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Abstract

The Selection and Professional Training of Internal Auditors in Malta: A
Study

PURPOSE: This study aims (i) to ascertain and assess the key factors that
influence the selection of individuals forming the internal auditing (IAing) teams
in Maltese insourced IAUs; (ii) to ascertain and assess the development of the
training plan, including the onboarding and continuous training methodologies
currently in place in Maltese insourced IAUs and the effectiveness of such
methodologies; (iii) to recommend how any existing barriers relating to the
selection and training processes of internal auditors (IAors) may be tackled so
that such processes may become more effective.

DESIGN: A mixed-method approach was adopted, involving semi-structured
interviews with 14 CAEs and a survey completed by 33 |Aors.

FINDINGS: Recruitment was found to be predominantly reactive, hindered by the
small Maltese internal audit (IA) talent pool. CAEs prioritised communication,
analytical thinking, honesty, teamwork, educational background and experience
in the recruitment process. Most IAors had an accountancy background, while
very few held the Certified Internal Auditor credential.

Training plans were found informal, with structured onboarding and post-training
assessments being largely absent. On-the-job training was seen as the most
effective training methodology. Contrarily, e-learning was not found to be highly
effective. Training on technical IA topics was often underemphasised, owing to
the lack of relevance and availability in Malta. Additionally, training was found to
be restricted by budget constraints and heavy workloads.

CONCLUSIONS: While both current selection and training processes for |1Aors
are marginally functional, such processes could benefit from improved internal
recruitment followed by additional training and increased collaboration among
IAUs. The study also forwards various other recommendations for improving both
processes.

IMPLICATIONS: This study implies the need for more awareness on the
importance of better structured selection and training processes for IAors, this
being for the sake of audit quality and entity success. Importantly, more strategic
approaches and updated training plans need to be prioritised to better equip
future |Aors.

KEYWORDS: |Aing, Selection, Professional Training, Insourced IAUs
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Chapter 1 Introduction

1.1 Introduction

This Chapter lays down the groundwork for the study. As presented in Figure 1.1,
S.1.2 provides the background to the study. Following this, S.1.3 justifies the
rationale for the study, and S.1.4 sets out the research objectives. S.1.5 then
establishes the scope and limitations of the study. Finally, S.1.6 concludes this

Chapter by providing an outline of the study’s structure.

== 1.1 Introduction

e 1.2 Background to the study

* 1.2.1 The evolving role of internal auditors
» 1.2.2 The sourcing decision
» 1.2.3 The importance of employee selection and training

s 1.3 Study rationale

= 1.4 Research objectives

mmm 1.5 Scope and limitations

mmm 1.6 Overview of the study

Figure 1.1: Outline of Chapter 1

1.2 Background to the study

1.2.1 The evolving role of internal auditors

The role of internal auditors (IAors) has evolved significantly in recent years,
shifting from a limited focus on assurance, to a broader, more strategic advisory
and consulting services provider (Joshi, Acharya 2022). Such evolution was
accelerated by economic instabilities such as Enron, WorldCom and Covid-19
(Joshi, Acharya 2022). Modern IAors now address broader challenges, such as
the economic complexity, extensive regulatory demands, and technological
advancements of their respective entities (Eulerich, Eulerich 2020).



Chapter 1 Introduction

The value proposition of internal auditing (IAing) is reflected in the definition of
the Institute of Internal Auditors (II1A), namely:
“An independent, objective assurance and advisory service designed to
add value and improve an organization’s operations. It helps an
organization accomplish its objectives by bringing a systematic, disciplined

approach to evaluate and improve the effectiveness of governance, risk
management, and control processes” (II1A 2024b, p.12).

1.2.2 The sourcing decision

An entity may choose to establish an internal audit unit (IAU) internally, co-source
it, or fully outsource it (II1A 2024a). The |IA advocates that an IAU is most effective
when its resources, competences, and structure are aligned with the entity’s
strategy and adhere to the Global Internal Audit Standards (GIAS) (lIA 2018).
Hence, such considerations are crucial when determining the optimal sourcing

approach.

An insourced IAU is one established and resourced within the entity itself and led
by a Chief Audit Executive (CAE) (IIA 2024a). This model is beneficial since |IAors
possess strong knowledge of the entity’s operations and maintain full visibility
and control over audit operations (lIA 2024a). However, it also has its limitations.
Considering the dynamic environments |Aors operate within, insourced IAUs may
lack the continuous in-house competences to effectively address all the risks
faced by their entity (IIA 2024a). Additionally, budget limitations may arise (lIA
2024a).

An IAU may also be outsourced, whereby all internal audit (IA) services are
provided by a qualified and competent external service provider, usually on an
ongoing basis (IIA 2024a). Yet, the oversight and responsibility for the |A activity
remains insourced, normally by a designated CAE or senior management-level
employee (l1A 2018).

Entities may also opt for a co-sourcing approach, which involves collaboration

between in-house |A staff and external service providers when specialised or

additional resources are required (1A 2024a). For such a structure to be effective,

extensive co-ordination between the parties is required (IIA 2018). Co-sourcing
3
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arrangements have been shown to facilitate knowledge transfer to internal staff,

thereby improving the overall competences of the full-time employees (IIA 2018).

A local study by Micallef (2020) found that although IA co-sourcing is perceived
as the most advantageous sourcing model, Maltese entities are generally
hesitant to adopt it. Instead, most established entities prefer to set up an

insourced IAU, while newly established entities tend to opt for an outsourced IAU.

1.2.3 The importance of employee selection and training

Torrington and Hall et al. (2020) defined human resource (HR) selection as a
process that employs standardised methods and techniques to identify
candidates who best align with the specific job criteria. The selection process is
a most delicate one in any entity as it involves the selection of candidates who
not only fit the requirements of the open positions, but fit also the entity culture
(Savié¢-Tot, Runi¢-Risti¢ et al. 2021). Selecting the appropriate candidate is
paramount for enhancing employee and entity performance, which ultimately
drives entity success (Yamoah 2013). In fact, Azar (2005) highlighted the
importance of putting the “right person in the right seat at the right time”. If this
process is not carried out effectively, entity performance and the securement of a
competitive advantage will be particularly adversely affected (Savi¢-Tot, Runi¢-
Risti¢ et al. 2021).

However, simply selecting the right candidate is in itself insufficient (Abhishek,
Senthilkumar et al. 2018). Ongoing professional training must be provided to
ensure competences are continually honed and proficiency is enhanced (Elnaga,
Imran 2013). Elnaga and Imran (2013) defined training as programmes that equip
employees with “information, new skills or professional development
opportunities”, while concurrently providing entities with a competitive advantage
in the market. IIA Standard 3.1 — Competency, highlighted that CAEs should

provide |Aors with a mix of internal and external training opportunities (11A 2024b).

1.3 Study rationale

The role of IAing within entities has become increasingly vital, evolving into a

cornerstone of effective corporate governance by promoting accountability, risk
4
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management and the integrity of financial reporting (Eulerich, Eulerich 2020).
With growing regulatory demands and the complexity of modern business
environments (Latif 2012, Dickson, Isaiah 2024), the need for robust |IA practices

has become increasingly critical (Steyn, Plant 2009).

IAUs are ideally composed of individuals with diverse educational and
professional backgrounds (Rose 2016, Bonrath, Eulerich 2024). This diversity,
while enriching, also presents challenges in maintaining consistent quality and
standards within the unit (Joshi, Acharya 2022). Therefore, implementing
structured selection processes and professional training frameworks is essential
to enhance the effectiveness and operational strength of IAUs. A well-structured
selection process ensures that individuals with the appropriate skills, personal
characteristics (PCs), educational background and experience are recruited,
while a comprehensive training framework supports continuous professional
development (CPD), this ensuring that IAUs can adapt to emerging risks and

regulatory changes.

Notwithstanding the importance of these factors, there is a noticeable gap in
research focusing on the IA profession, particularly regarding the selection and
training processes. While extensive research has been conducted internationally
on employee selection and training in general, there is a dearth of studies
specifically addressing the IA profession. This gap is even more pronounced in
Malta, where no research known to the author has been conducted to date in this

area.

The research situation in both the Maltese and international contexts provides an
opportunity for this study to contribute to the academic and professional
understanding of the IA profession. By addressing this gap, this study seeks to
offer meaningful insights that can aid the development of more effective 1Aor
selection and training processes, this ultimately strengthening the role of |1A within
corporate governance frameworks. Furthermore, it is hoped that the findings
could serve as a benchmark for further studies in the area, thus contributing to

the global body of knowledge on IAing.
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1.4 Research objectives
The study had three objectives:

(1) To ascertain and assess the key factors that influence the selection of

individuals forming the |Aing teams in Maltese insourced IAUs.

(2) To ascertain and assess the development of the training plan, including
the onboarding and continuous training methodologies currently in place

in Maltese insourced IAUs and the effectiveness of such methodologies;

(3) To recommend how any existing barriers relating to the selection and
training processes of IAors may be tackled so that such processes may

become more effective.

1.5 Scope and limitations

In order to maintain the scope of this study within reasonable limits, it is limited to
the selection and training processes implemented in insourced IAUs and
therefore excludes any consideration of co-sourced and outsourced |AUs.
Additionally, owing to the specified timeframe, this study incorporates relevant

local and international research and developments up to 30" April 2025.

1.6 Overview of the study

Chapter 1 outlines the study’s background, its rationale and need, the research

objectives as well as the study’s scope and limitations.

Chapter 2 discusses various literature sources from both the Maltese as well as

the international scene relevant to the topic under review.
Chapter 3 outlines the research methodology adopted in this study.

Chapter 4 presents the research findings obtained from the interviews and

surveys.
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Chapter 5 discusses the findings highlighted in Chapter 4, in relation to the
literature overviewed in Chapter 2.

Finally, Chapter 6 concludes the study by summarising the key findings, offering
recommendations and proposing areas for future research. The structure of the
study is outlined in Figure 1.2.

Chapter 1 - Introduction

Chapter 2 - Literature Review

Chapter 3 - Research Methodology

Chapter 4 - Research Findings

Chapter 5 - Discussion of Findings

Chapter 6 - Summary, Conclusions and
Recommendations

Figure 1.2: Structure of the study
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Chapter 2 Literature Review

2.1 Introduction

This Chapter presents a thorough analysis of the existing literature on the subject
matter. Figure 2.1 outlines the Chapter’s structure. S.2.2 discusses the process
of developing a proficient IAU, while S.2.3 supports this and explores insights on

training. Finally, S.2.4 concludes this Chapter.

— 2.1 Introduction

2.2 Developing a proficient internal audit unit

+ 2.2.1 Human resource selection

» 2.2.2 Aspects of the recruitment process
 2.2.3 Filling a vacant position

+ 2.2.4 Allowing for diversity

+ 2.2.5 Professional credentials

+ 2.2.6 Essential skills

» 2.2.7 Essential personal characteristics
+ 2.2.8 Competency gaps

= 2.3 Aspects of a comprehensive training plan

+ 2.3.1 Development through training

« 2.3.2 Formulating a structured training plan
+ 2.3.3 Onboarding training

» 2.3.4 The benefits of training

— 2.4 Conclusion

Figure 2.1: Outline of Chapter 2

2.2 Developing a proficient internal audit unit

2.2.1 Human resource selection

HR selection refers to the process of employing standardised methods and
techniques to identify and select individuals who most closely match the criteria
for a specific job (Torrington, Hall et al. 2020). This process is a vital component
of the broader recruitment framework and is typically administered by the HR
management function with support from the relevant department manager
(Torrington, Hall et al. 2020). Yet, some entities, especially small, resource-
constrained ones, occasionally resort to outsourcing the recruitment process to

recruitment agencies (Abdullah, Ong et al. 2013).

9
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Yamoah (2013) emphasised that employees form the cornerstone of an entity’s
success or failure. Consequently, the selection of high-quality 1Aors is particularly
critical to the effectiveness of both the IAU and the wider entity (Seol, Sarkis et
al. 2017). Additionally, Zampa Partners (2025) underscored that selecting the

right IAor is pivotal for strengthening the corporate governance of the entity.

Harrington (2004) noted that I1Aors must possess a thorough set of skills and
competences which enriches them to efficiently respond to the rapid changes and
growing complexities of the business environment. Oxner and Oxner (2006)
reinforced this by stating that IAors should display proficiency across a diverse

set of areas.

In line with IlA Standard 3.1 - Competency, the responsibility for ensuring that the
IAU is collectively competent rests with the CAE (I1A 2024b). To achieve this, IIA
Standard 10.2 — Human Resources Management emphasises that the CAE must
establish an IAU that balances the necessary knowledge, skills and abilities to
meet the |A objectives (lIA 2024b). Should any gaps be identified, the CAE must
implement hiring, training, outsourcing or other procedures (lIA 2024b). Rose
(2016) argued that certain skills are more effectively acquired through robust
selection rather than post-recruitment training, making strong recruitment

frameworks essential.

2.2.2 Aspects of the recruitment process

The recruitment process is commenced through the establishment of the
recruitment objectives, the job description and assessment criteria as this guides
managers in the identification of the necessary knowledge, skills and

competences that candidates must possess (Seol, Sarkis 2005).

Interviews are a critical element of the recruitment process, holding significant
influence on hiring outcomes (Wang 2024). The conduct of multiple interviews,
usually between two to three is suggested, since it enables the interviewers to
determine whether the candidate is a potential good-fit (Wang 2024). Wang
(2024) identified three main types of interview models: unstructured, semi-
structured, and structured interviews. Unstructured interviews, characterised by

the lack of predetermined questions and evaluation criteria, have been criticised
10
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for their limited reliability and validity. Semi-structured interviews offer flexibility
and follow a general topic guide, but lack a consistent sequence and standardised
wording. In contrast, structured interviews adhere to a fixed set of questions
posed uniformly to all candidates, thereby enhancing both validity and fairness in

the assessment process.

However, such traditional models are inherently vulnerable owing to biases and
the interviewees’ ability to fake their answers (Wang 2024). In this regard,
Charles and Florah (2021) suggested moving beyond the traditional model by
incorporating ability, personality and interest tests into the candidate evaluation
process. Similarly, Rose (2016) advocated for behavioural interviews that
simulate real-life situations, as these improve the identification of candidates with
critical skillsets. The use of asynchronous video interviews (AVIs) has also gained
popularity in recent years (Torres, Mejia 2017, Lukacik, Bourdage et al. 2022),
offering enhanced validity and reliability in the interview process (Lukacik,
Bourdage et al. 2022). Lukacik and Bourdage et al. (2022) defined AVls as online
one-way videos wherein candidates record their responses to pre-set,
standardised questions displayed on a screen. Traditionally such videos were
reviewed manually by employers; however, Torres and Mejia (2017) suggested
the integration of artificial intelligence (Al) tools within AVIs to automatically
identify personality traits and other key attributes, while also reducing costs and

accelerating the selection process.

2.2.3 Filling a vacant position

Chambers (2023) observed that a multitude of entities initiate the recruitment
process for |Aors only after encountering significant control and risk management
failures. However, Bartlett and Kremin et al. (2016) argued that this approach is
not ideal owing to the shortage of high-quality 1Aors, making it challenging for
entities to attract job applicants and to retain IAU knowledge. Similarly, Opada
and Ibrahim et al. (2024) asserted that reactive hiring challenges workforce
stability and succession planning. A survey conducted by Chambers (2023)
revealed that 60% of IAUs required more than three months to fill open |Aor
positions, with 30% taking more than six months to complete the hiring process.
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Steyn and Plant (2009) found that the demand for |Aors is high at more senior
levels, with the opposite being true at trainee level, hypothesising that CAEs are

reluctant to hire trainees owing to the IIA’s limited guidance on training practices.

2.2.4 Allowing for diversity

Ideally, IAUs are composed of individuals with diverse educational and
professional backgrounds, this enhancing their performance (Rose 2016,
Bonrath, Eulerich 2024). In fact, the traditional view that the most effective |IAors
are those with accountancy degrees is increasingly being seen as outdated (Rose
2016, Chambers 2023).

Chambers (2023) argued that for an IAU to function optimally, it requires not only
professionals with strong financial expertise but also individuals skilled in other
areas, such as information technology (IT), compliance, and fraud investigations.
This shift in perspective has been supported by the 2024 Pulse of Internal Audit
Report (1A 2024c), which revealed that financial reporting makes up only 14% of
IA plans in North America. Moreover, Rose (2016) found that |Aors with
backgrounds beyond accountancy, IA and finance demonstrated higher critical
thinking and communication skills. Any over-reliance on accountancy expertise
at the cost of other critical skill sets can have significant negative consequences
on |AUs, this including cancellations or delays in audits, the narrowing of audit
scopes and reduced agility in responding to emerging risks owing to staffing
limitations (Chambers 2023).

Additionally, Bonrath and Eulerich (2024) emphasised the significance of gender
and national diversity, with the latter becoming increasingly important owing to
the growing internationalisation of businesses and the global scope of IAing.
While enriching, such diversity also presents challenges in maintaining consistent

quality and standards within the unit (Joshi, Acharya 2022).

2.2.5 Professional credentials

In line with I1A Standard 3.1 — Competency, competency is demonstrated through

the attainment of professional credentials (IIA 2024b). This is supported by a

12



Chapter 2 Literature Review

survey conducted by The Internal Audit Foundation and Deloitte (2021) which
found that certified IAors demonstrated higher overall competences when
compared to non-certified ones. Tsintzas (2016) asserted that when an |Aor
embarks on a journey of acquiring such credentials, they establish a reputation
characterised by integrity, dedication and commitment to both the profession and

their entity.

The Certified Internal Auditor (CIA) certification issued by the IlA is the only
globally recognised certification in IA, with an average of 30% of |Aors worldwide
holding such certification (Tsintzas 2016). The entrance requirements set out by
the lIA for the acceptance into the CIA programme are flexible when compared to
the requirements set out by other professional bodies (Steyn, Plant 2009).
Moreover, the CIA examination is offered in 18 languages (Tsintzas 2016). Such
open access and language versatility are designed to support the need for
diversity within IAUs (Steyn, Plant 2009). Despite this, Deloitte (2021) and Bartlett
and Kremin et al. (2016) noted that a skills shortage within the |A profession still
persists, and thus, such open entry requirements have not adequately resolved

the shortage of competent |Aors.

