Developers of Competence Portals: Should most likely start with reading the 
summary and chapter seven, recommendations. The next step should be to read 
the conclusions in chapter six and choose those areas that are the most 
interesting. If the reader is interested in data-close reading, he or she should also 
read chapter 5 Descriptive Analysis to get more information about the performed 
data collection. Finally, the developer may want to read chapter three to get an 
understanding about exactly what information can be found in the thesis. 

• People interested in knowledge management systems in general: For these 
persons it is most likely sufficient to read the conclusions and recommendations 
and top these parts with the chapters 2.1 to 2.4.  

• Cover-to-cover reader: To those people who are interested in reading the full 
version, we just want to say: Sit back and enjoy! 
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2 Theoretical Framework 
In this chapter we present the underlying theories that we use to support our analysis. 
The chapter starts with a motivation to the chosen theories. After that, the reader will be 
presented with a selection of the fundamental theories that are applicable to the topic of 
this thesis.  

To be able to understand the building blocks of Competence Portals, the theoretical 
framework describes basic concepts such as knowledge and competence. The definition 
of these words requires a detour to the concepts of data and information. The relation 
between these concepts is described with help from the data-information-knowledge 
pyramid. After establishing a basic understanding regarding these areas, the framework 
continues with Nonaka and Takeuchi’s (1995) description of how tacit and explicit 
knowledge can be transferred. This chapter was included to support the reasoning about 
how knowledge and information can be stored in a system and what kind of knowledge 
transfer that is possible in IT-systems. Based upon the definition of knowledge and how 
it can be transferred we present a short introduction to the area of knowledge 
management. We also state that Competence Portals are tools used in competence 
management, which in turn is a subgroup to knowledge management.  

The competence definition that we use is a combination of one of the definitions 
presented by Keen (1998) and one commonly found in dictionaries. We also establish 
the fact that competence is related to knowledge, but within a practical context.  

Hahn and Subramani (2000) have developed a framework for knowledge management 
support, which has its focus on two variables: the locus of knowledge and the level of a 
priori structure. We classify competence systems as a member of the subgroup defined 
by individual knowledge with structured information in their two-by-two matrix model.  

With all basic definitions in the framework in place, we are able to dive deeper into the 
area of Competence Systems (CS). The functionality, technical features and the benefits 
of such systems are described.  

The last sections list the definitions that we have chosen to use regarding concepts that 
are vital to understand when reading this report.  

2.1 Information, Knowledge and Competence 
Knowledge is a word that seems to have as many different definitions as there are 
authors on the subject. Therefore, to be able to define knowledge, it is necessary to start 
with a much more basic building block, namely, data. 

Data is objective facts from an event, such as for example the numerical values resulting 
from a measurement. Data in itself lacks meaning, in the same way that the results from 
a measurement lack value if you do not know what was measured. For example, the 
figure 4.50 is data, and can in itself not tell the reader much. Simply put, it is not 
information. 

Information can be described as data within a context. Therefore, information can have 
a purpose and a meaning, whereas data cannot. When you know that the number 4.50 
refers to the price in Euros for a pizza, the data is transformed into information. We are 
surrounded by information daily, in newspapers, books, television programmes and so 
on. Most people have a rather intuitive understanding of what information is and where 
it may be found. This is not necessary the case with knowledge.  
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One can describe knowledge as having the same relation to information as information 
has to data. That is, knowledge can be viewed as higher instance of information, with 
added context and meaning. The knowledge pyramid illustrates this view on the relation 
between data, information and knowledge.  

The information that a pizza costs 4.50 can be transformed into knowledge about 
whether the offered deal is good or not, if you know how big and how tasteful the pizza 
is compared to other pizzas in the area. In the same way, if you hand a person a text 
describing what you know on a certain issue, and that person reads it, it is still not 
certain that that person has understood what it is that you know. The person might have 
read the information - the words on the paper - and understood them, but the transfer of 
context and meaning failed.  

 

Figure 1: The knowledge pyramid 

(Pierce (2002) paper 2 p 4) 

Several different definitions of knowledge exist, and the authors do not always make a 
clear distinction between the concepts of information and knowledge (Braf 2000). 
Knapp (1998) proposes a rather straightforward definition of knowledge and states: 

“Knowledge is information in action, information mindfully applied for a specific 
purpose and/or during a specific task” (Knapp, 1998) 

This definition builds upon the concept of information, but does not address the 
situations where knowledge can be gained through other sources than information, for 
example through experience. Davenport (2000) proposes a more thorough definition of 
knowledge, referred to as a “working definition of knowledge”: 

“Knowledge is a fluid mix of framed expertise, values, contextual information and 
expert insight that provides a framework for evaluating and incorporating new 
experiences and information. It originates from and is applied in the minds of 'knowers'. 
In organisations it often becomes embedded not only in documents or repositories but 
also in organisational routines, processes, practices and norms.” (Davenport, 2000 p 5)  

By this definition, knowledge is something that resides in the minds of knowers. Even 
though it would be possible for a person to tell another person what he knows about a 
certain topic, it would be information that was transferred from one person to the other 
and not knowledge. Knowledge is therefore not something easily captured or shared.  

2.1.1 Explicit and Tacit Knowledge 
There are different kinds of knowledge and as with the definition of the word in itself, 
there exist several different ways to classify it. A common classification defines two 
types of knowledge: Explicit and tacit knowledge. Explicit knowledge is knowledge 
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that a person has and that he or she is aware of. This knowledge can be transformed into 
information, for example by writing a description of it, and then stored and shared. Tacit 
knowledge, on the other hand, is much more difficult to grasp. It refers to the personal 
knowledge that every person has and uses daily, but cannot express orally. Never the 
less, this kind of knowledge greatly influences how a person acts. Tacit knowledge is 
the knowledge that is referred to as “a gut feeling” or a “hunch”. Tacit knowledge tends 
to transfer from person to person rather than through written sources. 

 

Figure 2: Tacit and explicit knowledge transformation 

(Pierce (2002) paper 2 p 2) 

Nonaka and Takeuchi (1995) have constructed a model (see Figure 2: Tacit and explicit 
knowledge transformation) describing how tacit and explicit knowledge can be 
transformed and transferred. The squares in the matrix represent different types of 
knowledge and different ways of transferring the knowledge is written in the boxes.   

Top left, tacit-to-tacit: Tacit knowledge can be spread to others through the process of 
socialisation. This basically means that you learn things that other know by working 
with them and observing.  

Top right, tacit-to-explicit: Tacit knowledge can be captured or externalised, thus 
transforming the tacit knowledge into explicit knowledge. The capture can for instance 
be done through interviews, but the model itself does not describe a way to externalize 
tacit knowledge. 

Bottom right, explicit-to-explicit: Explicit knowledge from different sources can be 
classified and combined in new ways to form new knowledge through the process of 
combination.  

Bottom left, explicit-to-tacit: The externalised knowledge can be learned by a person 
and thus once again turned into tacit knowledge. This process is known as 
internalisation.  

2.1.2 Knowledge Management 
Knowledge management (KM) is a broad term for describing ways to, not surprisingly, 
manage knowledge. The term does not denote a technical solution, even if IT systems 
can be used successfully as a part of knowledge management. Knowledge management 
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is much more; it includes the culture, processes and tools needed to enable knowledge 
sharing within an organisation. The definition of knowledge by Davenport (2000) in 
chapter 2.1 includes knowers. If knowledge is focused around humans, then knowledge 
management must be about the management of humans. 

But exactly what is KM? Ruggles (1998) proposes eight major categories of 
knowledge-focused activities that can be used to describe what KM is:  

• Generating new knowledge 
• Accessing valuable knowledge from outside sources 
• Using accessible knowledge in decision making 
• Embedding knowledge in processes, and / or services 
• Representing knowledge in documents, databases and software 
• Facilitating knowledge growth through culture and incentives 
• Transferring existing knowledge into other parts of the organisation 
• Measuring the value of knowledge assets and / or impact of knowledge 

management 

One general goal of knowledge management is to allow organisations to reuse what is 
already known by sharing the knowledge within the organisation, thus saving time and 
money. Hansen, Nohria & Tierney (1999) has identified two different approaches in 
consultancy firms towards implementing KM: Codifying and personalisation (Braf, 
2000). The first approach aims to codify and store knowledge in databases. The 
objective is, of course, to be able to store and distribute the knowledge that exists within 
the organisation. The second approach emphasises the use of contacts and personal 
relations as a mean to share knowledge. Hansen, Nohria & Tierney (1999) recommends 
organisations to choose one of these strategies to increase the chances of a successful 
implementation.   

Part of the knowledge management community focus on transforming tacit knowledge 
into explicit knowledge, using the codifying approach. Our thesis focuses on a different 
part of the knowledge management that emphasize accessibility and sharing of 
information without the need to transform the knowledge into information. This area of 
knowledge management uses the personalisation approach to KM. 

2.1.3 Competence 
Knowledge and competence are two words often used interchangeably in daily 
conversation. However, competence is not knowledge within a specific area. 
Competence is an extension to knowledge, in the same sense that knowledge is an 
extension to information. A common definition of competence, found for example in 
Wordreference (2004), is:  

The quality of being adequately or well qualified physically and intellectually.  

Competence is therefore related to knowledge, but within a practical context. 
Competence is applied knowledge, but may also be viewed as a wider concept.  
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One way to define competence is to see it as a whole comprised of seven parts:  

• Abilities: The ability to do and to handle tools 
• Knowledge: To know relevant facts and methods  
• Experience: The practical use of knowledge 
• Contacts: The ability to create and make use of relations to other people 
• Values: The willingness to act and to share basic values  
• Coordination: The physical and psychological energy needed to perform a task 
• Leadership and resources: Motivation and physical ability 

(Keen, 1998) 

By this definition of competence, competence can be viewed as the substance within the 
black box that is often used to describe a company. Competence is what enables this 
box to transform input, for example raw material and employees time, into output such 
as products and services.  

2.1.4 Competence Management  
Competence management (CM) is a part of knowledge management. The difference 
between CM and KM is similar to the difference between competence and knowledge. 
Competence management is therefore the management of the competence available 
within an organisation. Competence is something that resides inside of humans, and 
therefore competence management is, in the same way as knowledge management is, 
about the management of humans. CM focuses on competence networking rather than 
on actually distributing the knowledge in its explicit form. 

Typical CM related tasks in companies include career planning, determination of wage 
levels, internal recruitment and training (Lindgren, 2002). It is also of great importance 
for the senior management to be able to see what competence is available to the 
company in order to fill competence gaps and plan ahead to secure strategically 
important competence for the future, and with proper CM this information should be 
easily accessible. The traditional approach to these tasks is based upon the employees 
work descriptions (Lindgren, 2002). This approach may at first seem natural, as 
competence most often is used to perform work tasks, and therefore a natural link exists 
between job position and competence. One large problem with this approach is that it 
focuses on roles rather than on people. The competence description based on a role 
describes the competence needed to perform a work task, and not what the person 
presently performing the task is capable of. 

Competence management is not a strictly defined term, but in the same way as with 
knowledge management, competence management can be defined through what 
activities are central in the field. Lindgren (2002) points out the processes described 
below as the processes directly connected to CM:  

• The development of structures and common languages for competence work 
• The planning, development, management and assessment of the competence 

level of an organisation and its employees 
• The measurements and analysis of present and future competence levels 

Competence management is way to keep track of what persons within the organisation 
knows. This is something that is done informally in most organisations. When an 
employee asks a colleague by the coffee machine about, for example, the needs of a 
specific supplier, he is in fact asking for that colleague’s knowledge. According to 
Davenport (2000) these everyday knowledge transfers are part of organisational life. 
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They are local and fragmentary. It is not very likely that the knowledge that is 
transferred is the one best suited for the employee’s needs. In some cases it is not even 
sure that you get a full understanding of the problem, because the knowledge is 
scattered in the organisation. Who can I get hold of quickly and is this person available 
to me are often the first questions asked. This method of finding knowledge is often 
considered good enough; “good enough” is in a competitive environment in fact often 
not good enough. If you are looking for the person with the deepest knowledge in a 
specific subject, other methods must be used. (Davenport, 2000) 

2.2 Knowledge Management Systems 
Knowledge management systems (KMS) are systems that support processes within 
knowledge management. Hahn and Subramani (2000) have developed a framework for 
such systems. They suggest that there are two central aspects when managing 
knowledge: the location of the knowledge and to what extent the knowledge is 
structured in a meaningful way. The locus of knowledge describes where the knowledge 
resides, that is, if the system connects the user with an artefact - such as a document - or 
directs the user to a person. The level of a priori structure describes to what extent the 
knowledge management system requires the information to be structured on beforehand. 
These two dimensions form the fundamental basis for Hahn and Subramanis’ 
framework for knowledge management support, which is visualized by the two by two 
matrix below.  

 

Figure 3: Framework for knowledge management support 

(Hahn and Subramani (2000) p 304) 

Below is a brief description of each field and also examples of systems that fits in the 
squares.   

• Top left, structured – artefact: includes KMS with a natural structure such as 
enterprise wide data or those where the KMS obliges a structure to the content. 
The systems in this cell are limited to carry information that can be efficiently 
codified. They are usually designed to capture and store documents with 
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keywords and meta-data so that it will be easy to find the demanded data with 
simple search words. Examples of such KMS are document repositories and data 
warehousing.  

• Top right, structured – individual: includes KMS where the knowledge is 
found in individuals and where the data regarding those individuals is stored in a 
priori structured way. A database of experts is a good example of such a system. 
Such systems are also known as white pages, expert directories or skills 
directories (National electronic library for health, 2003). In this thesis we refer to 
them as Competence Portals.   

• Bottom left, unstructured – artefact: includes KMS where the knowledge is 
found in artefacts and the contents do not have a priori structure. Examples of 
such systems would be Intranets and search engines. The structure of such 
systems is dynamic and can be expanded in any direction. When searching the 
systems you will use some kind of search engine that locates documents using 
full-text search. Collaborative filtering is commonly used in such systems and 
the system can recommend documents based on similar searches made by other 
users.  

• Bottom right, unstructured – individual: includes KMS that enables users to 
contact others who may have answers to their questions. The system enables 
them to do this without imposing a certain structure. Threaded discussions and 
E-mail distribution lists are good examples of such systems.  

When designing a KMS, several decisions regarding the scope of the system must be 
made. The diversity of the content in a system is not a problem in structured systems, 
as long as the indexing scheme fits the purpose of the system. In less structured systems, 
increased diversity will make it more difficult for users searching for information in a 
field unknown to them to find the sought information. In systems where the knowledge 
sources are artefacts, increasing the size of the system may have a positive effect. With 
more documents in the repository, the chance of finding the correct document increase, 
given that the indexing and search functions are properly implemented. However, this is 
not necessary true for systems where the knowledge bearers are humans. Instead, 
increased network size may increase the effort needed to find the correct person and 
decrease the incentive to participate in the network. (Hahn & Subramani, 2000) 

According to Lindgren (2000) competence systems could be considered a subgroup of 
KMS. Such systems fit the description of knowledge management support that Hahn 
and Subramani (2000) call “expertise profiles and databases”, in the top right field of 
the model described above. In the next chapter we will describe the characteristics of 
these systems in more detail. 

2.3 Competence Systems 
Since competence systems structure information regarding the competence of 
individuals, they fit into the top-right field (expertise profiles and databases) in Hahn 
and Subramanis’ model described in the previous chapter. Hahn and Subramani 
describes the benefits of such systems as follows:  

“The experts database is intended to be useful for users to locate people with specific 
skills in domains where the user has a problem to contact them for help.” (Hahn and 
Subramani, 2000, p 305) 
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However, Lindgren (2002) stresses that competence systems have some characteristics 
and applications that distinguish them from the traditional expert databases and 
employee skills databases.   

“Rather than just being developed to support expertise identification and project 
configuration in the operative daily work, competence systems are designed to support 
organizations in their efforts to manage organizational members’ competence in an 
efficient and structured way, i.e., to have the right competence, at the right place, and at 
the right time.” – (Lindgren, 2002, p39) 

These competence systems are characterized by their ability to describe and present 
measures of individuals’ competence on dimensions such as business Chinese or a 
certain type of drivers license. The typical competence system aims to provide support 
for competence development, staff allocation and competence overviews.  

Lindgren (2002) notes a misfit between the existing competence systems and the way 
that knowledge-based organisations work. The traditional approach to competence 
systems is based upon work descriptions rather than individual competence. This static 
way of describing what a person knows does not fit well with the dynamic way that 
many companies work today. 

2.3.1 Functionality 
As described in chapter 2.1.4 Competence Management, Lindgren (2000) points out the 
processes described below as processes directly connected to competence management:  

• The development of structures and common languages for competence work 
• The planning, development, management and assessment of the competence 

level of an organisation and its employees 
• The measurements and analysis of present and future competence levels 

The intended use for a competence system is according to Lindgren to help perform 
these processes in a more effective manner. The processes mainly focus on resource and 
competence gap analysis. The resource gap analysis clarifies the relation between 
available resource/competence and the particular competence demand in a certain area, 
that is – to what extent do the peoples’ competence comply with the roles they are given 
in the organisation. The management is thus able to see the difference between the 
predicted competence demand and the current supply of competence within the 
organisation. This information can then be used to plan future recruitments. 

