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ABSTRACT 

The Chic [ 1:xc1.:u ti ve and A spec ts of Chan ire ---- --- ------ - - -- - --~-

RIV Smith 

i'his rcsl''trch 1s directed to a11 analysis of LCrtain change 

rclatt::d var 1:ihlcs, (e .g. compC't i ti\·c/iirno\·ative attitudes 

;111d po:;turcs), that are influential in determining a Chief 

L ·' (' c u t i v c s p <' r ( c p t i o n a n d c h o i L c. o f g r o 1·Jt h s t r 1 t e g i c s 

nvailabll' within his comp~1nics future . It at t em pt s an 

analysis or the interaction on the change dimension of a 

m:rnagcmC'nt cultu r e and it s operating environment. I-or 

purpo...:c_>:; f C('ntrast th>> culture 1.as in part d(·finc<l by 

the lcn'ls or Cr)l1SC rv:1ti :-:.n1 round in the Chit'[ Execut ive 

p L' r s on a 1 i t y . 

. \ natio nnl ~,:1mpll' was drah·n f"r0m a mong Chief i:xl'cutivc·s of 

t iit' I :ir g c r , ( l i I t y cm p] o y cc s p 1 w~ l , \ e" : ca 1 and Co 111 m c r c i a 1 

1.'nt('rprisc . A measure was dc·vcl0 1 eel from th( "vrk anJ 

finJia;s 1..if a cunsc1Tatisrn thcori.;.t, u . ,\ilso11 to sample 

ii 

..:ort for respoPdcnts \dlO hOtlld f:J.11 withi n O!l(' of t\:O ~roup~ 

:it th_, l'XtH'lllt's or a range of LOn!->crvatism (\'Lr)' J.o,.;/Vcry 

lligh). 

~ign iflc1nt rt' lat ionship:; \\"(•re id011 t ified that indicated 

dctl.:'rm1ning i11flul'nces by ExC'cutin' personalities and 

att i tudl.:'s on the gro\\·th a11J change futures of the orgaaisa

t i0ns they managed; in turn this has re-cmphasi:cJ the 

n0CL1 t o more.' tully recogni:c that the beh:ivioural character

ist ics or th e rirm and its lea der ship are at lc:1st of equal 

significance with the structural in shap ing-out organis3-

tional futu r es . 
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l.!wpter nnc 1. 

I>-WWATJON 

\' L' Iv Z C' <I 1 a 11 d i S l 0 CH t (' <l 0 n t h C p CT l p h Cr}' 0 f i 11ll0 V :t t i \' (' 

t l' ch no 1 o ~ i cu 1 growth , i s r c 1 a t 1 v e 1 y focus<.' J i n i t s r cs c GI r ch 

spcci:!litit's (for instrncc, <lair~· tC'chnologv'j anc.1 }H<; been 

a considerable nett importer of ne~ tcchnolo&ies with their 

~1ssoci:itc.d iJe:1s and processes. Limit('1.~ domestic nrnrkcts 

h ,1 "> r c q u i r c d t h c gr o \\' t h cons c i o us p rod u cc r o r man u fact u r '-' r 

to partic i pate in du;:ll markc.'ting strnt0giL:-; combin in g the 

ncccss.1ry domestic 1dth the <l<'grcc of O\'erslas sall'S 

r<.'quirc<l to sustain an acceptahlc (ns defined by the organ

isation) Jc\'el of renumcrat jo11. As n result of this many 

t'lltC'rprisl'S in this country ar<.' \·ulncrablc to competitive' 

innovation - ch.1nge of an innov::itivc kind gL'ncrally jntr\)

<luccd into the organi sation from the cxogcno us environment. 

Up to the cetrlr 1960's the struc turally simple and stahlc 

p1oductio11 - marketin~ inter·1ction rcquireJ \cw Zealand 

nro<lucC'rs t:J ffil'C't m:n1:num chall<'nges froJT. LOmpctit i\·c pro-

d t 11: c rs out s i Jc L) ( N cw : ca 1 n n d i n ho t h <lo ml'~• t i c a n ll t n1 J i t i rrn -

al foreJ~n 111.1rkt't!'. L1·111gc and as~oci:itc,1 .... h.1lll'1gc has 

L' 0 Ill C S j 11 Cl' t h · 1 t t i'rl C j 11 t \\ 0 f 0 I' Ill S - b 0th the ~1 b S 0 1 U t C 

numbers 01 competitors in moc;t export :-;cctors has inLr<.·used 

~rn<l nc"' technologies an 1l mct 110dologics havL~ intruJc<l to 

m1)dify tlw production process itself, the sh:1pe :ind natun· 

0 f t h C 0 ti t p ll t . a 11 J th (' J., (' 11 C r :l 1 pa Ck :1 g (' 0 f (' X C' C U t i \r C -

m :lll a g e r i : i1 s k i 11 5 r c q u i r e d t 0 p 1 a n <1 n I co p L' \d t I 1 r a p i d 

evolutionary change. 

The research is concerned w1th the i<l0ntification of one 

principle aspect of i11novation - the char:Jctcristics of 

companies aid their leadership that tend to favour 'first 

to <lo' as contrasted with ' wait and see' attitudes towards 

innovative change . 

Study of the human resource characteris tics of innovation 

i$ focused on one level only in the organisation , the Chief 

Lxecutivc. Innovation requires enforcement through 



organisational power and, 

for this reason there ~s great truth 

to the statement that most important 

innovations are imposed from the top 

do1JJn ( 1 ) . 

Knight in Table ( l) below rates organisation positi?ns in 

the formal h iera rchy by their power to Innovate . 

Position In The Fonnal Hierarchy And Power To Innovate 

Formal Organisational 

Hierarchy Product or Production Organisational 

2 . 

(Selected Examples) Service Process Structure People 

I-! ML I-IM L HM L HM L 

Chief executive x - - x x - - x 
officer 

Vice-president x - - x - x - x 

Staff Division head x x - - - x - - x 
person-
nel at PL:mt manager - x - - x - - - x - x 
several 
levels General super- - x - - - x x 

visor 

Foreman - - x x 

Worker - - x x 

(H=High M=J\lcdium L=Low) 
Tah1 e ( 1 ) 

Theorists have analysed innovation potentials within organisations 

along two broad lines: structura l characterist ics and the 

human resource equation. Although aspects of both are 

considered in this research the principle focus is on the 

nature and quality of organisational leadership . 

-

-

x 

x 

The research ana lyses the attitudes of Chi~f Executives 

towards the innovating change dimension. At the peak of 

hierarchical control the senior executive attitudes would be 

expected to be of determining importance in shaping 

( l )Knight K.E.A . Descriptive Model of the Intra-Firm 
Innovation Process, The Journal of Business,40 ,19 67,p490 



organisational strategies in thi s regard, 

A stimulus for innovative change may have endogenous or 

exogenous points of or1g1n; these stimuli may be independ

ent or interrelated and exist as single stimulating events 

or as spread across time occurring as a series of follow

on successive stimula tions . 

Considering firstly exogenous or outside of organisation 

change several relational and conditional variables become 

important. The concept of a stimulus implies threshold 

levels at which the organisation reco gnises change as both 

r e levant and innovative; all change need not be innovative 

change to any particular organisa tion in a field of similar 

organisational types nor be accepted and incorporated if 

r e co gn i sed as innovative hut undesireable for the organisa

tion's needs . A type of organisa t io nal perception may be 

seen to operate which r anks, orde rs and filter s desirable 

Innovative Condit io ns (I .C' s). Such scannin g ac tivities 

wou ld be the pr eocc up ation of boundary perso11ncl char ged 

with scree nin g out I.C' s of consequence a nd meaning for 

their org anisation. 

3. 

The operation of s uch perceptual pr ocesses is linked 

directly to two ma jo r organisational conditions: the rat e 

at which the organisation i s growing, ( i n a structural sense 

as well as its growth position in relationship to its 

competitive and resource environments), and th e direction 

of such movements across the environmental fi e ld. Consider 

an organisation he ld in a near to steady state condition by 

conscious and deliberate manageme nt choice - such selection 

fo r stable stationary growth conditions may originate in 

the or ganisational growth phil osophy of the company itself 

or be a consequence of boundary definitions laid on the 

organisation by legal and financial constraints in th e 

environmen t i tself. 

Change and particularly innovative change that disturbs the 



field would be selected out and ignored; where organisa

tions arc participating in stable marke ts , where its 

futures are guaranteed by fief then its perceptual proces

ses would hold and age; the upper and lower limits to 

innovation entry would narrow. Less and less of innovating 

cha11ge would be allowed entrance and increasing l y the 

perceptions of one time span become dated and irrelevant to 

the next. 

If the force for change is strong enough to overcome such 

inertia then the consequences for the organisation depend 

on hoth the humar1 resource and financial depth-of-field 

4. 

that may be exploited to move the organisation to a new 

equilibrium, or if the environmental stress no longer allows , 

to start and continue evo luti on in pace with the intruding 

chang~. In most instances this involves agreemen t and 

sanc tion from other envi ronment a l participants - other 

competitors, the organisations input-output partners 

(suppliers , consumers etc), and government instrumentalities. 

Cost saving innovating devices such as pelting machines in 

the freezer industry evolve out of competi tive pressures 

but involve total sanction for use in this case from unions. 