Following the CIA credential, the most popular certification held by IAors is the
Certification in Risk Management Assurance, with an average of 9% of |Aors
holding this credential (Tsintzas 2016). The Certified Information Systems Auditor
(CISA) credential is also deemed valuable for IAors, especially those who are
responsible for the IT systems audit (ISACA Now 2023).

Apart from certifications, Steyn and Plant (2009) observed that |Aors are
expected to hold a bachelor’s degree, while CAEs are typically expected to hold
postgraduate degrees. Experience was also deemed crucial, with 44.9% of 1Aors
in South African IAUs having more than five years of professional IA experience
(Steyn, Plant 2009).

2.2.6 Essential skills

A survey by the IIA identified seven key skills that CAEs prioritise during the
recruitment process. Listed in order of importance, these are: analytical thinking,

communication, accounting, risk management assurance, IT, industry-specific
13
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knowledge and data mining and analytics (Rose 2016). Rose (2016) emphasised
that the required skills should be compared to both the current audit plan and the
IAUs broader strategies and future risks. However, in practice, this forward-

looking approach is often overlooked.

While the GIAS are not legally mandated, having a strong knowledge of them is
a valuable skill for |Aors, as such standards promote the delivery of consistent,
accurate and timely audits in a cost-effective manner (II1A n.d). These standards
were updated in 2024, with implementation effective from 2025 (IIA 2025). They
introduced, among other factors, guidance for supporting the strategic use of
technological tools such as data analytics and Al to support more robust audit
procedures (Whitington 2024). In this regard, Zampa Partners (2025) stressed
the importance of selecting IAors with up-to-date knowledge of such standards,
as they serve as a key guide in meeting compliance requirements. Similarly,
Cohen and Sayag (2010) supported this, highlighting that adherence to the GIAS

enhances IAU effectiveness.

2.2.7 Essential personal characteristics

Selecting candidates with the right PCs is essential, particularly in the IA
profession as such characteristics significantly influence audit effectiveness
(Endaya, Hanefah 2016).

Honesty is especially critical for 1Aors since the profession is built on trust and
credibility (Zampa Partners 2025). Adaptability and being a team player also play
a pivotal role (Seek 2024), given that |Aors often operate in rapidly evolving
environments. Furthermore, fitting with the entity culture and values is important
since this enhances synergy and enhances commitment to the entity (Ahmad,
Veerapandian et al. 2011). Similarly, Kedenburg (2025) argued that motivational
fit is another key characteristic, since this enhances engagement, satisfaction
and commitment to the entity. Conscientiousness is also important, acting as an
accurate predictor of job performance (Shaffer, Postlethwaite 2013). Although
appearance may seem superficial, Little and Craig Roberts (2012) noted that it

can influence hiring decisions.
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2.2.8 Competency gaps

Badara and Saidin (2014) posited that IAor competency influences the
effectiveness of IAUs. Yet, a survey conducted by The Internal Audit Foundation
and Deloitte (2021) identified competency gaps in a number of areas. Ranked in
severity order, these are: IT control frameworks, data analytics, security and
privacy, risk management, soft skills, fraud investigations and agile auditing

methodologies.

When compared to their perceived importance for adding value to entities,
competency levels in critical technologies, emerging risks and innovate
knowledge areas such as cloud, virtual computing environments and disruptive
technologies were also notably low (The Internal Audit Foundation, Deloitte
2021). In fact, IAors were yet feeling unprepared to provide effective assurance
and advisory services in these areas, indicating that 1Aors had to evolve more
quickly to keep pace, in particular, with new technologies and emerging risks to

avoid becoming unable to fulfil their mission.

Deloitte (2021) recommended addressing these gaps by, inter alia:

1. Developing training and talent development paths to enhance skills,
competences and digital proficiency across all levels, from trainee to
CAEs; and

2. Redesigning recruitment strategies to target candidates with specialised
technological and analytical expertise. This may include the exploration of

sourcing |Aors from across the globe.
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2.3 Aspects of a comprehensive training plan

2.3.1 Development through training

Simply selecting the right candidate is not enough (Abhishek, Senthilkumar et al.
2018). Business environments are rapidly evolving, requiring individuals to keep
abreast with changing requirements (Latif 2012, Dickson, Isaiah 2024). Ongoing
professional training plays a pivotal role in this (Elnaga, Imran 2013). Steyn and
Plant (2009) asserted that this is particularly true in the IA profession wherein
IAors regularly encounter new challenges, complexities and opportunities that
necessitate CPD of their skills, attributes and competences. Such development

is crucial for IAors to add greater value to their entity.

In this regard, the IIA Code of Ethics stresses that |Aors should only conduct
engagements for which they possess “the necessary knowledge, skills and
experience” (IIA 2019). The Code also emphasises the importance of |Aors
undertaking measures to improve their competences, effectiveness and quality
of the services provided (II1A 2019). This can be achieved by engaging in CPD as
stated in IIA Standard 3.2 - Continuing Professional Development (IIA 2024b).
Similarly, IIA Standard 3.1 - Competency highlights the importance of lAors
conducting a self-assessment to determine their skill gaps and the provision of
an associated training plan (1A 2024b). While |Aors are ultimately responsible for
adhering to this standard, the CAE plays a pivotal role in fostering an environment
that facilitates the enhancement of skills, attributes and competences by
providing the necessary training (IIA 2024b). Smith (2017) highlighted that for
training to be considered valuable by employees, its purpose must be clearly

communicated, including how it will benefit their personal growth and abilities.

2.3.2 Formulating a structured training plan

Developing a structured training plan is a fundamental aspect of employee
development (Geskus 2023), one that remains essential regardless of the entity’s
size (Tung-Chun 2001). Structured training plans are positively correlated with
enhanced employee performance and entity success (Elnaga, Imran 2013).
Despite these benefits, Rose (2016) found that just over half of surveyed CAEs
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reported having “structured and documented”training plans in their IAUs, with the

rest indicating that their plans were either informal or not developed at all.

Smith (2017) proposed a three-step process for developing the training plan,
which begins with conducting a needs assessment, as illustrated in Figure 2.2.
However, Elnaga and Imran (2013) identified a flaw in the process, this being that
many entities formulated the plan without clearly defining the training objectives
or considering the specific knowledge, skills, and competences employees are

expected to gain.

Step 1 - Step 2 - Step 3 -

Content assessment
and feedback

Selection of

Needs assessment methodology

Figure 2.2: The training plan
Source: Smith (2017)

Needs assessment

Pike (2014) supported the 3-step approach proposed by Smith (2017),
emphasising that training plans should only be formulated after a thorough needs
assessment has been conducted. Employee involvement in this step is essential,
as it enables the formulation of a precise and tailored plan, enhancing the overall
effectiveness of training (Dalto 2015, Smith 2017). Collaboration between the
CAE and IAor in developing the training plan is also consistent with the principles
outlined in IIA Standard 10.2 — Human Resources Management (II1A 2024Db).

Selecting the appropriate training methodology

The second step in the development of the training plan is the selection of the
appropriate training methodology (Smith 2017). Abhishek and Senthilkumar et
al. (2018) asserted that training methodologies can be broadly categorised into
two types: internal training and external training. Internal training is typically
informal and delivered by in-house personnel, focusing on entity practices or
technical skills (Abhishek, Senthilkumar et al. 2018). This includes methods such
as on-the-job training, mentoring, e-learning, directed reading and self-study
programmes, and conducting training audits and research projects (Pickett 2011).
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Conversely, external training is delivered by third-party specialists and includes
attending and participating in professional conferences and seminars and

pursuing professional certifications such as the CIA designation (Pickett 2011).
Cost-effectiveness of training methodologies

Training must be cost-effective for its benefits to be reaped (Yamoah 2013). Latif
(2012) observed four main factors contributing to training effectiveness, these
being satisfaction with the: training session, content, trainer and transfer of
learning. Burke, Salvador et al. (2011) argued that methods which directly engage
and integrate employees into the learning process tend to result in greater
knowledge retention. In line with this, Booth (2007) found that learners “generally
retain 10% of what is read, 20% of what is heard, 30% of what is seen, 50% of
material from group discussion, 75% of what is learned through practice and 90%

of what they say and do’.

Cost is a key determinant in selecting appropriate training methodologies.
Abhishek and Senthilkumar et al. (2018) emphasised that entities must weigh the
financial implications when selecting training. Tsintzas (2016) suggested that the
greatest barrier to training is the associated costs, which in most global regions
is not sponsored by the entity. Kennedy (2009) highlighted that although high-
quality training may incur greater initial costs, it often results in better long-term

returns and avoids the inefficiencies of cheaper, ineffective alternatives.
A deeper dive into e-learning

E-learning is a flexible means of online training, enabling learners to access
content at their preferred time and location (Shabha 2004, Lean, Ming et al.
2018). Zhang and Zhao et al. (2004) described it as “cost-effective” methodology,
often incurring lower costs than in-person training. Such methodology gained
popularity over the past few years; a trend accelerated by the Covid-19 pandemic
(Baber 2022).

While some researchers found no significant difference in the effectiveness of
online and in-person training methods (Lean, Ming et al. 2018, Wang, Ma et al.
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2019), others observed that individuals prefer engaging with an expert and

respond negatively to training delivered by a machine (Smith 2017).

Critics of online learning highlight several challenges. Fabito and Trillanes et al.
(2021) identified issues such as difficulties in clarifying topics with tutors, lack of
suitable training environments, and unreliable internet connectivity as significant
barriers to effective online learning. Furthermore, the “pre-packaged” nature of
some online courses can result in a lack of engagement, diminished learning
outcomes and reduced applicability to specific work environments (Smith 2017).
Baber (2022) added that the limited social interaction hindered the effectiveness

of online training.
Training hours

Training must be provided on an ongoing basis, in line with IIA Standard 3.1 —
Competency, which requires IAors to be proficient in both current and emerging
areas (IIA 2024b). Tsintzas (2016) stressed that IAors must be lifelong learners
to remain competitive in dynamic environments. To uphold this, CAEs should
regularly assess the skills of individual 1Aors to identify any present gaps (lIA
2024b). When such gaps are found, appropriate training methodologies should
be implemented to enhance the quality of work and strengthen competences (II1A
2024b).

Most training plans establish a minimum requirement of 40 annual hours of 1A-
related training per IAor (Tsintzas 2016). Yet, Tsintzas (2016) found that, on
average, 57% of IAors within the EU receive training equal to or exceeding this
threshold. Smith (2017) highlighted that the hours should be distributed across
short, monthly training sessions, allowing employees to reflect on the material
discussed and apply it effectively. Many studies found that the frequency of
training and job performance have a directly proportional relationship (Kennedy
2009, Singh, Mohanty 2012, Elnaga, Imran 2013). Yet, Derouen and Kleiner
(1994) contradicted this assessment and argued that the underperformance of
employees is not entirely dependent on infrequent training. Similarly, Daniels
(2003) asserted that training is “not a panacea” and thus, the assumption that

training will bring underperforming employees up to speed is a misconception.
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Content assessment and feedback

The final step in the development of the training plan involves assessing the
training content and gathering employee feedback (Smith 2017). This is essential
for refining future training initiatives, ensuring that sessions remain relevant and
engaging (Smith 2017). Similarly, Farooq and Khan (2011) underscored the
importance of this stage, asserting that no entity can be effective without input

from employees at all levels.

Content assessment can be achieved by using quizzes to assess the extent of
retention and by observing employees as they carry out tasks related to the
training, providing insights into its effectiveness (Smith 2017). Such evaluations
not only assess employee performance but also highlight areas where
improvements to the training methodology or content may be necessary.
Ultimately, these evaluations assist the CAE and lAors in identifying and

prioritising areas for CPD and upskilling (lI1A 2024b).

2.3.3 Onboarding training

A successful recruitment process goes beyond simply selecting the right
candidate. It must be followed by an effective onboarding process, particularly
one which emphasises training, if the entity’s vision is to be achieved (Dickson,
Isaiah 2024). Dickson and Isaiah (2024) noted that training is the most important
element of the onboarding process since it equips the selected individual with the

required skills to perform their tasks effectively.

Klein and Weaver (2000) agreed, stressing that a training plan is especially
important upon employee onboarding since it guides the socialisation process.
Kramer (2010) defined socialisation as the process through which new recruits
learn about the entity’s’ structure and adapt to the culture within the workplace,
enabling them to become productive assets of the team more quickly. Similarly,
Meyer and Bartels (2017) highlighted that onboarding training is an
advantageous tool that enhances the ability to meet entity goals, improve

business performance and increase employee engagement.
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Notwithstanding this, Kirchner and Stull (2021) observed that entities are often
characterised by a lack of standardised onboarding training. Hommey, Ma et al.
(2020) found that inadequate onboarding and training led 57% of employees to
consider resigning within their first two years of employment. If such turnover
materialises, entities may experience financial strain and face pressure to
promptly refill key roles. This is particularly concerning in the IA field, where a
persistent skills shortage exists (Bartlett, Kremin et al. 2016, Deloitte 2021). In
light of this, Applegate (2004) highlighted the importance of delivering onboarding

training that addresses both operational aspects and technical |A skills.

2.3.4 The benefits of training

Effective training yields significant benefits for both employees and the entity.
Elnaga and Imran (2013) stressed that investing in training and development is

paramount for entities striving to attain long-term business success.

A strong, up-to-date foundation of core competences supports |Aors in pursuing
personal goals while remaining competitive and relevant throughout their careers
(1A 2024b). Conversely, prolonged deficits in training, talent development, and
staffing may hinder the entity’s ability to evolve, this potentially causing stagnation

or regression in previously strong areas (Elnaga, Imran 2013).

When employees recognise the entity’s investment in their development, they
become more motivated to work harder and perform better (Acton, Golden 2003).
Additionally, training equips staff with essential knowledge, skills, and
competences to perform their tasks more effectively, thereby reducing the
likelihood of errors (Elnaga, Imran 2013). Beyond task efficiency, training also
sharpens employees' critical thinking and creativity, this contributing to enhanced
productivity (Elnaga, Imran 2013). Supporting this, Bartel (1991) observed a
positive correlation between effective training and employee productivity. Yet,
Swart and Brown et al. (2005) cautioned that such correlation is only realised
when managers proactively identify and address factors that may undermine

training effectiveness.

Moreover, Elnaga and Imran (2013) observed that effective training contributes

to lower employee turnover. The narrower the gap between required and actual
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skills, the higher the levels of employee satisfaction and retention. This ultimately
strengthens the entity’s capacity to retain a talented workforce and achieve a

sustained competitive advantage.

2.4 Conclusion

This Chapter provided a comprehensive review of the available literature focusing
on the selection and training processes of |Aors. The following Chapter will

present the research methodology employed in this study.
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Chapter 3 Research Methodology

3.1 Introduction

As shown in Figure 3.1, this Chapter presents the research methodology
employed in this study. S.3.2 details the preliminary research conducted. The
theoretical framework and research design are discussed in S.3.3, while S.3.4
and S.3.5 focus on the research tool and participants, respectively. The data
collection process is outlined in S.3.6, followed by the analysis of data in S.3.7.
The research limitations are discussed in S.3.8, and S.3.9 concludes this

Chapter.

— 3.1 Introduction |
3.2 Preliminary research |
3.2 Preliminary research |

— 3.3 Theoretical framework and research design |

e 3.4 Research tool

* 3.4.1 Semi-structured interviews
» 3.4.2 Survey

— 3.5 Research particpants
mmm 3.6 Data collection

» 3.6.1 Secondary data collection and interview/survey drafting
+ 3.6.2 Primary data collection

e 3.7 Data analysis

+ 3.7.1 Quantitative data analysis
+ 3.7.2 Qualitative data analysis

— 3.8 Research limitations |
— 3.9 Conclusion |

Figure 3.1: Outline of Chapter 3

3.2 Preliminary research

The study began with a detailed review of existing literature, encompassing
academic papers, journal articles and previous dissertations to establish a strong
understanding of the research area. This was supplemented by discussions with

the supervisor, which facilitated the refinement of the research objectives.
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Concurrently, confirmation was obtained from a number of CAEs to validate the

study’s relevance and to ensure that its initial reception was positive.

3.3 Theoretical framework and research design

The theoretical frameworks of this study are the Human Capital Theory (HCT)
and the Resource-Based View Theory (RBVT). The study of how selecting and
training processes help develop competent |Aors is supported by the HCT. RBVT
complements this by presenting IAor selection and training as strategic assets
that can improve operational efficacy. Together, these theories direct the
evaluation of present selection and training processes and provide guidance for

suggestions aimed at enhancing such processes.

When conducting research, the starting point is always determining whether to
employ a quantitative, qualitative or mixed-method approach, this depending on

the type of data being sought (Saunders, Lewis et al. 2023).

Henline-Hall (2024) explained that quantitative research involves the gathering of
numerical data from a large sample size which is analysed using statistical tests.
Such analysis can be used to generalise findings to the population at large
(Monfared, Derakhshan 2015). Yet, critics have argued that the quantitative
approach is inherently vulnerable since regardless of how comprehensively a
survey is developed, respondents may misunderstand a question or provide an
untruthful answer to avoid potential adverse consequences (Lakshman, Sinha et
al. 2000).

Conversely, qualitative research involves gathering and analysing data by
observing participants’ actions and opinions in a natural environment (Henline-
Hall 2024), thereby involving an element of subjectivity. The sample size is
smaller when compared to quantitative research (Monfared, Derakhshan 2015).
However, in-depth conversations are held, resulting in a deeper understanding of
the phenomenon being studied, one that lies beyond the reach of quantitative
research (Kandel 2020). This approach is exploratory and open-ended; however,
the findings cannot be generalised to the population at large (Monfared,
Derakhshan 2015). Additionally, the quality of the results is dependent on both
25



Chapter 3 Research Methodology

the quality of the questions and the skills of the interviewer (Monfared,
Derakhshan 2015).

