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THE CORE TOPIC/QUESTIONS BEING EXAMINED IN THE PAPER AND ITS 

SIGNIFICANCE 

The core research question is whether there are differences between management 

development (MD) activities for a sample of private sector organisations in New Zealand 

(NZ) on a comparative basis for 2007 and 2011 as it is perceived in practice by line managers 

(LMs). The underlying question is what, if any, impact the global financial crisis (GFC) 

might have had on MD practices in NZ. This paper reports on longitudinal data at a national 

level which examines existing practice based on the collection of the 2011 data and 

subsequent comparative analysis with 2007 data. 

Activities in the NZ economy regarding management education and development is big 

business and worth millions of dollars. MD is on the increase and is acknowledged in various 

academic circles (Ruth, 2007; Nel and Simpson, 2009).  

This research study is a continuation of an existing research project regarding MD that uses 

an international consortium model and questionnaire to enable international comparisons of 

MD in the long run. A conceptual framework was developed by Mabey and colleagues in the 

UK for use in the European Union Member countries (Mabey, 2002; Mabey and Gooderham, 

2005). The model has been used in various European countries in the past, as well as NZ.  

MD is a multi-faceted process, where some aspects are easier to identify and measure than 

others. Management education, for example, is largely provided by university and 

management schools and subject to the critical rigours of the wider academic and research 

community. By contrast, management development is a subset of human resource 

development (HRD) which is largely provided by the private sector in the form of in-house 

programmes (Ruth, 2007; Nel et al., 2012). Management education tends to be more 
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theoretical, emphasizing a body of knowledge, whereas MD tends to be more practical, 

emphasizing a repertoire of skills. These concepts, however, need to be analysed in more 

detail to gain a comprehensive understanding thereof for the purpose of and application 

aspects of this paper. 

This paper reviews previous research and also reports on the current longitudinal study 

comparing 2007 and 2011 data which was gathered in New Zealand to add to the knowledge 

on MD which could be used for comparative purposes in future.  

THE TEORETICAL BACKDROP/LENS WHICH HAS INFORMED THE WORK 

An integrated theoretical framework of management development is under-developed 

because there is little empirical data available at a comparative level. This lack of research is 

exacerbated by the fact that limited comparative research has been published about the way 

organisations train and develop managers (Mabey and Gooderham, 2005). The study of 

management training and development is therefore justified on several grounds. Based on the 

aforementioned, Mabey (2005) has coordinated a network of researchers since 2001 in 

Norway, Denmark, France, Spain, Romania, Germany and the UK, which, in 2004 was 

joined by new partners from Austria, Ireland and New Zealand. However, on a global scale, 

the research for comparative purposes is still limited. The network continues to investigate 

MD policies and practices and outcomes within and across countries to expand this base of 

knowledge. 

The longitudinal analysis undertaken by Mabey (2005) also points out that little comparative 

research has been published about the way organizations training and developing their 

managers. “It must be noted that there are, however, studies of other human resource (HR) 

practices that demonstrate country differences in relation to selection and promotion, 
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perceptions of career management, hiring strategies, terminations and early socialisation” 

(Ruth, 2007: 52).  

The question remains of how to create and sustain managerial competencies at a national and 

international level, and country specific studies as well, since few international comparisons 

exist. This longitudinal paper continues to contribute to the debate with more data which is 

now being researched by offering an analysis of MD in NZ using the same research model 

and instrumentation as used by Mabey and Gooderham (2005), but using comparisons of 

2007 with 2011 New Zealand data. 

Furthermore, organisations also often fail to approach MD in an integrated way, relying on 

piecemeal programmes that are not part of a coherent strategy (Dalton, 2010; Noe and 

Winkler, 2009). Research in NZ, for example, found that only 48.8% of organisations had a 

MD policy (Ruth, 2007).  

The absence of a MD policy also not only suggests an uncoordinated approach to developing 

new managers, it also suggests that existing managers are not being continuously developed 

either (Fazey, 2010; Delahaye, 2011). The existence or absence of policy would have far 

reaching implications for organisations which could either be positive or negative. On the 

positive side a MD policy would more probably be aligned with an organisation’s HR 

strategy as well as an organisation’s grand strategy. Erasmus et al. (2010:31) clearly state that 

“the success of training and development efforts in organisations are based on the 

organisation’s official training and development policy, which is based on the organisation’s 

particular philosophy and on the operational plans”. A MD policy would therefore focus 

efforts and activities of an organisation to be competitive and remain sustainable. 