In the case of privately owned companies the need, as in the 

c , sc of public regi stered companies, to justify some types 

of innovative change paths to wider heterogeneous audiencies, 

is obviated. Public companies nett worth are linked more 

directly to market ascribed valuations based on the per

cep tions of a wider range of individual and institutional 

buyers and sellers - as such any change equations need to 

be mes hed in a wider and more complicated share owner 

spect rum. 

Or ganisations already adapted to change and who value 

innovation as a condition of their survival and growth would 

be conditioned to treat more efficiently with large scale 

change where such change is congruent with their direction 

of motion. The commitment of an organisation to long 



term goals allows a growth path momentum to incrementali~, 

which i s pos itively t o t he good if the d i recti on of 

innova ti on i s close to that to which the organisation is 

commit t ed, but which is highly disfunctional if too 

divergent or co ntra r y to such orga ni sationa l f utures. The 

c l ass ic marketing coup by th e BIC Company of the throw-away 

razor represents the failure of a t echnology innovation to 

fit with establish blade manufacturers goal commitment s 

which were t o the development of l onger-l ife longer-use 

products. An a tt empt hy the en tre nched blade compan ies to 

switc h ove r ende tl in l ess than satisfac t ory r es ults. The 

direction of this particular innovation more close l y 

s. 

matched the organisat ional commit t me nts of the BIC Company 

to short-life low - cost disposables of a ll k jnds. Compani es 

commi tt ed and recep ti ve t o innovat ion have no guarantee that 

such pr edisposi t ion gua r antees s urv iva l and success -

competi tor choices a nd strategcms can adjust potenti a lly 

successful outcomes i nto shortfa ll s. 

Capaci ti es , depth of r eso urce fie lds , organisa ti onal 

mo mentums are al l functiona l ingredients of or ga nisation 

scale (company size - unitary , conglomerat e) and diversity . 

Wilson l2) links three outcomes to organi sa tional 

diversit y : 

the greater such diversity , the greater 

the probability that members will con

ceive of majo r innovations , the g r eater 

the probability that major innovations 

will be proposed, the smaller the pro 

portion of major innovations tha t will 

be adopted . 

( 2 )Wi lson, James Q. "Innovation in Organisations : 
No tes Toward a Theory", in Thompson, James D.(ed.) 
Approaches to Organisational Design . Pit tsburg; 
University of Pittsburg Press, 1966, pp 193 - 218. 



6. 

for Levitt (3) imitation is not only more abundant than 

innovation but actually a much more natural road to 

business growth and profits. He conjectures that imitation 

is endemic and innovation scarce. The direction and 

struc ture of (R&D) budgets arc determined by the cross-play 

of the innovation/imitation processes for th e industry in 

genera l and for the firm in particular. 

\\'hen organisational energies arc commi tt ed to th e f ormula

tion of unique technologies, this can mean majo r financial 

and manpower investments; when directed towards trying to 

adapt for its industry or jts organisati on (I.C's) that 

have already been applied elsewhere the resource commi

tments are of a strikingly different order. Levitt found 

in his research of strongly new-product oriented companies 

with ac tive (R&D) departments that not a s ingl e respondent 

in his sample possessed a statemen t of policy, either 

informal or exp l icjt to guide it in its responses to the 

innovations of others. Kone ha d given any systematic or 

sustained thought to the general notion of hhether it might 

be useful to have a set criteria for the adaptatjon of 

other innovations for the ir own purposes . He found that in 

most of the larger and better managed companies product 

innovation is purposeful and planned, not random or 

nccidentaJ. Yet in these same companies product imitation 

tends to be entirel y random, accidental or reactive. It 

js the consequence not of what the imitator has planned hut 

of what his competing innovator has planned. 

If policies weight in favour of effective imitation then 

organisation capacities associated with technique/too l 

measuremen t, assessment and validation must be encouraged 

and enforced; the speed of application in new market 

strategies becomes of special value since foreign based 

competitors may be drawing on a (R&D) base internal to 

( 3) Levitt, T. Innovative Imitation. Harvard Business 
Review, 44(5), 1966, pp63 - 70. 



their operation or close at hand and more immediately 

available for use ( 4 )( 5 ) . Further comp li cations ar i se 

in that a strategy of'prefer to wait'may leave only the 

tailings of successful market ventures by competitors. In 

gro~i ng markets that are both price and income elastic, 

inefficiences may be disguised or advanced for a reckoning 

to future dates; but where long term commodity contracts a rc 

difficult to negotiate and where producers need to be 

capable of coping wi th fluc tuating minimum order figures, 

the long term success of New Zealand business organisation 

depends increasingly on their skills at operat ion in the 

are3 of marg ina l gains. 

One problem associa ted with imitation for New Zealand firms 

lies in the adaptation of (I . P's) to the local scale of 

production and fitting th e (I.P . ) into an organisational/ 

t echnology ma trix different from that of its development. 

The question becomes one of whether or not ful l value can 

be gained from the n ew (I . P.) when separated from the 

organisational/ technology situation in which it was 

developed. E.D.P. - M.I.S . systems have been introduced 

and underutilized for this very reason; similar ly for the 

use of conceptua l planning mode l s which work well overseas 
but fail because they are not transportable . Innovation 

theory tends to vi ew each innovat ion event as discrete in 

itself and most causal models so developed make this 

simplifi cation ( 6 ) ( 7 ) • In real time terms the intro

duction of a new process requires a sympathetic and com

patible environment or one that is predisposed and adaptive 

and contains cosmopoli t an characteristics ( 8 ) . 

(4) Mansfield, E . Technical Change & the Rate of Imitation. 
Economet r ica, 29, 1961, pp 74 1 - 66 . 

7 . 

( s) Normann, R. Organisational Innovatedness: Product Vari 
a tion and Re-orientation, Administrativ e Science Qua rterly 
16( 2) , 1971, pp 203 - 15. 

(6) Rosner, MM. Economic Determinants of Organisat iona l 
Innovation, Administra tive Science Quarterly,12,1967-68, 
pp 614 - 62 s 



One point for .invc'stigation in :\Jew Zealand is the effect of 

<l i r r ,, r c n t ~1 11 J comp c ti n g i n nova t 1 on s cs pc c i a 11 y i n t he 

:1pp1 icd sci cnce fi.cld where whole parall el t echno l ogies are 

:.ivailablc :1s complete and discr e t e sys t e ms - e . g . colour 

t e l ev isi o n; 111 order to select e fficientl y , the mea ns t o 

ev:-i1uat e ~ire oC v ital importance . A New Zealand organisa

ti on in contemplating th e adop ti on of an (I . P.1 locks the 

i n f r a s t r u c t u r c w hi c h s ha p L' d t h e n e w too l a n d w h i c h 1·JO u 1 d 

o th en\l i:'e exist to measun' a n<l rat e th C' tool it se l f ( 9). 

In support or tl1c need for ut lea st a modicum of i mi t Jtive 

be h ~ 1 v iour in o rgani s;:i tional growth Levitt ( 10) says: 

tJPery company needs to recogn-{se the 

impou3ibility of s ustaini np innovative 

leadership in its industry and the 

danger o f an unbalanced dedi ca tion to 

being the industry ' u innovator . . .. 

more impo r tant no single c o~pany can 

afford even to try to be the first in 

its field . The costs are too great; 

and imagination , energy , and man.age -

~ent know-how are too evenly dis -

tributed within industries. 

'Jhc det e rmi nat ion of the ri ght jnnovatjve/ i mi.ta ti ve mix in 

the cho i ce of grow th and pursuit stra t egies would establis h 

a ratio functionally r e l a ted to c ompany resource and growth 

directi ons. New ventures into old fields woul d perhaps 

call for imitatjvc ap proaches - a t ec hn ique well exploit ed 

by Japane se industry in its ea rly and middle year s. 

( 7) Thompson, V. Bureaucracy and Innovation , Administrative 
Science Quarterly , 10, 1965 , pp 1 - 20 

( 8) Schoen, D.R. Managing Technological I nnovation , 
llarvard Business Review, 47(3) , 1 969, pp 157 - 167 . 

( 9) Mansfield: op.ci t. 

( 10) Levitt: op . ci t. p65 

8 . 



\I a s s i v e i n v cs t rn c n ts o v e r long t i me p e r i o d s a r c t h e g c n er a l 

scale of committment nccdc<l to generate very an<l fundamrnt 

ally innovatjve changes in contrast with what Knight (1 1 ) 

te rms routine inn ovation. 

Structural fact o rs have very c 1ear ef f ects on New Zea land' s 

:ih i li ty t o exploit jmitJtivc tcchniqu'es . For examp~c 

bec:1ll sc of prod•1ct io n 1 imi t s imposed o n manufJcturcrs by 

t 11l' s ma 11 n c s s of L he Jorn es t j c rn ark e ts , th c imp or t a t ion of 

c urrent overseas St)'lc chang e in appar e l, (routine innova

a s above), f ixes th e l oc1lly produced replication of a 

:..:orthcrn Hemisphere product twe l ve to eightee n months 

bC'hinJ the overseas item and Jimits it s exportab1e value by 

dating. Off-sho r e ope r ations of Australian companies in 

,\sia by compur1son arc ahre::.ist of change in both European 

anJ >Jort h American marke t s . Their ability to use the 

imitat ive technique s 111 gnrment ma nufacture is linked to 

thei r ea rlier decision to modif y their pricing st ruc t ur e 

by fl' J o c .::i t i n g i n 11 c w f o r e i g n 1 a b o u r ma r k e t s ; s om e th i n g 

>J (' w Z c a 1 a n <l ha s y e t t o a t t cm p t o n a n y s i g n i f i c a n t s c a l e . 