The development of the mixed-method approach emerged as a response to the
limitations inherent in relying solely on either quantitative or qualitative methods
(Doyle, Brady et al. 2009). This approach integrates both methodologies, allowing
them to be employed concurrently. By doing so, it capitalizes on the strengths
and mitigates the weaknesses of each, leading to a more robust and well-rounded
research outcome (McKim 2017, Henline-Hall 2024). Advocates of this approach
asserted that the complexity of human experiences requires such a multifaceted
research design to grasp their intricacies (Sandelowski 2000). McKim (2017)
further emphasised that the mixed-method approach provides the flexibility
needed to address complex research questions, offering broader and deeper
insights than when qualitative or quantitative methods are applied in isolation.
Consequently, this approach facilitates an enhanced exploration of the research

problem, enriching the study’s scope and depth (Henline-Hall 2024).

Since this study focused on evaluating the selection and training processes
implemented in Maltese insourced |AUs, a mixed-method approach was

considered appropriate.

3.4 Research tool

Semi-structured interviews and a survey, each incorporating a mix of close-ended
and open-ended questions, were deemed the most suitable research tools for

gathering detailed data that is aligned with the study’s objectives.

3.4.1 Semi-structured interviews

Semi-structured interviews provided the flexibility and adaptability needed during
the data collection process, allowing the researcher to probe further into
participants’ responses and explore previously unanticipated themes
(Dedonckheere, Vaughn 2019). Additionally, the use of cues enabled the

interviewer to prompt deeper reflection from interviewees and explore their
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responses in greater depth, thereby enriching the quality of the data gathered
(McGrath, Palmgren et al. 2019).

Keyton (2023) stressed that the quality of interviewee responses is strongly
influenced by the quality of the questions posed and emphasised the importance
of a well-structured interview schedule. In line with this, prior to commencing the
interviews, the researcher developed a comprehensive interview schedule?!
applicable to all CAEs. As illustrated in Table 3.1, the interview schedule was
organised into several sections, each containing interviewee-relevant questions
informed by both the research objectives and the literature review. Section A1
provided a definition of a term used in a question, this eliminating potential
misunderstandings, while Section A2 explained the Likert scales applied to the

close-ended questions.

Section Heading Question Number
Section 1: Developing a Proficient Internal | 1-12
Audit Unit

Section 2: Onboarding and Continuous | 13-20
Training of Internal Auditors

Section 3: Barriers & Recommendations 21-22
Section 4: Respondent Characteristics 23-28
Section A1 — Definitions /
Section A2 — Likert Scales Used /

Table 3.1: Layout of the interview schedule

As shown in Table 3.2, a combination of close-ended and open-ended questions
was used. Additionally, the five-point Likert scales applied to the close-ended

questions are found in Table 3.3.

Question Type Question Number
Close-ended 1,6,10,11,16,19
Open-ended 2-5,7-9,12, 13-15,17-18, 20-22

Table 3.2: Classification of questions by type

1 Vide A3.1
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Scale 0 1 2 3 4
Not important | Not important Neutral Important Highly
at all important
Response Strongly Disagree Neutral Agree Strongly
disagree agree
Very low Low Moderate High Very high

Table 3.3: Likert scale applied to the close-ended questions

Table 3.4 presents the respective research objective that each question was

meant to contribute towards reaching.

Question Number

Research Objective (as laid out in Ch1)

1-12

Objective 1

13-20 Objective 2
21-22 Objective 3
23-28 General
Table 3.4: Interview schedule questions mapped to the research objectives
3.4.2 Survey

The survey allowed for additional insights to be gathered without the need for

significant time of the researcher being consumed (Mazhar 2021). The questions?

were presented in a logical sequence so that the survey respondents

(“surveyresps”) could easily complete the survey. The structure of the survey is

shown in Table 3.5. It was divided into three main sections with surveyreps-

relevant questions designed in accordance with the research objectives and in

the light of the literature review. Prior to answering the questions, the surveyresps

were presented with a consent form and asked to confirm their participation, or

otherwise, in the research.

Section Heading Question Number
Section 1: Developing a Proficient Internal | 1-5

Audit Unit

Section 2: Onboarding and Continuous | 6-12

Training of Internal Auditors

Section 3: Barriers & Recommendations 13-14

Table 3.5: Layout of the survey

2Vide A3.2
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As shown in Table 3.6, a combination of close-ended and open-ended questions
was used. Additionally, the five-point Likert scales applied to most close-ended

questions can be found in Table 3.7. Other close-ended questions required

surveyresps to select an option from a predefined list.

Question Type Question Number

Close-ended 2-6,9-11

Open-ended 1,7-8,12-14

Table 3.6: Classification of questions by type
Scale 0 1 2 3 4
Never Rarely Sometimes Frequently Always

Response Strongly Disagree Neutral Agree Strongly
disagree agree
Very low Low Moderate High Very high

Table 3.7: Likert scale applied to most close-ended questions

Table 3.8 presents the respective research objective that each question was

meant to contribute towards reaching.

Question Number Research Objective (as laid out in Ch1)
1-5 Objective 1
6-12 Objective 2
13-14 Objective 3

Table 3.8: Survey questions relating to the research objectives

3.5 Research participants

Owing to their significant involvement in the selection and training processes for
IAors, CAEs of insourced IAUs were selected as the study’s interview
participants. Since there is no official list of entities operating an IAU, a
comprehensive search was conducted through annual reports, entity websites,
and LinkedIn profiles to identify relevant entities. From the researcher’s search,

it was concluded that 19 entities operate an insourced IAU in Malta.

CAEs were initially contacted through email or LinkedIn, along with a ‘Letter of
Introduction and Invitation to Participate™® to introduce the researcher and the

3Vide A.3.4
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research area. In cases of no initial reply or where no email address was made
available, phone calls were made to obtain the correct contact details. When still
no response was received, a polite reminder was sent. Nonetheless, some
entities still provided no reply or informed they could not participate in the

research. Despite this, the researcher successfully conducted 14 interviews.

To further corroborate the findings, the IAors who constitute the IAUs were invited
to complete an online survey. When the response rate was low, the CAE was
requested to send a gentle reminder to his/her team. Ultimately, the researcher

was able to collect a total of 33 completed surveys.

3.6 Data collection

Data collection is the foundation of any research study, without which the study
cannot be completed (Mazhar 2021). Kabir (2016) stressed the importance of
determining the type of data required prior to commencing data collection.
Moreover, dedicating sufficient time to this phase is critical to extrapolate accurate

and high-quality evidence (Kabir 2016).

3.6.1 Secondary data collection and interview/survey drafting

Secondary data was gathered from several literature sources, as indicated in
Chapter 2. Such data provided the basis for drafting both the interview schedule

and the survey questions.

Prior to commencing primary data collection, pilot interviews were conducted with
two CAEs to identify any areas of the interview schedule that required
improvement, with the overall aim of enhancing the quality and efficiency of the
study (Hazzi, Maldaon 2015). Feedback from such sessions was carefully
considered, resulting in refinements to the structure and wording of certain

questions of both the interview schedule and the survey.

Additionally, the questions included in the interview schedule and survey followed
the same structure. However, some questions posed to CAEs were not replicated
in the survey for IAors as the CAEs perspective alone was deemed sufficient for

the researcher to gain a clear understanding of the subject matter. Such

30



Chapter 3 Research Methodology

questions mainly focused on general IAU operations. Questions asked to
surveyresps were more focused on their opinions on more specific areas, this
allowing for the identification of discrepancies in responses between CAEs and
IAors. Moreover, less questions reduced the time needed to complete the survey,

this aiming to encourage greater survey participation.

3.6.2 Primary data collection

Interviews took place between the 5" of November 2024 and the 3" of March
2025. These were arranged based on the participant’s availability and preferred
date, time and place. They were conducted in person at the interviewees’ place
of work, or online via Google Meet, Zoom or Microsoft Teams. Participants
received the interview schedule in advance, thus allowing them sufficient time to
familiarise themselves with the questions and prepare accordingly. During
physical interviews, a hard copy of the schedule was provided, while, where

interviews had to be held online, it was shared via screen sharing.

Before each interview, participants were asked to sign the ‘Interview Consent
Form’, this serving as confirmation to participate in the research. Consent was
also sought to record the interview, with the assurance provided that the recording
would only be used for transcription purposes to ensure no relevant information
was overlooked. In the instances where consent was not granted, comprehensive

notes were documented throughout the interview.

In parallel with the CAE interviews, the survey was distributed to IAors using
Google Forms, an online data collection tool. This phase spanned from the 5" of
November 2024 till the 10" of March 2025, allowing ample time for lAors to
complete the survey. Moreover, the survey was completely anonymous, enabling

respondents to share their views freely without concern of being identified.

3.7 Data analysis

Data analysis plays a crucial role in research, involving the structured use of
statistical and analytical methods to interpret data and extract insights relevant to
the research objectives (Dibekulu 2020).
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3.7.1 Quantitative data analysis

Quantitative data was gathered from the close-ended questions featured in both
the interview schedule and survey. This data was analysed using Excel and IBM
SPSS Statistics. To determine whether there were significant differences between
the statements based on their mean rating scores, the Friedman test was applied.
The mean rating scores ranged from 0 to 4, with 0 and 4 representing the scale
points defined in Tables 3.3 and 3.7.

3.7.2 Qualitative data analysis

Qualitative data was gathered from the open-ended questions featured in both
the interview schedule and survey. Additionally, when responding to Likert scale
questions, interviewees were probed further, resulting in the collection of
additional qualitative insight. To ensure accurate and high-quality data, the audio-
recorded interviewees were subsequently transcribed. These transcriptions,
together with the notes taken during interviews that were not audio-recorded were
analysed in a thematic manner, highlighting common themes and patterns across

interviewees.

3.8 Research limitations

One of the challenges faced in this study was the difficulty in determining whether
entities operate an IAU, this resulting in a possible limitation in the number (19)

of entities known to have an insourced IAU.

Moreover, some entities were unable to take part in the study owing to their
company’s policies, whilst others ignored the emails. However, following the
researcher’s persistent efforts, most CAEs(1419) of the known in-sourced IAUs
were successfully engaged and by that point the saturation level of response was

deemed as having been reached.

Notably, despite numerous follow-ups and, as was expected from past similar
surveys in Malta, survey participation was relatively lower, with 33 |Aors
completing it out of a total of 75 survey sheets being distributed to the IAors within
the IAUs by the respective CAEs.
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The time available for conducting the interviews was also limited, typically not
allowing for more than an hour. Nevertheless, the researcher was able to ask all

pertinent questions and collect the corresponding data.

Furthermore, a key limitation of semi-structured interviews was their inherent
flexibility, which may lead to inconsistencies in the depth and scope of the
information collection. To mitigate this, all interviews were conducted by the
researcher who also used follow-up questions as necessary. Another challenge
was the difficulty in eliminating participants' subjectivity in their responses. In fact,
discrepancies were observed between the ratings given in the Likert scale
questions and the remarks provided by some interviewees in the open-ended
questions. Wherever possible, these inconsistencies were subsequently clarified

with each individual interviewee.

3.9 Conclusion

This Chapter described the research methodology employed. The next Chapter

will present the findings derived from the interviews and surveys.
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Chapter 4 Research Findings

4.1 Introduction

This Chapter analyses the responses to the interview schedule and where
applicable, the survey as set out in A3.1 and A3.2 respectively. As illustrated in
Figure 4.1, S.4.2 discusses the key characteristics influencing the selection
process, S.4.3 addresses the steps taken to develop an effective training plan,
while S.4.4 highlights barriers and recommendations in the selection and training

processes. Finally, S.4.5 concludes this Chapter.

e 4.1 Introduction

4.2 The key factors influencing the selection

e brocess

* 4.2.1 Involvement in the recruitment process

* 4.2.2 Frequency of internal auditor recruitment

* 4.2.3 Internal vs external calls

* 4.2.4 Hiring seniors vs juniors

+ 4.2.5 Filling a vacant position

» 4.2.6 Essential skills

» 4.2.7 Essential personal characteristics

» 4.2.8 Educational background and professional credentials
* 4.2.9 Diversity

+ 4.2.10 Competency gaps

mmm 4.3 Implementing effective training

* 4.3.1 The development of a structured training plan
* 4.3.2 Implementing the training plan

* 4.3.3 Onboarding training for new internal auditors
* 4.3.4 Benefits of training

e 4.4 Barriers and recommendations

» 4.4.1 Barriers in the selection process
* 4.4.2 Overcoming selection barriers

» 4.4.3 Barriers in the training process
* 4.4.4 Overcoming training barriers

e 4.5 Conclusion

Figure 4.1: Outline of Chapter 4
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4.2 The key factors influencing the selection process

This part analyses twelve interview questions* and also five related survey
questions®. These questions were focused on the key factors that influence the

selection process of IAors.

4.2.1 Involvement in the recruitment process

The first interview question® asked interviewees about the extent to which they
were involved in the recruitment process for IAors. Interviewees 14/14) stated they
were always involvedx=4. Such involvement included the development of the
recruitment objectives, job descriptions and assessment criteria, the review of

CVs and the conduct of the shortlisting and interviewing processes.

Most interviewees 1o/14) conducted two interviews, a few /14 relied solely on one
interview, while one(14) described a three-stage process. Interviews were
primarily question-and-answer based, aimed at assessing the applicant’s
personality and job expectations, with only two interviewees /14) adopting more
complex techniques, such as case studies and intelligence quotient testing, to
evaluate problem-solving abilities and technical competence. A few
interviewees 414 noted that Malta lags behind in interview complexity, suggesting
that entities should adopt more advanced assessment methods to improve

candidate evaluation.

All interviewees14/14) emphasised that the recruitment process was not a “one-
man job”, but a collaborative one with the inclusion of HR personnel 1414, senior
IA managerss/14), the finance functionss4), the Board of Directors (BoD)z14), the
Chief Executive Officeriz14, and the Audit and Risk Committee214. One
interviewee 1119 emphasised that first a HR representative assessed whether the
candidate’s “DNA”fitted with that of the company while s/he, as CAE, would focus

on the candidate’s technical skills and expertise in lAing. This distinction

4Vide Q.1-12 p.A3.1
5Vide Q.1-5 p.A3.2
6 Vide Q.1 p.A3.1-2
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underscores the dual significance of cultural fit and technical competence in the

recruitment process.

4.2.2 Frequency of internal auditor recruitment

The next question’ asked interviewees how many times a year, on average, they
initiated the recruitment process. Most interviewees1o/19 indicated that the
recruitment process is not an annual process. A few/rs emphasised the
importance of conducting a cost-benefit analysis to determine whether hiring or

outsourcing specific audits is more viable.

Employee resignations(1z14) were the primary driver of recruitment, this
suggesting that most IAUs adopt a reactive hiring approach, filling vacancies as
needed rather than following any structured recruitment cycle. As stated in the
literature®, such practice may pose challenges in workforce stability, knowledge
retention, and succession planning. Additionally, some interviewees /14 noted
that recruitment was also influenced by resource capacity in relation to the

upcoming audit plan.

4.2.3 Internal vs external calls

Interviewees were then asked® about the procedure adopted when issuing a call
for applicants. Some interviewees 14 opt to first issue an internal call for
applicants before advertising externally14/19. A few(214 demonstrated a clear
preference for internal recruitment owing to existing familiarity with internal
systems and processes, yet one interviewee 1/14) cautioned that internal hires may
exhibit lower levels of professional scepticism because of the possibility of pre-
existing relationships within the entity. For external recruitment, all
interviewees 14/14) explained that the job vacancy is published on the entity’s
website and LinkedIn. Nearly half the interviewees /14 also engage recruitment
agencies and actively search for candidates through direct outreach on LinkedIn,

particularly when struggling to attract suitable applicants.

7Vide Q.2 p.A3.1-2
8 Vide S.2.2.3 e.g. Bartlett, Kremin et al. (2016) and Opada, Ibrahim et al. (2024)
% Vide Q.3 p.A3.1-2
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4.2.4 Hiring seniors vs juniors

In the first part of the next question, interviewees were asked!® whether they
sought more experienced |Aors or junior |Aors. Most /14 demonstrated flexibility
in hiring both junior and senior auditors, with decisions primarily influenced by
their audit strategy, workforce gaps and budget constraints. Two 14 explicitly
stated that “beggars can’t be choosers”, highlighting the market challenge of
finding ideal candidates. A few interviewees s/14) expressed a clear preference for
senior auditors, with one interviewee(3 completely excluding hiring juniors.
Contrarily, a few interviewees 414 preferred juniors, this being owing to the lower
salary costs. Despite these response variations, all interviewees 14/14) agreed that
they would still aim to replace departing auditors with candidates of the same

level, thus ensuring continuity within the IA team.

Furthermore, the second part of the question!! asked interviewees about the
minimum years of IA experience required when hiring senior and junior |Aors.
Interviewees disagreed about such a minimum when it related to seniors, giving
a range of two to seven years. Notably, two interviewees /14 stated that they did
not emphasise much on experience as such. Conversely, those interviewees
open to hiring juniors(13/14) agreed that in their case no prior experience in |1A was
required. One interviewee(1,149 emphasised that, whenever s/he attempted to

introduce any prior experience at this level, s/he received no applications.

4.2.5 Filling a vacant position

The first part of the next question!? asked interviewees how long it typically took
to fill a vacant IA position. Interviewees 14/14) agreed that the process is lengthy
because of a persistent talent shortage in Malta. One interviewee 1/14) described
the timeframe as “forever”, while another noted that |A is “a practice which no one
wants to do”. BoD approvals s/14), notice periods /14, visa processing /14, health
screenings(1/14) and candidates losing interest(1,14) were other factors that further

extended the hiring process. Most interviewees /14 indicated a minimum of three

10 Vide Q.4a p.A3.1-2
11 Vide Q.4b p.A3.1-2
12 Vide Q.5a p.A3.1-2
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months to find a suitable candidate, while other interviewees /4 reported a

timeframe of six months to one year.

The second part of the question'® addressed the timeframe to inform candidates
of a job offer or rejection post-final interview. Interviewees 1414 recognised the
importance of a short timeframe since this reduces the risk of candidates losing
interest. Most(12/14) stated that the timeframe is around a week, while a few(2/14

mentioned that internal approvals could delay an offer by up to six months.

4.2.6 Essential skills

Interviewees were subsequently asked'* to rate the importance of various skills.
The mean rating scores obtained are shown in descending order of agreement in
Table 4.1. As may be observed, significant differences were found among the

SCOres p<0.001).