Furthermore strategic HRD linked to strategic HRM which again needs to link to 

organisation strategy in order to ensure overall effectiveness of HR application of skills is 
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therefore an essential component of organisations’ survival (Nel et al., 2012). The complete 

absence of the aforementioned components in an organisation would probably result in 

hardship for an organisation in the long run.  

It must also be noted that in organisations the aspect of pay for performance and incentive 

rewards also impact on the actual performance of HRs to provide the overall environment for 

quality outputs and to maintain the sustainability. The motivation for this being that attracting 

and retaining HR will be influenced by the way in which performance is measured and 

rewarded in an organisation. Furthermore, customer satisfaction is also a result of effective 

performance of an organisation and should not be under estimated (Snell and Bohlander, 

2013). The link between performance, management and MD should also critical for 

organisations to successfully utilise its HRs input in organisational functioning. This is 

outlined by Aguinis (2007: 172) who indicates that personal development plans “specify 

courses of action to be taken to improve performance”. These links must be recognised for its 

value when MD is to be implemented to improve an organisation’s productivity and ultimate 

survival.  

In the current context the impact of the GFC has also had serious implications for the NZ 

economy and although difficult to gauge, affects the performance of organisations as well as 

the use and development of its HRs. In NZ the effect of the GFC has been continuing 

although its effect is lessening according to the Reserve Bank of New Zealand (2012a.). 

Furthermore, attempts to keep the official cash rate (OCR) low may have somewhat 

cushioned the economy impact for the economy, but has not generally provide sufficient 

motivation for businesses to enter into significant growth strategies. The primary focus has 

been a holding pattern and to be more cost effective as well as trying to meet international 

business competition (NZ Herald, 2012). 
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The context and implications of limited theoretical analysis and comparisons as well as 

difficulties with terminology are analysed in the next section.  

Defining management development (MD) 

Various issues need to be considered in an attempt to define MD. In this regard, Thomson et 

al., (2001: 10) point out that MD is a term used “in a comprehensive sense to encompass the 

different ways in which managers improve their capabilities”. The term “development’’ is 

also used to emphasise that it is multi faceted and more than the formal learning of 

knowledge and skills because it includes informal and experimental modes as well. The 

comment is made that MD could be viewed as a sub-set of HRD which is largely provided by 

the private sector in the form of in-house programmes. This should be viewed against the 

backdrop of the fact that management education “tends to be more theoretical emphasising a 

body of knowledge whereas MD tends to be more practical emphasising a repertoire of 

skills” (Ruth, 2007, p.53). This approach was previously put into perspective by Easterby-

Smith and Thorpe (1997) that competencies in the business sector should be valued as an 

alternative to academic education. Education by the educationalists is primarily concerned 

with management education methods, whereas the corporate “education sector is concerned 

with effectiveness of management education methods, the corporate world is concerned with 

the evaluation of corporate training methods, investigating natural learning at work, 

mentorships, organisational learning and the effectiveness of management development and 

HR” (Ruth, 2007, p.53). 

Research by Paauwe and Williams (2001) highlighted seven prominent MD issues which 

emphasises the context of MD. This includes the positioning of MD namely what managers 

ought to do to be effective as well as the responsibility for MD. This also includes the 
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question whether MD should be integrated into the HR strategy of an organisation which 

should again be aligned with the organisation’s strategy. 

It is clear that confusion exists as to what HRD and MD really comprise and what the 

parameters are as far as what is being included and excluded entails. However, the approach 

taken in this paper is that HRD is focused on the enablement of the learning of individuals 

and groups in organisations and that this also entails MD elements as part of the HRD 

process. 

For the purpose of this paper, however, the approach followed by Ruth (2007, p.54) in using 

the following definition of MD is also supported, namely:  “all on-the-job and off-the-job 

activities, structured and unstructured, formal and informal, that are undertaken to develop 

management expertise”. There is furthermore a trend that MD ought to be market driven 

which is becoming more common place for the approach used by managers internationally. 