T n a nd xc' J cc o no my w h i c h mo v cs t o am e l i or a t c n a tu r a 1 

mo tivat o r s to change ( 12)( 13 ) and h'hich pri zes jnstitutio11-

;: I techn iq ue:-; for s tabili :. in g exceptional g rowth tr e nd s 

( 14) ( 15) the decision to in11ov~tc can never he a decision 

l e ft in ;my maior sense to a sing l e entrepreneur. Innova-

9. 

tion by its ve r y nature implies a rankin g or predisposi tion s 

( 11) Knight: op . ci t 

l 12 ) 

ll 3) 

Dun c:1 n , R . B . Ch a r<:l c t c r i s t i cs of 0 r g an i sat ion al 
Envi r onment s and Perceived Environmental Uncertainity. 
A<lminJstrative Science Quar terly , 17(3), 19 72 ,pp31 3-327 . 

Morse , J . J . & Lorsc h J.W., Beyond Theory Y. ~arvari 
Business Review, 48(3) , 1970 , pp61 - 8 . 

( 14 ) Thompson: op . ci t. 

( 15) Lawr e nce, P. llow to Deal With Resistencc to Change 
Jlarvard Business Review , 32(3), 1954, p49 . 



on the part of an economic sector 's members to change 

values (16); such potentials may exist initially in what 

may be described as pre~potential states; precurser 

conditions , which if the environment is sympathetic will 

de velop into articulat e and legitimate business values . 

If pr eempt ed, and circumsc r ib ed by soc i al, economic and 

political controls they atrophy and are assumed to the 

macro-env i ronment as part of its role and function (17) . 

10. 

The res ponse of New Zealand companies and indeed of the 

national planning mechanism itself to demands for change 

and adjustment is similar to the condition described by 

Knight ( 18) as Distress Innovation - a variety of non 

routine innovation. This condition arises where organisa

tions finJ i ng themselves disadvantaged in the face of a 

change challenge, lack fall-back r esource positions and the 

organisational energies required to cope, Under this 

ci r cumstance the organisation 

will emp has ise co s t - r edu c tion pro je c t s . 

The comp any will often f i r e t he pr e si dent, 

re shuffle people , a n d apply gr eat pr es 

sur e to cut cost s in an effo r t t o become 

succes sful again, 

This r eba l a nc i ng of current interna l resource stocks to 

ach ieve a restoration of equilibrium conditions i s 

reminiscent of high wire walking without a balancing pole. 

It chooses to ignore the constant realities of gravita~ 

tional ch a llenge: in our organisational model such chal

lenge may be represented by change itself or by the per

petrators of change such as competitors. 

(16) Cyert R.M. et al. The Role of Expectations in Business 
Decision Making. Administrative Science Quarterly, 3, 
1958 - 59, pp307 - 40. 

(17) Greenfield, T.B . Organisations as Social Inventions : 
Rethinking Assumptions about Change, Journal of 
Applied Behavioural Science, 9(3), 1973, pp551 - 574. 

(18) Knight: op.cit. p485. 



The Competitiveness Measur~ 

The area of competitive measurement in this research is 

most easily identified with the Emery and Trist ( 19) 

11. 

Causal Texture model of organisational environmental inter 

action. It defines four type of causal texture in which 

an organisation may be located and which will elicit and 

direct quite charact eris tically different patterns of 

behaviour. 

Competitiveness 
Research Model 

Type 1 

Type 2 

Type 3 

Emery & Trist Model 

Step Four {Turbulent Fields) 
t 

Step Three (Disturbed-reactive environment) 
t 

Step 1Wo {Placid, clustered environment) 
t 

Step One {Placid, randomised environment) 

Fo r each of these steps the model describes th e nature of 

the inter-active condition between org anisations and 

between organisations and their environment. 

Step One and Two exist as kinds of pre-competitive states 

in which organisational types are more or less compatable 

and represent no serious challenge to each other. Step One 

growth options are viewed as local in character and consist 

of attempting to do one s best on a 

purely local bas i s . 

Organisations existing under these conditions 

exis t adaptiv ely as single and 

indeed quite small units. 

Step Two is similar but the environmental resources offered 

as options to organisations for growth purposes have now 

condensed out and clustered. 

( 19) Emery, F.E. & Trist E.L. The Causal Texture of 
Organisational Envi ronments, Human Relations, 
18 ( 1) ' 19 6 5' pp 21 - 3 2 . 



Organisations under thes e conditions~ 

tend to grow in size and also to 

become hierarchical with a tendency 

towards centralised ~o ntrol and 

coordina ti on r20J. 

Steps One and Two above approximate the environments and 

typify the competitive attitudes and postures expressed 

12. 

by th e Type Three Competitive Posture in the research 

model; here companies expect to exist in survival states 

on ly and the principle lnter-action is between themselves 

and their immediate environments - they are companies 

striving to gain or maintain a sufficient share of the 

available markets that would satisfy their need to survive. 

The competitive stances of such companies would be muted 

and non-expansionist, at least in the short term; a long 

t erm dimension has been introd uc ed however to determine 

if they perceive their position as fixed and inevitable. 

Membership of any level in a hierarchy of growth states 

may be either permanent or transitional as part of a on

going step-·by-step development strategy established by 

organisational choice or exogenous determination. Severe 

and permanent resource limitations may permit only a very 

limited number o f operati ng niches for certain organisa

tional t ypes and, without a ·general freeing-up of the total 

operating c limate, the condition is fi ed. Alternatively, 

proprietorial commitments to a certain life style or other 

ex-organisational consideration may limit the type of 

upgrading exercises able or permitted to be undertaken -

one retail outlet expanded to two, one product line to 

several; regional manpower shortages in certain job 

category types prevent plant expansion etc when all else 

is satisfactory - several instances are coming to light in 

the apparel industry, under study by the author, where the 

(20) Wilson: op.cit. p24, 25. 



complete inabili ty to r etain sewing machine service men 

in rural a reas have or gan isati onal effects that spread 

chain like ac r oss whole company op erations . 

Step Three causa l textures embrace pure comp e titive s tat es 

of he ing : inter -organi s ational activity a t th is leve l 

takes a form in which 

that part of th e en vironment to 

which it wishes to move itse lf in 

the long run ~s als o the part t o 

which the others seek to move. 

Knowing this each will wi sh to 

impr ove its ow n chances by hinder

ino the o thers . . .. it now becomes 

n ecessary to define t he organis a

tional ob jective i n ter ms not s o 

much o f location as o f capacity or 

pow e r to move mor e o r l ess at will~ 

i . e . to be ab le to make and meet 

competi ti ve challenge( 21), 

13 . 

At the Type Two and Type One l evels of competitive pos ture , 

(Step Three and Four of the Causal descriptions ), the 

organ i sa tions may be seen t o have developed suffi c i en t will 

and wei ght to have autoc ht onotic effects on their environ 

ment s . The direction and sum of the co ll ec tive wil l s to 

achieve, a nd the r egul a t ion of such determina tions , subj ect 

the regulatory processes to special and par t icular problems . 

It is the au thor's be lief that the mediating and balancing 

role of the s tate , at the beg inning of mixed-economy growth, 

fai l s to evolve s ufficient innovative capacities to c ope 

with such dynami c as opposed to static environmen tal fields. 

In th is instance the direction of r egu lation is against 

instability and t owards the bureaucratization of growth. 

Such (total environment) demands can be exhaus t i ng and 

(21) Wil son, op . cit. p26. 



debilitative in extreme conditions where both the organisa

tion and the environment are in movement (Turbu lent states) 

and where the relational movements are out of place and 

alternate between support-given, support-withdrawn situat

ions. Earlier work by the researcher on the Tourist Hotel 

Corporation (T.H ,C. ) showed the development of organisa

tional change strategies which focused on just such cyc lic 

(real and anticipa ted ) chan ges in the cha racter and levels 

of direct ive support given by the policy authority to this 

statutory body . The (T.H.C.) operating in a controversial 

and contested area of public policy was forced to seek 

innovative soluti ons to achieve its long t erm planning goal 

of linking its National park establishments to entry gate 

accommodation in Auckland, Wellington and Christchurch. It 

finally ach i eved this and stepped around constantly chang

ing policy pos itions by forming cooperative links with a 

private trader already operating in these locations. 

The use of environmenta l values and agreements is qualified 

a t the company interface by the character o f the trans

mission and reception equation that exists within and among 

the organisational members themselves, (and most especially 

the organisational leadership), and what structural pro

cedures have be en developed to make the most efficient use 

of such knowledge . The literature abounds (22) (23) with 

case examples of inter-relational dissonance problems 

between organisations, and none more impor tant than thos e 

concerned with strategic determining conditions related to 

company survival or decline. 