Interviewees considered two skills27) as highly important, most7) as important,
and the remainder(7) as neutral. Most interviewees(11,14) noted®® that such skills

are more important for seniors.

Mean Std Dev

iv. Risk management assurance 3.07 0.730
v IT 2.79 0.699
vi. Data mining and analytics 2.71 0914
v. Industry-specific knowledge 2.57 1.016
ii. Accounting 2.36 1.008
Scale from 0 (not important at all) to 4 (highly | X?(5) = 32.034, p < 0.001
important)

Number of interviewees = 14

Table 4.1: Essential skills for IAors

Communicationix=3.77) and analytical thinkingx=364 were rated as the most
important skills. Such ranking was closely aligned with the literature'®. Some

interviewees 319 emphasised that technical skills are ineffective without strong

13 Vide Q.5b p.A3.1-2

14 Vide Q.6a p.A3.1-2

15 Vide Q.7 p.A3.1-3

16 \Vide S.2.2.6 e.g. Rose (2016)

39



Chapter 4 Research Findings

communication skills since IAors need to convey clear audit findings. Notably
regarding analytical thinking, a few interviewees /4 noted that university
graduates possessed stronger analytical thinking skills; however, in their opinion

a recent decline in graduate quality was evident.

Risk management assurance =3.07) was rated as an important skill for [Aors, with

many interviewees 7/14) favouring candidates with formal education in this area.

IT skillsx=2.79) were considered important but not critical unless hiring an IT 1Aor.
Many interviewees(1014) emphasised the increasing reliance on outsourcing,
especially for IT audits, as IAors cannot be expected to be jacks of all trades.
However, a basic understanding of IT concepts and relevant software (e.g., Excel,
PowerPoint) was still valued. Similarly, data mining and analyticsx=271) were

acknowledged as increasingly important.

In addition, while industry-specific knowledge=257) is an important skill, it is

believed s/14) that it can be learnt on the job.

Interestingly, interviewees demonstrated overall neutrality to accounting
skillsix=2.36). While some/14) deemed it to be an important skill, mosts/ 4 were
neutral or disagreed. A few interviewees 149 expressed that it is sufficient for

solely one |Aor within the AU to possess strong accounting skills.

Other skills stated as important by interviewees were presentation and reporting

skillsiz/19, project management 214 and strong knowledge of the GIAS (1/14).

4.2.7 Essential personal characteristics

Interviewees were also asked'’ to rate the importance of various PCs. As shown
in descending order of agreement in Table 4.2, interviewees considered two
PCs(27) as highly important, most as important.s7, and the remainder as
neutral(17). Significant differences among the mean rating scores were again

observed p-0.00).

17 Vide Q.6b p.A3.1-3
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Mean Std Dev
v. Fitting with entity culture and values 3.43 0.514
iii. Adaptability 3.36 0.633
iv. Motivation 3.29 0.611
vii. Conscientiousness 3.29 0.611
Vi. Appearance 2.43 0.938
Scale from 0 (not important at all) to 4 (highly | X2(5)=42.819, p <0.001
important)
Number of interviewees = 14

Table 4.2: Essential personal characteristics for IAors

Being honestx=¢9 and a team player=3.79) were rated the most important PCs.
Fitting with entity culture and valuesx=3.43) was rated important since this creates
team harmonisation. Yet, a few2/14) noted that fitting with specific IAU culture and
values was more important. One(/14) stated that understanding a candidate’s

hobbies helps to indicate how well the candidate will fit with the team.

Motivation(x=3.29) was also an important PC, yet some interviewees s/ 4 deemed it
difficult to determine this in interviews, with one /14 stating that candidates can
be “very good actors”. Another interviewee 1,14 described unmotivated individuals

as the “weakest link”.

Interviewees were neutral as to appearancex=243. A few interviewees 14
emphasised that the basis of A is credibility, and appearance plays a role in this.
One interviewee(1/14) stressed the importance of tolerance, noting that one’s

appearance should rarely impact their chances of securing a job.

Other PCs stated as important by CAEs were professional scepticism 214, the
courage to challenge /14, politeness and manners1,14), maturity /149 and thinking

outside of the box1/14).

Interviewees 1414 emphasised that an expert in A with weak PCs would never be
offered the job. Additionally, most interviewees(12/149 sought the same PCs

regardless of the position level offered?*®.

18 \/ide Q.7 p.A3.1-3
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4.2.8 Educational background and professional credentials

Interviewees were subsequently asked?!® to explain the expected educational
background of candidates. Most11499 emphasised that education and
competency are positively correlated?®, yet a fewny prioritised practical

experience over education.

Most interviewees 1o/14) expected senior candidates to hold a tertiary degree,
while the others4/14) stated that relevant IA work experience is by itself sufficient.
Some interviewees /14 considered post-secondary education alone to be

sufficient for junior positions.

The specific tertiary degrees considered ideal varied. Halfi7/14 indicated
preference for candidates with an accountancy background. Surveyresps?!
confirmed that an accountancy background 1733 was indeed the most common
among lAors. Additionally, candidates with risk management/q, industry-
specific knowledge 7/14) and IT backgrounds 414 were frequently prioritised. Many
intervieweesg/14) stated that tertiary degrees in unrelated fields such as
engineering were weighted lower, while a few(414 stressed that candidates with

such backgrounds were not considered at all.

Postgraduate degrees were seen as an added benéefit although not a requirement
by nearly all intervieweesi2/149. While one interviewee(14) stressed the
importance of IAors holding a Master in Accountancy degree, another /14
cautioned against hiring over-qualified individuals as they may be insufficiently

motivated.

Credentials such as the CIA and CISA are widely regarded as valuable by most
interviewees(11/14) since they demonstrate a strong commitment to an IA career
and strengthen technical expertise. However, they are not essential for securing
a vacant position. One interviewee(,19 emphasised their value, stating that
candidates holding such credentials are “extremely portable”. Contrarily, a few

19 Vide Q.8 p.A3.1-3
20 \Vide Q.9 p.A3.1-3
21 Vide Q.1 p.A3.2-2
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interviewees 3149y stated that these certifications are not sought after. One
interviewee (1119 argued that they “lead you nowhere”, while another

interviewee 119 was unfamiliar with them, this highlighting an awareness gap.

Interview?? and survey?® results, found in Table 4.3 below, indicate that such
credentials are underrepresented locally, with a very limited pool of CAEs and
IAors holding them. This suggests a potential skills gap in Malta, which could
impact the long-term professionalism within the IA field. Despite these results,
surveyresps indicated®* that entities encouraged their employees to enhance

their proficiency by obtaining additional certifications x=3.27).

IA Credential Interviewed CAEs % Surveyed |Aors %
(n=14) (n=33)

CIA 5 36% 3 9%
CISA 3 21% 6 18%
Other 2 14% 3 9%
None 7 50% 21 64%

Table 4.3: Credentials held by CAEs and IAors

4.2.9 Diversity

Interviewees?® and surveyresps?® were subsequently asked to rate their extent of
agreement with statements focusing on IAU diversity, with significant differences
among the mean rating scores observed in both cases. As shown in descending
order of agreement in Table 4.4 below, CAEs and |Aors agreed with most

statementsss), this indicating common perceptions.

22 \/ide Q.27a p.A3.1-10
23 \ide Q.2 p.A3.2-2

24 \/ide Q.3 p.A3.2-2

2 \/ide Q.10 p.A3.1-3

2 \ide Q.4 p.A3.2-2
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CAEs IAors
Mean Std Dev Mean Std Dev
b. For optimal performance, internal 3.43 0.646 3.24 1.173
audit wunits require not only
professionals with strong financial
expertise but also individuals skilled
in other relevant areas.
a. Internal Audit Units need to be 3.14 0.663 3.21 1.219
composed of individuals with diverse
educational and professional
backgrounds.
e. My internal audit unit reflects 3.07 0.917 2.82 1.158
sufficient diversity in educational
backgrounds, professional
backgrounds, gender, and
nationality.
d. Diversity within internal audit units 2.57 0.852 2.70 1.132
enhances overall performance.
c. Internal audit units need to be 1.43 1.089 2.45 0.905
composed of individuals
representing diverse genders and
nationalities.
Scale from 0 (strongly disagree) to 4 | X%(3) = 31.192, p < 0.001 X%(3) = 25.055, p < 0.001
(strongly agree)
Number of interviewees = 14
Number of surveyresps = 33

Table 4.4: CAEs and IAors perception on diversity

Interviewees agreed with Statement ‘b’3.43), this indicating that diversity in skills
is crucial for IAU effectiveness. Yet, a few interviewees2/14) stated that strong
financial expertise is unnecessary for IAing, with one (12 emphasising that “one

should not consider IA as accounting”.

Interviewees also agreed with Statement ‘a’x=314. However, some14
emphasised that the local pool of talent is limited, and hence, while diversity in
educational and professional background is ideal, it is difficult to achieve it in

practice.

Notwithstanding this, interviewees agreed with Statement ‘e’x=3.07) that their IAU
reflects sufficient diversity and Statement ‘d’x=2.57) that diversity enhances overall

performance.
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On the other hand, and in contrast to the literature?’, interviewees disagreed with
Statement ‘c’x=1.43) arguing that gender and nationality do not affect the quality of
work. A few(2/14) emphasised that nationality and gender diversity are relevant for
the composition of boards and not for that of IAUs. Some interviewees/14)
highlighted that diversity brings about operational challenges, with two /14
emphasising that diversity in nationalities complicates matters especially in

family-controlled entities.

4.2.10 Competency gaps

Interviewees were next asked?® to rate the level of competence of their IAU in
various areas. As shown in Table 4.5 in descending order of agreement,
interviewees rated competence as being high in mostzss areas, with one area /s
rated as moderate. Hence, in comparison with their foreign counterparts®,
Maltese CAEs appear to perceive their IAUs as more competent, although this
could not be clearly established to be so. One interviewee /14 highlighted the
importance of assessing competency gaps when an employee resigns to ensure

that the IAU continues to operate effectively.

Surveyresps were asked® to rate their personal competence levels in the same
areas. They rated all areass) as high except for two areas, these being ‘b’ x=2.4s)
and ‘h’x=2.27) as moderate. Notably, all surveyresps sz provided a rating for agile
auditing methodologiesix=262, yet some interviewees/14) declared that this
technique was not used internally. This raises questions as to whether |Aors are

aware of what agile auditing methodologies truly are.

27Vide S.2.2.4 e.g. Bonrath, Eulerich (2024)

28 Vide Q.11 p.A3.1-4

2 Vide S.2.2.8 e.g. The Internal Audit Foundation, Deloitte (2021)
30 Vide Q.5 p.A3.2-3
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Mean Std Dev
c. Soft skills 3.29 0.469
e. Security and privacy 3.29 0.994
d. Risk Management 3.14 0.663
b. Fraud investigation 2.93 0.616
a. Agile auditing methodologies 2.79 0.699
g. IT control frameworks 2.86 0.864
f. Data analytics 2.64 0.842
h. Critical technologies, emerging risks and 2.07 0.730
innovative knowledge areas
Scale from 0 (very low competence) to 4 (very high | X2(6) = 26.426, p < 0.001
competence)
Number of interviewees = 14

Table 4.5: CAEs perceptions on competency levels

As indicated by the table, interviewees rated soft skill competences as high x=3.29),
yet some 214 flagged issues in terms of report writing and presentation skills, with
one interviewee 1,14 noting that presentation skill gaps are evidently larger with
local lAors than the gaps of those abroad. Similarly, interviewees rated
competency in risk management as highx=3.29), with a fewz79 mentioning the

importance of continually leveraging risk management techniques.

Interviewees were subsequently asked3! for their perception of the competency
gaps present in Maltese IAUs in general. Surprisingly, in contrast to the ratings
they had just provided, many intervieweeso/14) emphasised significant gaps in
complex technological areas such as IT, Al, data analytics and cybersecurity and
highlighted the difficulty in finding IT auditors leading to such audits being
outsourced. One interviewee 1,14 argued that, unlike the situation abroad, Malta
has not yet transformed completely digitally and consequently |Aors are less
exposed to digital tools, which further widens the gap. One interviewee 1,14 also

mentioned the lack of strong Excel skills which hinders |Aor efficiency.

One interviewee(1/149 mentioned competency gaps in change management,
advisory capabilities, and audit perspective. Limited exposure to international
auditing practices and diverse regulatory environments restricts their ability to

adapt. The focus remains on inspection and compliance rather than risk-based

31 Vide Q.12 p.A3.1-5
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auditing and strategic recommendations. Additionally, IAUs lack a strong advisory
element, with |Aors rarely assessing the cost-benefit of recommendations or

providing insights beyond procedural adherence.

Other gaps mentioned include cloud technology /14, financial analysis(/14),
continuous auditing(1/19, lack of ability to think outside the box1/74) and no strict

adherence to |A standards 1/14).

4.3 Implementing effective training

This part analyses eight interview questions®? and also seven related survey

questions33. These questions were mainly focused on the training plan for IAors.

4.3.1 The development of a structured training plan

The first question* of this Section asked interviewees whether their training plan
is structured and documented. Many interviewees /14 most of whom belonging
to the smaller IAUs not exceeding six employees, indicated that no formal training
plan existed. The remaining interviewees /4 stated that they implement a

formalised plan.

Intervieweesg/14) Not implementing such a plan agreed that their small team size
eliminated the need for formal processes since the CAE is well aware of each
IAors needs, strengths, and weaknesses, which is discussed informally on an
ongoing basis. In this context3®, surveyresps also agreedx =3.1¢ that their CAEs
were aware of any skill gaps and provided the necessary training to address
them. Additionally3, they also agreedx=3.06) that the purpose of training and how

it contributed to their development was clearly communicated.

32 \ide Q.13-20 p.A3.1
33 \Vide Q.6-12 p.A3.2
34 \ide Q.13 p.A3.1-6
3 \ide Q.6b p.A3.2-4
36 \ide Q.6d p.A3.2-4
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4.3.2 Implementing the training plan

The first part of the second question®’ asked interviewees to describe the steps

undertaken in the development of the training plan.
Needs assessment and training planning

Interviewees 14/14) emphasised that the first step in the development of the training
plan was to conduct needs assessment to determine skill gaps and training

requirements, though the approaches for this varied.

Half the intervieweesz14 used structured, annual performance appraisals to
assess competences, thus ensuring the alignment of training with both individual
and entity needs. The others(7149) based their training requirements on their IA
plan for the following year. Additionally, one interviewee(14 highlighted that,
alongside performance appraisals, they also considered the requirements
outlined in the GIAS, while another(;19 incorporated self-assessment

questionnaires, requiring IAors to evaluate their confidence in various areas.

When asked3® whether the training needs are reviewed periodically, some
interviewees /14 noted that they carry out semi-annual/quarterly assessments,
yet mostg/14) do not. Moreover, some interviewees /14 representing small IAUs,
emphasised that formal periodic need assessments are unnecessary, as ongoing
informal conversations are sufficient to identify training needs throughout the

year.
Training methodologies

All interviewees 141199 used a mix of external and internal training, combining

online and in-person methods.

External training included the attendance of conferences commonly delivered by
the local IlA, the Big Four firms and the Malta Institute of Accountants (MIA). A
few interviewees /14 also send IAors abroad for training. However, this approach

is not widely favoured owing to budget constraints and the availability of local

37 Vide Q.14a p.A3.1-6
38 Vide Q.15 p.A3.1-6
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training. Two interviewees(z14) argued that the recent Covid-19 pandemic has
strengthened the use of online platforms, this decreasing the need to rely on

training abroad.

While most interviewees 1o/14) believe that Malta is a well-oiled machine in terms
of IA training provided by external service providers, a few14 argued that such
specific training on IA is limited. One interviewee /19 further highlighted that most
external training sessions are heavily tailored to the banking industry, offering
limited value for professionals in other sectors. As a result, this interviewee /14
relies solely on external training for general skills while conducting all IA-specific

training in-house.

Across |AUSs, internal training commonly consisted of on-the-job training and e-
learning. On-the-job training was typically informal, where senior |Aors mentor
junior employees through hands-on guidance and knowledge sharing. One
interviewee 1/149) explained that their team also conducted an annual departmental
training programme on a specific topic, delivered by an experienced foreign
trainer through multiple sessions over the year. E-learning was also widely used,
with all IAUs(14/14) leveraging the flexibility of online platforms for CPD. Some
intervieweesg/14 noted that despite being efficient, e-learning alone was
insufficient owing to its lack of effectiveness. Moreover, a few interviewees 414
described obligatory e-learning sessions mandated by the company for all
employees regardless of their role as “boring” and “ineffective”. One
interviewee 1119 mentioned that sometimes e-learning included information which

was not applicable to Malta, this requiring |Aors to stay alert.
Effectiveness of training methodologies

Interviewees were asked®® to rate the effectiveness of different training
methodologies. The mean rating scores are shown in Table 4.6 in descending
order of effectiveness. They indicate that on-the job trainingx=4 was the most

effective methodology, followed by attending and participating in professional

39 Vide Q.16 p.A3.1-6
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conferences and seminarsx=357) and receiving mentoringx=350. As may be

observed, significant differences were found among the mean scores - o.001).

Mean Std Dev

g. Pursuing professional certifications 3.21 0.802
b. E-learning 264 0.842
d. Engaging in directed reading and self-study 2.57 0.646
programmes

f. Conducting training audits and research projects 1.93 1.207
Scale from 0 (very low effectiveness) to 4 (very high | X2(5) =45.422, p <0.001
effectiveness)

Number of interviewees = 14

Table 4.6: Effectiveness of training methodologies

Some 414 interviewees mentioned that training is less effective when lengthy and
purely theoretical, stressing the importance of interactivity and examples. While
most(2/14 agreed that in-person training is more effective than online, two
interviewees2;19 noted no difference. Three@rg) suggested adding trigger
questions and assessments to online training for better focus, and one(14

proposed podcasts for flexible, self-paced learning.

Surveyresps*® were also asked for their perceptions about the effectiveness of
training methodologies, with CAEs and |Aors showing similar views. On-the-job
training was again ranked most effective(233, followed by attending and
participating in professional conferences and seminars 133, receiving
mentoring433), €-learning and attending online seminars 433 and finally pursuing
professional certifications(133. A notable proportion of surveyresps sz

emphasised the value of a mixed methodology.