However, insufficient evidence exists as to what the trends are concerning specifics about the 

development of competencies and using training methods and practices to identify the extent 

of MD in NZ, albeit research projects have been executed in recent times which point 

towards more interest in and uncovering of answers for NZ. 

In view of the above emphasis on MD, it is appropriate to trace the specific steps of the 

evolution of MD in NZ. 

Management development in New Zealand 

Although NZ is mainly an island nation, it should not adopt an island mentality as far as trade 

and business as well as being competitiveness in the global economy is concerned. The 

participation in and attempts to be prepared for improving its competitive position by 
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focusing on its HRs capital is outlined in the following account of the evolutionary process in 

New Zealand. 

The original focus on MD can be traced back to the work of Inkson and Campbell (1985) 

who came to the startling conclusion that management education in NZ was bland with little 

research being executed in the educational arena. This was followed up by the research of 

Hooley and Franko (1990) who pointed out that although NZ organisations had exposure to 

the global economy and the effects of severe competition, that there were still a short term 

focus and a lack of financial planning. Ruth (2007:54) made the comment that the lack of 

strategic planning, market orientation and so on in the late 1980s provided the initiative for 

the study by the New Zealand Ministry of Commerce into management competencies which 

was commissioned in 1993. The results once again pointed out that severe shortcoming 

existed with regard to MD in NZ, which had to be addressed as a matter of urgency. It was 

also pointed out that the softer skill shortages such as valuing others and leadership qualities 

was inadequate. 

As part of the increasing awareness of MD and its potential impact on the economy, the 

results of the Campbell-Hunt et al. (2000) study is also worth mentioning. The study pointed 

out that NZ organisations ought to embrace appropriate HR practices, which should be linked 

to effective MD, as well as flexible job profiles and teamwork. This research, once again, 

provided inputs for the Minister of Economic Development of NZ to pay more attention to 

the increased competitiveness requirement in the economy needed more attention. The result 

was that the NZ Department of Labour, New Zealand Institute of Management (NZIM) and 

the Human Resources Institute of New Zealand (HRINZ) cooperated to focus more attention 

on the pressing needs on MD the NZ economy faced (Massey et al., 2004). 
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Parallel to the initiatives already mentioned, research was executed which also impacts on the 

ability to manage organisations and MD in NZ. Ruth (2007) refers to the important work that 

was done by the NZ Leadership Surveys executed by Parry (2002) as well as Parry and 

Proctor-Thomson (2002), where it was revealed that chief executives demonstrated a more 

positive inclination about their organisations than employees. This, amongst others, 

contributed to research some years later in NZ which was already addressed by Mabey and 

Gooderman (2005) concerning the role of line management views on MD. 

The research initiated by Ruth and Mabey (2005) in NZ to identify the approach to and 

context of the then current MD momentum is worth noting. In fact, this initiative was the 

follow-on of the research executed by Massey et al. (2004) which established a framework 

for building management capability in NZ as a Ministry of Economic Development initiative 

to address MD needs. 

Once again this ground breaking research provided further initiatives for the execution of 

research which used the model of Mabey and Gooderman (2005) to include LMs and HR 

managers in a joint initiative to gain data on MD from different perspectives in NZ in 2005. 

The initiative being the fact that there is a lack of data regarding MD practices in NZ and that 

research would then form the basis for detailed comparative analysis in future (Mabey, 2005). 

The results were also reported by Ruth (2005) which pointed out that tensions in MD in NZ 

are clearly on the rise by analysing assumptions about what makes a good manager, 

approaches to MD, extent of organisations’ MD systems as well as perceptions of what 

stimulates or inhibits MD as well the methods used to evaluate MD. The results pointed out 

that tensions identified in the literature on NZ, reveals sharp differences between the views of 

HR managers and LMs which has implications for consistent holistic practice. 
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More contemporary research has expanded the MD research in NZ. Mahoney (2009) 

executed research on behalf of the Ministry of Education to make available industry training 

data to obtain an overall view of what has actually been researched in the preceding years. 