In any organic-system sense organisations may be considered 

from the point of view of their environmental 'fit'. The 

(22) Fink S.C. et al., Organisational Crisis and Change 
Journal of Applied Behavioural Science, 7(1), 1971. 

(23) Greiner L.E. Evolution and Revolution as Organisations 
Grow. Harvard Business Review 50(4), 1972, pp37 - 46. 

14. 
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long term success and survival of an organisation in a 

relatively stable envi ronment subjec t to only minimal and 

evolutionary change, would tend t o lead to the institution

alisation of organisationa l processes and procedures, 

which endorsed and sustained a match between the character 

of the organisation and the relatively stable and on-going 

demands of its environment . Although conditions have 

changed for organisations whose prime market is located 

outside and overseas it seems that such a match would 

remain the case for the more regionally located firms and 

those whose prime and sus taining market remains domestic. 

Government participation and direction has tended t o 

provide, in bio-system terms, an ecological buffer which 

modera tes or divert s the main thrust of change against any 

specific opera t or or sector and absorbs the constraints 

and tensions i n the economy as a whole. In the long term 

such a national decision making st ructure, from a free 

trader position, would again sel e ct against organi s ational 

change from within and se lect for the retention of exis t i ng 

conditions , and th e r eby guarantee an even grea te r upheavel 

at a point further along the development vector. 

A further by - pro duct of a 'select out' process of this kind 

would b e the endorsement of value s and norms whi c h 

identified and reinforced the status quo as legitimate 

and desirable for its e lf; additionally change would be 

identified automatically with uncertainty and insecurity , 

with little functional gain to be had by allowing change 

as the acceptable and desirable consequence of growth and 

progress. Adaptation and modification skills are down

graded and substituted by {hose which stress the location 

and maintenance of equilibrium targets and normality 

behaviours . 

Thompson and McEwan (24) define competition 

(24) Thompson J.D. and McEwan W.J . Organisational Goals 
and Envi ronment: Goal-Setting as an Interaction 
Process. American Sociological Review 23(1), 1958, 
pp23 - 31. 



as that form of rivalry between two 

or more organisations whioh is 

mediated by a third party, For the 

manufacturer it may be th e oustomer ~ 

supplier or labour foro e oomponent . 

16. 

Competition invokes a comp l icated network of relationships 

thatincludes the context for resources as well as custom

ers and clients and in a complex society it includes 

rival ry for potential members and their loyalti es . In each 

case competitive processes can effect organisational goal 

choice; competition tends to prevent unil a teral or arbit

ary choice of organisational goals or to correct such a 

choice once made . It is an important means of e liminating 

not only inefficient organisations but also those that seek 

to provide goods and services the environment is not will

ing to accept . 

The description and interpretation of th e organisa tions 

opera tiona l matrix allows the sta te of the environmental 

condition to be assessed for competitive rel a tionships . 

The ass umpti on of stabi lity and permanence in New Zealand 

belies th e fact that even where fa irly stabl e and depend

ab le e xpec t at ions hav e bee n built with important elements 

of the organisationa l environment (the political process, 

adminis trators , other competitors) the organisation cannot 

assume that these re l ationships will c on tinue . 

What is important from a total organisation cl1mate poi~t 

of view is that competitive stability is functional to all 

relationships~ and that such stability i s coincidental and 

contiguous within the respondents own organisati on and 

across the other broad groupings of external interest and 

effect. The need to define and sustain a stabilizing bond

ing with each reference group in turn is a function of both 

the particular one -to- one negotiated relat ionship and the 

overall gestalt, which arises out of the summed joint con
tributions of each separate negotiation - the t o talled 
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environmental position of t he organisation is both quali

tatively and quantitatively different from th e parts, Each 

of these two levels of negotiated relationships shift » 

evolve and adjust . Some relationships are more easily 

defineable than others and are shaped overall by lega l 

boundaries such as negotiated contractua l linkages with 

organ i sed labour. Government policy is subject to cyclic 

variation and over the long haul may consist of extention 

beyond the traditional supportive and facilita t ive relation

ships to include manipulative and directive dimensions, 

often acquired when passage is effected over and through 

periods of national dysfunction and turbulence. 

It is questionable that constant (long term) and high order 

competitive condi tions exist let a lone are acceptable as 

organisa tional growth options and futures in New Zealand . 

Control by committee and decision making in the cons ensu s 

style are enforced as ideal methodologies suitable f or 

business practice - such organisation surviva l and growth 

choices may be considered as representative of co -op tive 

styles. The research attempts to measure the contro l and 

decision making values over the human res ource function of 

chief executives and by extension apply the att itude djmen

sions t o organisational relationship s with the environment 

( 25 ) . 

Co-optation may be viewed as the process of absorbing new 

elements in the deci sion and policy determi ning areas of 

the organisa tion as a means of averting threats to its 

stabili t y or existence. The effective use of expertise 

may be viewe~ as a contribution to this procedure. In 

New Zealand the prime co-adaptive relationship has l a in 

between the individual enterprise and the supra-service 

state mechanism with its attenuated and pervading bureau

cracy. This p rocess places, (throu gh voluntary or enforced 

negotiation), the outsider r ep r esentative, (governmen t 

(25) Thompson J.D. and McEwan: op.cit. 



authority or other), in the position to determine the 

mainframe for goal making decisions and to take part in 

18. 

the consideration and organisation of strategic consequences . 

Environmen tal control and inf luence is not a one-way process 

limited only to consequences for the org anisation of 

activity in its environment. The enterprise that competes 

is not only influences in its goal setting by what the 

compe t i tor and the third party may do but also exerts 

influence over both. To determine its supra or subordinate 

position with respect to competitive goal formation the 

functio nal credibility of the organisations purpose must be 

endorse d; this should not be seen only as a passive 

accepting one-way society-to-organisation flow, and the 

differences between effective and ineffective organisations 

may well be in the levels of originality and initiative 

exercised by the organisational members responsible for 

goal setting practices (26) . 

The abilit y of an executive to win support for a strategic 

objective may he as vital as his ability to foresee the 

utility of a new idea. His role as a provenor of new ideas 

may be as important to the business culture as to his 

organisation, for as the environment becomes increasingly 

diffused and homogenized, the importance of new objectives 

may be more r eadily seen by the isolated and specialised 

expert segments than by the general society. One of the 

requirements for survival appears to be the ability to 

learn about the environment accurately enough and quickly 

enough to per~it organisational adjustments in time to 

avoid exitinction (27). 

(26) Spencer, P. and Sofer, C. Organisational Change and 
its Management. Journal of Management Studies, 
1964, pp 

(27) Burns, T.Micropolitics: Mechanisms of Institutional 
Change. Administrative Science Quarterly , 6(3), 1961, 
pp257 - 281. 
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Much of the constant employment of New Zealand's higher 

level technology depends on contracted relationships 

governin g continued inputs to the grow th model , between the 

locally based resource and skill deficit firm and the 

provernors who control the licence or sale of growth tools 

and techniques from outside. Two major consideratio ns are 

linked to this through-put and use relationship: the 

inability to sustai n the flow of the input which is a dminis

tered by governmen t established quota and fiscal controls 

and the efficient use of the through-put in the organisa

tional pro cess its elf (28) . 

If shortfalls are perceived as existing then a definitional 

and realignment problem exists betwee n the res ource users 

and the resource administrators. The ideology of resource 

use, and support for the use and control of such resources, 

is both tied to ultimate ownership and ultimate accounta

bility . It implies that conceded rights to use and 

adm inister 'scarce reso urces' to and for the match with 

'unlimited and competing ends ' c an be phased in to a definit

ion of national growth objectives and futures. The measure

ment of overlap and conjunction between these two groups in 

attitudes towards growth and change is a major research 

area in itself and involves, in addition to overall national 

directions, the identification and fit of regional and 

local aspirations at one end of the scale and roles and 

goa ls of an international character at the othe r . 

(28) Cadwallader, M. L. The Cybernetic Analysis of Change in 
Complex Social Organisations, American Journal of 
Sociology, 65(2), 1959, pp154 - 157. 



20. 

The Cons e rvatism Measure 

The research employed a measuring device adapted from the 

work of Wilson ( 29 ) for the assessment of extreme levels 

(LOW, llIGH) of Chief Execut ive conservatism. Wilson 

pe r ceives conservatism as having the charact~of a general 

factor which underlies the entire field of social attitudes. 

His conceptual treatment and description of conservatism 

focuses particularly upon the conditions and characteristics 

of change . 

The research looks for significant r e lationships between 

this dimension of chief executive personality and in 

particular two areas of major importance to growth - the 

competitive posture adopted by the organisation and its 

attitudes towards the innovation processes involved in 

change. The sum of individual organisational positions on 

each of these variables describes the inter-organisational 

operating matrix for the business culture that is typically 
~ew Zealand. 

Any realignment of national policies is shaped by the degree 

t o which the business culture is sympathetic or resistant 

to change in genera l and certain types or directions of 

change in particular. 

In order to meet and succeed in accommodating change the 

organisations that accept change as a desireable survival 

state imply a leadership satis fac torily oriented to the 

adaptive and innovative process. 

In the broadest sense change expressed as adaptative growth 

behaviour may be considered within the context of an 

organisational approach to and use of innovative strategies 

and policies; e.g. Ray ( 30) hypotheses that conservatism 

may well be represented in organisations by anti-innovative · 
stances. 