2.3.2 Features 
A competence system could, theoretically speaking, be implemented without the use of 
computers. Such a system is not very likely however, since the computer is by far 
superior to all other present solutions when it comes to handling large amounts of 
information. This thesis focuses on computer-based implementations of Competence 
systems. 

To be able to fulfil its purpose to make the competence management processes more 
efficient a system needs to have technical functionality to perform certain tasks. 
Lindgren (2002) presents a set of features that a competence system could consist of. 
While this thesis does not aim to analyse the technical aspects of a competence system, 
it is useful to have a framework to classify different systems. This list also serves as an 
extensive example of what a competence system can be capable of, providing the reader 
of this thesis with a better understanding of what a competence system is when 
discussed in this thesis. The list is presented below.  
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• Dedicated client: The competence system is using a special client application to 
access the data.  

• Http compatible: The system is reachable from a web browser internally or 
externally. 

• Subsystems: The system has connections to other systems such as for example 
recruitment systems.  

• Competences: Implies that the system can handle competences. A competence 
is a certain skill such as language or project management skills.  

• Roles: The competence system handles roles such as the member’s assigned 
task, for example welder or project coordinator.  

• Search: The competence system has a search function that makes it possible to 
search for certain competence areas, persons or organisations.  

• Measurement: Competence measurements overviews.  
• Competence gap: Identifies differences between existing and desired 

competences. 
• Resource gap: Identifies differences between existing and desired competences 

in terms of roles.  
• Survey: Observes changes in competences over time.   
• Competence tree: Supports a hierarchical structure of competences. For 

example the system could be built by three levels, where the first two levels 
consist of different groups such as Language – English, German, Swedish and 
Programming – C++, java, Ada. The third level could then be filled with the 
different persons supplying these competences.   

• Competence grading: Enables the users to see what level the person have 
achieved in a certain competence. For example, a persons English speaking 
skills might be basic, good, or excellent.   

• Free-text: Allows the input of text into the system, such as comments and 
additional information.  

• Individual plan: Enables the individual user to express what their areas of 
interest is and what areas he or she would like to work with.  

• Competence  Course: Relates the individual plan to a course planning 
system.  

• Multilingual: Supports different languages.  
• CV-page: Support CV construction with data from the competence system.    

2.3.3 Benefits of Competence Systems 
Competence systems can be useful in several ways. A competence system may support 
a wide set of tasks, enabling the users to perform these tasks quicker or with better 
results. Tasks that may be supported by a competence system include effective staffing 
of new projects, planning future recruitment to fill competence gaps and to reach the 
correct person when in need of help outside of the personal field of knowledge. For 
example: The task of setting up a project team is a recurrent task for management in for 
example consultancy and IT- support organisations; this task is at the end of the day 
dependent upon timely and resourceful compositions of already existing competencies – 
a task that a competence system can support.  
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The people-finder functionality in a competence system has several benefits in itself 
when it is made available to everyone in the organisation. The following list is a list of 
benefits of employee skills databases such as Competence Portals. 

• The system is technologically simple and easy to create   
• The portal may help the organisation to be aware of what it knows 
• The tacit knowledge in the organisation becomes more visible  
• Great benefits may come not only during the staffing of large projects, but also 

from all the short conversations in which people ask for quick advice from each 
other 

(National electronic library for health, 2003) 

A well-used competence system may also help integrating different parts of an 
organisation, thereby improving the innovativeness of the organisation. However, it is 
important to remember that the proverbial phrase: “if we build it, they will come” does 
not apply to information technology (Davenport, 2000). The benefits of competence 
systems will only come if the users accept and use the system.   

2.4 Definitions 
This section holds clarifications to a number of key terms used in this thesis.  

2.4.1 Knowledge Definition 
Within the rest of this thesis, the word knowledge refers to the definition of knowledge 
by Davenport and Prusak (2000):  

“Knowledge is a fluid mix of framed expertise, values, contextual information and 
expert insight that provides a framework for evaluating and incorporating new 
experiences and information. It originates from and is applied in the minds of knowers. 
In organisations it often becomes embedded not only in documents or repositories but 
also in organisational routines, processes, practices and norms.” – (Davenport & 
Prusak, 2000)  

2.4.2 Competence Definition 
In this thesis we define the term competence as follows:  

Competence: The abilities a person or a group possesses that make them physically 
and/or intellectually qualified to solve problems within a specific area. 

This definition is a mixture between the one found in dictionaries and the seven parts of 
competence described by Keen (1998). 

2.4.3 Innovation Definition  
In this thesis we define the word Innovation in the same way as Rogers (1995).  

Innovation: An idea, practice or object that is perceived as new by an individual or other 
unit of adoption. 

By using this definition we accept that even small changes in the three areas idea, 
practice and object can be considered to be an innovation. This is true as long as an 
individual or one unit of adoption1 perceive it as new. It is possible to argue about what 
                                                 
1 Unit of adoption: Innovators, early adopters, early majority, late majority and laggards from the 
diffusion of innovations theory introduced by Rogers (1995)  
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the exact meaning of perceive is in this context. However, in our opinion for something 
to be called truly innovative it requires that the idea, practice or object is actually new. 
As a result, small incremental improvements of an idea, practice or object cannot be 
considered an innovation.  

2.4.4 Competence System Definition 
In this thesis we define the term Competence System the same way as Lindgren (2000).  

“Competence systems can be characterized as systems that describe and present 
measures of individuals’ competencies.” – (Lindgren, 2000)  

2.4.5 Our Definition of Competence Portals 
In this thesis we define the term Competence Portal as:  

Competence Portal: A Competence Portal is a software-based presentation of the 
competences available within an organisation with the purpose to support the 
establishment of new contacts.  
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3 Research Questions 
In this chapter we present the reader with a discussion on what questions have to be 
answered in order to fulfil the purpose of this thesis. The discussion results in a 
presentation and motivation of the delimitations of the thesis.  

3.1 Main Research Questions 
In this thesis we have chosen to study Competence Portals. The expression Competence 
Portal is not a widely used term; similar solutions are known as white pages, expert 
databases and skills directories. Competence Portals belong to the group structured 
knowledge residing in individuals from Hahn and Subramanis’ framework for 
knowledge management support. In other words, it is a type of IT-tool that enable 
persons to find and contact each other based on the competence a person holds. This 
may be done within a single organisation or between multiple organisations. The tools 
are studied from three different points of view, namely necessity, current usage and 
information quality. 

• Necessity: Is there need and demand for supportive tools for competence-related 
tasks? Are the benefits large enough to motivate the cost of maintaining the 
software? 

• Current usage: To what extent do the people in the studied organisations use 
tools to help them access and structure information about the available 
competence?  

• Information quality: What system traits and what information characteristics 
do the presumptive users of competence handling tools regard as important for 
the tool to be useful? 

3.1.1 Necessity of Competence Portals 
Good IT-tools aim to support the user in his or her work in such a way that the work 
may be carried out faster or with better results. A new tool can be useful only if there is 
room for improvement in connection to the task that the tool supports. We therefore 
wish to measure how much time is spent on such tasks that may be supported by a 
Competence Portal. As a complement, we also wish to study how researchers solve 
competence-related tasks today and to get their opinions on competence-related IT-
tools. 

3.1.2 Current Usage 
As described in the Theoretical framework, Lindgren (2002) has made a list of the 
possible technical features of a competence system. This list contains seventeen 
different factors, which makes it nearly impossible to study the almost endless set of 
possible combinations of different systems. We have therefore decided to study the 
usage of systems that distinguishes themselves by just one of the factors, namely 
competences. This factor describes whether the systems handle competence related 
information or not. Therefore, by this definition, all systems that handle competence 
related information are some sort of competence system. 

It is common to describe an organisation as a whole consisting of three levels: the 
strategic, tactical and operative levels. The strategic level handles large-scale and long-
term questions, deciding what is to be done. The tactical level manages the near future, 
planning how the objectives are to be achieved. The operational level carries out the 
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day-to-day work, hopefully realizing the plans of the higher levels. Several different 
questions related to the handling of competences exist in each of these levels. We 
believe that the persons in our target population can relate to tasks in the tactical level to 
a larger extent than the strategic and operational ones. Therefore, we have chosen to 
emphasize the tactical level in the questions.  

Listed below are the main questions on each management level that we wish to address 
in this thesis.  

Strategic level 
On this level we have decided to study one wide aspect of competence handling; the 
possibility to get an overview of the competence base in the organisation. 

• Get competence overview: It is important that the company work as a whole 
and not as separate isolated units. Useful competence missing in one part of the 
organisation might be available in another. Is it possible to easily get an 
overview of the available competences within the organisation? 

Tactical level 
The tactical level has three main questions regarding project management, internal 
recruitment and the finding of external competence.  

• Project management: Much of the work today is organised in projects. The 
competence that the persons acquired during a project as well as the results may 
be documented and stored for later use. Can old and current project information 
be found quickly and easily? 

• Internal Recruitment: When a project manager search for project participants 
for his or her research project, it is vital that the right persons can be recruited. 
The persons should not only be available, but also posses the needed 
competence and preferably also have prior experience within the area. What 
tools or means can the project manager use in order to find the desired 
researchers? 

• Find External Competence: Competences useful to a research organisation are 
not only available within that single research unit. Valuable knowledge might 
also be available within the researchers’ networks. Are there any tools available 
to the members of the organisation that can make it easier for them to find the 
correct person in a partner organisation?  

Operational level 

Finally, the task of finding internal competence was chosen to investigate how a 
common work situation is solved today.  

• Find Internal Competence: How does a member of an organisation find a 
person to answer a short question regarding a problem, when the required 
knowledge should be available within the organisation but the employee does 
not know the exact location? 

We believe that two of the tasks, to internally recruit someone and to get a competence 
overview often include the identification of internal competence. Therefore, questions 
regarding the time needed to perform these tasks were omitted in the surveys. 
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3.1.3 Information Quality 
What kind of information is it important to have in a Competence Portal and what 
characteristics must the information have in order to be of use to the users? To answer 
this question, we aim to measure the level of importance that the presumptive users put 
into a set of quality dimensions regarding the information provided by a theoretical 
Competence system. Through discussion with our supervisor, we decided on a list of 
quality aspects that are interesting when designing Competence Portals. These aspects 
are briefly explained in the list below.  

• Timeliness: We want to measure if it is important for a competence system to 
have information that is up-to-date or if it is acceptable that the newest 
information is missing.  

• Completeness: We want to measure whether or not it is considered vital that the 
competence information is complete, or if it is sufficient to get a sub-set of the 
available information.  

• Decision-relevance: We want to measure if it is of importance to find the most 
competent person in a specific competence area, or if it is enough to find anyone 
within the area of interest.  

• Verifiability: We want to measure how important it is for a competence system 
to have functions that allow the user to verify the found information, for 
example by cross references to previous projects and co-workers. 

3.2 Delimitations 
Since the focus of this thesis is on Competence Portals, other solutions to problems 
related to competence handling are not thoroughly discussed. The thesis covers 
competence handling in both public and private research-intensive organisations. The 
delimitations are a bit different in the two types of studied organisations when it comes 
to details, but in general the resemblance between them is great.  

Competence Portals and similar solutions may be used in a variety of ways. However, 
the study must be limited to a finite set of applications. We have therefore made a 
delimitation of the studied uses of Competence Portals.    

• The studied product: This study examines a set of questions regarding 
competence portals used to support the establishment of new contacts within or 
between organisations. Other uses of Competence Portals lies outside the scope 
of this study. 

Even though it would be good if all research organisations in Europe worked together in 
a somewhat homogenous way towards common goals, this is hardly a fact today. The 
way of working and the way of performing research in the different countries are far 
from similar. We have therefore made a geographic delimitation focusing on only three 
countries. The resulting geographic delimitation is described below. 

• Geographical delimitation: This study includes research organisations from 
Sweden, Germany and the United Kingdom, with focus on the German research 
organisations and privately owned Swedish companies.  

The users of a system does not, in the regular case, care about what databases are in use 
or what programming language the backbone of the structure is programmed in. 
Furthermore, it would be difficult to find people who are interested in this specific area. 
We have therefore made a delimitation regarding the technical technicality of the study, 
which is described below.  
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• Technical focus: This study focus on the use of systems that handle competence 
information from a user perspective. Technical solutions for realizing the 
desirable traits of a competence system will not be thoroughly discussed.    

To further delimit our study towards a group of people that we believe are more 
frequently performing the tasks that can be supported by a competence system, we have 
chosen to make the delimitation to concentrate our study towards this user group:  

• User group: This study will focus on researchers and people working in the 
vicinity of the R&D department. Other groups might have different views on 
favourable traits of a competence system, but these lies outside the scope of this 
thesis.   

3.3 The System under Study 
As described in section 3.2 Delimitations, the system under study consists of 
researchers from research organizations in Germany, Sweden and the United Kingdom 
and researchers or people working in the vicinity of the R&D department in Swedish 
companies. Below is a more thorough description on how we chose the target 
populations for the two surveys.  

3.3.1 First Survey Population 
The target population of the first survey is defined as, “Persons in leading positions 
with a presumed need of efficient competence management in their daily work within 
research-intensive companies in Sweden.” 

In order to reach the desired population we made a segmentation based on line of 
business, size of the company and position for the person included in the survey. We 
then made a list of companies that we wanted to be included in our segment, and tested 
our segmentation to ensure that those companies were included. The segmentation 
variables are based on the in Sweden widely used SNI-codes, which classifies 
companies according to their line of business. The following paragraph describes the 
selections we have made concerning the target population.  

Only companies in Sweden are considered as a part of the target population. To narrow 
the population we delimited the selection to lines of businesses that involves much 
research and development. The chosen categories are listed in the table below.   

SNI-code Line of business 

ESN28730  Metal wire industry 

ESN24420 Pharmaceutics 

ESN73000 Research 

ESN15512 Dairy products 

ESN15960 Beer breweries 

ESN15980 Bottled water and soda 

ESN33200 Industrial instruments 

ESN25240 Other plastics industries 

Table 1: Private survey population – line of business 

To limit the number of companies in the selection we decided that the companies 
studied must have more than 50 employees and a turnover greater then 50 million 
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Swedish kronor (Sek). Among these companies, we defined persons working as 
Development Manager, Research Manager, IT manager and Business Area Manager as 
part of the target population. Smaller companies were said to be less likely to need 
support with their competence management. The chosen roles were based upon the 
theory that these people to a larger extent than others performed the five working tasks.  

An external company provided the contact material. The selections made resulted in a 
list with 263 names at 143 different companies.  

3.3.2 Second Survey Population  
The target population of the second survey is defined as, “Persons with a presumed 
need of efficient competence management in their work within EU-funded research 
projects in Germany, Sweden or Great Britain within areas covered by the sixth 
framework programme (FP6)2.”  

To limit this group, we only targeted projects related to the following priorities within 
the sixth framework programme:  

• Life sciences, genomics and biotechnologies for health 
• Food quality and safety 
• Nanotechnologies and nanoscience, knowledge-based multifunctional materials, 

and new production processes and devices 

The project participants should be based geographically in Germany, Sweden or Great 
Britain. The persons in the target population should work, part or full time, as a 
researcher or a research network coordinator.   

The contact information was gathered through the Cordis database and from project 
pages linked to FP6. The selections above resulted in a list with 262 names.   

3.3.3 The Needed Information 
To simply ask people if they are in need of system that can handle competence related 
information is an approach that would be doomed on beforehand. A person is most 
unlikely to ask for something that he or she does not know about. Therefore, instead of 
trying to measure the necessity of a Competence Portal directly, we measure attributes 
associated with a set of processes that can be supported by such a system. Together with 
our assigner, we have defined five work tasks that can be supported by a CS. We then 
measured how often these tasks are performed and how long it usually takes to perform 
them. This gives an indication of how much time is spent in total on these types of task. 
If the time spent is large enough this could indicate that there indeed exists a need for 
competence systems in the studied organisations. As a complement to this, we also wish 
to examine the attitudes and opinions regarding such systems among its prospective 
users. 

                                                 
2 FP6: A programme funded by the European Commission that aims to contribute to the innovation in 
Europe by funding various research projects.  
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The data that needs to be gathered from the system under study is deducted from 
chapter 3.1 Main Research Questions and regards the necessity, the current usage and 
quality aspects of the information in Competence Portals. We have decided to collect 
information regarding the following areas.  

• Necessity of competence portals 
o Frequency measures: The frequency with which certain tasks are 

performed 
o Duration measures: The amount of time the studied tasks usually take 

to perform 
o Competence search: The way people search for competence 

• Current usage 
o Existence of tools: The tools that exist today to support the studied tasks 
o Usage of tools: The tools that are in use today to support the studied 

tasks 
o Opinions: Opinions regarding CM-tools 

• Information quality 
o Quality aspects: The importance of different quality aspects of the 

information provided by a system that can handle competence 
information.  

This information about our target populations provides a sound base for our analysis 
and thereby allows us to fulfil the purpose of this thesis. The data is collected by 
surveys, interviews and through secondary sources. One especially important secondary 
source is the results from a small survey previously carried out by innoveas.  