E-learning(1433 was widely regarded as low in effectiveness by surveyresps
owing to its lack of structured knowledge testing and self-paced nature, this
leading to distractions and a lack of interactivity. It was described as a mere “tick-

the-box” exercise, carried out solely to fulfil training hours. Engaging in directed

40 Vide Q.7 and Q.8 p.A3.2-5
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reading and self-study programmes was deemed less effective by several
surveyrespsz/33, mainly owing to the lack of mentoring and the risk of incomplete
understanding despite training completion. Some surveyrespss3 highlighted
that attendance and participation in conferences may also be ineffective
particularly in instances where the content lacks direct practical relevance to
IAors’ work. Additionally, one surveyresp(33 commented that a drawback of
attending conferences is their inflexible nature, as they cannot be postponed

when higher-priority tasks arise.
Selecting the training session

The process of selecting the external training topic and provider differed among
IAUs, but was always based on a needs assessment. In some cases 414, the
CAE and senior management fully controlled training decisions, yet they were
open to |Aors suggestions. Conversely, most IAUs10/14) implement a bottom-up
flexible strategy, empowering employees to take charge of their professional
growth by selecting most training opportunities which align with their own learning
styles, competency gaps, interests and goals, in addition to a few other sessions

chosen by senior leadership.

Afew interviewees /19 emphasised the importance of including |IAors themselves
in the training selection process, as otherwise employees will “dread” the training.
Surveyresps stated*! that they in fact do feel involvedx=3.09) in the development
of the training plan. In addition, interviewees 1414 explained that some training
sessions are attended by all IAU employees, while others are attended based on
one’s individual needs. One interviewee /14 stressed the importance and
economy of not training all IAors in the same topic, but enabling a few to receive

specialised training in a particular area.

Despite differing selection methods, interviewees*?(14/14y agreed that training
generally takes into account employees’ backgrounds, experience, preferences,

and career goals. Surveyresps*® also agreed x=3.24 to this.

41 Vide Q.6a p.A3.2-4
42 Vide Q.14d p.A3.1-6
43 Vide Q.6¢ p.A3.2-4
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Training hours and content

Interviewees were asked** about the number of training hours lAors were
expected to complete each year. The responses varied significantly, ranging from
25 to 100 hours. The mean training hours was 51 x=51), while the mode was 30

hours4/14).

The training content was diverse, encompassing a combination of technical IA
training, soft skills, compliance, industry-specific knowledge, and internal
systems and processes. Although the overall number of training hours was
relatively high, interviewees14/149) Noted that there was no fixed allocation of hours
dedicated specifically to professional IA topics. In fact, one interviewee /14
highlighted that out of the 30 expected hours, only around 10% were focused on
professional IAing. Similarly, another interviewee mentioned that no training was
provided when the IAor him/herself believed that no competency gaps were
present. Furthermore, another interviewee /149 highlighted that training was
carried out primarily to meet Continuing Professional Education accounting
requirements, and therefore tended to be more accounting rather than IA-
focused. This lack of dedicated IA-focused training hours raises concerns about

the adequacy of professional development for I1Aors in the field.

Additionally, a few interviewees /149 mentioned that the training hours may be
undertaken at the discretion of the I|Aors themselves as long as they are
completed by the year-end. Smith (2017)* argued against this approach,

suggesting that training should take place on a monthly basis.
Training sponsorship

When asked*s, interviewees(14/14) stated that training is generally completely
sponsored by the entity. However, two(2/14) noted that when an IAor pursues an
expensive training course or certification, the expenses involved may not be

completely reimbursed. Another two interviewees 214 explained that the entity

44 Vide Q.14b p.A3.1-6
45 Vide S.2.3.2
46 Vide Q.14c p.A3.1-6
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reimburses the individual only after the whole course is completed, on condition

that they remain engaged with the entity for an agreed number of years.
Assessment and feedback on training

Post-training assessment and feedback mechanisms*’ varied widely across
IAUs. Most interviewees /14 indicated that there was no structured assessment
or feedback mechanism in place. Instead, training effectiveness was assessed
informally through discussions and IAors were evaluated over time based on their
performance and ability to apply newly acquired skills on the job. Despite this,
surveyresps® indicated that CAEs adequatelyx=293 sought feedback following
training sessions and that these sessions are generally interactive and
effective®®x=2.82. However, opinions® on the use of quizzes to assess content
retention were mixed, resulting in a neutralx=2.30 overall rating, suggesting a

potential area for improvement in formal evaluation methods.

Some interviewees14 mentioned that feedback on training was requested
during semi-annual/quarterly assessments. Only a few interviewees 214 have a
formalised evaluation process, requiring |Aors to assess relevance, quality, and
applicability of the training they attended immediately after. One interviewee (114
further explained that IAors must also provide feedback on the cost-effectiveness
of the training. Additionally, in some IAUs24), IAors are required to conduct
knowledge-sharing sessions after completing training, this reinforcing key

concepts while improving their presentation skills.

When asked®! about how training effectiveness is ensured, one interviewee 1,14
described it as a “leap of faith” and emphasised the importance of not enrolling
all lAors in the same session. The interviewee also recommended building
familiarity with trainers by in so far as possible not changing them over time. S/he
also advised against investing initially in overly expensive training, particularly

with currently emerging topics.

47 Vide Q.14a p.A3.1-6
48 Vide Q.6e p.A3.2-4
4% Vide Q.9 p.A3.2-5
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51 Vide Q.17 p.A3.1-7
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4.3.3 Onboarding training for new internal auditors

In the first part of the next question®?, interviewees were asked about the training
provided to new lAors, with results showing significant differences in duration,

structure and delivery methods across IAUs.

The duration of onboarding training ranged widely, from just a few hours to 120
hours. Two interviewees 2/14) emphasised that more experienced recruits receive

less training, as they are expected to integrate quickly.

Some interviewees /14 reported implementing a structured onboarding program,
yet the training focused more on operational issues and entity structure rather
than IA itself. Instead, IA is mastered over time on the job. When asked®3, these
interviewees/14) also noted that training is adapted to employees’ background
and experience. Surveyresps®® also agreedx=266 to this. In contrast, half the
interviewees(7/14) explained that there was no structured onboarding program in

place.

One interviewee 1/14) stated that, while new recruits received onboarding training,
this was carried out months later, as all new recruits across departments are
grouped together for a one-day seminar. This interviewee acknowledged that

such approach is flawed and required change.

Additionally, the delivery method for onboarding training varied across IAUs, with
some providing classroom-style inductions, including workshops and
departmental presentations. One interviewee 114 criticised this method arguing
that it results in “information overload and the inability of the new recruits to retain
key points”. Instead, this interviewee(149 emphasised the importance of
immersive training, whereby new recruits witness the process first-hand, ensuring
that IAors experience different aspects of the business before engaging in audits.

Another interviewee(1/14) explained that an IA handbook had recently been

52 Vide Q.18a p.A3.1-7
53 Vide Q.18b p.A3.1-7
54 Vide Q.10 p.A3.2-5
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developed assisting new recruits to accustom themselves to the job following

onboarding.

4.3.4 Benefits of training

Interviewees®® and surveyresps®® were subsequently asked to rate their level of
agreement with various statements focused on training benefits. As shown in
descending order of agreement in Table 4.7, interviewees strongly agreed with
one statement7), agreed with five of the otherss/7) and were neutral to one(7).
On their part, surveyresps also strongly agreed =355 with the same statement
and agreed with all the others. Additionally, significant differences were found in
the mean rating scores assigned to the statements by CAEs and |Aors,

respectively p<.001).

Mean Std Dev
d. Training equips employees with the necessary information, 3.29 0.914
skill sets and competences to perform tasks at the maximum
potential, thus reducing the room for errors and mistakes.
f. There is a positive correlation between effective training 3.29 0.726
programmes and employee productivity.
b. Prolonged deficits in training, talent development, and 3.21 0.975
staffing may hinder the entity’s ability to evolve.
e. Training involves sharpening employee thinking and 3.14 1.027
creativity, this resulting in increased productivity levels.
c. When employees recognise the entity’s investment in their 3.00 1.038
development, they become more motivated to work harder
and perform better.
g. Effective training reduces employee turnover. 1.71 0.914
Scale from 0 (strongly disagree) to 4 (strongly agree) X2(3) = 38.440, p < 0.001
Number of interviewees = 14

Table 4.7: Benefits of training

Statement ‘a’ was the one that interviewees strongly agreed tox=357). This
statement highlights that training is essential in today’s rapidly evolving business

landscape. A few interviewees 14 emphasised that without continuous training,

55 Vide Q.19 p.A3.1-7
%6 Vide Q.11 p.A3.2-5
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employees struggled to keep pace with industry advancements, regulatory

changes and technological developments.

Interviewees agreed with Statement ‘d’x=3.29) that training equips employees with
the necessary tools to avoid errors and mistakes. However, one interviewee /14
was sceptical and argued that there is “no direct link” between training and
competency levels since individuals may struggle to apply concepts despite
extensive training. Otherssq stated that training alone does not make an

individual an expert.

They also agreed with Statement f'x=3.29) about correlation between training and
productivity. Yet, a few interviewees 4 cautioned that the effectiveness of
training depends on the individual’s willingness to learn and the extent to which

the training method is tailored to suit different learning preferences.

Interviewees also agreed with Statement ‘b’x=3.21) that deficits in training, talent
development and staffing hinder the IAU. However, one 1149 argued that training
does not need to be provided by IAUs. Instead |Aors should proactively and

independently engage in further learning.

Similarly, while interviewees agreed with Statement ‘e’x=3.19 about training
sharpening employee thinking and creativity and thus enhancing productivity,
three(s/14) argued that training does not necessarily result in such enhancement.
One interviewee 1/14) pointed out that experience is the primary driver of mastering
skills and suggested that training needs to be supplemented with hands-on-

experience.

Moreover, interviewees agreed with Statement ‘c’x=3.00) that investing in employee
development motivates employees to work harder and perform better. However,
two2i149) highlighted concerns about the diminished commitment and loyalty,
particularly among younger generations, both of which render it harder to be sure
that such motivation is realised. Additionally, four interviewees /14 highlighted
that the extent of such motivation varies with each individual, with one
interviewee(1/14) adding that motivation is mostly enhanced by bonuses and

promotion prospects.
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In contrast to literature®’, interviewees were neutral, verging on disagreement to
Statement ‘g’ x=1.77) that training reduces employee turnover. Mostg/14) argued that
investing in an individual through training is a double-edged sword and may have
an inverse effect, with employees becoming more portable owing to their
enhanced skills. One interviewee(1/14) stated that “as the industry is evolving
employee turnover is high” and stressed the importance of selecting individuals
with the appropriate PCs during the selection process. Moreover, one
interviewee 1149y suggested that entities should implement retention clauses to
prevent immediate turnover such as mandatory service periods following
sponsored training. Additionally, a few interviewees 4 also mentioned that
monetary incentives, flexibility, the possibility of working from home and career
progression opportunities play a far more significant role in retaining employees

than training.

Interviewees were then asked®® about the additional benefits of training. Two
interviewees 2149 emphasised that training supports lifelong learning, which is
essential for CPD. Another threewrsy highlighted that in-person training
strengthens team cohesion within the IAU, facilitates knowledge-sharing, and
helps develop external professional networks. One interviewee /14 stated that
“effective training increases knowledge, which in turn boosts confidence,
motivation, and overall dedication to the entity.” Additionally, another
interviewee 1/14) noted that training broadens perspectives by exposing individuals
to new concepts and areas they may have initially found uninteresting, only to

later discover their relevance.

Surveyresps were also asked®® to provide their perceptions on any additional
benefits of training. Many 12/33) stated that the most prominent benefit of training
was that it provided new insights, knowledge and skills to conduct accurate,
efficient and compliant audits and also to adapt to industry changes and improve
overall audit quality. Other respondents /33 mentioned that training enhances

one’s confidence resulting in personal development and improved performance

57 Vide S.2.3.4 e.g. Elnaga, Imran (2013)
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of tasks. Similar to the CAEs, a few surveyrespsss3 noted the added benefit of
networking and of keeping in touch with the industry, besides enhancing job

satisfaction and motivation.

4.4 Barriers and recommendations

This part analyses two interview questions® and also two identical survey
questions®!. These questions explored the barriers in the selection and training

processes, along with potential recommendations to address these challenges.

4.4.1 Barriers in the selection process

When asked®?, half the interviewees(7149 highlighted internal barriers in the

selection process, yet, all14/14) emphasised that the biggest were external.
Internal Barriers

A few interviewees 414 indicated that their internal selection process was lengthy
owing to rigid approval processes which must be adhered to. Such inflexible,
bureaucratic processes were more common in larger entities. To make matters
worse, the market is agile and hence, the potential of losing a candidate to a
competitor is increased. When asked®? for their opinion on selection barriers, a
few surveyresps(sizz also commented that the selection process was indeed

lengthy.

Interestingly, one interviewee(19 noted that the lack of strong marketing
campaigns for vacant positions combined with overreliance on recruitment

agencies acted as a barrier.

Other interviewees414) noted that they set high criteria and seek experienced
candidates who in turn expect competitive salaries, yet offer low salary packages
and are not prepared to negotiate. Moreover, they emphasised that competitors
may offer higher packages this resulting in the loss of candidates and the ‘“time-

consuming” and “frustrating” reinitiation of the recruitment process. Many

60 Vide Q.21-22 p.A3.1
61 Vide Q.13-14 p.A3.2
62 Vide Q.21a p.A3.1-9
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surveyresps sz confirmed this and emphasised that often the expected
qualification requirements are high, while the financial packages offered are not

sufficiently alluring.
External Barriers

Interviewees 14/14) agreed that the most prominent barrier was the shortage of
local talent. This was also confirmed by some surveyresps 733. Moreover, some
interviewees2/14) observed a decline in candidate quality, highlighting gaps in
skills, competences, commitment, and attitude. A few interviewees /4
highlighted that the relocation process for foreigners is complex and discourages
them from coming to Malta. This is owing to the fact that the Family Reunification
Regulations (S.L. 217.06 2007) prevent family members of third-country nationals

from joining them in Malta in their first year.

Additionally, a few interviewees 414 noted that the IA profession is not deemed to
be attractive potentially owing to the perception gaps arising from the lack of
awareness about the role of IAors. Other interviewees 2149 emphasised that the
profession is undervalued in comparison to the external audit (EA) profession.
This is further impacted by IAing not being a statutory requirement in most large

entities.

4.4.2 Overcoming selection barriers

Interviewees® and surveyresps® were subsequently asked to provide their
recommendations on how the aforementioned barriers can be eliminated, or at

least mitigated.

Nearly all interviewees 13,140 mentioned recruiting |Aors from overseas to address
the limited local talent pool. This suggestion was also mentioned by a number of
surveyrespssss). Yet, most interviewees1o/14) explained that foreign candidates
would be expected to relocate to Malta owing to the nature of IA work
necessitating effective communications and strong team synergy. Only a few

64 Vide Q.21¢c p.A3.1-9
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59



Chapter 4 Research Findings

intervieweesz/14) were open to remote working. One interviewee /14 indicated

preference for Maltese |Aors, citing local culture as a key factor.

One interviewee(1/149 and a few surveyrespsss proposed an alternative
approach. This would involve the prioritisation of internal recruitment and
increased investment in training and development to build talent from within the

entities themselves.

Additionally, half of the interviewees /14 and one surveyresp 33 recommended
introducing more extensive study programmes at the University of Malta thus
responding to the current talent shortage. One interviewee 114 noted that weak
educational foundations create a significant disconnect between academia and

industry, which neither the CIA certification nor training alone can bridge.

Some surveyrespss/33 recommended placing less weight on qualifications alone,
and instead better balancing qualifications and relevant experience. Others
stressed the importance of enhancing the salary packages for IAors4/33); the need
to launch effective marketing campaigns across multiple channels when issuing
vacancies 33 and to better utilise recruitment agencies 3. Notably, one
surveyresp(1/33 suggested creating internship programs to build a pipeline of

future talent.

4.4.3 Barriers in the training process

The second question® asked interviewees about the barriers in developing
strong training programmes. Most interviewees /149 stated that no significant
barriers exist, emphasising that locally a sufficient mix of online and in-person
training is available. The remaining interviewees /4 highlighted a number of
barriers including financial budgets4/14); the limited |A-specific training available
locallys/14); extensive focus on the banking industry/14); overloaded work
schedules which limit time for trainingi749 and the limited availability of

government sponsorships and schemes/14).

66 Vide Q.22a p.A3.1-9
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When surveyresps were asked®’ the same question, a number(1333 of them
believed that no significant barriers exist, with the others highlighting barriers. The
most prominent one was the limited allocated budget 733 with one surveyresp 33
noting that in his/her IAU “the training budget was slashed in half over the past
two years”. Other barriers mentioned included not enough time being dedicated
to training owing to tight deadlines and work overload s/3); training with limited
focus on IA.33); inadequate follow up post training sessions(issz; no active

approach on trainings33 and no tailored training1ss).

4.4.4 Overcoming training barriers

Interviewees were finally asked® whether they had any additional comments on
how the training barriers could be overcome. Two interviewees 14 proposed
looking beyond training in Malta and considering international training in terms of
conferences and online courses. Additionally, it was recommended /14 not to
enrol all IAors in identical courses, retaining the same trainers insofar as possible

when found effective and not using expensive training in the first instance.

Similarly, surveyresps®® provided a few recommendations including discussions
with management to enhance the training budgetsss); dedicating time to
searching for free training courses on IA233); placing greater focus on in-house
training specialised on currently emerging topics2/33); permitting each member of
the audit team to physically attend regular conferences more frequently1/3); one-
to-one development meetings(133); off-the job training in order to permit
disconnection from the workplace(33 and the allocation of sufficient time for

training which does not coincide with other deliverables/33).

4.5 Conclusion

This Chapter presented an overview of the results obtained from the interviews
and surveys. The subsequent Chapter will discuss the key findings.