Similarly, the research by Nel and Simpson (2009) as well as Simpson and Nel (2009) has 

been initiated by the Industry Training Organisation (ITO) for the New Zealand Flooring 

Industry. This research was an attempt to identify the current extent of the capabilities of 

contractors and management in the said industry to enable an overview of the current state of 

affairs. It was initiated by an overview of the literature as it would apply to MD and the 

flooring industry. It was followed up by empirical data collection to identify appropriate 

means to execute MD in order to enhance the productivity, sustainability and management of 

businesses in this industry.  

The research by Van Der Werff (2009) emphasised a different approach to MD by identifying 

a model for best practice in the horticultural industry in NZ. Once again, approaches to and 

current practice of MD as well as the identification of a model to enhance the performance of 

the horticulture industry was proposed. 

Most recently a follow-up study to enable longitudinal comparisons of MD in the private 

sector in NZ was undertaken in order to identify trends which could impact on the current 

state of affairs as well as the approach which could be followed in future to enhance the 

impact of MD in NZ. The results of the NZ 2011 study compared to the NZ 2007 results are 

presented in this paper. 

RESEARCH MODEL AND METHODOLOGY 

The research model on which the current research is based has been reported in a previous 

research publications (Ruth, 2007; Mabey, 2005) which is briefly repeated in this paper for 

the sake of completeness of the research approach being followed. The research reported by 
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Ruth (2007) in particular emphasises that the analytical model is based on the approach of 

Mabey and Thomson (2000); as well as Thomson et al., (2001) in which views of HRMs are 

counter-pointed by those of LMs on MD. The interview schedule used was based on those 

used in prior UK studies (Mabey, 2003; Mabey and Thomson, 2000). The model is based on 

elements of an open systems model (Garavan et al., 1995; Mabey, 2002). It also refers to 

Delaney and Huselid’s (1996) index of organizational performance, but focuses only on MD 

elements of HRM practice. Elements of Wood’s (1999) approach on best 

practice/contingency theory and HRM systems. HRM systems are strategic assets that 

enhance organisational performance which includes “best-practice” as later analysed and 

supported by Galang (2008). This is contrasted with the alternative contingency approach of 

Huselid and Becker (1995). Ruth (2007: 56) also emphasises that this “approach is not just 

the number of best practices that influences the market value of an organisation, but also the 

degree to which those practices are integrated into an internally coherent system that fits with 

the firm’s individual situation and business priorities”. It must be noted that the cryptic 

description of the model by Mabey and Gooderham (2005) does not do justice to the 

thorough grounding in the literature that they supply, but provides the context within which it 

is formulated and executed. It thus also provides the back drop for the longitudinal research 

results being 2007 and 2011 being reported on in this paper.  

The design and methodology of the research project therefore follows the same model and 

instrument that was developed by Mabey (2002) and used in the EU member countries. One 

schedule of questions is addressed to line managers (LMs and another to HR human resource 

managers (HRMs). Only the LM questionnaire is reported on for comparative purposes in 

this paper. Most questions employed a 1-5 Likert Scale using 1=strongly disagree; 5=strongly 

agree to record responses based on the interviews. Besides the scale mentioned above, other 
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categories used 1=not at all; 5=to a great extent, 1=very much worse; 5=very much better. 

Further analysis using SPSS to identify significant differences between the 2007 and 2011 

responses was also applied. 

The initial NZ sample was obtained by purchasing a commercial data base containing 1,500 

eligible companies in NZ with parameters specifying companies that: 

• employ more than 20 people (in order to relate to the European sample, although it is  

larger than most categories used in NZ) 

• had an HR-dedicated person and at least one LM in the company 

• were New Zealand-based or -owned, or  

• if part of an MNC, could report on activities exclusively within the national border, and  

• were not national subsidiaries of international companies based elsewhere, and ideally, 

• had some form of organizational performance assessment. 