3.4 Effects of the Delimitations 
The delimitations greatly limit the possibilities to generalize the results in this thesis. 
The discussion starts from an all-European perspective, but the studied system is in fact 
only a small part of the research community in the northern parts of Europe. The results 
should therefore only be regarded as a description of how the organizations in the 
studied system handle the studied tasks, and not as a general conclusion on how 
competence–related questions are handled in research-intensive organizations all across 
Europe. The technical delimitations prevent us from making any technical design 
recommendations. Instead, we are able to focus on the information actually in the 
system. The chosen user group prevents us from examining how competence handling 
is performed in general in the organizations. 
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4 Research Methodology 
This chapter describes the research methodology and the research process used. We use 
both qualitative and quantitative data, but the analysis is of a qualitative nature. 

4.1 Research Purpose  
A study can have four purposes: explorative, descriptive, explanatory and predictive 
purpose (Lekvall, Wahlbin, 2001). This thesis is an exploratory study of the necessity of 
Competence Portals in research-intensive organisations. The objective is to provide the 
reader with an understanding of the studied product and its benefits and shortcomings. 
This task also includes a descriptive element, as the thesis aims to chart important 
characteristics of the information in Competence Portals.  

4.2 Scientific Approach  
It is common to view science as either positivistic or hermeneutic. The positivistic 
approach explains observed phenomena from an objective point of view, often 
favouring quantitative data. A straightforward application of a positivistic approach is to 
make repeated measurements during a physics experiment, thereby identifying an 
equation describing the observed process. The hermeneutic approach on the other hand, 
claims that the world in itself is subjective, and that the world therefore is different to 
each observer. From this point of view, it would make little sense to explain something 
as subjective as people’s opinions with the help of the same methods as when studying 
physical phenomena. Positivism and hermeneutics are each other’s opposites, but a mix 
of the two is often used (Lekvall, Wahlbin, 2001). Our thesis explores the opinions of a 
studied group of persons, and when we analyse the collected information we use a 
scientific approach that is strongly influenced by hermeneutic ideas. 

4.3 Research Approach 
There are two general approaches to research: inductive and deductive. A researcher 
using an inductive approach studies a system and draws general conclusions about the 
system based on the observations made. A researcher using the deductive approach 
starts in the other end of the problem, with a hypothesis about the studied system that is 
then tested by observing the system. Given the explorative nature of this thesis, the 
inductive approach is the best-suited approach as it leaves room for ideas not known on 
beforehand. As a result, no hypotheses are tested in this report. Instead, the result is a 
set of recommendations regarding suitable characteristics for the information in 
Competence Portals.  

Lekvall & Wahlbin (2001) describes two main data-collection approaches, the case 
study and the cross-section study. In a case study, one or a few objects are studied in 
detail. The cross-section study is a study that investigates a cross-section of a 
population, often with the aim of reaching general conclusions regarding the whole 
population. We will use a cross-section approach in this thesis, since this approach fit 
the explorative and descriptive purpose of the thesis well.  

Data can be of either qualitative or quantitative nature. Quantitative data is such data 
that can be expressed in numbers in a meaningful way, whereas qualitative data cannot 
(Lekvall, Wahlbin, 2001). This report relies on both qualitative and quantitative data, 
but the analysis is of a qualitative nature. 

 23



 Research Methodology 

4.4 Research Process 
This study was carried out at the consultancy firm innoveas in Karlsruhe, Germany, 
during the fall of 2004. The process used during the study is described by the picture 
below and explained in the text after the picture.  

 

Figure 4: Research process 

The process arrow represents the main processes while the boxes under the processes 
describe important sub processes. The items over the process arrows describe output 
from respective process.  

Start-up phase: During the first week of our time at innoveas, we received our 
assignment from our supervisor at the company. Later that week we met with our 
supervisor from the university and discussed how the assignment could be performed to 
ensure that it had academic value. The next step was to formulate a purpose and make a 
work plan on how we should fulfil this purpose.   

Literature study: The initial stage of the study consisted of a literature study to get a 
better understanding of competence management and innovation. We noticed early that 
the area of competence systems is not very well researched. One problem was thus to 
connect the product that innoveas make with relevant literature to support the analysis. 
We have found Hahn & Subramanis’ (2000) framework for knowledge management 
support useful, as it clearly classifies CS as a subgroup of knowledge management 
support. Another especially important reference is Rikard Lindgren's PhD thesis 
“Competence Systems” (2002).   

Survey 1: When our knowledge about the area of Competence Portals and supporting 
areas such as knowledge management had increased we created a survey. While neither 
our assigner nor the available literature could provide us with information regarding 
how often and how much people in research-intensive organisations perform tasks that 
can be supported by a tool for competence handling, we had to gather it ourselves. We 
also had access to the results from a small survey previously carried out by innoveas.  

Analysis: The information gathered from the first survey was compiled and analysed. 
The study is of an explorative nature, so we used the new information to fine-tune the 
direction of the study, further emphasising the quality aspects of information available 
in Competence Portals.   
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Survey 2: The second survey was directed towards researchers in Europe. Apart from 
changes to make the survey fit the target group better, we also added more questions 
regarding the quality aspects of the information present in the studied systems.  

Interviews: Two sets of interviews were performed; one set with persons featured in 
the first survey, and one set with persons from the second survey. The information 
collected from the surveys was used to formulate suitable questions in the interviews.  

Final Analysis: In the final analysis, the information gathered from interviews and 
surveys were analysed together with the insights gained from the literature study. Due 
to the low response frequency of the surveys, more weight was given to the information 
from the interviews than to the information from the two surveys in the analysis. 

4.5 Data Sources  
The collected primary data is based upon two surveys and multiple interviews carried 
out by the authors during the fall of 2004. 

The information we needed is described in 3.3.3 The Needed Information. We decided 
to gather the information through a literature study, surveys and interviews. The 
literature study provided us with fundamental theoretical understanding of the studied 
area. This allowed us to formulate suitable questions in the surveys and interviews. The 
information gained through the surveys and interviews together with the knowledge 
gained from the literature study provide the basis for our analysis and conclusions.  

4.5.1 Literature 
The primary source of information during the literature study was databases available 
on the Internet. Both public databases and databases that Linköping University provided 
access to were used. After we had found an interesting article, review or reference on 
the Internet we tried to find the original source to ensure a high level of trustworthiness. 
However, in some cases it was not possible to look up the original source. The 
references from the PhD thesis by Eva Braf (2000) are an example of such a case; in 
this case we have chosen to add these sources to our reference list with the notion that 
Braf interprets them. Together with the PhD thesis Competence Systems written by 
Rikard Lindgren (2002), Braf has had the most influence on our theoretical framework. 
The literature study was concentrated to the first part of the work with the thesis, but as 
suggested by Lekvall & Wahlbin (2001) we have also used written sources as 
inspiration to fine-tune the contents of the thesis at a later stage in the research process. 

4.5.2 Surveys 
Due to the low cost per answer, we chose to gather information through surveys. When 
we compared the cost for calling the same number of persons to perform phone-
interviews to the cost to send out surveys the phone-method was considerably more 
expensive (Lekvall, Wahlbin, 2001). To decrease the cost of the data collection even 
more, we decided to send the surveys via the Internet instead of using letters to 
distribute the survey.    

The questions regarding frequency have answers with an ordinal scale ranging from 
“never” to “on a daily basis”. The questions regarding what tools exist or what tool that 
is in use have a nominal scale. When using a nominal scale it is very important that the 
scale is exhaustive and that the response-alternatives are not joined so that all the 
responders are able to find their answer in the scale (Lekvall, Wahlbin, 2001). This was 
taken under strict consideration when we created the questions.  
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The surveys were designed following these steps: A first version of the questions was 
designed based on the problem breakdown of the study. A small-scale pre-study of the 
survey was then carried out with people in the target population to improve the quality 
of the measurement.  

Two different ways to send the survey to the participants were tested: As an E-mail 
attachment and as a form hosted on a separate web server. The results of the pre-study 
indicated that using a web-based form was the more suitable way to deliver the survey, 
due to the problems with saving the file locally and then attach it to an E-mail before 
sending it back. We therefore expected that more persons would respond to the survey if 
it was published on the web rather than if it was sent by E-mail. To ensure high 
compatibility with different computer systems, we used a java-based questionnaire tool 
that was available free on the Internet by the company Quask. The final version of the 
questions was then distributed among the rest of the target population. Invitations to 
participate in the survey were sent to the selected target population per E-mail. The 
questions used in the surveys can be found in appendix A.  

The two target populations for the surveys are in short defined as: 

• Private Companies: persons in leading positions with a presumed need of 
efficient competence management in their daily work within research-intensive 
companies in Sweden.  

• Public organisations: persons with a presumed need of efficient competence 
management in their work within EU-funded research projects in Germany, 
Sweden or Great Britain within areas covered by the FP6. 

The reader can find a detailed description on how the target populations were chosen in 
the chapter 3.3.1 First Survey Population and 3.3.2 Second Survey Population.  

4.5.3 Interviews 
In-depth interviews provided additional background information to the studied area. 
Two interviews were performed; a former consultant at innoveas answered our 
questions regarding competence management and innovation, and a researcher at the 
Forschungzentrum Karlsruhe answered our questions about the work processes in basic 
research. The interviews were performed in an explorative manner, leaving much room 
for additional questions during the interview. We feel that the interviews contributed 
greatly to our understanding of the studied area and they have therefore provided a 
foundation for the analysis performed later in the research process. The interviews were 
organised in a semi-structured way and lasted between one and two hours. 

A series of interviews were carried out with selected persons in the target population. 
The goal of the interviews was to gather more information about the studied system. 
The persons were selected from those who had replied to our survey, and the interviews 
were carried out by phone. The interviews were structured, with a set of specific 
questions to be asked, even if we left room for discussion where it came naturally. The 
length of the interviews varied from 15 to 45 minutes. A total of 15 phone interviews 
were made, ten towards the private industry and five interviews towards the public 
research institutes. The interviews with researchers from public organisations were 
more extensive than the ones with employees of private companies. The main question 
during the interviews regarded how a person finds the correct person to contact within 
the organisation when faced with a problem that the interviewee cannot solve him or 
herself. To provide a way to locate competence is one of the main applications of 
Competence Portals, and therefore it was of great interest for us to know how people go 
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about finding the correct persons today. The interviews performed with people from the 
public population from the survey, were all found in the Helmholtz-Experten 
Competence Portal3. The interviews with these people also included questions 
regarding the specific portal that they were represented in. Since all people who replied 
to the surveys were given the promise to be kept anonymous both regarding their own 
and their company’s identity, we decided to keep the people who we interviewed 
anonymous as well.  

Phone interviews have both advantages and disadvantages. Among the positive aspects 
of interviewing people by phone is the simplicity and accessibility – it allows the 
interviewer to reach several persons quickly and without extensive travel. Among its 
downsides is the fact that it is much more difficult to understand a person when you 
cannot meet face-to-face. This was also the reason for us to perform these interviews as 
structured interviews with a clear set of questions. The questions can be found in 
appendix B.  

4.6 Measurement Quality 
In any examination, it is of utmost importance to reduce the measurement errors to 
ensure the usefulness of the study. If you do not measure what you want to measure, the 
study is useless. Two different types of errors can occur in any examination. The first 
one comes from the studied objects, that is, if the studied persons do not represent the 
target population the inference between the target population and the people actually 
examined will be wrong. The other type of error is the one from the instrument used to 
make the measurements. If the tool is not able to measure the correct value from every 
studied unit, the risk for measurement errors will be large. The errors from the 
measurement method can be of two types, related to validity and reliability (Lekvall & 
Wahlbin, 2001).  

 

 

Figure 5: Validity and reliability 

The picture above illustrates three different sets of reliability and validity 
configurations. The triangles correspond to high reliability and high validity. The circles 

                                                 
3 Helmholtz-Experten: A publicly open Competence Portal with competences from the Helmholtz 
association. The Helmholtz association is a community of 15 scientific-technical and biological-medical 
research centres. 
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correspond to both low validity and low reliability. The diamonds correspond to low 
validity but high reliability. Of course, a good result is to focus all your measurements 
in the centre of the symbol while the centre represents the true value of what you 
attempt to measure.  

4.6.1 Validity 
Validity is a measure of how well the used measurement instrument really measures 
what you want it to measure. The problem with validity is that you cannot know on 
beforehand if the measurement method is valid or not. It is impossible to measure 
validity with totally objective methods, however there are some different more or less 
subjective methods that can give an indication if the method is valid or not (Lekvall & 
Wahlbin, 2001). To ensure high face validity, a set of people was asked to fill in the 
questionnaire and tell us what they thought the questions were aiming at. These persons 
feedback was invaluable to us, because it helped us to clear out irregularities and 
unintelligible questions from the questionnaires. To further increase the validity of the 
surveys, we used control-questions where the analysed answers proved that the 
questions were understood in a correct way. It should for example not be possible to 
answer that you use tools, when you at the same time say that you have no tools. A 
second example is that it should not be possible to know where to start searching for 
competence when you at the same time say that you have neither tools nor routines to 
perform the task in question. After analysing the collected data and found not one single 
answer that contradicts these two tests, we are very certain that these questions were 
interpreted in the way they were meant to be.   

One of the questions in our surveys could be interpreted in two different ways. The 
questions was “How long did it last take you to perform the following tasks?” with the 
following possible answers: Months or more, weeks or more, days or more, one hour to 
several hours and minutes. One of our respondents pointed out to us that it was possible 
to answer this question both using calendar time and work time. The question was 
meant to be answered using calendar time, which also was the way that the respondent 
interpreted the question. We believe that few, if any, have interpreted the question as 
referring to work time due to the fact that the possible answers included months or 
more.   

4.6.2 Reliability 
Reliability is a measure on how good the measurement method is to resist irregularities 
in the interview situation. If a value is measured at different times and the measured 
value is nearly the same at all times, the method is said to have high reliability. If the 
results fluctuate between measurements, it is probable that the method has low 
reliability. (Lekvall & Wahlbin, 2001) 

Lekvall & Wahlbin claims that low reliability in general is an indication of a poorly 
defined measurement method. We have tried to standardize the measurement process as 
much as possible. We spent much time to find the original source to all information 
gathered in the literature study, since we believe that this increases the reliability of the 
literature study. Therefore, the probability that we have used a wrongly or 
misinterpreted author as reference in the thesis is low.  

The phone interviews were semi-structured, with a clear set of pre-defined questions but 
not without room for additional discussion. The questions can be found in appendix B. 
During the phone interviews, the one who was not talking listened to the conversation, 
and directly afterwards we discussed if the interview followed the pattern that we had 
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decided to follow. By doing this, we increased the reliability of the results from the 
interviews.  

Regarding the surveys, we performed a pre-study to ensure that all people interpreted 
the questions in the same way. The persons interviewed in the pre-study gave us 
feedback that was used to make some minor alterations to the questions. To further 
increase the reliability, we showed the questionnaire to a translator to ensure that the 
questions were written in a grammatically correct way. Showing it to her and making 
additional alterations according to her feedback lowered the risk that someone would 
interpret the question in an incorrect way because of poor English. Furthermore, the 
results of the pre-study indicated that using a web-based form was the more suitable 
way to deliver the survey, due to the problems with saving the file locally and then 
attach it to an E-mail before sending it back. The surveys was constructed to be so short 
that no one should have got tired half way through and therefore just filling out the rest 
on random. However, we did get some answers with half filled questionnaires. We 
believe that the persons who sent this kind of answers to us had not got tired of too 
many questions but rather decided that the questions were not interesting enough for 
him or her. To ensure high reliability we chose not to use these half-filled 
questionnaires in our study.   

4.7 Evaluation of the Method Used 
The data for this thesis was collected through surveys, interviews and written secondary 
sources. Some of the data is quantitative. However, the aim of the quantitative data is 
not to form the basis for generally applicable conclusions, but to indicate feasible 
theories for further investigation in interviews. Another purpose with the surveys was to 
find interesting persons to interview. Furthermore, the authors of this thesis believe that 
it is extremely difficult to measure something as subjective as attitudes towards a 
technical solution without allowing your own experiences and opinions influence the 
result.  

The method used in the surveys does not guarantee that the collected data can be used to 
draw generally applicable conclusions. The main reason for this is the low response 
frequency. Sending out questionnaires to people that you have no or little previous 
contact with lowers the response frequency greatly. By putting the free-text answers and 
interviews in focus in the analysis, we decrease the general effects of the low response 
frequency. 

Lekvall & Wahlbin (2001) recommends case studies as the method to use when 
researching an unknown area with an explorative approach. We wanted to measure the 
necessity of Competence Portals in the studied groups. However, the information 
gathered from the population may be influenced by opinions on existing solutions. 
Therefore, the expressions Competence Portal and Competence system were not used in 
the surveys. We made this decision to reduce the impact of the populations’ prior 
opinions towards such solutions.  
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5 Descriptive Analysis 
This chapter presents a summary of the data collected from surveys, interviews and 
secondary sources. It is to a large extent presented without deeper analysis of the 
material, even though some minor conclusions are included. The chapter also includes 
a short introduction to Competence Portals.  

5.1 Reading instructions 
This chapter is divided into four parts - an introduction to Competence Portals, one part 
for the data gathered from the private companies, one part for the data gathered from the 
public organisations and one section presenting the results from the interviews with 
people from the Helmholtz association. The descriptive analysis regarding the private 
and public organisations is divided in the three areas necessity, current usage and 
information quality. The words private and public in the diagram descriptions indicate 
that the diagram represents data from one of the two different populations.  