57 Vide Q.14a p.A3.2-7
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Chapter 5 Discussion of Findings

5.1 Introduction

This Chapter analyses the research findings presented in Chapter 4 in relation to
the literature to date. As illustrated in Figure 5.1, S.5.2 discusses the selection
process of |Aors, while S.5.3 discusses their training process. Subsequently,
S.5.4 discusses barriers encountered in both processes and considers strategies

to overcome them. S.5.5 concludes the Chapter.

The selection and training processes of IAors, along with the barriers faced and
recommendations is analogous to the world of Formula 1, where selecting the
right drivers, equipping them with meticulous training and managing pit stops

efficiently are all critical to achieving peak performance.
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e 5.1 Introduction

5.2 The qualifying lap: selecting competent internal

auditors

* 5.2.1 Would adopting more advanced interview assessment
methods improve candidate evaluation in local entities?

» 5.2.2 When evaluating candidates, are the Global Internal Audit
Standards being given sufficient importance?

+ 5.2.3 Has the traditional view that the most effective internal
auditors are those with accountancy backgrounds really become
outdated?

* 5.2.4 How is the profession to advance when most internal
auditors are unqualified?

* 5.2.5 Are there gaps in Maltese internal audit units relating to
competency in technological areas?

5.3 Fuelling performance: training as the engine of

internal audit excellence

* 5.3.1 Is there really no need for a formal training plan in smaller
internal audit units?

*+ 5.3.2 Is present E-learning for internal auditors sufficiently
effective and relevant?

» 5.3.3 Are the training sessions focusing on technical internal audit
topics adequately available, relevant and cost-effective?

» 5.3.4 Should a structured onboarding training plan be developed?

* 5.3.5 Should the post training mechanism and feedback be more
formally addressed?

5.4 Clearing the pit lane: overcoming barriers in

internal auditing

+ 541 How may the current shortage of local talent be
successfully tackled?

* 5.4.2 Are there ways budget limitations may be overcome?

e b.5 Conclusion

Figure 5.1: Outline of Chapter 5
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5.2 The qualifying lap: selecting competent internal auditors

5.2.1 Would adopting more advanced interview assessment methods

improve candidate evaluation in local entities?

The findings’® reveal that the interviewing process within Maltese 1AUs typically
follows the traditional question-and-answer based model. While practical and
familiar, this approach may fall short of a deep analysis and according to Wang

(2024)"* is subject to inherent vulnerabilities.

As stated in literature’?, adopting more structured and advanced interview
assessment methods such as behavioural interviews and AVIs may enhance the
candidate evaluation process by offering a more holistic view of their
competences and personality. Such approach also counters the candidate’s
ability to fake answers in interviews, an issue that was inferred in the findings’3.
However, the practicality of implementing such approaches in smaller, resource-

constrained environments, such as many Maltese |IAUs, remains questionable.

While Torres and Mejia (2017)"* suggested integrating Al tools within AVls, this
level of technological sophistication may be unattainable for smaller entities. A
more feasible option would be employing Al tools on a smaller, more limited scale.
This could include the automatic screening of CVs through keyword detection
and the analysis of employment patterns such as the frequency of job changes.
Perhaps, a future study examining the cost-benefit analysis of adopting more

advanced interview assessments may be warranted to expand on this aspect.
5.2.2 When evaluating candidates, are the Global Internal Audit Standards
being given sufficient importance?

As stressed in the literature’®, knowledge of and adherence to the GIAS is pivotal

for ensuring that 1Aors consistently deliver effective audits in a prompt and cost-

0 Vide S.4.2.1

1 Vide S.2.2.2

72 Vide S.2.2.2 e.g. Charles, Florah (2021), Rose (2016), Torres, Mejia (2017) and Lukacik,
Bourdage et al. (2022)

73 Vide S.4.2.7

74 Vide S.2.2.2

75 Vide S.2.2.6 e.g llA (n.d) and Cohen, Sayag (2010)

65



Chapter 5 Discussion of Findings

effective way. Yet, the findings’® indicate that the IA standards are not being given
sufficient importance when evaluating candidates in Maltese IAUs, with only one
CAE highlighting placing weight on knowledge of such standards in the
recruitment process. A contributing factor may be that adherence to the standards
is not legally mandated, this resulting in such adherence not being considered a

requirement.

Prior work experience and a strong educational background were more
commonly prioritised in the selection process, this implying that mere reliance on
such aspects is taken as proof of standard proficiency. This is concerning and
calls for a shift in mindset within the profession. CAEs may adopt a more
proactive approach by embedding standard proficiency as part of the
engagement requirements. This can be achieved by integrating questions related
to the standards in interviews and developing standard-related assessment

criteria.

Nonetheless, given the evident’” shortage of |Aors in Malta, increasing
recruitment requirements may risk deterring applicants and further prolonging the
already lengthy timeframe to fill vacant positions. Should the current approach be
maintained, it is essential that any new recruits receive effective and timely

training on the standards once onboarded.

5.2.3 Has the traditional view that the most effective internal auditors are

those with accountancy backgrounds really become outdated?

Literature’® has shed light upon the growing significance of broader educational
and professional diversity within IAUs to meet the increasingly complex demands
of the business environment. As the scope of IAing continues to expand, it is
becoming evident that a team composed solely or even mostly of individuals with

accountancy skills may no longer suffice.

76 Vide S.4.2.6
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Although the findings’® indicate that Maltese CAEs do recognise the need for a
wide-range of competences in IAUs — such recognition being evidenced by
accountancy being rated as the least important skill from the list of skills provided
- a more conservative outlook still appears to prevail. In fact, candidates with an
accountancy background were clearly preferred by interviewees and the most
common educational background among lAors within Maltese IAUs was indeed
accountancy. In line with this, qualifications in unrelated fields were generally
considered to be less valuable. Such contradiction clearly illustrates a mismatch
between what is acknowledged as necessary and what is actually practised in

the recruitment process.

This trend is in itself a reflection of Malta’s current stage of professional
development within the IA field. The findings®® also revealed that most local IAUs
are small, this indicating that they may not have the operational scale or audit
scope to justify hiring from other fields beyond accountancy and thus obtaining

more skill-set diversity.

In this context, one CAE noted that, despite his/her IAU not placing any strict
requirement for an accountancy degree, most applicants typically held one, with
very few applications being received from individuals holding other degrees. This
points to the reluctance to date of personnel skilled in other specialisations to
apply for IA positions. Another CAE pointed out that this is another reason that,
while skill-set diversity would now be enriching for all IAUs, it is as yet hardly

practicable except possibly in a few larger foreign-owned entities.
5.2.4 How is the profession to advance when most internal auditors are
unqualified?

Clearly®, as also highlighted in the literature®?, a persistent skills shortage exists

in the IA profession, with most IAors practicing without holding professional IA

7 Vide S.4.2.6 and S.4.2.9

80 Vide S.4.3.1

81 Vide S.4.2.5and S.4.2.8

82 Vide S.2.2.5 e.g. Deloitte (2021) and Bartlett, Kremin et al. (2016)
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certifications. Tsintzas (2016)8 observed that globally, only around 30% of l1Aors
hold the CIA certification. Alarmingly, the local context reflects an even more
severe gap, with findings8* revealing that just 9% of |Aors in Maltese IAUs
possess this designation. This deficiency threatens the credibility of the 1Aors as
to whether they are sufficiently equipped with the necessary skills and

competences to deliver high-quality audits.

One contributing factor appears to be the lack of IA specialised study
programmes offered in tertiary institutions including the University of Malta, this
resulting in little, if any, ongoing output of IA-skilled professionals. Another
possible contributor to the shortage is the perception that the CIA qualification is
not essential for securing or retaining a role in local IAUs. In fact, while the
findings®® revealed that most IAUs informally encourage their staff to pursue such
a qualification, the lack of its formal recognition as a basis for promotion by many

IAUs suggests that such encouragement is not translating into meaningful action.

Furthermore, unlike the EA profession, IAing lacks statutory minimum educational
requirements or any warrant system. This prompts the question: should the CIA
credential become a legal requirement to practice? Yet, such a move could act
as a double-edged sword, strengthening competencies while potentially deterring
individuals from entering the field and exacerbating the skills gap. A further study
may be warranted to deem the viability and potential consequences of such a

reform in the Maltese context.

5.2.5 Are there gaps in Maltese internal audit units relating to the

competency in technological areas?

Literature® underscores the importance of IAUs being collectively competent
across a wide range of areas, as this positively impacts effectiveness. However,

both literature®” and findings®® indicate that competency gaps persist among

83 Vide S.2.2.5

84 Vide S.4.2.8

85 Vide S.4.2.8

86 Vide S.2.2.1 e.g. Harrington (2004), Oxner and Oxner (2006) and IIA (2024b)
87 Vide S.2.2.8 e.g. The Internal Audit Foundation, Deloitte (2021)

88 Vide S.4.2.10
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IAors particularly in technology-related areas. Considering the growing scope of
IA, which increasingly includes such areas, such gaps pose risks as to the

reliability of the audit opinions provided.

A contradiction emerged in the findings® between some Likert scale ratings
provided by Maltese CAEs and their subsequent deeper comments. While IAU
competency in data analytics, IT control frameworks, critical technologies,
emerging risks and innovative knowledge areas were rated as high or neutral,
their remarks implied a different reality, highlighting seriously existing gaps and
the need for enhanced technological competences. The low level of IAors and
CAEs holding the CISA credential or IT-related certifications, and - as observed
in the findings®®, one CAE even declaring s/he was completely unaware of the
CISA credential — is an issue that calls for immediate attention especially in larger
IAUs.

The recently updated GIAS®! now include recommendations for utilising data
analytics, Al, and other technology advancements to improve audit effectiveness
and efficiency. These stricter standards should help to narrow, if not close, the
existing gaps. Of course, this implies more investment by IAUs in targeted
training. Professional institutions and entities such as the local IIA branch, the
MIA, and the Big Four firms could play a key role by offering practical and timely

courses tailored to these continuously evolving demands.

5.3 Fuelling performance: training as the engine of internal

audit excellence

5.3.1 Is there really no need for a formal training plan in smaller internal

audit units?

The perception among Maltese CAEs in smaller IAUs seems to be that a formal

training plan is unnecessary owing to their ability to informally monitor and

89 Vide S.4.2.10
9 Vide S.4.2.8
%1 Vide S.2.2.6 e.g. Whitington (2024)
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respond to team needs. However, as Tung-Chun (2021)% emphasised, a formal
training plan remains essential regardless of entity size. This is because, while
the close-knit nature of such teams may facilitate ongoing dialogue about training
and development needs, the absence of a structured and documented plan may

easily leave space for inefficiencies and blind spots.

Structured plans do not only act as a developmental tool but also as a strategic
mechanism to monitor training allocation, track budget utilisation, and ensure that
the training budget is distributed fairly among |Aors. Despite possible perceptions
that such plans are resource-intensive, they may be implemented in a simple,
cost-effective format, such as a shared digital spreadsheet. Such a sheet can
record training needs, preferred learning methods, feedback on past courses,
and planned future sessions, thereby offering a structured yet flexible approach

suited to smaller teams.

As seen earlier, Smith (2017)° suggested that the formulation of training plans
should begin with a needs assessment. However, the findings®* indicate that self-
assessment practices, encouraged by IIA Standard 3.1 - Competency®®, are
rarely adopted in Malta. A basic self-assessment tool would help identify skill gaps
more systematically, particularly when informal assessments may overlook
emerging competences or development goals. Furthermore, documenting
learning preferences may assist CAEs in selecting tailored training programmes,

improving engagement and effectiveness.

The findings® reveal that budget constraints are a recurring local barrier, this
being consistent with the findings of Tsintzas (2016)°’. In this context, a formal
training plan can enhance financial accountability by comparing projected and

actual spending, thus helping to ensure that resources are used efficiently.

% \/ide S.2.3.2
% \/ide S.2.3.2
% \/ide S.4.3.2
% \ide S.2.3.1 e.g. lIA (2024b)
% \/ide S.4.4.3
97 VVide S.2.3.2
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Moreover, structured documentation provides a birds-eye view of the training
hours and content undertaken by each IAor. The findings® reveal that Maltese
IAors receive fewer training hours focused on technical IA topics than the average
in the EU, where, as stated earlier®®, most IAors receive more than 40 training
hours specifically on such topics. Furthermore, a formal plan would provide a
platform for recording and reviewing feedback on training content and delivery,
enriching other team members with insights prior to enrolling in a training

programme.

Hence, when scaled appropriately, formalisation can offer both strategic and

operational benefits even in smaller IAUSs.

5.3.2 Is present e-learning for internal auditors sufficiently effective and

relevant?

Despite its widespread use across all IAUs, e-learning is evidently'® not being
perceived as particularly engaging or effective by Maltese CAEs and |Aors. This
is a matter that raises concern because, as stated in the literature!®?, it offers
flexibility and cost-efficiency. In fact, e-learning was described as “boring,”
“ineffective, “irrelevant’, and a ‘tick-the-box” exercise especially because its
content often lacks local applicability or is not tailored to the needs of IAors.
However, in line with the literaturel®?, it needs to be ensured that the pre-
packaged nature and delivery of e-learning does not lack interactivity, clarity, and

relevance.

Even though some studies!®® suggest no significant difference between online
and in-person training effectiveness, the findings!®* support the study by Smith
(2017)9, highlighting that in-person training is more effective than e-learning.

This raises concerns about whether current e-learning training supports

%8 Vide S.4.3.2

% Vide S.2.3.2
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meaningful skills development. If e-learning is to play a continued role in 1A
training, it may need to be updated to include localised and practical content and

interactive features like assessments, trigger questions and discussion forums.

Given the growing reliance on online training methodologies, it must be ensured
that e-learning is not just present, but effective. Perhaps, a future study examining
in more detail the factors influencing the effectiveness of e-learning may be

warranted to expand on this aspect.

5.3.3 Are the training sessions focusing on technical internal audit topics

adequately available, relevant and cost-effective?

While the findings? indicate that there is sufficiently available training in Malta,
there appears to be an absence of external training sessions specifically focusing
on technical IA topics. Sending IAors abroad to fill this gap is rarely considered
viable owing to budget constraints, this leaving IAUs reliant on local training that
may not fully address their specialised technical needs. This shortfall risks

creating sKkills gaps that internal resources alone cannot bridge.

Most IAUs reported a relatively high number of annual training hours, yet these
are often dispersed across a wide range of topics, many of which fall outside the
scope of technical IA work. In this regard, one CAE stated that |Aors in his/her
team receive an annual average of only three hours of formal training on technical
IA topics, this being clearly far from sufficient. The absence of any formal
requirement for a reasonable minimum portion of training to be allocated to such
technical 1A topics brings further into question the continuing professionalism of
the Maltese IAor. Furthermore, the findings!®’ also revealed that tight deadlines
and overloaded work schedules are a main source of pressure limiting the training
hours of |Aors, this implying that training is not as yet being perceived as an

essential component of professional development.

Owing to size and resource constraints, most Maltese I1AUs are further hindered

from providing specialist in-house training on technical areas. A potential

106 Vide S.4.3.2
107 Vide S.4.4.3
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improvement in this regard could be inter-lAU collaboration, which at present
seems as yet underutilised, if carried out at all. By jointly identifying their training
needs, IAUs could cost-share in their engagements of foreign trainers or more
easily co-request tailored sessions from the local IIA branch, thus also minimising

duplication of efforts, and enabling their access to more specific, relevant content.

Surprisingly, the findings'® imply that cost-effective training methodologies are
not a primary consideration in Maltese IAU training strategies, despite their critical
importance in the literature'®. In fact, only one CAE explicitly mentioned the
importance of evaluating the cost-effectiveness of training, this being indicative
that such evaluation is often merely an after-thought, if effected at all. As
observed by Burke and Salvador et al. (2011)'° and Booth (2007)!! more
interactive and participative methods yield better knowledge retention, and while
these may be costlier upfront, they could prove more effective in the long run.
Yet, the findings''? imply that the present lack of structured training plans is
resulting in minimal feedback being gathered on both the value-for-money and
long-term impact of the training being carried out, this potentially leading to the
application of tightly-allocated budgets on training that may be vyielding

unsatisfactory results.

5.3.4 Should a structured onboarding training plan be developed?

Literature''® also underscores the importance of implementing a structured
onboarding training plan because such implementation equips new recruits with
the knowledge, entity understanding and technical skills necessary to perform
effectively in their roles. Despite this, the findings'' revealed that such plans are
not commonly found in Maltese entities, a pattern also consistent in entities in

other countries according to the literature!*>. The absence of structured training

108 \Vide S.4.3.2
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plans further challenges the adequacy of current practices and their effectiveness

in supporting in particular the CPD of new recruits.

One may also note that the reliance of CAEs in smaller IAUs on informal methods
to recognise their IAU skill gaps may easily lead to a misalignment between
current training practices and performance expectations. In this respect, the
literature!® highlighted that a robust formal onboarding plan should integrate both
operational knowledge and technical skills. Unfortunately, the findings''’ indicate
that current onboarding training tends to focus primarily on operational aspects
and relatively neglects the technical |A skills. This imbalance points to a potential
oversight in preparing |Aors for the challenges which they will have to face as
regulatory demands and business complexity grow, this further impacting the

profession’s long-term effectiveness and credibility.

As stated earlier, Hommey, Ma et al. (2020)!*8 noted a correlation between the
lack of structured onboarding training and increased employee resignations, a
concern particularly relevant in the Maltese context where recruitment is often
prolonged owing to the limited talent pool. Notably, survey findings'!® support the
notion that effective onboarding training contributes to employee retention, this
suggesting that such training is not only a mere human development tool but also

a strategic measure to mitigate turnover and ensure continuity within IAUs.

5.3.5 Should the post training mechanism and feedback be more formally

addressed?

Post-training assessment and feedback plays a crucial role in maximising the
value of training efforts, yet the findings'?® indicate that this area remains largely
underdeveloped within most Maltese IAUs. Many units rely on informal feedback,
with structured post-training evaluation mechanisms being the exception rather

than the norm. Additionally, feedback on training is occasionally gathered during

116 Vide S.2.3.3 e.g. Applegate (2004)
117 \Vide S.4.3.3
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quarterly or semi-annual assessments. However, the time gap between the
training and feedback may result in inaccurate information being provided and in

the retention of similar courses despite a possible negative experience.