Direct telephone contact was made to identify a LM in their organisation willing to 

participate in the study. Finally 238 organisations met the criteria. In 2007 participating 

organisations were 113 and in 2011 there were 64. The 2011 survey used the same 

organisations that participated in 2007 as respondents, resulting in an identical organisation 

replication. Organisations which merged or closed down since 2007 therefore resulted in a 

smaller response rate in 2011. The interviews were conducted by telephone and lasted 

between 20 and 30 minutes. Interviewing is continuing to expand the data base, but a cut-off 

date of 30 November 2011 was implemented to publish preliminary research results. 
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Demographic characteristics which were also recorded for each respondent included size, 

distribution, turnover and change in the number of managers. Sector was also recorded, for 

example manufacturing process, distribution/transport and services and could be used for 

more detailed future analysis. These results also confirm the comparability of the responses in 

2011. This paper only reports on the overall results regarding the responses of LMs, but due 

to the magnitude of the overall research project, HRMs results or sectoral analysis and so on 

is not presented.  

The 5 questionnaire categories were as follows: 

1. Management Development: What discourages MD activities in your organisation? 

2. HRM (not the HR manager!): LMs’ personal views about business strategy and HR 

matters in their organisation (HR refers to people management policies and practices). 

3. MD policy: MD activities which relate to policy in their organisation. 

4. MD methods: How management training is delivered in their organisation.  

5. Performance: How their organisation performed compared with the performance of 

other competitors in their sector.   

Data analysis 

Having applied the Likert Scale as basis for recording responses, the mean values for the 

various categories of the 2007 and 2011 responses were computed for the 5 areas using SPSS. 

These areas were: MD, HRM, MD policy, MD methods, and performance. From all these 

indicators, only three were significant. These were training facilities (p<0.01) under MD, 

perceived advantage (p<0.05) under management, and e-learning (p<0.05) under MD 

methods. These significant differences in these categories for the two periods are analysed in 

attempts to explain possible significance of the differences. 
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As outlined in the previous section, the definition of MD for the present project was defined 

as: All on-the-job and off-the-job activities, structured and unstructured, formal and informal 

that are undertaken to develop management expertise. 

KEY FINDINGS AND THEIR SIGNIFICANCE 

Only those findings with significant statistical support are commented upon in more detail to 

contextualise its significance. This is applicable to categories 1, 2 and 4. The other categories 

namely 3 and 5 are also included for completeness sake of the research that was executed, but 

is not discussed in any detail due to the results not being statistically significant. 

Category 1: What discourages MD activities? 

The results of the SPSS analysis are shown is Table 1 below.  

“INSERT TABLE 1 HERE” 

 

Question: MQ 3d: Lack of appropriate training possibilities  

LMs feel more strongly in 2011 than 2007 about the lack of training possibilities and this 

difference is statistically significant at a level of p<0.01. 

From the results there also appears to be a lack of trends which makes it difficult to make 

further deductions and reach conclusions because none of the other results recorded 

significant levels. It is clear that the lack of training possibilities have perhaps been brought 

about by the GFC in the market place which also had a major impact on NZ as an exporting 

country. Organisations are consequently probably trying to limit all training activities to the 

minimum which includes not providing possibilities for training such as training facilities. 

The financial constraints are continuing as shown in the NZ Reserve bank and reports that 
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New Zealand’s financial system remains vulnerable to global financial instability (Reserve 

Bank of New Zealand, 2012b).  

Perhaps the results may also be due to the high level of competition in NZ and that over the 

last five years it was necessitated by the realities of the GFC in order to survive. Facilities 

have not improved to the extent that the importance of personnel as a competitive advantage 

has been enhanced. 

Category 2: Business strategy and HR matters 

The results of the SPSS analysis are shown is Table 2 below. It must once again be noted that 

in this category the focus was on LMs views about business strategy and HR matters such as 

people management policies and practices and not the activities of HR managers as 

practitioners. 

“INSERT TABLE 2 HERE” 

 

Question: MQ 4E: HR management is viewed as a powerful source of competitive 
advantage by most managers in my organisation 

The result shows that LMs rate personnel as of strategic importance for competitive 

advantage as a strong support is shown albeit at a fairly low level. The 2011 mean on 

perceived advantage was significantly lower at a level of p<0.05 than the 2007 mean on 

perceived advantage. The statistical differences between LMs in 2007 and 2011can perhaps 

also be explained by the link between personnel and business strategy which has taken a 

backseat to the GFC since 2008 and which has also impacted on NZ business to rather 

concentrate on financial survival (NZ Herald, 2012).   
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The result is also somewhat surprising bearing in mind that the strategic importance of the 

HR function is emphasized by various researchers (Fazey, 2010; Nel et al., 2012; Snell and 

Bohlander, 2013). 