(29) 

(30) 

Wilson G. The Ps~chology of Conservatism, Academic 
Press, London, 1 73. 
Ray, John J. Conservatism, Authoritarianism and Related 
Variables: A Review and Empirical Study in Wilson, G. 
The Psycholog~ of Conservatism, Academic Press, London, 
1973, p 17 - 5. 



The most determining endogenous influence on an orgonisa

t ions relationships a:1d atti.tudes towards its competitors 

nn<l its environment stems from senior management levels, 

:rn<l the futures such leadership is able to cast in the 

organis.1tionnl entrails . I nevitably th e predjspos1tions 

:rnd motiYations in their pe1·sonalities \>.'ill shape fu•ures 

that m:ttch their personal vi~ions o[ desireable growth 

paths for the companies they are set to n~na&c. 

·1 h <' e :d st c n c e of d i ff e re n ti. a 1 1 c v e ls of co ns er vat ism i s 

1...·onsi<lered by several authors to have potential effects on 

the pos t ures adopted by organisational leaders to\'<ards the 

~'n\·i ronmcnt ,, i th which the companies must interact 31 ) 

( J~ ) Fig ( l ) 
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Fig ( 1 ) 

Compnnics t)pically high in conservat i sm tend to suppo rt 

pos1 t1 ons that characterise the status quo (B) or are 

reac tionary in style (C) . Organisations that support and 

endorse innovation are identified with position (A). As 

the model suggests th e innovators of any generation tha t 

(31) Rokeach , M. The Open and Closed Mind , 
Basic Books , Inc . N.Y. 1960. -

(32) Eysenck, H.J . The Psychology of Politics, Routledge and 
Kegan Paul, London 1954 



attains successful and satisfying levels of achievement 

(organisational goals, objectives) become the defenders 

22. 

and advocates of these attained situations which in the 

unfolding order of events becomes progressively identified 

with the status quo. A's become B's become C's in their 

turn. To retain an organisation in a permanent innovative 

condition over extended and endur ing time periods implies 

very significant cons equences for both the organisational 

entity and for its membe rs: a high degree of support for 

the ideals of change and a capacity to withstand varying 

rates of change in changing directions while still retaining 

a coherency in the total organisation - this in turn assumes 

that organisational membership changes are in sympathy and 

do not debilitate the change capacities as the company 

unfolds. 

Experiments in the institutionalisation of permanent change 

postures and processes as accepted and legitimate life style 

go a ls were attempted at the geopolitical level in the main

land Chinese totalitarian political process; this utilized 

chang e as an on-going evolving condition that balanced the 

protection of any derive d and accumulating benefits of 

change against the risk of settling for less than the 

real isation of total target attainment. 

The research attempts to identify the special characteristics 

of Chief Executives and thei~ organisations that were found 

to occupy the relative positions of A and B. Successful 

company survival policies would be represented by a blend 

of utilitarian attitudinal and behavioural norms gleaned 

from and test~d in the immediate community of the companies 

operating environment. The on-going logic of such policies 

holds that organisational surviva l and irowth must reflect 

the effective handling of change and express what is defined 

by the environment as legitimate, valid, and accepted within 

the process of the larger community ( 33 ) ( 34 ) . 

(33) Chamberlain N.W. Enterprise and Environment; The Firm in 
Time and Place, McGraw Hill Co, 1965. 

(34) Tolman E.C. and Brunswicke E. The Organism and the Causal 
Texture of the Environment. Psychological Review, 42, 
1935, pp 43 - 72. 
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From this viewpoint high levels of conservatism in organ 

isational behaviour may be as effective a survival form as 

any lesser measure if the weight of summed community 

attitudes ascribes high legitimacy to this charac teristic; 

in an al ternative sense although it is a survival type for 

the immediate operating condi tions , (time or geographical), 

it may become a constraint when adaptive patterning .is 

called for . 

An organisations behaviour may be considered essential l y 

an expression of its members perceptions, attitudes, 

pers onality characteristics; th e organisations' dealings 

with other groupings ~interests assumes an operationally 

satisfactory match of th ese characteristics in its leader

ship with those with whom it must maintain successful 

r elationships. This would be reflected in a high pot en tial 

for organisational interaction across the boundaries of 

business environment/total environment and across the organ

isational boundary into and between other business organ

isations . A similar interaction potential exists at the 

hi ghe r levels of policy formation withi n most profit 

cen tered organisations; this occurs between chief executi-

ves and any board of directors or other controlling 

assembly charged with shared responsibility for the organ

isations future. The on-going co-adaptive respons e of eac h 

to the other and the organi~ations chosen futures may be 

a function of their relative conservatism sets e.g . producer 

controlle d agricultural boards with innovative executives; 

or new organisational directions occurring with absorb-

tion of one ~ompany by another where new innovation direct

ions and levels are introduced with changes in the share

holding. 

The implication of this for change prone organisations is 

that the summed relationships should be, in a total, at such 

satisfactory levels, that the individual relationships are 

survival ordered for success and in the required order of 



the nee d for success, and that over time this pattern is 

sustained ( 35) ( 36 ) . 

(35 ) Child, J.Organisa tional Structure , Environmen t and 
Performance : The Role of Strateg ic Choi ce , 
s 0 c i 0 10 gy 6 ' 19 7 2 ' pp 1 - 2 2 . 

(36) Chamberlain N.W.: op,cit . 

24. 



25. 

Time Measures in the Research 

Heirich ( 37 ) states that because few theorists accept 

the relevance of time to their explanations, the analysis 

of social change (and appropriately in this case organisa

t ional change) remains vague and causal links far from clear. 

He maintains that we gain more assurance that an observed 

correlation represents a causal link if we can establi s h 

a sequence of events - the establishment of a relationship 

(constant or varied) in the context of consecutive time 

periods. 

Within the research time measures are used in establishing 

the intensity of respondent organisational values. Time 

estimations employed as frameworks for the purposes of com

parison are subjective and culture bound and within any 

given cultural context the perception of time may vary 

radically from that of adjoining cultures. Consequently 

comparisons of rates of change even across apparently 

similar 'business cultures' within a se t of given boundaries 

(say nation state) can be difficult and tenuous. In the use 

and deployment of time estimations organisational change 

events should not be confused with simple social process 

flow. 

Time values also intrude in the durational component of 

each outcome and the constraints imposed by the unfolding 

relationship of the organis at ion to its environment. 

Successful and sus tained growth may be perceived as the 

result of time ordered coherent change which effectively 

relates the p~ce of endogenous to exogenous change. It 

would be a rare organisational form whose patterned life 

processes were sufficiently isolated from or impervious to 

environmental effects that could regulate completely its 

staged growth without determining inputs from outside . A 

planned sequence of organisation events represents the 

extension of internal organisational rhythms 

(37 ) Heirich M. The Use of Time in the Study of Social Change, 
American Sociological Review, 29(3), 1964, pp 386 - 397. 
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which selectively have allowed the o rgani sa t ion to progress ; 

nny stepped up , rapidly varying, unstabl e condi tions could 

(as i n n dynamic turbulent s tate) create a resona nc e be

tween the organisatio n an<l its environment a nd lea <l to its 

collapse . Such possjb ili tics <.1r e not unr ea l especially in 

the effec t of gove rnment monetary and fisca l policy admini

s t r a t i on w h c r c b road band cm b r <1 c i n g me.a s u r cs arc t i me set to 

gross targets and national goa l s ; any effec ti ve implementa

tion of suc h policy results, not so much from the ultimat e 

' correct ness ' of the po li c i es in a dis int eres t ed sense but 

i n thei r carefu l an d sk ilful application to th e ti me order 

~nd senses of the organisa ti ona l exception . 

Time set tings and pe r spec ti ves (as expressed in rates and 

q tw n t i t i es o f ch a n g c) a re av a i 1 ab 1 c to s tr i n g tog e the r 

organisa t iona l s trat egies and perspectives and a s such 

determine sequences in environmental events and choi ces . 

In short , time as a causal l inkage and quantitative measure

ment might be paired to predict particu lar qualitative out

come's 111 a process of change . If it is poss ible to measure 

the rate of respondent perceived change in a given variable 

and the time interval necessary to set a larger process of 

change in motion, then the maximum and minimum rates associ

ated with various l evels of structural penet r ation and co n

tro l of the environment might also be pr edicted . Within 

the research Jimcnsions t ime is used as a spacing , rating 

and measuring device . 



Chapter Two 

RESEARCH OBJECTIVES 

One 

To measure and evaluate the relationship between high and 

low levels of conservatism in New Zealand Chief Executives 

in its influence on a selected group of chief executive 

related attitudes and conditions . 

Two 

To measure and evaluate the relation s hip betwe e n high and 

low levels of conservatism in New Zealand Chief Executives 

in its influence on their company's approach to or policy 

on a selected group of change related conditions. 

Three 

To meas ur e or evaluate change associated att itudes and 

processes in Chief Executives and the companies they 

manage. 

RESEARCH HYPOTHESES 

{Ho (1)) 

Tha t no signi f icant difference exists in the policies of 

companies grouped by the level of their Chief Executive 

conservatism (high, low), towards Competition for both the 

Short and the Long Term. 