Literature sources'?! support the idea that formal feedback and assessment are
integral components of a successful training plan. Structured mechanisms, such
as quizzes and post-training performance observations are not only important for
content retention but also for refining future training content and delivery. The
absence of such mechanisms, as evident from the findings'??, risks reducing
training to merely passive exercises, hindering the CPD of IAors and questioning

the relevance of future training sessions.

In the light of such findings, the need for more formal and consistent post-training
assessment mechanisms becomes clear. Introducing standardised evaluation
forms, retention quizzes, and peer-sharing could enhance accountability,

engagement, and overall training value.

5.4 Clearing the pit lane: overcoming barriers in internal

audit

5.4.1 How may the current shortage of local talent be successfully tackled?

As referenced in the literature!?®, IAUs must be resourced with skilled and
competent professionals to ensure audit quality and efficiency. Despite this, both
the findings'?4 and literature'?® stress the significantly lengthy time period needed

to fill vacant positions owing to the persistent shortage of |IA talent.

As indicated in the findings'?%, such shortage appears to stem from a mix of
factors, this including the requirement for foreign nationals to relocate to Malta

despite the strict provisions of S.L. 217.06, as well as widespread perception

121 Vide S.2.3.2 e.g. Smith (2017) and Farooq, Khan (2011)
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gaps that render the |A profession less attractive and more undervalued than the

EA profession.

The limited talent pool raises concerns as to whether |Aors in Maltese IAUs are
overburdened with responsibilities and whether IAUs, as a whole, are collectively
competent as required by IIA Standard 3.1 — Competency*?’. These concerns are
reinforced by CAEs who indicated that increased resourcing would be ideal to

meet current demands.

To address these barriers, Maltese CAEs and |Aors proposed a mix of short-term
and long-term strategies. As a short-term win-win, the use of recruitment
agencies, which is a tool already used by some I1AUs, may be intensified, in order
for IAUs to take more advantage of their technical expertise and wide candidate
networks. Additionally, improving the visibility and appeal of IA vacancies through
stronger marketing campaigns could attract more applicants. The findings!?®
revealed that benefits associated with vacancies are increasingly gaining
importance. Therefore, focusing on such benefits when issuing recruitment
campaigns could further attract applicants. Given the reported decline in
candidate quality and commitment, a follow-up study exploring the retention

policies in IAUs and staff turnover implications may also prove beneficial.

Another possible long-term, yet promising approach includes that of
complementing internal recruitment with extensive training programmes. An
advantage of internal recruits is that they are typically already well-versed with
the entity’s operations and may bring with them new and wise perspectives from
their personal backgrounds and experiences. Extensive training programmes on

such individuals could therefore easily be a fruitful investment.

5.4.2 Are there ways budget limitations may be overcome?

A number of researchers'?® observed that frequency of training and job

performance are positively correlated. Despite this, both the findings'3° and

127 Vide S.2.2.1 e.g. lIA (2024b)
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literature!3! indicate that frequently limited training budgets act as strong
deterrents reducing the number of training sessions provided and thereby

hindering the professional growth of |Aors.

Maltese CAEs and |Aors brought forward different recommendations*3? on how
budget limitations may be overcome, but the most viable approach appears to be
that of fostering stronger communication between IAUs and the BoD or senior
management. If CAEs better articulate the value that training provides, not solely
in terms of upskilling, but in enhancing audit quality, strengthening internal
controls and developing future IA managers, budget considerations may be
revisited with more openness. Evidence-based justifications, such as the
presentation of the number of errors pre-and-post training would further support
the argument. Additionally, linking training outcomes to tangible entity
improvements or cost savings can help reposition training not as a cost, but as a

strategic investment.

If such efforts fail to result in sufficient change, an alternative solution could be to
adopt the knowledge-sharing sessions approach, which the findings*3 imply is
currently an underutilised strategy in Maltese IAUs. Such an approach involves
IAors receiving training in specialised areas and subsequently presenting the
gained knowledge to the other members of the IAU. This facilitates broader

learning while more efficiently utilising the limited budget.

5.5 Conclusion

This Chapter discussed the main research findings. The following Chapter will

conclude the dissertation.
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Chapter 6 Summary, Conclusions and Recommendations

6.1 Introduction

This Chapter concludes the dissertation. As illustrated in Figure 6.1, S.6.2
provides a summary of the research findings. Subsequently, S.6.3 outlines the
conclusions reached. S.6.4 provides several recommendations, while S.6.5
proposes areas for further research. Finally, S.6.5 presents the concluding

remarks.

e 0.1 Introduction

mmm 0.2 Summary

6.3 Conclusions

e 0.4 Recommendations

e 0.5 Areas for further research

mmw 0.6 Concluding remarks

Figure 6.1: Outline of Chapter 6

6.2 Summary

This study had three objectives. The first objective was to ascertain and assess
the key factors that influence the selection of individuals forming the IAing teams
in Maltese insourced IAUs. The second objective was to ascertain and assess
the development of the training plan, including the onboarding and continuous
training methodologies currently in place in insourced IAUs, and the effectiveness
of such methodologies. The final objective was to provide recommendations on
how any existing barriers relating to the aforementioned processes may be

tackled so that such processes may become more effective.
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To achieve these objectives, a mixed-method approach was deemed appropriate.
This involved conducting semi-structured interviews with a total of 14 CAEs and

distributing a survey to |Aors, resulting in 33 completed responses.

The findings revealed that IA recruitment is predominantly reactive, with
vacancies typically arising after resignations and filled after a long time owing to
the limited talent pool in Malta. Moreover, the findings highlighted that CAEs are
actively involved in the recruitment process, relying mainly on traditional interview
methods, with only a few incorporating more advanced interview assessment
techniques. Additionally, it emerged that CAEs deem communication and
analytical thinking the most valuable skills for IAors, while honesty and teamwork
are the most sought-after PCs. The findings also revealed that CAEs place weight
on candidate’s educational background and experience, with most |Aors in
Maltese |IAUs having an accountancy background. This contradicts the weight
placed on educational and professional diversity which CAEs noted as valuable.
Additionally, it transpired that the GIAS are not actively sought after in the
recruitment process. The study also found that there was a lack of uptake of
credentials like CIA and CISA, this finding being further reinforced through the

identified competency gaps in technological areas.

Regarding training, the findings revealed that training plans were mainly informal,
with structured onboarding and post-training assessments being largely absent.
Yet, IAors were found to be involved in the process for determining the training
session. On-the-job training was considered the most effective training
methodology. Contrarily, e-learning was not found to be highly effective owing to
its low interactivity and relevance. The findings concluded that |Aors receive a
significant number of training hours, yet, these hardly focus on technical IA topics,
this being so owing to the limited training offered on such topics in Malta and the
lack of applicability. It also emerged that CAEs and |Aors recognise the benefits
associated with training. Finally, the findings revealed two primary barriers, the
limited IA talent pool in Malta, which affects recruitment adversely, and budget
constraints, which hinder training efforts.
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6.3 Conclusions

The study concludes that the selection process of IAors is greatly hindered by the
lack of IA talent. The recruitment process typically follows the traditional model
and is usually initiated following resignations, this resulting in periods of resource
and competency gaps in IAUs owing to the significant time required to fill vacant
positions. During the selection process, CAEs place weight on the candidate’s
skills, PCs, educational background, and experience. Yet, while CAEs typically
deem credentials like CIA and CISA valuable, they are not actively sought-after
in the selection process. In fact, most |Aors in Maltese |IAUs practice without
holding such credentials, this raising questions about the professionalism of the
field. Furthermore, despite its relevance to audit quality, candidate knowledge of
the GIAS does not seem to be a top priority for CAEs. Nevertheless, CAEs
generally view |IAors as competent in most areas, with notable gaps identified in

technological expertise.

The study also concludes that Maltese IAUs do not typically implement structured
onboarding and ongoing training plans, with more informal approaches being
adopted owing to the small team sizes. IAUs adopt a mix of internal and external
training methodologies. However, external training sessions specifically focusing
on technical |A topics are limited in Malta, this thereby reducing the number of
hours lAors dedicate to such specialised training, both upon onboarding and
ongoing. On-the-job training is deemed the most effective training methodology,
while IAor concerns relate to the effectiveness of e-learning owing to the limited

interactivity and relevance.

Finally, this study concludes that while the selection and training processes for
IAors are marginally functional, such processes could benefit from improvements.
To tackle the barriers in the selection process arising from the talent shortage in
the IA profession several measures may be implemented. This includes, but is
not limited to, the prioritisation of internal recruitment complemented by increased
investment in training to build talent from within and the introduction of IA study
programmes in tertiary institutions. Additionally, fostering stronger communication

between IAUs and the BoD and/or senior management about the value of training

81



Chapter 6 Summary, Conclusions and Recommendations

and also encouraging knowledge-sharing sessions post-training could help

mitigate the training budget barrier.

6.4 Recommendations

This study recommends that:

A. CAEs embed GIAS competency as part of the engagement
requirements in the recruitment process (S.5.2.2)
CAEs are encouraged to place higher weight on GIAS proficiency by
integrating it into interview assessments to promote consistency with

global best practices and enhance audit quality.

B. study programmes specialising in |IA are offered in tertiary
institutions (S.5.2.4)
To address the IA talent shortage in Malta, tertiary education providers,
such as the University of Malta, are encouraged to consider introducing
specialised |A programmes. This would help bridge academic gaps and

support the development of the profession.

C. CAEs formally recognise the CIA credential as a basis for promotion
(S.5.2.4)
Although CAEs already encourage the pursuit of certifications and
qualifications, it is recommended that the CIA credential becomes formally
acknowledged as a key criterion for promotion. This approach further

incentivises professional development and supports the upskilling of IAors.

D. professional institutions offer practical and timely courses focused
on technology-related areas (S.5.2.5)
It is recommended that the local IIA branch, the MIA and the Big Four firms
offer practical and timely courses focused on technology-related areas to

develop stronger competences among |Aors.
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E.

IAUs develop and implement formal training plans regardless of their
size (S.5.3.1)

It is recommended that, regardless of their size, all IAUs establish formal
training plans. These could be facilitated through simple, cost-effective
shared digital spreadsheets that guide needs assessments, training

methodologies and post-training assessment and feedback.

IAors receive more training hours focused on technical IA topics
(S.5.3.1 and S.5.3.3)

It is recommended that IAors in Maltese IAUs receive additional training
hours specifically focused on technical IA topics. This may be achieved by
setting a minimum portion of training hours to cover such topics as part of

the annual training plan.

. IAUs consider the benefits of inter-IAU collaboration (S.5.3.3)

IAUs are encouraged to collaborate in identifying shared training needs,
thus enabling cost-sharing in their engagements of trainers and facilitating
the co-requesting of tailored sessions from professional institutions such

as the local IIA branch.

. the cost-effectiveness of training methodologies be evaluated

(S.5.3.3)

It is recommended that Maltese IAUs place more importance on the
evaluation of the cost-effectiveness of training methodologies. This
ensures that the training budget is optimally utilised and allocated to high-

impact, reasonably priced options.

IAUs develop and implement structured onboarding training plans
(S.5.3.4)

Before engaging in audits, it is recommended that new IA recruits receive
onboarding training following a structured onboarding plan. This ensures

familiarity with internal processes and that competences are up-to-speed.
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J. formal post-training mechanisms are implemented (S.5.3.5)
It is recommended that as part of the development and implementation of
structured training plans, post-training content assessments and feedback
systems are established to measure learning retention and the cost-

effectiveness of training.

K. IAUs leverage the use of recruitment agencies and stronger
marketing campaigns (S.5.4.7)
Although some IAUs already make use of recruitment agencies it is
recommended that these efforts be extended to capitalise on their
expertise and networks. Additionally, stronger marketing campaigns that

focus on the benefits associated with the position should be developed.

L. CAEs focus on internal recruitment complemented by extensive
training (S.5.4.1)
Given the significantly lengthy time period needed to fill vacant 1A
positions, CAEs are recommended to place greater efforts on internal
recruitment. This approach must be backed with extensive technical 1A
training to ensure that the new recruit possesses the necessary skills and

competences to deliver high quality audits.

M. lIAUs and the BoD/senior management foster stronger
communication aimed at tackling budget constraints (S.5.4.2)
To address the training budget limitation, it is recommended that IAUs
foster stronger communications with the BoD and/or senior management
that focus on the value and benefits of training. Evidence-based

justifications are also crucial, since they further strengthen the argument.

N. IAUs implement knowledge-sharing sessions post-training sessions
(S.5.4.2)
It is recommended that IAors are enrolled in different, specialised training

courses and that they are subsequently required to deliver presentations
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to share key insights with the other IAU team members. Such an approach
not only utilises the limited allocated training budget more efficiently, but

also enhances |Aor learning and presentation sKills.

6.5 Areas for further research

A. Advanced Interview Assessment Techniques in Maltese Internal
Audit Units and their Cost Benefit (S.5.2.7)
Such a study would examine in more detail the implications of
implementing more advanced interview assessment techniques,
assessing whether the benefits would outweigh the costs in terms of

improved recruitment accuracy and audit quality.

B. Retention Policies in Maltese Internal Audit Units and their Staff
Turnover Implications (S.5.4.1)
Given the reported decline in candidate quality and commitment, a study
focused on exploring IAU retention strategies and how these policies
influence staff turnover, workforce stability and long-term IAU

sustainability is recommended.

C. Mandating the CIA Credential as a Legal Requirement for Practising
Internal Auditing in Malta: A Study (S.5.2.4)
Such a study would investigate the feasibility and the regulatory,
professional and educational implications of mandating the CIA credential
for |IA practice. It would explore whether such a measure would enhance
the quality and credibility of the profession, or whether it may
unintentionally deepen the talent shortage by discouraging entry into the
field.

D. The Effectiveness of E-learning in Internal Auditing: A Study (S.5.3.2)
Given that IAors deem e-learning efficient but often less effective, it would
be interesting to identify the key internal and external factors which

influence its effectiveness, particularly in delivering technical IA training.
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Chapter 6 Summary, Conclusions and Recommendations

6.6 Concluding remarks

The study has shown that the selection and training processes of IAors are critical
drivers, not only shaping the effectiveness of the IAU, but also steering the overall
success of the entity. These processes do not operate in isolation; rather,
comprehensive training complements the selection process by ensuring that core
competences are continually honed. While the current processes are marginally
functional, the study suggests that targeted improvements could enhance their
impact and effectiveness. Ultimately, as stated by one respondent, “Selecting and
training IAors is like preparing a Formula 1 driver - precision, timing, and guidance

determine whether you simply race or truly win.”
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Appendix 3.1 Interview Schedule

Appendix 3.1 Interview Schedule

This appendix presents the interview schedule utilised during the data collection
process for this dissertation. It also indicates the number of responses for each
Likert scale question, shown in italics
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Appendix 3.1 Interview Schedule

Section 1: Developing a Proficient Internal Audit Unit

1. To what extent are you involved in the recruitment process for internal
auditors? (with 0 being never and 4 being always).

2. Onaverage, how many times a year do you initiate the recruitment process
for internal auditors?

3. When a vacancy arises, is the call for applicants issued internally,
externally or a combination of both?

a) Do you typically seek more experienced internal auditors, or are
you more open to hiring junior internal auditors?

b) What is the minimum number of years of internal audit experience
you require for senior and junior internal auditors?

5. In your team, how long does it typically take to:
a. fill a vacant internal audit position?
b. inform a candidate about offering/refusing a job for an internal
auditor position following the final interview?

6. How important do you rate the following aspects when evaluating
candidates during the recruitment and selection process? (with 0 being not
important at all and 4 being highly important, and adding comments, if

any):
A - Skills
Number of Interviewees = 14
Not Not Neutral | Important Highly
important | important important
at all
i. analytical thinking 0 0 1 3 10
ii. communication 0 0 1 2 11
iii. accounting 0 3 5 4 2
iv. risk management 0 0 3 7 4
assurance
V. information 0 0 5 7 2
technology
Vi. industry-specific 0 2 5 4 3
knowledge
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vii. data mining and 0 1 5 5 3
analytics
B - Personal Characteristics
Number of Interviewees = 14
Not Not Neutral | Important | Highly
important | important importa
at all nt
i. honesty 0 0 0 0 14
. team player 0 0 0 3 11
iii. adaptability 0 0 1 7 6
iv. motivation 0 0 1 8 5
V. fitting with entity 0 0 0 8 6
culture and values
Vi. appearance 1 0 6 6 1
vii. conscientiousness 0 0 1 8 5

7. Do your ratings in Question 6 vary materially with the level of the position
being offered? If so, please specify.

8. Can you please explain the ideal educational background of candidates?
9. In your experience, is there any correlation between the level of
educational background/certifications and the competency levels of the

internal auditors?

10.To what extent do you agree with the following statements? (with 0 being
strongly disagree and 4 being strongly agree, and adding comments, if

any):
Number of Interviewees = 14
Strongly Disagree | Neutral | Agree | Strongly
disagree agree
a. Internal Audit Units 0 0 2 8 4

need to be composed
of individuals with
diverse educational
and professional
backgrounds.
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For optimal
performance, internal
audit units require not
only professionals
with strong financial
expertise but also
individuals skilled in
other relevant areas.

Internal audit units
need to be composed
of individuals
representing diverse
genders and
nationalities.

Diversity within
internal audit units
enhances overall
performance.

My internal audit unit
reflects sufficient
diversity in
educational
backgrounds,
professional
backgrounds, gender,
and nationality.

11.Please rate the competency level of internal auditors within your internal
audit unit in the following areas (with 0 being very low and 4 being very
high, and adding comments, if any):

Number of Interviewees = 14

Very low Low Moderate High Very

high
a. Agile auditing 0 0 5 7 2

methodologies

b. Fraud investigations 0 0 3 9 2
c. Soft skills 0 0 0 10 4
d. Risk management 0 0 2 8 4
e. Security and privacy 0 1 2 3 8
f. Data analytics 0 1 5 6 2
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IT control frameworks 0 1 3 7 3
Critical technologies, 1 0 10 3 0
emerging risks and
innovate knowledge
areas (such as cloud,
virtual computing
environments and
disruptive technologies)

e

12.In general, what competency gaps do you think are present within Maltese
internal audit units?
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Section 2: Onboarding and Continuous Training of Internal Auditors

13.1s the training plan implemented in your entity a structured and
documented one (vide Def1)?