The result may perhaps also indicate that LMs perceive other activities as of more importance 

such as the influence and use of technology which provides more competitive advantage 

under present circumstances in NZ. 

Category 4: MD methods: How management training is delivered in their organisation 

The results of the SPSS analysis are shown in Table 3 below.  

“INSERT TABLE 3 HERE” 

 

Question MQ 7F: The extent of E-learning in the organisation 

It is clear that although still low as a mean score, that the 2011 mean for e-learning is 

statistically higher at a level of p<0.05 than the 2007 mean. This may perhaps be due to the 

sensitivity regarding costs and expenses to a business which had led LM to believe that the 

use of E-learning is a better return on investment as a MD method than others. This may be 

due to the fact that E-learning saves time, is less costly and more advantageous for 

companies, should they be under pressure to increase productivity and reduce costs. It is also 

possible to tailor learning to rapidly changing demands on a business just as rapidly via E-

learning which can immediately be implemented to the employees of organisations who are 

geographically dispersed or even in different locations in a large city like Auckland. It is 

obvious that the flexibility to change, update or change the focus via E-learning is far more 

rapid than the standard face-to-face learning methods. 
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It is to be expected that the advent of the digital era will continue to strongly influence the 

current business world at all levels. The significance of the importance of E-learning in recent 

times is also supported by Erasmus et al. (2010: 199), because they stress the “current day 

advantages of E-learning and the increase in the use of this approach to MD”. 

Results which were not statistically significant 

No statistically significant differences were found between the comparison of the 2007 and 

2011 surveys with respect to the following categories. These are categories three and five for 

MD policy and performance respectively. For the sake of completeness regarding the results 

of the longitudinal study the said two categories are briefly reviewed as it warrants further 

future investigation in future. 

Category 3: MD policy: MD activities which relate to policy in their organisation 

The results of the SPSS analysis are shown is Table 4 below.  

“INSERT TABLE 4 HERE” 

 

In the literature survey for this paper, the importance of MD policy was highlighted for 

organisations to remain competitive and prosper. The importance in linking the function to 

the organisation’s strategy and SHRD was also pointed out by Erasmus et al. (2010). 

However, the results of the SPSS comparisons between 2007 and 2011 are inconclusive, as 

no significant differences have been found. The deduction therefore is that not much has 

changed in New Zealand since 2007, regardless of the impact of the world economic 

recession sparked by the GFC. It therefore appears from the results and a casual review of the 

means which were reported that much needs to be done by NZ organisations in 2011+ to 

significantly change their historical value placed on MD policy. 
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Category 5: Performance: How their organisation performed compared with the 

performance of other competitors in their sector.   

The results of the SPSS analysis are shown is Table 5 below.  

“INSERT TABLE 5 HERE” 

 

Once again, performance was highlighted in the literature survey as being of importance to an 

organisation to enhance its competitiveness and ability to increase productivity via effective 

development processes (Aguinis, 2007).  

The results once again, however, do not support any significant change between 2007 and 

2011 as far as LMs were concerned. The only consistent high value, although not successful 

items were the questions of product quality and customer satisfaction, but these were not 

significant and are therefore inconclusive. 

 

KEY CONCLUSIONS 

In 2011 LMs were generally clearer about the strategic direction of their organisation and 

seem to be more aware of the current global turmoil the business world is experiencing and 

its impact on MD implications on organisations in particular.  

NZ faces a crisis and needs to acknowledge the investment required into MD to remain 

globally competitive as shown in Table 1. Despite the GFC, there has not been a significant 

increase in MD spending and it remains to be seen whether an increase in spending on MD 

will actually take place. The lack of training opportunities, the importance of personnel and 
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usage of E-learning are issues that need dedicated attention of managers to lead their 

organisations in NZ to remain competitive in future.  