Both surveys address five work tasks that are related to competence management. In 
many of the diagrams in chapter 5, we refer to these tasks. The five work tasks are:  

• To identify internal competence  
• To identify external competence 
• To find project information 
• To perform internal recruitment 
• To get an overview of the available competence 

There is a more thorough description of the tasks in the questionnaire in appendix A.  

Private Companies – Respondent Information 
28 persons have answered the survey. Their roles at work are distributed as follows: 

• 3 IS/IT Managers 
• 6 Business Area Managers 
• 2 Researcher  
• 13 R&D Managers 
• 1 Developer  
• 2 Quality Assurance  
• 1 Human Resources Manager 

Public Organisations – Respondent information  
27 persons have answered the survey. Their roles at work are distributed as follows:

• 7 Researchers 
• 17 Researchers – group leaders 
• 1 Research project manager 
• 1 MD Quality manager 
• 1 Head Technology Transfer 
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Survey Statistics 
These are the statistics and the response frequency from the two surveys.   

 Private 
Companies 

Public 
Organisations 

Invitations sent 263 262 

Number of failed deliveries 41 11 

Possible answers 222 251 

Actual answers 28 27 

Response frequency 12,6% 10,8% 

Table 2: Survey statistics 

Explanations to Key Terms 
In the survey and the following sections, we use several key expressions and phrases. 
These were not thoroughly explained in the survey but explained indirectly through 
examples. To help the reader of this thesis some of the words are explained here.  

• Internal: Refers to the studied organisation as a whole. In the survey, this was 
phrased as “within your organisation / company“. 

• External: Refers to the entities outside of the studied organisation that the 
person can have limited access to. In the survey, this was phrased as “within one 
of your organisations partners“. 

• Internally managed IT-tools: This concept was explained by the three 
examples Webpage, Intranet and internal project database. 

• Externally managed IT-Tools: This concept was explained by the examples 
information services, online publications and network webpage. 

Secondary data 
Innoveas has conducted an investigation based on interviews and the collected data are 
used in this thesis. The investigation was made as a part of the implementation of a 
Competence Portal including three major Swedish universities and included university 
researchers, representatives from the biotechnology industry and university 
administrative personnel. The data collected from the administrative personnel have 
been excluded from the presentation in this chapter. Nine researchers and six company 
representatives were interviewed and as a result of the small sample size, the findings 
must be interpreted with caution. 
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5.2 Competence Portals 
A Competence Portal is a software-based representation of the competences available 
within an organisation with the purpose to support the establishment of new contacts. 
The step from a Competence system, as described by Lindgren (2002), to a Competence 
Portal can be described as both small and very large depending from what angle the 
problem is approached. In their most basic forms, both handle information about 
competences. However, when it comes to areas of use and practical functionality the 
distance between the two becomes more apparent. While the competence system has its 
core in the management of competences, the Competence Portal has its core in the field 
of structuring and making competence information accessible. According to Hahn and 
Subramanis’ (2000) model, a Competence Portal can be classified as an expert database 
or an employee skills database. 

In our definition of Competence Portals some distinguishing factors separate a 
Competence Portal from a general database. The front-end and the structure of the 
presentation of the competence information are very important. Furthermore, a 
Competence Portal should be accessible to a larger number of people than a database for 
internal use only, such as one only used by the human resources department. A 
Competence Portal can be accessible to the entire organisation or even completely 
public and published online.   

5.3 Private Companies 
In this chapter, the reader will find a presentation of the collected data from the private 
companies. The information was gathered through one survey, ten phone interviews and 
secondary data from innoveas. The survey questions and interview material can be 
found in appendixes A and B. 

5.3.1 Necessity of Competence Portals 
In this chapter, we present the collected data regarding the necessity of tools for 
competence search, along with some of the often-sceptical opinions regarding the 
necessity of such systems among the target population. We have found that out of the 
five work tasks, the search for internal competence and the search for project 
information are the most common ones. It usually takes a couple of hours or less to find 
an internal competence.  

Great Differences in Frequency for Different Tasks 

The following diagram presents the five different studied work tasks. How often the 
total population performs them is given on the horizontal axis and the number of 
answers on the vertical axis. It is quite clear that most part of the population performs 
these tasks rather sporadically. A majority of the answers are concentrated to the 
alternatives seldom and each month. However, some people perform these tasks on a 
more regular basis, either each week or even on a daily basis. As can be seen in the 
diagram, the tasks identify internal competence and find project information are the 
most common tasks.  
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Diagram 1: Private – Frequency of the studied work tasks  

The Search for Internal Competence and Project Information 

As presented in Diagram 1: Private – Frequency of the studied work tasks roughly  
30 % of the persons who answered the survey search for internal competence at least 
once each week. Furthermore, more than 60 % of the people in the survey search for 
project information more than once each month.  

People working as R&D managers or in the vicinity of the R&D department are the 
only group of people who look for internal competence on a daily basis. They are also 
under-represented in the seldom category. We believe that this indicates that they need 
to find internal competence more often than people in the other positions do.  

Quick Identification of Internal Competence 

By looking at Diagram 2: Private – Time spent on the studied work tasks, it is quite 
easy to see some somewhat simple but nevertheless interesting facts: 

• In almost 75 % of the cases, it takes a few hours or less for a person to find the 
competence he or she is looking for within the company. 

• It usually takes longer for a person to find the competence he or she is looking 
for outside of the company than within.   

• Some people spend more time than several hours searching for project 
information.  
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Diagram 2: Private – Time spent on the studied work tasks 

One business area manager at a company with less than 1000 employees describe their 
way of handling competence related information like this:  

“In terms of R&D projects, we have a structured and defined way of allocating 
resources (competences) to the projects. For doing this we have an organization called 
the ‘project office’. It is a bit trickier when it comes to everyday business such as 
finding the person to talk to regarding a certain issue within the line organization“ – 
Business Area Manager at a medical equipment manufacturing company 

As we can see, not much of the competence-related information is formalised. The 
project office has overall responsibility for staffing the R&D projects, but they cannot 
answer all questions. Instead, it depends upon the personal network of the person if he 
or she is able to solve the problem.  

The interviews conducted by innoveas shows that some functionality in a Competence 
Portal is considered more important than other. To receive an overview of the current 
research within a thematic area was considered very important to the company 
researchers. It was also interesting to be able to find other researchers for expert 
questions and discussions and results relevant to the own research. The need to find 
information to support strategic decisions for future research programmes was 
considered very low.  

Opinions towards tools used for competence search 

The general opinion towards tools used to search for competence is positive. As can be 
seen in Diagram 3: Private – Opinions regarding tools used to search for competence, 
only six people out of a possible twenty-five are negative towards tools for competence 
search. These people are evenly spread amongst the two answers Non existing and not 
necessary and Existing, but of little practical use.  
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Diagram 3: Private – Opinions regarding tools used to search for competence 

The time required to search for an outside expert is something that the respondents 
consider as a rather small problem. According to Diagram 4: Private – Opinions 
regarding the time spent to search for external competence no one of the respondents 
answered that it was a big or very big problem. This data was gathered through phone-
interviews.  

Is the time required when searching for an outside expert 
something that you consider as a problem in your work?

0

1

2

3

4

5

6

No, not at all Yes, but only in
rare cases

Yes, it is a problem Yes, it is a big
problem

Yes, it is a very big
problem

R
ep

lie
s

 
Diagram 4: Private – Opinions regarding the time spent to search for external competence 

The answers to this question were in some cases commented by the respondents and the 
tendency was that they thought that it was a part of their job, and thus not considered as 
a problem.  

“It goes with the job; it is impossible to manage your job without being able to handle 
this type of tasks.” – R&D Manager at a medical research company 

“This kind of task is something that is connected to your work. It is also the ability to 
solve this problem in an efficient way that makes the people that have been working in 
the company for a long time are most unlikely to loose their jobs.” – R&D Manager at 
an agriculture research company 
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From the phone interviews there are some general quotes that we find extra interesting 
and thus they are presented and commented here:  

“A competence system is a dream, something that is impossible to fulfil. We have tried a 
number of different systems, and all of them are good in the beginning, but after 
approximately six months, they all start to fall apart. The time required to update the 
system is much larger than the amount of time that can be saved be using it. A 
competence system is a HR-managers dream, but it does not survive the encounter with 
reality.” – Development manager at an aircraft engine development and research 
company 

This person is an R&D manager at a large development and manufacturing company 
with 22 years of experience in his company. He has seen many systems come and go 
during his years at the company and is very sceptical to the necessity of such systems.  

The following two quotes stresses that it is important to have had some previous contact 
with a person before you approach him. Many people feel the need to have at least one 
reference to a person before asking for help.  

“It is doubtful if I would use a competence system if there were one available. It could 
prove itself useful, in my case it is uncommon to look up someone, who I have had no 
earlier contact with, based on the information I would get from a competence system.”  
– R&D Manager at a company within pulp- and paper research 

“I call a colleague and ask him if he knows someone who is competent in this area. 
When I later call that person I have someone to refer to, and it makes it much easier to 
ask this person for help.” – Researcher at a pharmaceutical company  

5.3.2 Current Usage 
The collected material contains information about what tools that is currently in use at 
the studied companies. Generally speaking, we have found that it is not very common to 
have access to specific tools for the studied tasks. There are, however, tools available in 
some cases, especially when considering the task of searching for project information.  

The Availability of Tools  

One question addressed whether or not there are tools available to support the tasks 
previously mentioned. The graph below shows the availability of different classes of 
tools for each task. 
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Diagram 5: Private – The most developed tool available 

Diagram 5: Private – The most developed tool available indicates that it is more 
common not to have a tool than to have some sort of IT-application. By aggregating the 
answers into two groups, one for computer-based tools and one for non computer-based 
systems (which corresponds to the answer alternatives No, I only use my personal 
contacts and Paper-based solution) this becomes even more evident as seen in the 
following diagram.   
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Diagram 6: Private – Available tools (aggregated) 

Clearly, finding project information is more often supported by an IT-tool than other 
tasks. It is also clear that it is very uncommon to have a tool to help identify competence 
outside of the company.  

According to the people who were interviewed by innoveas, it was difficult to get 
access to competence profiles of researchers. On the other hand, to have access to this 
information was only given medium priority. 
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The Tools Currently Used 
The approach that most people use the most frequently when they want to get 
information on current projects is to consult their personal network. This method is used 
more often than all the other studied solutions. On the other hand, there are quite a few 
people who use internally developed IT-tools to find information about ongoing 
projects.  
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Diagram 7: Private – Tools used to search for project information 

It is those who regularly search for internal competence that has the most use of a tool 
to support them in this task. Therefore, it is interesting to see how many of those who 
search for internal competence on a regular basis - here defined as once a month or 
more - that use a tool to help them in this search. Out of the 19 who search for 
competence regularly, eight have some sort of IT-tool to support this task. So there is a 
considerable percentage that searches for competence on a regular basis that does not 
use IT-solutions. If this means that they would use a tool if a good one was available to 
them, or that they rely solely on their personal network regardless of what tools are 
available, can not be determined from this material and lies outside the scope of this 
survey.  

Other Solutions 

From the data presented in Diagram 5: Private – The most developed tool available and 
Diagram 7: Private – Tools used to search for project information, it is quite obvious 
that the respondents in most cases only use their personal network when they want to 
perform the five work tasks. In order to investigate this further we performed short 
phone interviews with persons who had taken part in the survey and asked them to 
describe how they search when they want to find a certain competence in the company. 
The complete question can be found in Appendix B. All of them answered that they in 
some phase of the task called someone who they believe has some knowledge about the 
wanted competence area. The way of getting there was slightly different; one said that 
he always checked the intranet first, to avoid contacting someone who did not know 
anything about the area in question. Another said that most of the employees are 
members of networks, which normally can answer questions and send you in the correct 
direction when you have a problem. An R&D Manager at a very large company said 
that they had a whole department (corporate research) for finding information in the 
organisation, like who has a certain competence or previous project information.  
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From the interviews we identified three different types of solutions, other than using a 
competence system, to the task of finding internal competence. We call the solution 
types networking, iterative process and company-supported function. Each category is 
described below with the suitable quotes from each category.  

Company-supported function 

“When the personal network is insufficient, I contact our corporate research 
department that is able to find competences within our organisation. There are also 
networks within my company that are widely used. These networks can also be used to 
find certain competence. […] It is not often that I need to find a certain person who 
know something, most of the time I am looking for a group that are able to solve more 
complex problems. It is the whole idea to build project groups – to be able to solve 
more complex problems.” – Development manager at a power and automation company 

“Our company group has four functions that can answer questions. We can send 
questions to an E-mail address and an administrator looks at the topic and questions 
and sends the E-mail to a large number of experts within the companies in the group. In 
this way we have access to all expertise within the group of companies.” – R&D 
Manager at a process management company 

Both persons above have access to a supportive function provided by their company. In 
the first case, the company has a department that performs internal research in the 
organisation. The second person has access to the expertise within the company through 
a centre of excellence that forwards his questions to a number of experts. 

Networking 

“My company has networks for different research areas. In these networks there are 
people who are interested in this area, and we administrate them to keep ourselves up-
to-date within the area and to be considered a leading player within these fields. To ask 
such a network of enthusiasts, where you participate because you want to, is very fast. 
When we were in the process to employ a new person the other month, we put up the job 
offer on the network and we got 400 answers from ‘probably’ competent persons in a 
timeframe of a few days.  

[…]  

The systems and networks that truly work are those where the members have chosen to 
be members by themselves and therefore take active part in it. Such networks do not 
need much static information stored, but can be maintained easily via E-mail and 
simple web pages. It is those people who want to network that will do it; all the others 
will completely ignore it, independent of how good the system to do it is.” – 
Development manager at an aircraft engine development and research company 

This person describes the company’s network as an efficient way to locate the 
competence they are searching for quickly. It is stressed that it is important that the 
members of the networks have entered by their own free will, and are therefore not 
forced to participate in something that they are not interested in. A Competence Portal is 
one of many ways to support formal networks.  

Iterative process 
To use an iterative process to find the wanted competence is to some extent used by all 
people who we have spoken to. You simply pick up the phone and call someone you 
know and hope that this person will know more about the subject than you do. After 
some calls you hopefully come closer to the source you are looking for. 
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“I call those who I believe knows the answer and listen to them. Normally they 
recommend someone else and I continue from there. It is an iterative process. I call 
people, within and outside of the company, that I have had previous contact with, who 
can redirect me closer to my goal.” – Development manager at a heat camera 
development and manufacturing company 

“I call a colleague and ask him if he knows someone who is competent in this area. 
When I later call that person I have someone to refer to, and it makes it much easier to 
ask this person for help.” – Researcher at a pharmaceutical company  

5.3.3 Information Quality 
The information provided by a Competence Portal can have several characteristics. 
During the phone interviews, we asked questions about the importance of certain quality 
aspects in a system that handles competences. Four aspects were studied: Timeliness 
(up-to-date), completeness (complete), decision-relevance (most competent) and 
verifiability. The results from these questions are presented in the graph below. 
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Diagram 8: Private – Quality aspects of information 

Besides from grading the quality aspects most of them motivated why it was important 
to them. However, one should be aware that only ten people answered the questions.  

That the information was up to date was rated very high by all of the respondents. One 
person who answered that it is extremely important said that it is even more important 
that you know what competence you have in that exact moment when you have a quick 
employee turnover.  

Completeness was not given as high rating as up-to-datedness; most part of the 
respondents found it at least very important. The comments varied from quite 
important, it is not that important at the first hit to extremely important, it is important 
to get an overview over a person’s competence. One person said: 

 “It is very important, while you want a high level of detail in the system, when I am 
looking after for example a person who knows the SAP: HR – module, it is not sufficient 
to find a person who has taken a two week course on SAP.” – Business Area Manager 
at a medical equipment manufacturing company 

This person points out that he is interested in some sort of ranking system for the 
competences.  
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The third quality aspect, called most competent, describes how important it is to find 
the most competent person within an area. This was given a significantly lower score 
than the other three, and was commented like this:  

“This is not so important; the person will be a starting point for further questions and 
continues searching.” – Business Area Manager at a medical equipment manufacturing 
company 

“It depends on the task that will be performed, but it is not always the most important 
part. Furthermore, ‘the most competent’ person may have ‘problems to prioritize his 
time’. In other words, it is very difficult to get in touch with this person, and then – you 
have won nothing.” – R&D Manager at a company within pulp- and paper research 

 “A mechanical tool cannot decide this. People will try to manipulate the system. It is 
therefore important that the user is able to read this backwards. Today there are no 
tools that can handle this.” – Researcher at a pharmaceutical company  

These three persons answered the questions about how important it is to find the most 
competent person in different ways. Their greatest contribution is not the answers to the 
question itself but rather the problem areas that they describe. The first person is using 
an iterative process as described in chapter 5.3.2 Other Solutions and is therefore at the 
beginning of the search not interested to find out how competent the person is. The 
second person describes the problem with availability, that is – when you have found 
the expert, is he willing to talk to you? The last person described the problem with the 
grading of competences – how and who can grade the competences in an accurate way?  