(Ho (2)} 

That no significant difference exists in the policies of 

companies grouped by the level of their Chief Executive 

conservatism (high, low), towards Innovation for both the 

Short and the Long Term. 
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{Ho (3)} 

That no significant difference exists in the Supervisory 

Values of Chief Executives as between those Chief Executives 
who are high or low in conservatism. 

{Ho (4)) 

That no significant difference exists in attitudes held 

towards Human and Economic Conditions as between those Chief 

Executives who are high or low in conservatism, 

{Ho (S)} 

That no signif i cant difference exists in the levels of 

Stress and Tension as between those Chief Executives who 

are high or low in conservatism. 

RESEARCH DIMENSIONS EMPLOYED IN THE HYPOTHESES 

Conservatism: This identifies the measure adopted after 

assessment by pilot testing of the most appropriate means 
of dividing the sample into those Chief Executives who are 

very high or very low in conservatism. 

1 Competition: these are identified as VAR(OS3, 054) in 

the Vari able List. 

2 Innovation: these are identified as VAR(l42, 143) in 

the Variable List. 

3 Social and Economic Conditions: these are identified 

as VAR(161 to 169) in the Variable List. 

4 Supervis~ry Values: these are identified as VAR(179 to 

186) in the Variable List. 

S Stress and Tension: these are identified as VAR(192 to 

199) in the Variable List. 



RESEARCH METHOD 

Sample 

A self-report questionnaire (Appendix (2)) was mailed to 

the Chief Executive Officers in each of th e 1,250 individ

ual business management units compil ed as a research sample 

from listings of register ed New Zealand companies (1). It 

was anticipated that on the basis of another researcher's 

(2) prior experience with this gr oup that a return rat e of 

completed questionnaires i n the range of 35-40% was a 

reasonable assumption. A usable r e turn rate of 35.8% was 

29. 

in fact re a li s ed (N=448). Prior experience (3) with similar 

occupational levels and typ es seem to indic ate and confirm 

returns of this order. The Author's return rate for an 

attitude survey in the To uri ~ m sector with Hotel Managers 

yielded a return of 35 % of the selected sample (4). 

SAMPLE CHARACTERISTICS 

Sin ce overall population i nfo rma tion was available in pro 

cessed statistical form the degree of match of th e final 

sample returns to the orginal population was calculated and 

any adjus tments (none were needed) to cell gr oupings gen e

r at ed along the major demographic parameters could be made 

to r etain fin a l sample int egrity and representati veness. 

The sample was drawn from firms distribut ed across all main 

centres of urban growth that support substantial commercia l 

and business activity. Provincial centres are included and 

(1) F .E.P. Productions Ltd, The New Zealand Business 
Who's Who, 1975 (Sixteenth) Edition. 

(2 ) Shaw,D. Profit Goals & Social Res onsibilit , Occasional 
Paper Nci.11, Dept . o Business Stu ies, Massey University 

(3) Hines, G.H. The New Zealand Manager, Hicks, Smith and 
Sons, Wellington. 1973 

(4) Smith, R.W . New Zealand Hotel Manager Survey - a research 
report, Business Studies Dept., Massey Un iversity , 1976. 
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a first run in this area was conducted through a Pilot 

study c arried out in t he Palmers ton North area with the 

questionnaire , be fore its wider National applica t ion . The 

projected and realised sample y i elded a mix of both No rth 

an d South Is land f i r ms , varyi ng ra t ios of indus try - environ

ment rela tion ships and measures of growth expans i on and 

deve lopme nt from older estab li shed areas to those n~w an d 

more recently growth centred. It was ant icipated tha t the 

range of e nvironmental surrounds would vari ous l y effec t 

several and significant differences i n the conservatism 

levels and perceptual valuations of Chief Executives: e.g. 

minority r ace an d culture group influences (attitudes 

t owards) as between Auckland a nd Dunedin. In addition t o 

being geog raphica lly het e rogeneous the samp le was designed 

to embrace a spread of pr i nci pa l business activities 

(Manufacturing through Servicing) and company size based 

on a range of employee number st rength. 

In the sample ana l ysis that follows both the overa ll 

characteri stics and the conservatjsm di stribution are con

t rasted. 



GEOGRAPl l lCAL DISTRIBUTION (ALL EXF.CUTI VES) 

An original sample (N :1250) wa s drawn; the breakdown of this 

sample is matched agains t the response returns for each 

mnjor gcogrJphica l area (Table (2) ) . 

SJmple Comparison 

Geographical Distribution 

S::unp 1 e Response Original Popl. 

>Jorth Island One N 0, N 
,, 

'O 0 

Auckland 163 37,8 450 36.0 

Auckland res t 77 17.9 250 20.0 

240 55.7 700 56. 0 

\Jorth I s land 1\vo 

West ern rest 31 7. 2 63 5. 0 

Eastern rest 6 1.4 25 2. 0 

\\'c 11 ing ton 71 16 .1 163 13. 0 
f 

108 25 .0 251 20. 0 

South Island One 

Nelson 3 . 7 36 3.0 

01ri s t church 46 10 . 6 100 8. 0 

49 11. 3 136 11. 0 

South Island 1\vo 

Dunedin 21 4.9 88 7. 0 

I nvcrcargill 2 . 5 so 4.0 

South I s land r est 11 2.6 25 2.0 

34 8.0 163 13.0 

Summary 

% % 

{North One 55.7 56.0 

Two 25 . 0 20.0 

South One 11. 3 11. 0 

1\vo 8.0 13.0 

100 . 0 100.0) Table ( 2 ) 
--
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The f inal s ample closely and sa ti s fa c tor i l y mat che<l the 

orig inal samp l e population. 

North South 

One Tlvo One Tu•o Tota l 

Original Populat ion 56.0 20.0 11.0 13.0 (100 . O) 

Sample Response 55 , 7 25.0 11 . 3 8 , 0 (l'OO, 0) 

COMPANY SI ZE DISTRIBUTION 

Tahle ( 3 ) out l ines the spread of the sampl e for company 

size matched aga ins t the re spo nse retu r ns . 

Percentage of Match 

Company Si ze Sampl e Return 

(Employee Nos) 
% % 

so - 100 35 .4 30 .4 

101 - 250 31. 6 33. 6 

251 - 500 12. 3 15.3 

501 - 750 8 .1 6. 7 

751 -1000 4 .1 3.0 

1000 + 8. 5 11. 0 
- - -
100.0 100 .0 

Tabl e ( 3 ) 

The sample/ r e turn match is close a nd sa tisfactory for the 

purposes of the resea r ch . 

CIIIEF EXECUT IVES 

The sample was analysed fo r s i gni ficance t r ends in bo th 

the spread of Execut ive charac t eristics and the di stribu

tion of thos e charac t eristics as they reflect the effect 

of the LOW/HIGH conservatism dimension. 
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GEOGRAPllT CAL DISTRIBUTION 

a) I:xccutjve Conservatism 

Geographical Level 
Distribution Low High 

North Island N % N Q 
0 

One 35 71. 4 23 53 .4 

1\\10 10 20 . 4 6 14.0 

45 91. 8 29 67.4 

South I slan<l 

One 3 6.1 6 14 . 0 
'I\vo ] 2. 1 8 18 . 6 

4 8. 2 14 32.6 

Totals 49 100 . 0 43 100. 0 
- --

Table ( 4 ) See Fig ( 2 ) 

b) Expressed as percentage of the total samp J c as between 

~or th and Sou th Island sample populations. 

Conservati sm Levels 

Sample Arca Low l!igh 

N 0 N o. 
'o ·o 

r\orth Island 45 12.4 29 8.3 

South Island 4 4.8 14 16.9 

Table ( s) 

c) Ovcrnll Conservatism Mean for each Arca Sample 

-Sample Area x (N) Scale 

North Island One 10. 22 (244) 0 

Two 10.54 (109) 

I South Island One 11 . 59 ( 52) 

1\\10 12.81 ( 33) 

438 20 

Table ( 6) 
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d) Conservatism Levels 

Sample Area LO\\Tc Median HIQ-lc 

(244) North Island One 13.5 77.1 9.4 (100. 0) 

(109) r1\'10 9.2 85.3 5.5 (100. 0) 

( 5~) South Island One 5.8 82.7 11 . 5 (100. O) 

( 33) Two 3.0 72.8 24.2 (100.0) 

Table (7)See Fig (3) 

The tables r eveal a significant dif fe rence in the sprea d 

of executive cons e rvatism for company head office distri

bution thr oughout New Zealand . 

a) The overall means (x)Table ( 6) for total sample 

pop ul ations for each of th e four areas rise in con

servatism as the sample moves from North Island One 

(Auckland and its surroundi ng areas) to South Island 

Two (Invercargill, Dunedin and their surrounding 

areas) . 

(x) 10.:.?2 ri~ 1ng to ( x ) 12 . Sl (d=..;.59; com·ertcd ~o 

a percentage express ion this i s equivalent to 14.1% 

on a 0 to 100 sci.le). 

b) Th e hreakdown of the two co nservatism sample groups 

hi ghlight s significan t variations in the dis tribu

tion patterns a cross the (*) LOW/111 Gl1 dimension 

Figs ( 2 ) a nd( 3) repres ents graphically th e pro

portional distributions of both the total samp le 

population an<l the two conservatism sub - gr oup s, On 

a proportionate basis a marginal domina nce by the 

LOWc gro up appears in the No rth Island and a clear 

do minance by the HIGHc Chief Executive in the South 

Island. In neither of th ese two sub-groups doe s the 

proportionate distribution 'mimic' or ' f ollow' the 

main sample distribution and each moves relatively 

(*) (Re ad , LOWc = Low in Conservatism 
HIGHc= High in Conservatism) 
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but independently of the othe r across the geograph

ic::il parc-lffieter. 