It must also be concluded that due to the characteristically overwhelmingly number of small 

size businesses in NZ, it is not to be expected that they would be big spenders on MD. This is 

in line with the general characteristic of these types of businesses globally. However, the 

overall effect in NZ would rather be negative, particularly in view of the current world 

economic recession and the continuing effect of the GFC on NZ. The ongoing crises in 

European countries, notably Italy, Spain, Portugal and particularly Greece, does not do much 

for small businesses to expand or to invest in MD activities. 

 

THE IMPLICATIONS OF THE WORK 

The results of the research project presented in this paper regarding the views of LMs in the 

same organisations in a longitudinal manner, was executed in 2007 and again in 2011. The 

results clearly identify serious MD issues for organisations which need to be addressed as a 

matter of urgency. These are the lack of training possibilities, perceived advantage provided 

by strategic HR. Limited significant differences between 2007 and 2011 as well as minimal 

change in particular aspects such as MD policy and the role of performance are important 

areas for more comprehensive research in NZ in future. On a somewhat note, but probably 

positive, it appears that the lack of funding due to the GFC in NZ as well, have perhaps also 

contributed to the significant enhancement of the useage of E-learning. 

This paper also contributes to existing research data by illustrating problems regarding the 

role to be played by personnel in organisations as perceived by LMs. The findings highlight 

tensions and inconsistencies exhibited between assumptions and practices regarding MD 
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issues and a variance of views which also indicate that at national level further research 

regarding MD would be justified. This particularly highlights the concerns expressed some 

time ago by Mabey and Gooderham (2005) that the absence of integrated MD activities could 

actually be construed as counter productive and needs intensified research to uncover the 

reasons for and implications of a lack of sufficient focus on MD from a strategic point of 

view. This could entail more research on the comparison of the views of LMs and HRMs in 

New Zealand on a comparative basis, but also including sectoral and turnover differences. 
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TABLE 1 Management Development 
 

 

 2007 2011 Sig 
MQ3a_Cost 2.66 2.55  
MQ3b_Board support 2.28 2.19  
MQ3c_Manager enthusiasm 2.51 2.70  
MQ3d_lack of training possibilities 2.36 2.81 .008** 
MQ3e_Cover absence 2.58 2.55  

**p<0.01 
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TABLE 2 HR Management (not the HR manager) 
 

 

 2007 2011 Sig 
MQ4a_clear business strategy 3.71 3.73  
MQ4b_HR active role 3.30 3.14  
MQ4c_Link to business strategy 3.21 3.22  
MQ4d_Long term HR 2.90 2.84  
MQ4e_Perceived advantage 3.02 2.67 .048* 
MQ4f_Effective initiatives 3.50 3.31  
    

*p<0.05 
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TABLE 3 MD Methods 
 

 

 2007 2011 Sig 
MQ7a_Internal programmes 3.04 3.05  
MQ7b_External courses 3.17 3.13  
MQ7c_Job rotation 2.04 2.02  
MQ7d_External placements 1.69 1.48  
MQ7e_Mentoring 2.99 3.13  
MQ7f_E-learning 1.69 2.14 .016* 
MQ7g_Qualifications 2.71 2.56  
    

*p<0.05 (Note: Scale for this category used was: 1. Not at all - 5. To a great extent) 
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TABLE 4 MD Policy 
 

 

Indicator 2007 2011 Sig 
MQ6a_MD communication 2.90 2.77  
MQ6a_business strategy link 3.14 3.05  
MQ6c_Org Responsibility 2.98 2.87  
MQ6d_Competency link 3.05 3.08  
MQ6e_Formal Evaluation 2.83 2.81  
MQ6f_MD priority 3.15 2.95  
MQ6g_Individual responsibility 3.57 3.64  
MQ6h_Objetives met 3.01 3.00  
MQ6i_MD Impact 3.27 3.33  
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TABLE 5 Performance  
Indicator 2007 2011 Sig 

MQ14a_product quality 3.93 4.03  
MQ14b_Product development 3.58 3.56  
MQ14c_Attract employees 3.31 3.30  
MQ14d_Retain employees 3.48 3.45  
MQ14e_Customer satisfaction 3.91 3.81  
MQ14f_Relations with managers 3.70 3.59  
MQ14g_Relations in general 3.75 3.66  
MQ15_MD performance link 2.88 3.02  
    

 

 