The interviews performed by innoveas states that the most important characteristic of 
such a system is user friendliness, fast access and that the information is updated and 
complete. Our interviews further points out the importance of updated information and 
to some extent the importance that the information is complete.  

The answers regarding the verifiability ranged widely from not important at all to 
extremely important. The respondents ways of supporting their answers range from 
“Not important at all, it is the person that is the important part, you call him and book 
an interview and then the references are not important, that will come in a later stage” 
to “It is extremely important that I can control the found information”. It seems that 
some people want the system to give them full access to all information, while others 
demand no more than a short introduction to the competence and then decide 
themselves if it is correct or not.  

5.4 Public organisations 
The following chapter presents the result of the survey targeting universities and 
research institutes. The material presented here is structured after the three studied areas 
necessity, usage and quality.   

5.4.1 Necessity of Competence Portals 
In this section, we present the collected data regarding the necessity of Competence 
Portals and similar systems. We have found that out of the five work tasks the search for 
internal competence, external competence and project information are common, often 
performed on a monthly basis or more often. These tasks are often also performed 
quickly, producing results in hours or less. 

A tool that aims to shorten the time required to perform a certain task or to improve the 
quality of the result would be of little use if this task does not take considerable time to 
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perform or if it is not difficult to accomplish. To get an indication whether there is a 
need for tools to support competence-related tasks or not, the survey contained 
questions concerning the frequency of and time required for performing a set of 
competence-related tasks. The survey also included a question regarding whether the 
time required searching for an outside expert is considered a problem or not. The results 
from these questions are presented in the following sections. 

Competence Searches Requires Little Time  

To search for competence and project information are not tasks that we expected to be 
carried out on a daily basis, but we did expect them to require considerable amounts of 
time. However, the survey indicates something else. The frequency of the five studied 
tasks varies and the result can be viewed in Diagram 9: Public – Frequency of the 
performed work tasks.    
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Diagram 9: Public – Frequency of the performed work tasks 

To identify internal competence appears to be a frequent task that a majority performs 
once a week or more often. To search for project information and to search for external 
competence also appears to be frequently reoccurring tasks, while internal recruitment 
and to get a competence overview are less frequent. It is difficult to say how often the 
users would use tools for the studied task if they were available to them. The frequency 
of the studied work tasks gives a rough indication. In the interviews made by innoveas, 
the interviewed persons indicated that they would use such a system approximately 
once every month. 

Little Time Spent Performing the Tasks 

We believe that two of the tasks, to internally recruit someone and to get a competence 
overview, often include the identification of internal competence. Therefore, questions 
regarding the time needed to perform these tasks were omitted in the survey. The time 
spent performing the three other tasks are presented in Diagram 10: Public – Time spent 
performing work tasks. As can be expected, to identify external competence requires 
more time than to identify an internal competence. 
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Time spent on the studied work tasks
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Diagram 10: Public – Time spent performing work tasks 

In general, all studied tasks are resolved quickly. This implies that the currently used 
ways of solving these situations, with or without the aid of IT-tools, are successful to 
some extent. The most common task, to find internal competence, appears to be quickly 
resolved. These findings indicate no clear need of additional supportive tools for these 
tasks based on the time and frequency required to perform them. 

To find an outside expert is, as said above, a task that we consider an instance of “to 
identify external competence”. Diagram 11: Public – Opinions regarding the time spent 
to search for external competence shows that the identification of external competence 
sometimes is a problem. 
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Diagram 11: Public – Opinions regarding the time spent to search for external competence 

The majority replied that it is a problem only in rare cases and no one considers it a big 
or a very big problem. It is not clear from this material whether the problem is to find 
the right person or the time required to search for the person. The two possibilities are 
connected however, since a search that is difficult to carry out effectively most likely 
also requires more time. 
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To search for an external competence is not something that is done on a daily basis, but 
rather once a month or less. It does not take so long time that it is considered a big 
problem, but it could be done more quickly. Tools to support this particular task could 
thus be useful if it could provide the needed information accurately and quickly. 

Opinions towards tools used for competence search 

As a way to understand how well the currently used tools fill their purpose, we wanted 
to measure user opinions regarding these tools. This was done in one question that 
targeted a central task in this thesis: the search for competence.  
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Diagram 12: Public – Opinions regarding tools used to search for competence 

The survey indicates that it is quite common to have a tool to support the users in the 
identification of internal competence. Diagram 12: Public – Opinions regarding tools 
used to search for competence shows that approximately the same number of persons 
has a tool that is useful as those who have no tool or have a tool that is of little practical 
use. This implies that there might be a need for tools to support this task and that the 
current implementations leave room for improvement.  

5.4.2 Current Usage 
The collected material contains data about what tools that are currently in use in the 
studied organisations. Generally speaking, we have found that it is not common to have 
access to IT-based tools for the studied tasks.  

The Availability of Tools 

As can be seen in the diagram below, it is fairly common to have an internal system for 
managing project information, while it is uncommon to have an internal tool to aid 
finding external competence and internal recruitment. Out of the 17 who indicated that 
it takes them hours or less to find the desired internal competence, 10 had access to an 
IT-tool to support this task.  
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The most developed tool available
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Diagram 13: Public – The most developed tool available 

Far from everyone has access to an IT-tool to support the studied tasks. This becomes 
even more apparent when aggregating the material into two groups as shown below 
(The electronic phonebook is not considered an IT-tool in this context, and is placed in 
the No IT-tool group).  
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Diagram 14: Public – Available tools 

A majority has access to IT-tools to help them find project information and to get a 
competence overview of the organisation. The study does not consider other tools than 
the ones described in Diagram 13: Public – The most developed tool available, so it is 
possible that additional tools are in use that are not covered by this survey. Out of the 19 
who indicated that they search for internal competence every month or more often, 10 
had access to some form of IT-tool to support this task 

As seen in Diagram 13: Public – The most developed tool available, almost no one 
replied that they have a specific application integrated into other systems. This 
alternative is the one that we consider as the most technically advanced solution in the 
survey. However, a tool does not have to be very technically sophisticated to be useful, 
as the following quote from our survey illustrates.   
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“My organization provides many services to its members, and the service facilities are 
staffed by experts. A description of the facilities, the staff and their contact info is 
provided on our intranet. This is why it only takes me a few minutes to identify the 
expert I need.” – Researcher at a German research institute 

Of course, that something is available does not necessarily mean it is also used.  

The Tools Currently Used 

Personal contacts, internal IT-tools and external IT-tools are all used when searching for 
project information. It is likely that a combination of different tools often is used. One 
of the respondents wrote:  

“Normally a combination of 1 (personal contacts), 2 (electronic phonebook) and 3 
(internal IT-solutions) - I cross-check these before looking at publications from the 
identified people, and only then finally contacting the key person.” – Researcher at an 
English university  
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Diagram 15: Public – Tools used to search for project information 

It is also important to remember that the survey targets the usage of tools, while there is 
several other ways to carry out the studied tasks without the use of tools. Several 
respondents pointed out to us that seminars and presentations are key for staying up-to-
date with what happens within the organisation and the current field of study.   

5.4.3 Information Quality 
The information provided by a Competence Portal can have several characteristics. One 
goal of the survey was to investigate how important four characteristics of the 
information provided by a Competence Portal are. The studied aspects are timeliness 
(up-to-date), completeness (complete), decision-relevance (most competent) and 
verifiability. The results from these questions are presented in the graph below.  
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Quality aspects of information

0
2
4
6
8

10
12

Up-t
o-d

ate

Com
ple

te

Mos
t-c

om
pe

ten
t

Veri
fya

bil
ity

R
ep

lie
s

Not at all
Quite important
Important
Very Important
Extremly important

 
Diagram 16: Public – Quality aspects of information 

The target population considers all of the four characteristics examined in the survey as 
important. It is also clear that it is vital that the information in the system is kept up-to-
date for the information to be of value to the users. These results are also supported by 
the interviews previously carried out by innoveas; user friendliness and updated 
information are most important. Several persons also considered it important that the 
information received was complete.  

One problem with Competence Portals is that the information that would be useful in 
such a system sometimes is difficult to provide. Several personal qualities are of 
importance when two persons work together, but to formalize these qualities can be a 
both sensitive and subjective task. Another aspect that must be considered is the 
availability of the person in question – a person might be very competent within an 
interesting field of study, but this is of little use if the person has no time or possibility 
to help you. One of the respondents in the survey formulated this problem as follows:    

“An important point in competence when inquiring about it is the personal accessibility. 
Thus, when I personally acquire information I always ask, how easy is this guy to 
approach and is he a good person to collaborate with? This 'soft skill' information is 
very important and hardly to formalize in any IT-tool.” – Project coordinator at a 
German university hospital  

5.5 Helmholtz-Experten Interviews 
In this chapter, the reader will find a presentation of the collected data from the 
interviews with people in the Helmholtz-Experten Competence Portal. The information 
was gathered through four phone interviews. The material presented here is structured 
after the three areas: Necessity, information quality and industry cooperation. The 
interview material can be found in appendix B. 

5.5.1 Necessity of Competence Portals  
The interviewed researchers all saw the usefulness of the studied portal when viewed as 
a marketing tool. The general opinion was that although the portal could have its use for 
marketing purposes, it was of little use to them in their work as researchers. Most 
researches already knew of the most competent groups within their field, and have little 
use of the possibility to identify new contacts outside of their own field of research 
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quickly. One respondent said that portals such as Helmholtz-Experten might be useful 
for researchers and others that want to receive an overview of a new field. None of the 
interviewed persons had used it personally to find competence or to get information on 
the research of other departments. For this purpose, several had access to internal web 
pages that, although less technically advanced than the portal, provided the necessary 
contact information.  

The opinions about the portal when viewed as a marketing tool towards the private 
sector were in general positive. All kinds of marketing are good marketing and it is seen 
as important to maintain a presence on the web. However, the expectations on the portal 
were not high. The real benefits of the portal will come only if the users find it and use 
it to search for competence that they need, but the portal is not necessarily known to the 
prospective users.  

”How many people actually know about Helmholtz or the Helmholtz-Experten portal? – 
Everyone knows about Google” – Head technology transfer at a large German research 
centre 

One researcher pointed out that it is extremely difficult to manage any information 
system, since the users will abandon it the first time it fails to deliver. In his opinion, the 
users of such a portal place very high demands on the system and are therefore likely to 
be disappointed. 

5.5.2 Information Quality 
The people that we spoke to in Helmholtz-Experten gave us information that 
contradicted the results from the surveys regarding the importance of updated 
information. This is probably due to the way the question was asked. When you are 
asked if you want a treat in a system it is very easy to demand it, but when you are the 
one who must update the information it is a very different matter.   

Up-to-datedness 
From our surveys, we knew that updated information is the most important 
characteristics of information in a system meant to support the search for competent 
persons. However, when we asked persons in the Helmholtz-Experten Competence 
Portal directly if they considered it important to regularly update and maintain the 
information in their portal we got a different answer. The people questioned if science 
really progressed so fast that it was of vital importance to have the absolute freshest and 
newest research project information published in the system. In their opinion it is 
sufficient to have descriptions of within what areas the groups are currently doing 
research.  

Completeness 
That the information in the system was complete was considered not important at all by 
the people that we interviewed. The general opinion was that a very detailed profile did 
not add any value to the information about a person or group. The person quoted below 
shares this opinion.  

“No one gets happy by reading about exactly what kind of research someone performs, 
they want to see the practical implementations” – Project coordinator at the department 
for technology marketing at a German aerospace centre 

It is not important exactly what kind of research that someone performs – it is more 
important to describe the research area in such a way that others can understand and 
relate it to their own problems.  
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Decision Relevance (most-competent) 
To find the most-competent person in an area is, according to the scientists, impossible 
to achieve in a computerized system. To even try to say that someone is the most 
competent in an area is nearly impossible, while research often is focused on a very 
small problem. The task to rate or grade a researcher in such a portal is impossible.  

“Most research is delimited to a very small problem, how probable is it that someone 
else has exactly that problem – and that they find each other?” – Project coordinator at 
the department for technology marketing at a German aerospace centre 

As this person points out, the probability that two people with the exact same problem 
finds each other is close to zero. However, the knowledge and competence of a 
researcher can of course be used to solve other problems than that one described in the 
competence profile.  

Verifiability 
To be able to verify the information in the portal was not considered that important. 
However, one person said that he thought it was very important to get an impression of 
the person before contacting him or her for a possible joint project. However, in his 
words, “it is very difficult to get an impression of the person through this kind of 
automated systems”. This could be interpreted as a demand for the possibility to verify 
the information that he had found in the Competence Portal.  

5.5.3 Industry Cooperation 
The Helmholtz-Experten portal is intended as a way to market the competence of the 
Helmholtz association toward the private industry. The private industry cooperates with 
public research institutes for example by funding research or taking part in joint 
projects.  

The researchers we interviewed thought that it is important to be visible towards the 
industry and that the importance grew larger each year. The connections with the 
industry are both a way to exchange ideas and a way to get funding for future projects. 
The amount of private external funding in a research unit in public research institutes 
can be as high as 50 % according to one of our interviewed persons, referring to the 
funding of his unit. 

Larger corporations often have good connections with the research institutes and 
universities, but smaller businesses often lack a connection with the academic world. 
One goal of the portal is to make the competences that Helmholtz has visible to small- 
and medium sized companies. This goal was seen as important of all the interviewed 
persons, but the opinions differed on whether a portal was the right way to accomplish 
this or not.  

According to the interviewed persons, it is difficult to get in contact with smaller 
companies. It is more common that companies make contact with research institutes 
regarding some kind of cooperation than the other way around. According to the 
interviewed persons, smaller companies seldom contact researchers to get help. This is a 
problem since the solution to a problem they might have with a specific product may 
already be known within, for example, a research institute. If these connections can be 
established easily, the innovativeness of the region will increase. Smaller companies 
simply lack the resources and expertise to have regular contacts with Helmholtz. The 
Helmholtz-Experten portal is intended to bridge part of this gap by presenting 
competence areas and contact information to the people within those areas.  
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To publish so-called “success stories”, documents briefly describing previous industry-
cooperation projects, was also suggested during the interviews as a way to make it less 
difficult for smaller companies to get in contact with the researchers.  

None of the interviewed persons had heard of any cooperation with an outside partner 
that has been initialised through the use of the Helmholtz-Experten portal. Only one of 
the respondents had previously been contacted through the portal. 
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6 Conclusions 
The conclusions consist of four parts. At first we discuss the necessity of Competence 
Portals by studying the factors time, frequency and user opinions. The second part 
addresses a number of important areas of consideration when creating and maintaining 
Competence Portals. In the third part, we present our own competence portal model. 
Finally, two additional areas of usage for competence portals are discussed.  

6.1 The Necessity of Competence Portals 
We believe that that necessity of Competence Portals is comprised of both the need and 
demand of the presumptive users. The following sections study these two factors from 
the three angles time, frequency and user opinions.   

6.1.1 Time Spent on Competence-related Tasks 
The studied tasks are not performed very frequently in the studied group. An exception 
to this rule is the task to search for internal competence, which is by far the most 
frequent of the studied tasks among the public researchers. According to the surveys, a 
majority of the persons in the study perform the studied tasks once a month or less 
often. At the same time, the time needed to perform the tasks is short. It usually takes 
hours or less to find the correct person internally or to find project information. To 
identify external competence on the other hand requires considerably more time. This is 
true in both the public and private group, but the persons working in public 
organisations require less time to find external competence than their privately 
employed counterparts do.  

It is interesting to examine if those who perform the tasks more often than others do 
also manage to do it more quickly. The task of searching for internal competence is 
common in private companies as well as in the studied public research centres, but it 
does not always take much time. Therefore, we have compared the frequency of this 
task with the time needed to perform it in Diagram 17: Private: Identifying internal 
competence. In this diagram, we have grouped the answers in the following way:  

Not regularly: Performs the task: “never” or “seldom” 
Regularly: Performs the tasks at least “once a month”  
Fast: Performs the task “within minutes” up to “several hours”  
Slow: Performs the task in “days” up to “months” 
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Diagram 17: Private: Identifying internal competence 

The diagram above indicates that those who often perform this task also do it quickly. 
This diagram refers to the private group; the result from the public group is similar but 
is not presented here.  

The persons in the studied groups tend to solve the studied tasks reasonable quick or not 
at all. There are several possible reasons for this. First of all, the persons might not need 
to make contact with persons with other competences very often. Secondly, there might 
be a need to get in touch with persons with different competences, but the time and 
work required to do so is perceived as greater than the benefits gained by the contact. In 
this case as well as in the first, the contact will never be taken. Both cases may be true, 
but which one is the more likely cannot be determined from the material gathered for 
this thesis. We believe that it is probable that the studied tasks are often solved with the 
help of the simple solution described by Davenport called everyday knowledge transfer 
(see 2.1.4 Competence Management). To consult your office neighbour when facing a 
problem might not always be a good solution. After all, you neighbour cannot know 
everything. Depending on which area you search for knowledge within, it might be of 
interest to get hold of a more knowledgeable person. In these rare but nevertheless 
existing cases, a Competence Portal could prove itself very useful.  