Alterna tively and additionally, cons i dering the 

co ns ervatism sample as componen t s in the total 

sample populations for the North and South Islands , 

in the rel ative representations of th ese groups can 

he contrasted. (Table 5) 

At 12.4 % and 8.3 % both LOWc and !-! I Gl!c exe cutives a r e 

present in approximately equal proportions in the 

. o r th I s 1 a n J ; for th c South I s 1a11 d ho iv ever tho s e 

IIIG!lc o.rc jn proportiono.t e l y g r eater representation -

LO\\'c (4.8°0) to HIG!Ic (16.9 °0): a ratio of 1: 3,5. 

COUNT RY OF HJRTfl (CONSERVATIS~1) 

Cow1try 
of Birth 

'.'Jew Zcalanc.J. 

Other 

Degree of Conservatism 

Lrnv 

(N: 49) 

N 0 
1i 

28 57.l 

21 42.9 
--

49 100. 0 

N 

38 

5 

-B 

High 

(N: 43) 

% 

88 . 4 

11. 6 

100.0 

Overall Proportion Distribution 

COW1try 
of Birth 

Low 

N % 

Full Sample 

New Zealand 28 ( 8. 0) (352) 38 

{78,6} 

Other 21 (21. 9 (96) 5 

(21. 4} 

(100.0%) 

Table ( 8) 

(10' 8) 

( 5. 2) 

Table ( 9 ) 

35. 



'Tl 
I-' · 

OQ 

.!:'-

% 

100 

15 
14 
13 
12 
11 
10 

9 
8 
7 
6 
5 
4 
3 
2 
1 

'f 

100 
90 I I 

80 '1 Propor t i onat e 1, 
70 I I di st r i hution 
60 1

1
1 within the ~ so Conservati ::,m Group 

40 
30 1111 
20 

I 111 

10 
WJ illl 
Low High 

Low 
in 

Consen rati sm 

/' /, 11 

'

/, 1, 1 \ 

1
1 I 11 1\ 

{ I I I 11 f\ 
I I 1

1
1 1' 1 

11 1 1 1 1' A...1. 1 
A I I I 

,..• 
1

1 I I 
• f''f,1 I I I I I I 

I. •I 

1 2 3 4 5 
1 
6 

Proportionat e Di stribution 
(across t he bi r th dimens i on) 

,'1 
I \ 
I I 
I \ 
I \ 
I \ 
I 
I 
I 
l 

7 8 

\ 
- / ...... 

/ ............ 

\ / ' 
/ ' 

I 
9 10 11 12 13 14 

C - Scale Score 
~ 

\ .......... 

I 

- - -- Other Born 

N. Z. Born 

High 
i n 

Conse rvati sm 

15 16 17 18 ] 9 20 



Rela t ionships 

For t he New Zealand born approximate l y equa l proportions of 

executives are to be found in the L0\\1c as contrasted wi t h 

llIGHc sub-groups . 

( 8 . 0 ~ contrast e d with 10.8 %} 

for Other Born executives four times as many are distrib 

uted i.n the LOWc ::is opposed to the l!IG!Ic cotegory , 

{21 . 9% contrasted with 5.2% } 

Fig ( 4) contrasts t he propor t ionate distrjbution of t he 

sample for each step in the conserva t ism scale . Although 

the scale is employed for sorting high and low conservatism 

sample groups only, the figure docs show the relative dis 

trjhution of these s ub-gro ups in con t rast with the spread 

of the overall sample - the dominance of the Other Born 

birth category in the LOWc group and the almost exclusive 

occupance of the HIG!Ic birth C3.tegory by Nc1v Zealand 

ex ecutiv es. 

36. 

{NOTE: for sample analysis purposes it should be noted that 

the representation of the country of birth ratio fo r New 

Zealand as contrasted for Other Rorn varies significantly 

as he tween the LOWc and IIIGllc groups. 

Country of Birth Ratios 

Low 

High 

Overa ll 

New Zealand 

1. 33 

7. 6 

3. 7 

Other 

1 

1 

1 

J n contras t wi t h t h e ove r a ll distribu tion ratio of (3 . 7:1) 

the LOWc group ten ds to be underrepresented at ( 1.3 3: 1) 

and t he HIGHc group overrepr esented at (7 . 6 :1) by t he 

New Zea l a nd bo r n Chi ef Execu t ive ) . 
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COUNTRY 0 i: B 1 RTll ( GEOGRAPI If CAL DI ST RIBUTION) 

Country of Birth 

New Zealand Born Other Born 

Gcogrnphicnl N 
,, (%} N % f ~ } (%} 'O 

Di!"trihution 

\orth Island One 185 53.5 (75.8 ) 59 64 . J ( 24 . 2) {LOO. O} 

1\110 86 24.8 (78. 9} 23 25 .0 ( 21. J} (JOO . OJ 

South IsJan<l One 44 12.7 (84.6} 8 8. 7 ( 15.4} {100 . 0} 

1\vo 31 9.0 (93.9} 2 2. 2 { 6 . 1} {100. 0} 
--
100.0 100.0 

Ratio Surrnnary 

S:unp 1 c Area 

_\lorth I s 1and Ne1v Zealnn<l Other 

One 3. J l 

'l\..ro 3. 7 1 3. 3 

South Island 

One 5.5 1 

Two IS . S 1 7. 5 

·1 ahJ e (10) 
!3_ela tionships 

As the sample moves gbographically North to South there i s 

a i1roportiona te incr ease in the representation of ~ew 

:ealnn<l horn to Othe r born managers. The r atio of New 

Zealand born to Other born for the North Island conforms 

closely to the overall sample ratio of (3 . 7 :1 ) ; the over

al 1 ratio for the South Island (at 7 . 5:1) is approximately 

doubJe this mean and points up the disproportionate 

representation of the New Zealand born executive to the 

Other born . 

This shift in ratios within each sample cell area compares 

with the actual distribution across the birth dimension 

itself. Both distribu tions follow the total sample [all 

and match relatively closely ce l l by cell from North to 

South. It is worthwhile noting however that the Othe r 



born executive gr oup compared with the New Zealand bo r n 

has 10 . 7% more of its distr.ihution located in the North 

Island all but ( . l~J of which coming f r om a diffe r ence 

arising in ~orth I sland One (Auckla11d and environs) . 

EDUCAT I O:.J 

Tab l e ( 11) be l ow gives t he distr i but ion of LO-We and HIG! lc 

Chief executives by t hciT CountTy of Birth, Coun t ry of 

E<lucnt ion and t he Level of C'duca tj on achieved . 

Birth 
Ntnnbcrs 

Ee.Ju ca ti onal 
Exp(: r frnce 

Primary 

Secondary 

Po~t

Secon<lnry 

Level of ConsC'rvatism 

Low 

Cow1try of Education 

Totals N. Z. Ot her Both 

9 

High 

Country of Educat ion 

Totals N. Z. Other Both 

0 

Tabl e (1 1) 
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Relationships 

The following were identified. 

a) Overall 81.7% of LOWc Chief Executives compared with 

60 .5 % of those who are HIGI-lc achieve an educational 

experience from Primary through to Post-secondary . 

(a difference of 21.2%) 

b) Within the LOWc grouping very similar per centa ges of 

executives New Zealand or Other Born, achieve 

education to Post-s econdary levels. 

(79 . 3% for New Zealand compared with 85.0 % fo r Other 

Born) . 

c) Within the HIGHc grouping considerable differences 

exist in th e educational expe riences of Chi ef Exec ut

ives as between New Zealand and Other Born. 

Whereas 52.8% of New Zealand born executives achieved 

Post-secondary levels, all Other Born (100.0%) rea ched 

thi s standard , although the actual number of Other 

Born HlGHc is small at 7 and this comparison is there

fore qualified. Th e trend is supported how eve r by 

a comparison with th e patt e rn of the full sample dis 

tribution Table (12) . 

Country 

Educational New Zealand 
Experience 

N % 

Primary 356 100.0 

Secondary 349 98 . 0 

Post-secondary 213 59.8 

of Birth 

N 

91 

91 

71 

Other 

% 

100.0 

100. 0 

78. 0 

(d) 

( 0 . 0) 

c 2. 0) 

( 18. 2) 

Table (12) 

39. 

Table (12) shows that 59.8 % of all New Zealand as compared 

with 78.0 % of Other Born executives (including HIGH, LOW,etc) 



who commence their education in New Zealand or Overseas 

nctually achieve a Post-secondary educational experience . 

A difference of 18.2 %. Since only 14 out of the full 

sample have ha d cross-over experience (born in one country, 

ed ucated in another) this is equivalent to saying that 

country of birth effects are represented in the pattern 

of the educational e xperience . 