14.

a. Can you describe how, if in any way, the following steps are
determined in the implementation of the internal auditor training
plan?

¢ Needs Assessment

e Training Methodology

e Content Assessment and Feedback

b. On average, how many hours of training do internal auditors
undergo every year?
Is such training completely or partially sponsored by your entity?
d. Does such training take into account the different employees’
background, experience, preferences and career goals?

0o

15. Are the skills and competences of internal auditors reviewed periodically
to determine any additional training that may be needed?

16.How effective do you find the following training methodologies? (with 0
being very low and 4 being very high, and adding comments, if any):

Number of Interviewees = 14
Very low Low Moderate High Very
high
i.  on-the-job 0 0 0 0 14
training
. e-learning 0 1 5 6 2
iii. attending and 0 0 0 6 8
participating in
professional
conferences
and seminars
iv. engaging in 0 0 7 6 1
directed reading
and self-study
programmes
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V. receiving 0 0 1 5 8
mentoring
Vi. conducting 2 3 4 4 1

training audits
and research
projects

Vii. pursuing 0 0 3 5 6
professional
certifications

17.How is it ensured that the training being provided is effective for improving
internal auditor proficiency?

18.
a. |s specific training given to new internal auditors when onboarded,
and if so, how many hours are typically dedicated to such training?
b. Does such training also take sufficiently into account the new
employees’ background and experience?

19.To what extent do you agree with the following statements? (with O being
strongly disagree and 4 being strongly agree, and adding comments, if

any):

Number of Interviewees = 14
Strongly | Disagree Neutral Agree Strongly
disagree agree
a. Inthe current, 0 0 0 6 8
rapidly changing
business
environment
training is
increasingly
becoming essential.
b. Prolonged deficits 0 1 2 4 7
in training, talent
development, and
staffing may hinder
the entity’s ability to
evolve.
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c. When employees 0 1 4 3 6
recognise the entity’s
investment in their
development, they
become more
motivated to work
harder and perform
better.

d. Training equips 0 1 1 5 7
employees with the
necessary
information, skill sets
and competences to
perform tasks at the
maximum potential,
thus reducing the
room for errors and
mistakes.

e. Training involves 0 1 3 3 7
sharpening employee
thinking and creativity,
this resulting in
increased productivity
levels.

f.  There is a positive 0] 0 2 6 6
correlation between
effective training
programmes and
employee productivity.

g. Effective training 1 5 5 3 0
reduces employee
turnover.

20.What other benefits, if any, have you noticed that training provides?
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Section 3: Barriers and Recommendations

21.

a. In your view, what barriers, if any, may relate to the selection
process currently being implemented by your internal audit unit?
b. In particular:
I. Does the current shortage of qualified internal auditors in
Malta constitute a major selection barrier?
Il. If so, is recruiting internal auditors from overseas countries
contributing in tackling such a barrier?
c. What do you recommend for the elimination, or at least mitigation
of such barriers, if any?

22.

a. Inyourview, what barriers, if any, may relate to the training currently
being implemented by your internal audit unit?
b. In particular:
I. Is cost containment a typical major barrier?
[I. Are there any major barriers in rendering training both
engaging and interactive?
c. What do you recommend for the elimination, or at least mitigation
of such barriers, if any?
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Interview Schedule

Section 4: Respondent Characteristics

23.What is your age?

[

O O0Oogog-™

18-20
21-30
31-40
41-50
51-60
61 and over

24.What is your gender?

[
[
[

Female
Male
Unspecified

25.What is your nationality?

26.

27.

28.

o

Total years working as an internal auditor =
Years in the present entity as an internal auditor =

Please specify what professional certifications and/or qualifications,
if any, you hold relating to internal auditing?

Please specify what professional certifications, if any, you hold in
areas beyond internal auditing?

What is the total number of employees working within your internal
audit unit?
Please distinguish between operational and administration staff.
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Interview Schedule

Section A1: Definitions

Def1 — A structured and documented training plan is an organised and
documented plan that clearly outlines the schedule, specifies the hours allocated

per session, and assigns responsibilities.

Section A2: Likert Scale

0 1 2 3 4
Not important | Not important Neutral Important Highly
at all important
Strongly Disagree Neutral Agree Strongly
disagree agree
Very low Low Moderate High Very high
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Appendix 3.2 Survey

This appendix presents the survey that was distributed to |Aors for the purpose
of this dissertation. The number of responses for each Likert scale question is

also presented in italics.
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Appendix 3.2 Survey

Section 1: Developing a Proficient Internal Audit Unit

Section Objective: To ascertain and assess the key characteristics that influence
the selection of individuals forming the internal auditing teams in Maltese
insourced internal audit units.

1. What professional degree/s, if any, do you hold? (eg. Master in
Accountancy)

2. What professional certification/s, if any, do you hold relating to internal
auditing? (Select all that apply):

Certified Internal Auditor

Certified Information System Auditor
Certification in Control Self-Assessment
Certified Government Auditing Professional
Certified Financial Services Auditor
Qualification in Internal Audit Leadership
Other

O OO0 o0oono

3. Does your entity encourage you to enhance your proficiency by obtaining
additional certifications? (with O being strongly disagree and 4 being

strongly agree):
Number of Respondents = 33
Strongly Disagree Neutral Agree Strongly
disagree agree
1 2 3 8 19
4. To what extent do you agree with the following statements?
Number of Respondents = 33
Strongly | Disagree | Neutral Agree Strongly
disagree agree
Internal Audit Units 3 1 0 11 18

need to be composed of
individuals with diverse

educational and
professional
backgrounds.
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Survey

For optimal
performance, internal
audit units require not
only professionals with
strong financial
expertise but also
individuals skilled in
other relevant areas.

11

18

Internal audit units need
to be composed of
individuals representing
diverse genders and
nationalities.

15

Diversity within internal
audit units enhances
overall performance.

14

My internal audit unit
reflects sufficient
diversity in educational
backgrounds,
professional
backgrounds, gender,
and nationality.

14

10

5. Please rate your level of competency in the following areas.

Number of Respondents = 33

Very low

Low

Moderate

High

Very
high

Agile auditing
methodologies

0

11

17

Fraud investigations

14

16

Soft skills

5

23

Risk management

6

21

[© X RS, JIEN

Security and privacy

5

15

-
N

Data analytics

14

13

IT control frameworks

16

8

Sla|™e|a|o|o

Critical technologies,
emerging risks and
innovate knowledge
areas (such as loud,
virtual computing
environments and
disruptive
technologies)

QIO OO Q|| O

N W O|o|IN

13

10

WO O
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Section 2: Onboarding and Continuous Training of Internal Auditors

Section Objective: To ascertain and assess the development of the training plan,
including the onboarding and continuous training methodologies currently in
place in Maltese insourced internal audit units and the effectiveness of such
methodologies;

6. To what extent do you agree with the following statements?

Number of Respondents = 33
Strongly | Disagree | Neutral Agree Strongly

disagree agree
a. | feel involved in the 0 3 3 15 12
development of the
training plan.
b. The Chief Audit 0 2 3 15 13

Executive leading the
internal audit is aware
of my skill gaps and
provides training to
address them.

c. | believe that the 0 1 4 14 14
training is tailored to
align with my

background,
experience,
preferences and
career goals.
d. | believe that the 0 1 6 16 10

purpose of the
training is clearly
communicated, along

with how it
contributes to both
my professional

growth and personal
development.

e. The Chief Audit 0 2 9 9 13
Executive seeks my
feedback  following
the training and asks
for suggestions on
how it can be
enhanced.
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Survey

Following the training,
the extent of content
retention is assessed
through the use of a

quiz.

16

7. Which training methodology do you find most effective and why?

8. Conversely, which training methodology do you find least effective and

why?

9. To what extent do you find the training sessions both engaging and
interactive? (with 0 being never and 4 being always):

Number of Respondents = 33

Never

Rarely

Sometimes

Frequently

Always

2

6

21

4

10.In your view, did the training you received when onboarded, if any, take
sufficiently into account your background and previous experience? (with
0 being strongly disagree and 4 being strongly agree):

Number of Respondents = 33
Strongly Disagree Neutral Agree Strongly
disagree agree
0 5 7 15 6
11.To what extent do you agree with the following statements?
Number of Respondents = 33
Strongly Disagree Neutral Agree Strongly
disagree agree
In the current, 0 0 0 14 19
rapidly changing
business
environment training
is increasingly
becoming essential.
Prolonged deficits in 0 0 1 17 15
training, talent
development, and
staffing may hinder
the entity’s ability to
evolve.
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c. When | recognise 0 0 3 15 15
the entity’s
investment in my
development, |
become more
motivated to work
harder and perform
better.

d. Training equips me 0 0 1 18 14
with the necessary
information, skill
sets and
competences to
perform tasks at the
maximum potential,
thus reducing the
room for errors and
mistakes.

e. Training involves 0 0 2 19 12
sharpening my
thinking and
creativity, this
resulting in
increased
productivity levels.

f.  There is a positive 0 0 4 22 7
correlation between
effective training
programmes and
employee
productivity.

g. Effective training 0 4 9 14 6
reduces employee
turnover.

12.What other benéefits, if any, have you noticed that training provides?
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Section 3: Barriers and Recommendations

Section Objective: To recommend how any existing barriers relating to the
selection and training processes of internal auditors may be tackled so that such
processes may become more effective.

13.

a. In your view, what barriers, if any, may relate to the selection process
currently being implemented by your internal audit unit? (Selection is
an element that falls within the recruitment process).

b. In your view, how can such barriers be mitigated if not eliminated?

14.

a. In your view, what barriers, if any, may relate to the training process of
internal auditors currently being implemented by your internal audit
unit?

b. In your view, how can such barriers be mitigated if not eliminated?
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Appendix 3.3 Statistical Data Analysis

Friedman Test

The Friedman test was used to compare the mean rating scores of Likert scale
questions across several related statements. The mean rating scores ranged
from O to 4, with the numbers corresponding to the terms presented in Tables 3.3

and 3.7 respectively.

The null hypothesis asserts that the mean rating scores assigned to the
statements are comparable and is accepted when the p-value is greater than
0.05. Conversely, the alternative hypothesis indicates that there are significant
differences among the mean rating scores and is accepted when the p-value is
less than 0.05.

This appendix presents bar graphs that supplement the statistical tables in
Chapter 4, offering visual representations of the differences, whether significant
or not, in the level of agreement with the statements, as well as illustrates the

results of the Friedman test.

The error bar graphs display a 95% confidence interval for the mean rating scores
given to the statements, assuming the study included all 19 known insourced
IAUs. If the confidence intervals overlap, it indicates that the mean rating scores
are similar and no significant differences exist. Conversely, if there is no overlap
or only a slight overlap, the mean rating scores are considered significantly

different.

Interview Schedule

Figures A3.1, A3.2, A3.3, A3.4, A3.5 and A3.6 depict the interviewees’ levels of
agreement with the respective statements. In each case, it is evident that some
error bars do not overlap, indicating significant differences in the mean rating
scores assigned to the statements. These observations are supported by p-
values below the 0.05 significance threshold across all cases. Wherever such

significances were found, they were referred to in Chapter 4.
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Statistical Data Analysis

Essential Skills
5
2
e
o
w
=]
=
=
=4
c
=
@
=
i.Analytical ii.Communication fii.Accounting iv Risk v Information vilndustry Specific v Data Mining and
Thinking Management Technology Knowledge Analytics
Assurance
Error bars: 95% CI
Figure A3.1: Essential skills
Essential Personal Characteristics
s
4
2
o
=]
"
- 3
=
®
-
1=
E 2
=
1
i.Honesty ii.Team Player ii. Adaptability iv.Motivation v.Fitting with entity  vi.Appearance v
culture and values Conscientousness
Error bars: 95% CI

Figure A3.2: Essential personal characteristics
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Statistical Data Analysis

Mean Rating Score

a.Internal Audit
Units need to be
composed of
individuals with
diverse educational
and professional
backgrounds.

CAEs Perception on |AU Diversity

c. Internal audit
units need to be
composed of
indwiduals
representing diverse
genders and
nationalities.

b. For optimal
performance,
internal audit units
reguire not onl
professionals with
strong financial
expertise but also
individuals skilled in
other relevant
areas.

d. Diversity within

internal audit units

enhances overall
performance.

e. My internal audit
unit reflects
sufficient diversity in
educational
backgrounds,
professional
backgrounds,
gender, and
nationality.

Error bars: 95% CI

Figure A3.3: CAEs perception on IAU diversity

CAEs Perception on Competency Gaps

Mean Rating Score

a.Agile
auditing
methodologies

b.Fraud
investigation

c.Soft skills d.Risk

management

f.Data
analytics

h.Critical
technologies,
emerging risks
and innovative
knowledge
areas

AT control

e.Security and
rameworks

privacy

Error bars: 95% CI

Figure A3.4: CAEs perception on IAU competency gaps
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Statistical Data Analysis

Mean Rating Score

Training Methodology Effectiveness

1.0n-the-job  ii.E-learning i Attending
training and
participating
in
professional
conferences
and
Seminars

w.Engagin
in directe
reading and
self-study
programmes

Error bars: 95% Cl

v.Receiving
mentoring

vi. vii.Pursuing

Conducting  professional

training certifications
audits and
research
projects

Figure A3.5: Training methodology effectiveness

Mean Rating Score

CAEs Perception on the Benefits of Training

a.In the current, k. Prolonged c. When
rapidly changing deficits in employees
business training, talert recognise the
environment development, organisation's
training is and staffing investment in
increasingly may hincer the their
becoming organisation's development,
essential. ahility to evolve.  they become

more mativated
to work harder
and perform
etter.

d. Training
eqUips
employees with
the necessary
information, skil
sets and
competencies to
perform tasks at
the maximum
potertial, thus
reducing the
room for errors
and mistakes.

Error hars: 95% ClI

e. Training
involves
sharpening
employee
thinking ancl
creativity, this
resutting in
increased
productivity
levels.

f.Thereis a g. Effective
positive training reduces
correlation employee
hetween turnowver.
effective
training
programmes
and employee
productivity

Figure A3.6: CAEs perception on the benefits of training
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Survey

Figures A3.7, A3.8 and A3.9 depict the surveyresps’ levels of agreement with the
respective statements. In each case, it is evident that some error bars do not
overlap, indicating significant differences in the mean rating scores assigned to
the statements. These observations are supported by p-values below the 0.05

significance threshold across all cases.

IAors Perception on Diversity
4
2
s 3
[X]
h
=
=
® 2
=4
=
L]
]
= 1
o
a.Internal Audit Units b. For optimal c. Internal audit units d. Diversity within e. My internal audit
need to be composed  performance, internal  need to be composed internal audit units unit reflects sufficient
of individuals with audit units require not of individuals enhances overall diversity in educational
diverse educational  only professionals with  representing diverse performance. backgrounds,
and professional strong financial genders and professianal
backgrounds. expertise but also nationalities. backgrounds, gender,
indiiduals skilled in and nationality.
other relevant areas.
Error bars: 95% CI
Figure A3.7: IAors perception on IAU diversity
IAors Perception on Competency Gaps
4
@
8
w
=
=
T
-4
=
=
@
=

a.Agile auditing b.Fraud c.Soft skills d.Risk e.Security and fData analytics g IT control h.Critical
methodologies  investigation management privacy frameworks technologies,
emerging risks
and innovative
knowledge
areas

Error bars: 95% CI

Figure A3.8: IAors perception on competency gaps
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Statistical Data Analysis

Mean Rating Score
ra

|Aors Perception on the Benefits of Training

[v]
a. Inthe current, b. Prolonged c. When | d. Training equips
rapidly changing deficits in training recognise the me with the
business talent development, organisation's necessary
environment and staffing may investment in my information, skill
training is hinder the development, | sets and
increasingly organisation's k more petencies to
becoming abilty to evolve. mativated to work perform tasks at
essential. harder and perform the maximum
etter. potential, thus

reducing the room
for errors and
mistakes.

Error bars: 85% CI

e. Training involves
sharpening my
thinking and
creativity, this
resutting in
increasec
productivity levels.

f.Thereis a
ositive correlation
etween effective

training
programmes anc
employee
productivity

g. Effective training
reduces employee
turnover.

Figure A3.9: IAors perception on the benefits of training
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Appendix 3.4 Letter of Introduction and Invitation to

Participate

Figure A3.10 presents the Letter of Introduction and Invitation to Participate sent

to interviewees.

. oy e DEPARTMENT OF
L-Universita ACCOUNTANCY

ta' Malta

Faculty of Economics,
Management &
Accountancy

| versit I Malt

Msida MSD 2 Malta

intancy.fema@um.edumt

www.um.edu.mt/fema

LETTER OF INTRODUCTION AND INVITATION TO PARTICIPATE IN RESEARCH
23" November 2023

Dear Sir / Madam,

This is to introduce Karla Naudi, a Master in Accountancy student at the Faculty of Economics,
Management and Accountancy at the University of Malta.

The student is undertaking research within the Department of Accountancy regarding internal
auditing. This research aims to explore the selection and professional training of Maltese
internal auditors.

In this regard, the said student would like to invite you to contribute on this research project by
participating in an interview covering aspects of this topic, providing relevant information and
facilitating access to enable the delivery of surveys to employees within your organisation at
your convenience,

This research is important and valuable in enhancing understanding of the subject area and
helping practicing professionals and practitioners like yourself, as well as informing policy and
support initiatives. The student would be happy to share with you general findings ensuing from
this research.

The student is to ensure that any information provided will be treated in confidence, also in line
with general Faculty research requirements and ethical obligations. A consent form will be
separately provided. You are, of course, entirely free to discontinue your participation at any time
or to decline to answer particular questions.

While | thank you beforehand for your consideration as well as your possible kind support and
involvement in this important research, should you have any queries on this research please feel
free to contact me via email at: accountancy.fema@um.edu.mt.

Yours sincerely,
7 4

Professsor Peter J Baldacchino
Department of Accountancy
FEMA, University of Malta

Figure A3.10: Letter of introduction and invitation to participate
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