To find internal competence is a task that is both common and easily resolved using the 
personal network. Not all persons in an organisation have an extensive personal 
network. Recently employed persons might have great use of a tool to help them get in 
contact with other persons in different positions and departments. However, even if they 
have access to a tool, they are likely to stop using it once they get to know their way 
around the organisation. Therefore Competence Portals and other similar solutions may 
very well be useful for internal use within an organisation, but not to the extent that they 
merit great investments for this reason alone.  

The interviewed persons often stated that although they sometimes see the task of 
finding internal competence as a problem, it is a problem that “goes with the job”. To 
know whom to contact for a specific question is a part of the job, as well as to find out 
whom to contact if you do not know. While this observation does not tell much about 
the need for Competence Portals, it at least indicates that the demand for systems such 
as Competence Portals is not substantial in the studied group. 
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To find external competence seems to be a task that requires more time than to find 
internal competence. This task could possibly be solved in a faster way. A tool with 
information about the available external resources that a company or department have 
access to could be of great use especially to persons who need to make these contacts 
occasionally. It should also be noted that keeping such a tool updated could require 
considerable resources. 

6.1.2 Tools Currently Used to Search for Competence 
Generally speaking, it is not common to have a tool to support the five studied tasks. 
The exception is the task of finding project information, where about half of the persons 
have access to a tool to help them. Nevertheless, the most commonly used way to find 
project information within a familiar research area is to use personal contacts. In fact, to 
use the personal network is the most common solution to all the studied work tasks. 

“We are small enough so that going around talking to people is the best way to find 
what you need. It's a different matter when it comes to hiring new researchers, of 
course, but there are no clever ways of doing that as far as I know...” – Researcher 
group leader at a British cancer research institute 

There are IT-tools in use in some organisations, even though we have found it 
uncommon in the studied groups. One of the interviewed persons working in the private 
industry has a system that we have previously referred to as white pages, classified in 
the same group as Competence Portals in Hahn and Subramanis’ model (see 2.2 
Knowledge Management System). The company’s intranet pages have descriptions of 
the employees and long-time consultants presently in the organisation. The pages are 
sorted according to the job title of the employee and the system is therefore a role-
oriented approach according to Lindgren (2002). The system is not necessarily used by 
persons within one field to get in touch with a person within the same field, after all 
“the technicians already know the technicians” as the person stated. It can however be 
useful when a person need to get in touch with someone in another department. This 
system does not cover external resources and short-term consultants.  

6.1.3 Sceptical Opinions towards Competence Systems 
Several of the persons we interviewed expressed scepticism towards IT-tools like 
Competence Portals. We see this as an indication of the present demand for solutions 
such as Competence Portals. The quote below is typical for these views. 

“A competence system is a dream, something that is impossible to fulfil. We have tried a 
number of different systems, and all of them are good in the beginning, but after 
approximately six months they all start to fall apart. The time required to update the 
system is much larger than the amount of time that can be saved by using it. A 
competence system is a HR-managers dream, but it does not survive the encounter with 
reality.” – Development manager at an aircraft engine development and research 
company 

This person has had much experience with such systems, and in his opinion this kind of 
systems most often fail after a short period of time. He points out that the time needed 
to update the system often is longer than the time that can be saved by its usage. The 
time and money needed to keep the system updated is clearly something that needs to be 
considered when implementing a competence system. The scepticism of the users could 
in itself be a threat to the success of the system. 
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“It is doubtful if I would use a competence system if there were one available. It could 
prove itself useful, but in my case it is uncommon to look up someone who I have had no 
earlier contact with, based on the information I would get from a competence system.”  
– R&D Manager at a company within pulp- and paper research 

We believe it is more likely for a system to be kept updated if it is in frequent use. 
However, if the prospective users are reluctant to use it, the system may be doomed to 
failure on beforehand. The procedures for updating and maintaining the competence 
systems are therefore an area that must be carefully considered. 

From the findings regarding time & frequency, current usage and user opinions, we 
conclude that there is no great necessity for additional tools to support the five studied 
tasks among the studied groups. The tasks are either not performed at all or are 
presently solved in an efficient way. Furthermore, both current and presumptive users 
have expressed mainly sceptical opinions towards Competence Portals.   

6.2 Important Areas of Consideration 
Our study shows that there is little demand for additional tools to support the five 
studied work tasks and that there is not necessarily a need for systems such as 
Competence Portals in all organisations. However, there may be benefits in using such 
systems mainly for large and geographically scattered organisations. By analysing the 
collected data we have identified some important factors regarding the characteristics of 
the information in the system and problem areas that are important to have in mind 
when designing and implementing Competence Portals. 

6.2.1 Important Characteristics of Information 
Four quality aspects of the information in Competence Portals were quantitatively 
studied in the surveys. That the information in the portal is up to date (Timeliness) was 
seen as the most important factor. All other aspects - completeness (complete), decision-
relevance (most competent) and verifiability - were deemed less important. This was 
true for both the public and private groups, although the order of the alternatives varied 
between the two groups. 

Private Group Average (1-5) Public Group Average (1-5) 

1. Up to date 4,3 1. Up to date 4,0 

2. Complete 3,5 2. Most competent 3,3 

3. Verifiability 3,3 3. Complete 3,3 

4. Most competent 3,1 4. Verifiability 3,2 

Table 3: Relative importance of information characteristics 

The order of importance can be seen in Table 3: Relative importance of information 
characteristics, but the order of the alternatives should not be seen as an absolute truth 
because of the ordinal scale used in the survey. The difference between the lower three 
alternatives in the public group were very small.   

The aspect called most competent was not seen as very important in the private group. 
We believe this is because these people work in an iterative fashion, and only see the 
information in the portal as a starting point for the search for the correct person. In the 
public group this aspect was given more importance.  

To be able to verify the information was seen as either extremely important or not very 
important among the respondents working in the private sector. We believe that this 
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represents two ways to view the system. One approach is to present only a small amount 
of information that may or may not be true, but that on the other hand can be used 
quickly. The other approach is to present the user with more information, which takes 
longer time to use and update but that can be verified if needed. In the public group it 
was considered much more important to be able to verify the information than in the 
private group.   

Updated information is considered one of the most important factors of an information 
system. Our study shows a clear tendency that this is also true for a system that handles 
competences. The majority of people answering the survey from both the public and the 
private sector consider this aspect of information to be very important or extremely 
important. It was difficult to estimate how old the information was in the Competence 
Portals that we looked at. Since information is best served fresh, it is important to know 
if the “best before” date has passed or not. If you do not know when the information 
was created or when it ceases to have meaning, you cannot make good decisions based 
on the information.  

Updated information is extremely important to some people, but when we asked persons 
in the Helmholtz-Experten Competence Portal directly if they considered it important to 
regularly update and maintain the information in their portal we got a different answer. 
The people questioned if science really progressed so fast that it was of vital importance 
to have the absolute freshest and newest research project information published in the 
system. In their opinion it is sufficient to have descriptions of within what areas the 
groups are currently doing research. In such a case, the information does not have to be 
updated more than a few times a year. We agree to this, but we believe that the update 
frequency is less of a problem than the risk of publishing outdated information. In our 
opinion this problem could be solved in an easy way. If each piece of information - such 
as a page presenting the research of a group - has a date stamp and an owner, then a 
notice could be sent on a set interval asking the owner to verify that the information is 
still valid. The date of the last verification could be published together with the 
information. In this way, the reader could immediately judge whether the information is 
updated or not. 

Satisfactory coverage within the area a Competence Portal tries to cover is of utmost 
importance for it to be useful. One researcher said that it is extremely difficult to 
manage any information system, since the users will abandon it the first time it fails to 
deliver. Imagine a system that can give you the best price on every product available on 
the market. The system is perfect in every sense it has just one flaw: The cheapest and 
quickest supplier is not present in the system. The first time a user notices this flaw in 
the system, he or she will immediately stop using it. One researcher we spoke to said 
that he did not need any system to help him search for competence since he already 
knew the ten most competent persons in the world within his area. An information 
system with low coverage will not be used by anyone since it fails to deliver what the 
user demands. We recommend that each new portal is designed with a well-defined user 
group in mind. We believe that it is important to focus on one group in order to be able 
to fill and maintain the portal with sufficient information to cover the area in a 
satisfactory way.  

6.2.2 Problem Areas of Competence Portals 
We have identified some fundamental problems with Competence Portals; these 
problems can lead to low or non-existent adoption. In our opinion these areas must be 
given extra attention when implementing and maintaining an active Competence Portal.  
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Competence Portals do not support humans the human way. If you have a portal 
that present a description of the knowledge and competence of a single person or group, 
it is still likely that a person searching for competence does not understand what it is 
that the person or group actually can do. To describe a competence in such a way that a 
person with little knowledge in the field can understand it is difficult – the user still 
need to get in contact personally to fully understand whether he or she has been 
successful in the search or not. This focus on personal contact was pointed out to us by 
several of the interviewed persons. One person said that he thought it was very 
important to get an impression of the person before contacting him or her for a possible 
joint project. But, in his words, “it is very difficult to get an impression of the person 
through this kind of automated systems”. Even if Competence Portals can shorten the 
time needed to find the wanted competence, it cannot replace the iterative process of 
repeated questions and directions that is commonly used today. It is commonly said that 
humans are social creatures with a need to connect with one another. The connection 
when two people meet is extremely important to build trust and encourage them to share 
knowledge with each other (Davenport, 2000). One commonly used solution in 
Competence Portals of today is to add a picture to the competence information that is 
presented in the system. In this way, the knowledge seeker can see what the person he 
or she is going to contact looks like. . More importantly, the seeker can get a feeling that 
he in some way already “knows” the provider of knowledge. 

“While the purpose of a white pages [Competence Portal] is to help people find others 
with relevant knowledge and expertise, the chances of them actually acting on that 
information and calling that person will be greatly increased if they feel they ‘know’ 
them.” – National electronic library for health (2003) 

It might be a good solution to let people include personal information and a picture of 
them in an informal environment, instead of the more commonly used sterile passport-
style photograph. For example, people at BP were encouraged to upload pictures of 
themselves at home or playing for example with their children or performing their 
favourite sport to their white pages called Connex. (National electronic library for 
health, 2003)  

We believe that it is extremely important to let the Competence Portal function in way 
as similar as possible to the way that people normally work. This is due to the fact that 
if an IT-system does not support the users in their normal way of work, the system is 
not likely to be used.  

Someone has to care about the portal for it to be successful. It sounds simple, but it is 
not necessarily so. Several of the portals that we have looked at suffer from low update 
frequency and inaccurate information. Portals that are implemented with a specific aim 
and with a set budget will only be successful if there are dedicated resources available 
to keep the system updated in the future as well. If the users do not trust the system, it 
will fail (Davenport 2000). Information ages very quickly, and as soon as inaccurate 
information is found in the system the users’ trust in the system vanishes. This is even 
more important when the users and the persons featured in the Competence Portal are 
not the same. The responsibility for updating the system may be placed on one specific 
person or on multiple users. If the people featured in the system are responsible for 
updating the information about themselves, then there must be incentives to motivate 
them to do so. Moreover, if the users are not expected to update the information 
themselves, then there must be someone employed specifically to do so.  

Increased portal size may have a negative effect on the willingness of the persons to 
participate in the system (Hahn & Subramani, 2000). Therefore, we believe that it is a 
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good idea to make the portals represent an organisational unit that the persons featured 
in the system identify with. This is especially true if the responsibility of the update 
process is left to the persons featured in the system. It is, for example, better to represent 
institutions in a university in a portal rather than to present a university as a uniform 
whole. The system may still feature the entire university, but the institutions should 
have a logotype or some other kind of identification that allows the persons featured in 
the system to identify the system with something close to their everyday work. We 
believe that this will encourage them to keep the information updated and correct.   

Size and diversity of the portal must be managed. Competence Portals that are too 
small hold too little information to be useful, and if the portal is too large the interesting 
information will be difficult to find. Davenport (2000) says that volume may be the 
friend to data management, but it is the enemy to knowledge management. This is due 
to the fact that humans have to search in the large knowledge repository. Whether the 
amount is too large or too small must naturally be judged from case to case. Braf (2000) 
emphasizes the importance of relevance. She believes that the actors using the system 
must find the information they collect useful. In her opinion, knowledge management 
resources should be focused on some of the knowledge areas and that it is important to 
identify these areas. Another opinion is that increased diversity poses no great problem 
as long as the information is highly structured (Hahn & Subramani, 2000). A portal that 
holds vast amounts of information on many different topics, such as the Helmholtz-
Experten, may therefore be successful only if the structure and search mechanisms are 
accurate and effective. As a result, the structure must be allowed to change when new 
information is added, so that a logical structure can be maintained.   

All information in a portal needs an owner; we have found ownerless information 
floating around in available Competence Portals. Ownerless information inevitably 
leads to outdated and misleading entries clogging the portal. An owner to each 
information package would probably lower the amount of information in the portal and 
increase the quality of what is published and thus increase the quality of the system. 
That each piece of information has an owner may also increase the trustworthiness of 
the system. To publish the owners’ name and / or a way to get in contact with him or 
her along with especially critical information will make the information more 
trustworthy. At the same time, it gives the user someone to contact for additional 
questions regarding the content.   

6.3 The Competence Portal Pyramid Model 
In this section, we present our model of Competence Portals. The model is based upon a 
theoretical foundation and our empirical findings and is therefore a way to summarize 
our view on Competence Portals.  

6.3.1 Theoretical Foundation 
Lindgren (2002) has made a classification of competence systems that is presented in 
chapter 2.3.2 Features. A competence system is mainly intended to function as a tool 
for the HR department, and has thus some distinct functionality. The studied 
competence related tools are more closely connected to the search for competence and 
competence related information than those described by Lindgren. Therefore, his 
classification is not directly applicable to describe Competence Portals. However, there 
is extensive work behind the classification created by Lindgren and we have therefore 
decided to use his classification as a foundation to a new classification for Competence 
Portals. As a step to adapt Lindgren’s classification, Table 4: Comments to Lindgren’s 
classification of functionality in competence systems comments all of the technical 
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functionality in his list and compares them to the functionality of Competence Portals. 
The cells marked in grey are those that we believe applies to both competence systems 
and Competence Portals.  

Dedicated Client / HTTP-functionality: Describes what technology is used to access 
the competence system. With what technology a Competence Portal is accessed is of 
little importance, what is important is if the portal is publicly available or not. With this 
reasoning HTTP-functionality would be the preferred solution, since it then is possible 
to access the portal easily through a web-browser. 

Subsystems: A competence system may have connections to other systems such as 
recruitment and salary systems. A Competence Portal functions well without these 
connections and may in fact itself be a subsystem to a competence system. This attribute 
is therefore not of great importance when classifying Competence Portals. 

Competences: Both Competence Portals and competence systems handle information 
about competences.   

Roles: A role is a work description rather than an actual description of what you know 
or want to know. Roles are important in the industry since people often identify with 
their work. However, as Lindgren points out, it is more important to have information 
about what fields the person would like to work within rather than to let his role define 
what he can do. Roles should be interpreted the same way in both competence systems 
and Competence Portals.  

Search: While a search in a competence system is limited by the fact that you need to 
know what you are searching for, the search in a Competence Portal is more dynamic 
because of the high existence of links between the entities. The ability to do easy and 
efficient searches is one of the most important functions in Competence Portals.    

Measurement: The feature corresponds to the possibility to get an overview of the 
available competences in a competence system. This functionality would in a 
Competence Portal correspond to the ability to get an overview over the competence in 
either an organisational unit or in a thematic area.  

Competence Gap: Gap analysis is not present in a Competence Portal while 
Competence Portals do not have as purpose to track needed or missing competencies in 
the same way as competence systems.    

Resource Gap: See “competence gap”. 

Survey: To chart changes in the competence base over time is a function that is not 
applicable to a Competence Portal.  

Competence Tree: The competence tree is a very important part of a Competence 
Portal. The information in the portal is structured in an a priori way.  

Competence grading: The competence grading in a closed system could fill its 
purpose, but open representation of people’s competence levels would inevitable lead to 
disagreement. “Who would grade the competences?” and “People would sabotage the 
system to get higher points” are two quotes from our interviews that points out the 
problem with a grading system. This is why this feature is not present in a Competence 
Portal.   

Free-text: Free text information about the entities in a Competence Portal is the most 
common way to present the information. While it is possible to standardize much of the 
material in an internal competence system, it is much harder to formalize competence 
information regarding several organisations. Every organisation in an open system will 
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have a different view about what is important or not, this is why free-text input is the 
most common.  

Individual plan: To function as a personal competence-development tool is not the 
purpose of a Competence Portal. This is why this feature is not present in a Competence 
Portal.  

Competence  Course: See “individual plan”. 

Multilingual: A Competence Portal can of course support several languages.  

CV-page: A Competence Portal may support CV-construction in the same way as a 
competence system can.  

Table 4: Comments to Lindgren’s classification of functionality in competence systems 

When comparing a competence system with a Competence Portal some of the technical 
functionality is almost identical, while some differ a bit and other of the functionality of 
competence systems are not at all applicable to Competence Portals. We have used the 
comparison above as a foundation to create a new framework for classifying 
Competence Portals.  

Basic Functionality 

• Competences: Describes if the portals handle competences.  
• Roles: The Competence Portal handles roles such as the member’s assigned 

task, for example welder or project coordinator. 
• Search: The Competence Portal has a search function. 
• Measurement: The Competence Portal can present an overview of the available 

competences.  
• Competence tree: The competences are structured in an a priori way.  
• Free-text: Heavy focus on free-text information.  
• Multilingual: Supports different languages. 
• CV-page: Support CV construction with data from the Competence Portal. 

6.3.2 Added Contents 
The added functionality is not limited to technical aspects. An important ingredient of 
well-working information systems are the processes used for maintenance and updating. 
We have therefore chosen to add functionality that corresponds to these activities in the 
framework. We have also added some aspects that describe the presentation of the 
information and the accessibility of the system. It is important to note that not every 
aspect mentioned in this list needs to be fulfilled for the portal to be successful. Instead, 
the list is intended as examples of functionality within important areas that all need to 
be considered when designing a portal.  

System Accessibility 

• Public access: The portal is open to everyone connected to the Internet using a 
web-browser.  

• Full organisational access: The portal is only open to persons in the 
organisation, for example via the intranet.  
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Information Structure 

• Connections between entities: There are links between people, projects and 
organisations. 

• Thematic access: The information is structured in thematic areas rather than on 
an organisational or hierarchical level. For example Biotechnology links to 
Genomics and Genetics, Bioprocesses, bioinformatics and other areas. 

• Single organisational origin: The Competence Portal includes only people 
from one organisational unit, such as a company, university or a research centre.  

• Time-stamped information: All information in the portal has a time-stamp to 
leave the judgment whether the information is updated or not to the user.  

• Defined owner of information: Every piece of information in the portal has an 
owner publicly published. 

Maintenance Processes 

• Supersystems: The Competence Portal gets information from other systems to 
automatically update information regarding for example contact information. 

• User update responsibility: The persons in the system have to update 
information about them themselves.  

• Admin update responsibility: An administrator updates information in the 
system.  

Motivation to the New Entities 
The framework can be used as a reference when creating a Competence Portal. Due to 
the finding that updated information is very important, it emphasizes the update 
responsibility. Since most Competence Portals claim to increase innovation, it also has 
the openness between and within organisations as a core element. In this section, we 
present a motivation to the new attributes. 

In our view, the most distinguishing feature that differs between a Competence system 
and a Competence Portal is the openness towards the target user group. The 
Competence system can be accessible only by a specific user group such as for example 
the HR department and senior management. A Competence Portal is open towards a 
bigger organisational entity, either towards the public or towards the internal 
organisation. The two entities public access and full organisational access have been 
added to distinguish between these two types of Competence Portals.  

Connections between entities are useful as they help the user of the system to learn 
more about the present network, not just between organisations and its member, but 
more importantly between humans. While the personal network is a central part in 
everyday problem-solving, every feature that tries to imitate this network is important. 
This is why we have added the connections between entities feature.  

To use the connections previously described is a way to explore a network or area of 
knowledge. Another way to be able to explore a certain thematic area of knowledge is to 
order the information in a structured way and in this way allow the user to explore a 
certain thematic area by connecting sub-areas to every knowledge area presented. This 
is described in our framework as thematic access.  

Competence Portals can have different purposes and thus different focus. The 
information present in the system can be either organisational-specific or have a wider 
approach and span over several organisations. To distinguish between these two end-
points we have added the feature single organisational origin.  
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To let the user of a Competence Portal judge for him- or herself if the found information 
is current enough is an easy way to enhance the trustworthiness of the system. It is 
therefore important to know if the system has time-stamped information or not.  

To publish information, especially online, is an easy and often anonymous way to 
spread knowledge or stupidity rapidly and make it widely accessible. To force the 
people in a Competence Portal to be responsible for the information they put there is an 
easy way to increase the accurateness and usefulness of the information. This is why we 
recommend that there is a clearly defined owner of every piece of information. This will 
also prevent misunderstandings when the new contact is being made. The seeker of 
knowledge will then never get the answer: “in what portal did you say you found me?”  

A Competence Portal can have connections to other databases that have different 
purposes than that of the Competence Portal. This functionality is in most cases only 
possible to accomplish when the system is connected to a single organisation. With 
connections to other databases, for example member lists and contact information, some 
of the information in the system can be automatically updated. We call this feature 
supersystems.  

While the up-to-datedness is an important factor of a Competence Portal, it is of utmost 
importance to have designated processes on how to update the system over time. There 
are several ways of doing this, but in its most simple form, one can either give the 
responsibility to update the system to the knowledge bearer in the system, to an 
administrator or have automatic update as described in supersystems. We therefore do a 
separation between user and admin update responsibility.  

6.3.3 The Pyramid Model 
The picture below is a model of Competence Portals that can be used to summarize our 
findings. We believe that it can be used both as a way to differentiate the product 
offering of those developing Competence Portals and function as a mind chart to find 
out what to improve in existing competence portals. The model is built up of five 
entities that are described in this chapter. The vertical axis represents the complexity of 
the system and the probability that the portal will be successful. A complex system 
takes more effort to develop and therefore an upward movement on the vertical axis 
may be viewed as increasing costs for the system. However, it is important to remember 
that going all the way to the top of the pyramid is not the best solution in all cases. 
Since the cost increase with higher pyramid height it might, for small and medium sized 
organisations, be sufficient to climb only two or three of the steps. If the general 
purpose of the portal is marketing, it might not be a problem with outdated competence 
information and no processes to support the maintenance of the portal. However, if the 
purpose is to produce a useful full-scale contact-supportive tool, we believe that it is of 
utmost importance to go all the way and climb to the top of the pyramid.  
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Figure 6: The Competence Portal Pyramid Model 

As we can see, the portal is part of an environment, which is described by the system 
accessibility in our framework. To add the environment in our model emphasizes the 
importance to know for whom and towards which market the portal is developed.  

The two bottom steps in the pyramid describe aspects that are connected to the technical 
product. These two steps are basic functionality and information structure and are 
marked by the rectangle with lines.  

The basis for a competence portal is the basic functionality. The basic functionality is 
the foundation for the portal and without this the pyramid will fall over.  

To ensure high searchability, user friendliness and information quality it is important to 
develop an information structure that fills certain criteria. We have described a subset 
of possible structure-supporting functions from the findings in our survey; it is of course 
possible to add additional structure-supporting functions to develop the portal further. 
To add structure-supporting functions to the portal will further leverage its usefulness 
and at the same time increase the complexity of the system.   

It is possible to view Competence Portals as a stand-alone software product. However, 
we believe that it is better to view Competence Portals as a whole consisting of both a 
product and a set of processes. The two steps that we call maintenance processes and 
active portal owner represent a way to ensure the usefulness of the portal even after the 
initiation phase of the system. These are marked by the dotted rectangle.  

Our findings show that who updates the portal and how it is done is a very important 
part of the overall Competence Portal implementation. That the maintenance processes 
are in place and that there are incentives for the people updating the portal is of utmost 
importance to give the portal the conditions needed to have a longer lifespan than only 
six months or a year.  

It is not only important to have maintenance processes; these must also be continuously 
developed. To allocate one person to improve the system and ensure that the 
maintenance processes are working well, will probably lead to higher quality and thus 
adoption of the portal. This is the highest entity in our model for Competence Portals 
and is called active portal owner. We include this entity in our model to emphasize 
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that it is important that someone has dedicated time and resources to develop the portal 
once it is in place. 

6.3.4 Competence Portals Made by Innoveas 
To get an overview of the functionality of the Competence Portals previously built by 
innoveas, we have classified the portals in our model. As we can see all systems are 
quite similar even though they differ in some important aspects. Of course, the 
Competence Portal for internal use is closed to the public, but is still open to the whole 
organisation through a password. Another thing that distinguishes the portal for internal 
use is that the update responsibility lies entirely on internal administrators who update 
the information about external competences.  

  
Inno-

internal
Helmhol

tz Clues Abruzzo SIA 
Science-

net 

Basic Functionality       

Competences Yes Yes Yes Yes Yes Yes 

Roles Yes Yes Yes Yes Yes Yes 

Search Yes Yes Yes Yes Yes Yes 

Measurement No No No No No No 

Competence tree Yes Yes Yes Yes Yes Yes 

Free-text Yes Yes Yes Yes Yes Yes 

Multilingual No No Yes Yes Yes Yes 

CV-page No No No No No No 

System Accessibility       

Public access No Yes Yes Yes Yes Yes 

Full organisational access Yes No No No No No 

Information Structure       

Connections between entities Yes Yes Yes Yes No Yes 

Thematic access Yes Yes Yes Yes Yes Yes 

Single organisational origin No No No No No No 

Time-stamped information No No No Yes No Yes 

Defined owner of information No No No No No No 

Maintenance Processes       

Supersystems No No No No No No 

User update responsibility No No No No Yes No 

Admin update responsibility Yes Yes Yes Yes Yes Yes 

Table 5: Classification of the examined Competence Portals 
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Here follows a short description of the Competence Portals featured in the table above.  

• Inno-internal: An internal tool used within the Inno-group4. The tool is used 
mainly as an internal upgraded people tracking system. Information about 
internal and external competences is presented in a standardized way.  

• Helmholtz: The Helmholtz-Experten Competence Portal, a publicly open 
Competence Portal with competences from the Helmholtz association. The 
portal serves as a marketing tool and can be found at:  
http://www.helmholtz-experten.de/ 

• Science-net: A publicly open Competence Portal with competences from the 
Mecklenburg Western-Pomerania and for sharing useful information concerning 
the business management. The portal serves as a marketing tool for the 
competences found in the region and can be found at:  
http://www.sciencenet-mv.de/ 

• Abruzzo: A publicly open Competence Portal with competences from the 
region Abruzzo in Italy. The portal serves as marketing tool for the competences 
found in the region and can be found at:  
http://rtt.regione.abruzzo.it  

• Clues – Competence Landscapes Unfolding Europes’ Strengths: A publicly 
open Competence Portal with competence from Stockholm, Karlsruhe, Lower 
Austria, Rhône-Alpes and Malaga. This portal has been taken offline after the 
end of the project.  

• SIA: Stockholm Innovation Arena is a Competence Portal that acts as a key to 
all innovation-supportive organisations in the Stockholm area and can be found 
at:  
http://www.stockholm.innovationarena.org/ 

As can be seen, the purpose of the different Competence Portals are quite different, they 
range from spreading information about innovation-supportive organisations in the 
Stockholm area to the marketing of the research of an entire region. Even though the 
purposes are different, the systems show large similarities. Of course, this is due to the 
fact that the same vendor has created all of them.  

6.4 Different Areas of Usage 
The primary objective of Competence Portals does not have to be to spread information 
about exactly who knows what in an organisation. In the following chapters, we present 
a couple of other areas of use for Competence Portals.  

Competence Portals as a marketing tool  
A region or a large research organisation may want to promote its knowledge and 
know-how to other organisations in order to secure future research funding and deeper 
cooperation with the industry. A Competence Portal may function as a common 
platform and standardized face for such organisations, leveraging its knowledge base 
from being person-to-person accessible to making it visible and accessible to a larger 
group.  

                                                 
4 Inno-group is an independent economic consultancy with offices in Karlsruhe, Sophia Antipolis, 
Vienna, Stockholm and Rostock.  
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The researchers we interviewed thought that it is important to be visible towards the 
industry and that this importance grew larger each year. The reasons for this were out of 
pure scientific interest and idea exchange but also due to an increased need of private 
funding. It is also said to be important both for researchers and for the industry to have a 
tool that can help them to get in touch with one another. This is especially important for 
small- and medium sized enterprises that normally have problems to locate researchers 
that could be useful to them.  

According to the persons we have interviewed, the most common way to market 
research today is the good old-fashioned way through fairs, seminars and exhibitions. 
Even though some form of marketing on the Internet was seen as important, not many 
contacts were ever created this way. A common opinion is that it is unclear if a 
Competence Portal is the right way to market a research organisation. This is probably 
because of the low level of recognition and trust you can find on a digital marketplace 
with knowledge. As pointed out by Davenport (2000), trust is extremely important 
when it comes to the transfer of knowledge. Trust is built in the continuous interaction 
between humans and between organisations; the lack of trust is one of the reasons not to 
contact unknown people in a Competence Portal. 

It is important to know what the purpose of a Competence Portal used to market an 
organisation, such as a research institute, really is. Is the purpose to promote a positive 
image of the organisation, or is it to generate new joint projects with private companies? 
If the purpose is to market the entire organisation to an undefined public, then it might 
be a good idea to fill the portal with presentations of the current research areas, 
interesting new technology and successful projects described in a not too technically 
advanced manner. If the purpose of the portal is to spur cooperation between the 
organisation and private enterprises, the content should be adopted to fit this purpose. 
When you try to market something as tacit as the knowledge of a researcher or an entire 
research organisation, it is extremely difficult to explain what it is that you know, what 
you do and in what way this can help the person who looks for knowledge. At the same 
time, you should be careful not to present too many areas of knowledge in the portal as 
it increases the risk for information overload (i.e. that the visitors will not find what they 
seek because of the vast amount of information). In the case of small and medium sized 
enterprises it is extra important that the information they search for is easy to reach and 
of a nature that they can understand and relate to.  

“No one gets happy by reading about exactly what kind of research someone performs, 
they want to see the practical implementations” – Project coordinator at the department 
for technology marketing at a German aerospace centre 

In order to create fruitful cooperation between researchers and industry you have to sit 
down and talk about what problem the industry partner has and if and how the research 
organisation can use its knowledge to solve that problem. Therefore, the portal must 
feature some way to get in contact with those who know the technology well. It is in the 
meeting between these persons that it can be determined if a cooperation has good 
chances to be successful or not.  

“Most research is delimited to a very small problem, how probable is it that someone 
else has exactly that problem – and that they find each other?” – Project coordinator at 
the department for technology marketing at a German aerospace centre 

The portal should present in what way an institute can help companies and, if possible, 
present some sort of evidence that the institute is in fact interested in joint projects. One 
of the most important things to include in a Competence Portal is, according to one of 
the interviewed persons, a presentation of people with a couple of “success stories” 
 67



 Conclusions 

from previous industry-cooperation. If someone is looking for a researcher to solve a 
problem, you should tell him or her that: we have been working with the industry 
before, we want to do it again and the last time we did it we were this good. We also 
believe that it is important that the persons featured as contact persons for each 
presented research area really are interested in joint projects or at least can direct 
potential partners to the right person within the organisation.  

The portal in itself must be marketed. National electronic library for health (2003) 
points out that it is important to market your Competence Portal by promoting it in as 
many ways as possible, for example in learning fairs, posters and champions who are 
responsible for the portal in different parts of the organisation. As we have stated 
earlier, the users will not come just because the portal exist, and there are other tool 
available on the Internet that have a wide user base already.  

”How many people actually know about Helmholtz or the Helmholtz-Experten portal? – 
Everyone knows about Google” – Head technology transfer at a large German research 
centre 

A person using the Internet to search for help in a development project must either 
know of the portal or be able to find it easily. This is not something easily 
accomplished, but must never the less be considered when using a portal for marketing 
purposes.    

Competence Portals as a contact management system  
A company often has many connections with external partners and more loosely 
bounded sources. Many of the loose connections are often based on person-to-person 
interactions. An example: Someone in the organisation has much contact with a person 
in another organisation. Their mutual collaboration is often beneficial for both parts. 
However, when one of the persons in question leaves the organisation or goes on a 
longer vacation the knowledge about this connection walks out the door. A Competence 
Portal can be used internally to make such connections visible. Information about the 
meetings and contacts with persons can be stored together with information about them. 
We have found an example of this working especially good in a company working with 
a vast amount of contacts with different researchers. The information in the Competence 
Portal is used internally to keep track of past meetings and contacts with the researchers. 
In this way, all members of the company can check what previous contact they have had 
with a person in the portal before they contact him or her. 
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7 Recommendations 
This chapter summarizes the findings in the analysis and conclusions. It consists of two 
parts that are mapped towards the purpose of the thesis. In the first part conclusions 
regarding the necessity of competence portals are presented. The second part consists 
of design recommendations for competence portals. Finally, we present some 
interesting areas that we would like to recommend for further studies.  

7.1 The Necessity of Competence Portals 
From the findings regarding time & frequency, current usage and user opinions, we 
conclude that there is no great necessity for additional tools to support the five studied 
tasks among the studied groups. The tasks are either not performed at all or are 
presently solved in an efficient way. Furthermore, both current and presumptive users 
have expressed mainly sceptical opinions towards Competence Portals.   

• Time & Frequency: Today, the studied tasks are either not performed at all or 
solved in an efficient way. Some people have access to tools to support the 
search for competence. However, the general opinion regarding these tools is 
rather sceptical.  

• Current Usage: Generally speaking, it is not common to use a tool when 
performing the five studied tasks. In fact, to use the personal network is the most 
common solution to all the studied work tasks.  

• User Opinions: There exist a wide spread scepticism towards tools to support 
competence related tasks. Most people stated that although they sometimes see 
the task of finding internal competence as a problem, it is a problem that “goes 
with the job”.  

There might be benefits of using systems such as competence portals especially for 
large or geographically scattered organisations. To decide if the studied tasks are 
performed infrequently because they are not needed or because they require too much 
work lies outside the scope of this thesis.   

7.2 Recommendations 
To make it easier for the reader we included a summary of our recommendations in this 
chapter.   

Updated information 
To bring the problem with outdated information out into the light and to encourage a 
simple solution to the problem we recommend the following: If each piece of 
information - such as a page presenting the research of a group - has a date stamp and an 
owner, then a notice could be sent on a set interval asking the owner to verify that the 
information still is valid. The date of the last verification could be published together 
with the information. In this way, the reader could immediately judge whether the 
information is updated or not. 

All information in a portal needs an owner 
Ownerless information would inevitable lead to outdated and misleading entries 
clogging the portal. An owner to each information package would lower the amount of 
information in the portal and thus increase the quality of the system.  
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Someone has to care 
A logotype or a link to an organisational unit that are close to the person featured in the 
competence portal is important. This will allow the persons featured in the system to 
identify the system with something close to their everyday work. We believe that this 
will encourage them to keep the information updated and correct. 

Size and diversity 
A portal describing the know-how of an entire organisation may be very large. At the 
same time, the users expect to find information easily. The key is to manage the size of 
the portal - after all, more is not always better. To include information within several 
different areas is no problem as long as the search mechanisms are effective. As a result, 
the structure must be allowed to change in order to maintain a logical structure when 
new information is added.    

7.3 Further studies  
During our study, we have come in touch with several interesting questions that have 
not fitted the scope or purpose of the study. Some of these are presented in the list 
below, and may serve as an inspiration for future studies.  

• To motivate the users to update the information about them in Competence 
systems and portals is a major challenge. At the same time, the success of the 
system depends on that the information is correct and current. A more thorough 
investigation regarding what incentives that can be used to make people in 
competence systems update their profiles and project information would be very 
interesting to do.  

• It is important to make the update process as easy as possible for the users. A 
technical evaluation on how to make the update process faster and more 
attractive to the users would be interesting. Different areas can be of interest, 
like automatic generated e-mails that are sent to the user to verify or easily alter 
the text in or a more developed front-end that makes it easier to update the 
information.  

• A portal must be known before it can be used. An internal portal or a portal 
intended for a very specific user group can easily be marketed, but how should a 
portal intended for a wide audience be marketed? What ways to market a 
competence portal are there, who are the actual users, where are they and how 
can they be interested in the portal?  
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Head technology transfer at a large German research centre, 2004-11-29 

Research group leader at a research institute for applied computer science, 2004-11-29 

Research group leader at a research institute for structure of matter, 2004-12-01  
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Appendix A 
This appendix presents the questions and answers to the two surveys. It also has a 
picture off what the survey looked like.  

The Questions in the Private Survey 
The survey consisted of 29 multiple-choice and seven free-text questions. It was thus 
only possible to answer each question with one answer. The respondent had the 
opportunity to answer “Do not know” on all multiple choice questions.  

Questions  Possible Answers 
Personal Information  
Age Free-text input possible 
Sex Free-text input possible 
Number of years worked for present 
company 

Free-text input possible 

Number of years worked for present 
department

Free-text input possible 

Number of staff working in your 
department 

Free-text input possible 

Primary work description [Business Area Manager, IS/IT Manager, 
R&D Manager, Researcher, Researcher – 
group leader, Developer, Developer – 
group leader]

Primary department [IS/IT, Senior Management, Project 
office, R&D, Other]

Staff responsibility [Yes, No]

Total number of employees in your 
company

[<50, <250, <1000, <10000, >10000] 

General Competence Handling  
Estimate how often you need to perform 
the following tasks:  

[1: Never, 2: Seldom, 3: Each month, 4: 
Each week, 5: On a daily basis] 

1. Identify people in your company who 
provide a competence that you are looking 
for?  

- 

2. Identify those people within one of your 
company’s business partners, such as 
suppliers, customers or former project 
partners, who possess a competence that 
you are looking for?  

- 

3. Get information about the projects 
currently carried out at you your company, 
and their purpose (projects you are not 
participating in)? 

- 

4. Internally recruit a person providing a 
competence required for a project?  

- 
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5. Get an overview about the competences 
available in your company?  

- 

Are there defined routines for solving 
the following tasks in your company:  

[1: No documented practice exist, 2: A 
documented practice exist, but is seldom 
used, 3: A documented practice exist, 
and is often used, 4: A documented 
practice exist, and is almost always used] 

1. Identify people in your company who 
provide a competence that you are looking 
for?  

- 

2. Identify those people within one of your 
company’s business partners, such as 
suppliers, customers or former project 
partners, who possess a competence that 
you are looking for?  

- 

3. Get information about the projects 
currently carried out at you your company, 
and their purpose (projects you are not 
participating in)? 

- 

4. Internally recruit a person providing a 
competence required for a project?  

- 

5. Get an overview about the competences 
available in your company?  

- 

Are there any tools available to help 
solving the following tasks in your 
company: (Each answer includes the 
previous ones, e.g. “2” means “1+2”) 

[1: No, I always use me personal 
contacts, 2: Paper-based solution, E.g. 
old project description in folders, 3: 
Unstructured file system, e.g. shared file 
server, 4: Structured IT-system, e.g. 
intranet solution, 5: Specific application 
which integrates with other relevant 
systems] 

1. Identify people in your company who 
provide a competence that you are looking 
for?  

- 

2. Identify those people within one of your 
company’s business partners, such as 
suppliers, customers or former project 
partners, who possess a competence that 
you are looking for?  

- 

3. Get information about the projects 
currently carried out at you your company, 
and their purpose (projects you are not 
participating in)? 

- 

4. Internally recruit a person providing a 
competence required for a project?  

- 

5. Get an overview about the competences 
available in your company? 

- 
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What is your main opinion considering 
these tools? Are they:

[1: Non existing and not necessary, 2: 
Non existing, but tools would be good, 3: 
Existing, but of little practical use, 4: 
Useful, but they are in need of 
improvement, 5: Very useful] 
 

Competence in daily tasks  
When you want to get information on 
current projects within your company 
how often do you use:  

[1: Never, 2: Rarely, 3: In 50 % of the 
situations, 4:Very often, 5:Every time] 
 

Personal contacts? - 
Electronic phonebook enabling you to 
contact people in your company you do not 
know? 

- 

Internally developed IT-solutions such as 
project databases and Intranet? 

- 

Externally developed IT-solutions?  - 
How long did it last take you to perform 
the following tasks:  

- 

1. Identify people in your company 
possessing a special competence? 

[1: Months or more, 2:Weeks or more, 3: 
Days or more, 4:One hour to several 
hours, 5: Within minutes] 

1.1. Does this usually take you that amount 
of time?  

[1: Yes, it normally takes that amount of 
time, 2: No, it normally takes longer 
time, 3: No, it normally takes less time] 

2. Identify those people within one of your 
company’s business partners, such as 
suppliers, customers or former project 
partners, who possess a competence that 
you are looking for?  

[1: Months or more, 2:Weeks or more, 3: 
Days or more, 4:One hour to several 
hours, 5: Within minutes] 

2.1. Does this usually take you that amount 
of time? 

[1: Yes, it normally takes that amount of 
time, 2: No, it normally takes longer 
time, 3: No, it normally takes less time] 

3. Get information about what projects that 
are currently carried out at your company, 
and their purpose?  

[1: Months or more, 2:Weeks or more, 3: 
Days or more, 4:One hour to several 
hours, 5: Within minutes] 

3.1 Does this usually take you that amount 
of time? 

[1: Yes, it normally takes that amount of 
time, 2: No, it normally takes longer 
time, 3: No, it normally takes less time] 

When you search for competence within 
your company, do you think that:  

[1: Never, 2: Rarely, 3: In 50 % of the 
situations, 4:Very often, 5:Every time] 
 

You know where to start looking for 
information about people possessing 
particular competences?  

- 

The available information regarding 
competence is complete?  

- 
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The available information regarding the 
competence is accurate? 

- 

Is there someone responsible for 
competence related issues in your 
company?  

Free-text input possible 

Please write any additional comments or 
questions in this square 

Free-text input possible 

The Questions in the Public Survey 
The survey consisted of 35 multiple-choice questions and nine free-text questions. It 
was thus only possible to answer each question with one answer. The respondent had 
the opportunity to answer “Do not know” on all multiple choice questions. 

Questions  Possible Answers 
Personal Information  
Age Free-text input possible 
Sex Free-text input possible 
Work at [University, Research institute, 

Company, other] 
Primary work description [Researcher, Researcher – group leader, 

other] 
Network coordinatior [Yes, No] 
Project coordinator [Yes, No] 
Head of department [Yes, No] 
Staff responsibility [Yes, No]

Member of a EU-integrated project [Yes, No] 

Member of a EU Network of Excellence [Yes, No] 

General Competence Handling  
Estimate how often you need to perform 
the following tasks:  

[1: Never, 2: Seldom, 3: Each month, 4: 
Each week, 5: On a daily basis] 

1. Identify people in your company who 
provide a competence that you are looking 
for?  

- 

2. Identify those people within one of your 
company’s business partners, such as 
suppliers, customers or former project 
partners, who possess a competence that 
you are looking for?  

- 

3. Get information about the projects 
currently carried out at you your company, 
and their purpose (projects you are not 
participating in)? 

- 

4. Internally recruit a person providing a 
competence required for a project?  

- 

5. Get an overview about the competences 
available in your company?  

- 
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What is the most developed tool that you 
have available to help you with the 
following tasks?  

[1: No tool, I only use me personal 
contacts, 2:Electronic phonebook, 3: 
Internally managed IT-tools (e.g. 
Webpage, internal project database), 
4:Externally managed IT-tools 
(Information services, online 
publications), 5: Specific application 
which integrates with other relevant 
systems]  

1. Identify people in your company who 
provide a competence that you are looking 
for?  

- 

2. Identify those people within one of your 
company’s business partners, such as 
suppliers, customers or former project 
partners, who possess a competence that 
you are looking for?  

- 

3. Get information about the projects 
currently carried out at you your company, 
and their purpose (projects you are not 
participating in)? 

- 

4. Internally recruit a person providing a 
competence required for a project?  

- 

5. Get an overview about the competences 
available in your company? 

- 

Competence in daily tasks  
When you want to get information on 
current projects within your company 
how often do you use:  

[1: Never, 2: Rarely, 3: In 50 % of the 
situations, 4:Very often, 5:Every time] 
 

Personal contacts? - 
Electronic phonebook enabling you to 
contact people in your company you do not 
know? 

- 

Internally managed IT-tools (e.g. Webpage, 
internal project database)? 

- 

Externally managed IT-tools (e.g. 
Information services, online publications, 
network webpage)?  

- 

If other, please specify in a few words.  Free-text input possible 
How long did it last take you to perform 
the following tasks:  

- 

1. Identify those people in your company 
possessing a special competence? 

[1: Months or more, 2:Weeks or more, 3: 
Days or more, 4:One hour to several 
hours, 5: Within minutes] 

1.1. Does this usually take you that amount 
of time?  

[1: Yes, it normally takes that amount of 
time, 2: No, it normally takes longer 
time, 3: No, it normally takes less time] 
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2. Identify those people within one of your 
company’s business partners, such as 
suppliers, customers or former project 
partners, who possess a competence that 
you are looking for?  

[1: Months or more, 2:Weeks or more, 3: 
Days or more, 4:One hour to several 
hours, 5: Within minutes] 

2.1. Does this usually take you that amount 
of time? 

[1: Yes, it normally takes that amount of 
time, 2: No, it normally takes longer 
time, 3: No, it normally takes less time] 

3. Get information about what projects that 
are currently carried out at your company, 
and their purpose?  

[1: Months or more, 2:Weeks or more, 3: 
Days or more, 4:One hour to several 
hours, 5: Within minutes] 

3.1 Does this usually take you that amount 
of time? 

[1: Yes, it normally takes that amount of 
time, 2: No, it normally takes longer 
time, 3: No, it normally takes less time] 

Quality Aspects  
When you consider the quality aspects of 
a tool that enables you to search for a 
person or group that provides a certain 
competence, how important is it to you 
that:  

[1: Not at all, 2:Quite important, 
3:Important, 4:Very important, 
5:Extremely important] 

 

The description you find of the person’s or 
group’s competence is up-to-date? 

- 

The description you find of the person’s or 
group’s competence is complete? 

- 

You find the most competent person or 
group within the area? 

- 

You are able to verify the information 
found (e.g. through cross-references)? 

- 

Is the time required when searching for 
an outside expert something that you 
consider a problem in your work? 

[1: No, not at all, 2: Yes, but only in rare 
cases, 3: Yes, it is a problem, 4: Yes, it is 
a big problem, 5: Yes, it is a very big 
problem, I never search for outside 
experts]

What is your main opinion considering 
the tools used to search for competence? 
Are they:  

[1: Non existing and not necessary, 2: 
Non existing, but tools would be good, 3: 
Existing, but of little practical use, 4: 
Useful, but they are in need of 
improvement, 5: Very useful] 

Is there someone responsible for 
competence related issues in your 
company?  

Free-text input possible 

Please write any additional comments or 
questions in this square 

Free-text input possible 
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Snapshot from the surveys: 
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Appendix B   

Outline used for the interviews with the public group  
The interviews with persons from this group were held in Swedish, and thus the outline 
used was written in Swedish. Included here is an English translation. 

Introduction 
”I am writing my master thesis about competence handling” 

”I am doing a study that compares the usage of tools for competence handling between 
public and private organisations. A couple of weeks ago you were kind enough to 
answer a survey we sent to you, I wonder if you have the time to answer some 
complementary questions?” 

Definition of Competence: The abilities a person or group possesses that make them 
physically and/or intellectually qualified to solve problems within a specific area.  

Case 

Studied work task: One day during your daily work, you are faced with a question that 
is not within your specific area of knowledge. You believe that the question might have 
large impact on your work, but you are no entirely sure. The problem is that you do not 
know with whom to speak. You do however believe that the knowledge should be 
present within the organisation – perhaps in another department or project team.  

Follow-up questions 
Are you familiar with the situation? 

How often does it happen to you? 

How do you go about solving the situation? 

Quantitative Questions 
If you think of an IT-tool that allows you to search for a group or a person that possess a 
certain competence, on a scale from 1 t o 5 where 1 is “not important at all” and 5 is 
“very important”, how important is it to you that: 

• The description of the person’s or the group’s competence is up-to-date? 

• That the description you find is complete? 

• That you find the most competent person within the area? 

• That you can verify the information, for example by some sort of cross-
references? 

On a scale from 1 to 5, where 1 is “not a problem at all” and 5 is “it is a large problem”, 
is the time spent on searching for competence outside of your closest surroundings 
something that you consider a problem in your work? 

Conclusion 
“Thank you for your help” 

  



 Appendix B 

Outline used for the interviews with the private group 
Explanations to abbreviations 

Q: Question 
A: Possible answers 
Yes: If yes, continue on this line 
No: If no, continue on this line 

Introduction 
 “Hello, my name is [...] and I am a Swedish student. I am currently writing my master 
thesis on Competence Portals. Last [weekday] I sent you an e-mail asking if I could 
contact you this week. I wonder if you have the time to answer a couple of questions 
about your participation in the Helmholtz-experten Competence Portal?” 

Definition of Competence: That abilities a person or group possesses that make them 
physically and/or intellectually qualified to solve problems within a specific area.  

Helmholtz-experten webpage: The Helmhotz-experten webpage is a search tool that 
allows representatives fromthe industry to reach the scientists inside the Helmholtz 
centres. We believe it is both a contact portal and a marketing tool. Helmholtz-experten 
was started in April 2003.  

Awareness 

Q: Did you know about the portal before we contacted you? 

Yes: Do you know what information that is available about you there?  

A: [Contact information, CV, news, information about the organisation] 

Necessity 
According to information on the webpage, the portal is intended to make it easier for 
persons in the private industry to contact researchers within the Helmholtz association.  

Q: Do you think that it is important for a researcher to be visible in this way towards the 
industry, and why? 

A: [Funding, cooperation projects, marketing purposes] 

Q: Are there other groups that it is important to be visible to? 

A:[Students, researchers, industry, other] 

Q: Have you been contacted by someone that found you in Helmholtz-experten? 

Yes: What kind of contact was it?  

A: [Researcher, student, industry representative, journalist] 

Q: Do you ever use the portal yourself: 

...to search for competence? 

...to update the information about yourself or your projects? 

Yes: How much time is spent updating the system? 

Yes: Why did you update the information? 

No: Why have you not updated the information? 

A: [extra work, see no benefit in the system, other] 
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Q: Do you know who is responsible for updating the information? 

Q: Do you know how often the portal is updated? 

Other solutions 
Q: Do you yourself ever need to search for persons in your or other research centres? 

Yes: Approximately how often do you need to do this? 

Yes: How do you go about to find the correct person to contact? 

Q: The Helmholtz-experten page presents the competence available in Helmholtz. Do 
you have a similar presentation for competences of the persons in your organisation 
available on the Internet? 

Yes: Do you yourself use it? 

No: Why not?  

Yes: What kind of information can be found in these pages? 

Yes: Do you find the system useful? 

Yes: The Helmholtz-experten page covers a wider thematic area than the pages in 
the single centres normally do. Do you see any benefits with the helmholtz-experten 
system compared to the solution that is present in your organisation? 

Q: What is your overall opinion regarding Helmholtz-experten?  

A: [Useful / not useful, Necessary / not necessary] 
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