New Zealanders born and educated in New Zealand tend to 

have a more fore-shortened educational experience than 

Other Born and educated. 

d) LOWc New Zea land executives tend to reach higher 

educatio nal lev e ls than HIGHc New Zealand executives : 

(79.3 % compared with 52.8% - a difference of 26.S %) 

Whilst the sample is smal l for HIGHc Other Born executive s 

( 7) both (II I GI-! and LO\\I conservatism) Other Born education a 1 

goa l achievements a re higher than New Zea landers for the 

s.'.lme categories. 

COMPANY OWNERSHIP DISTRIBUTION 

The sample was tested to determine any effect or relation

ship company ownership might have on the distribution of 

the conservatism extremes. Table (13)(14) . 

Degree of Conservatism 

Country Low High Overall N 
of Ownership 

New Zealand Owned N % N % (d) 

Wholly 21 42 .9 23 53.S (256) 

Major ll 22.4 14 . 32 . s ( 9S) 

Sub Total 32 6S.3 37 86 . 0 ( 20. 7) 

Overs cas 0.vned 

Wholly 13 26.S 2 4. 7 ( SS) 

Major 4 8.2 4 9.3 ( 27) 

17 34 . 7 6 14.0 (20 . 7) 

Overall Totals 49 100 . 0 43 100.0 
-- -- Table (13) 

40. 



41. 

Degree of Conservatism 

Cotmtry of Low High Balance Total 
Olvnership N % N Q. 

0 

New Zca l:.mJ 32 ( 9 . 1%) 37 (10.5%) 282 (80.'1%) 351 (100 . 0) 
O\med 

Over seas 17 (18 . 5%) 6 ( 6.5%) 69 (75 .0%) 92 (100. 0) 
0.med 

Table· (14) 

Relationships 

a) New Ze aland owned compa ni es tend to be more heavil y 

represented i n the IIIGIIc executive grouping than the 

LOW c : 

86 . oi as compared wi th 65.3%, a difference of 20 .7 % 

Table ( 13). 

b) When the LOIV/ HIGII categories arc rated as a percentage 

of the total numb er for enc h of t he (coun try-of

owncrship) catego ri es, Table ( 14), the ratio of dis

tribution as betwee n LOWc J. nd IIIGl! c [or th e New 

Zc al:rnd O\vncd is approxim:itcly (1 : 1) but for over

seas own ed Js approxjmately ( 3 : 1). 

(9 . 1~ contr as ted with 10.5% an<l 18.5 % with 6.5%). 

Overseas owned companies tend to b e re latively more 

heavil y represented by LOWc Chief Executjves than do 

the New Zealand owned: 18.5% contrasted wit h 9 .1 %. 

The representation of both groups in the HIGHc 

category tends t o be more even but with the New 

Zealand owned possessing a marginal dominance : 

10. 5% contrasted wi th 6 . 5%. 



OTHER VARIABLES TESTED 

Company Ownership by Executives Table ( 15) 

Company Control by Executives - Table ( 16) 

The Nature of the Company - Table (17) 

Degree of Conservatism 

Low High 

CA-me rs hip ~ % N <), 
0 

Total N Type 

( 13) Sole 

(214) Part ,, 7 
L, 55 . ] 31 72.1 

( 217) Non 22 44 .9 12 27. 9 

444 49 100. 0 43 100.0 
---

Degree of Conservatism 

Executive Low High 
Control 

Total N N 9' 
0 N % 

( 75) Yes 4 8.2 7 16 . 3 

(369) No 45 91. 8 36 83. 7 

444 49 100.0 43 100 . 0 

Degree of Conservatism 

Nature of Low High 
Company 

Total N N 9' 
0 N % 

( 233) Public 28 57.1 23 53.5 

(212) Private 21 42.9 20 46. 5 
--

445 49 100. 0 43 100 . 0 
--

42. 
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% 

(17. 0) 

Table (15) 

d 

0, 
'o 

( 8 .1) 

Table (16) 

% 

(3. S) 

Tab l e (17) 



Relationships 

Littl e influence was found to r esul t from the effects of 

Executive Con trol or Na t ure of Company variables on the 

distribution of LOW/HIGH execu tiv e conserva ti sm . In the 

case of company ownershi p it appea r s that ownership in 

part (and by implicat ion in whole) tends t o be mor e 

strongly rep r esented in the HIGHc grouping than non

owne rship. However, none of the Exe cutives who are sole 

O\vne rs of the firms th ey manage (N: 13) fell into either 

the LO\'Jc or th e HIGHc category and so this tr end c annot 

be ge neralised from . 

It do cs however raise questions concerni ng the relation

ship between property possession and ownership, as dis

tinct from control , and the relative influences of both 

these parameters on indi vidual c on servatism. Do exec u

tives wi th conservative personality se t s tend to demon 

strate concern with th e acquisition of property? Does 

prope rt y in this case equate wi th permanence and sec urity , 

both held to be valued by conse r va ti ve types? Are the 

LO'.;c types less inclined to be fixed by O\vnership commit

ments that may con s titute interference with other more 

high l y ra t ed needs an d motivations . 
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Dl:VELOPMENT OF A CONSERVATISM SORTING DEVICE 

To integrate and en r ich the <lemographjc anc.l attitud.ina l 

data a measure of Conservatism was applied to the Chief 

Exec ut ives, the device being adapted and derived f rom the 

\vork of Wilson-Patt r-> rson (1) . The conservatism sorting 

ins trument cons i s ted of a 10 item s ubset, of those factor 

items (out of th e original fu ll fifty) whlch were sqf-

f i cien t" y r ~p rescntative and definitive of the ability of 

the full test to sort and distribute respondents by the 

degree of thclr conservatism. The length, lSO responses 

arc called for), of the main test prohibited. and Umited 

its utility in a self-report situation especially where no 

possibility existed for test administrative guidance and 

where it formed only a section of a larger and longer 

questionnaire . The test in the style and form in whi ch 

Wilson-Patterson developed it did however, through its 

ex treme simplicity, lend itself t o mail applications if it 

was f ound possible to reduce the actual length; the use 

44. 

o f a derived measure was condi tional on the successful 

ada ;Ha t ion of th e original dev i cc as a s u i table and s uf

ficiently accurate measure of ex tr eme levels, (the limits 

of the range ) , of co ns ervatism. The purpose of the measure 

was to provide a technique whereby the final responde nt 

sample of Chief Executiv es could be sorted into two grou ps 

(ver r hi gh) con traste<l 1,\:ith (very lo\.\) in conserva tism, 

and the se 0ro upings then compared and contrasted across 

other selected variab l es in the research. The original 

test had been de veloped and validated in and for New Zea land 

concli t ions. 

It was proposed to develop a shortened form, ( a reduction 

in the actual number of items used in the t est) , of the 

overall measure and th e following res earch procedures were 

employed: th e steps and procedure rel a tionships are 

detailed in the Re search Mode l. See, (Appendix 1 , Fig (15)). 

(1) See Appendix 1 for the full list of 50 word items 
emp loy ed by the Wilson-Patterson test instrument. 
(Appendix 1, Fig (15)) . 



Step 1 : The full fift y item test was applied to a Massey 

Un i vers ity first year s tudent samp le (N=119 ) . 

Item by whole co r re lations were emplo yed to 

initi a lly identify those items wh ich mo st st r ongly 

inter-correlated with the ove r all conse r vati sm 

score ( Jevel) for the fu ll test. The fifteen 

s trongest (I x W) correlations were iden tj fi~d and 

r anked in de scending st r engths. 

Strp 2 : Us i ng this initial identificat i on a pred iction was 

ma<le that a furth e r appl icati on of the full test 

to anotl1er di fferent s tudent sample (N =S4 ) (f r om 

the same popu l at ion type) wou l d y ield the same 

first fi fteen it em list arran ged in the same jtem 

-li s ting of ( I x \\1) correla ti on order as for t he 

fir st appljcation. 

A t able (18) of compari sons se ts out the Item by Whole 

corre l u ti ons fo r t he two applicati o ns and the Spearman (r) 

ror the int e r-corre l at i ons between the two applications 

for v::nious combinat i ons of the f::ictor items. 
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Cavtf>ARISON TABLE 

J\ppl icJti on One Appl j cation Two 
(T x \\I) Rankjngs (I x \\') Rankings 

Value Rl R2 R3 R4 Value Rl R2 R3 R4 

Bi hlc Trnth . S7 ] 1 1 .64 1 1 1 

Djvinc U1w . 56 2 ..., 2 2 . 60 2 2 2 ... 

l.cg:1 l i sc<l Ahort ion .56 3 3 3 3 . 57 3 3 3 

Censor sh iE . S2 4 4 4 4 . 56 4 4 4 

Church Author j ty .49 5 s .39 10 8 

~li_litnry l~~IJ . 47 6. 5 6. 5 s 5 .SS 5 5 5 

Divorce . 47 6. S 6 . 5 . 31 14 . 5 10 

:\udist Cunps .44 8 8 .33 13 9 

~loclcrn Art . 38 9.5 9 . 5 6 6 . 45 6 6 6 -------
Royalty .38 9.5 9. 5 7 7 . 44 7 7 7 

Sabhath Observance .36 11 . 43 8 

1111.i tc Lies . 35 12 .. n 9 

Cous .in ~In r r i age:_ . 34 13 8 . 38 ll. 5 8 . 5 

Birching . 24 14 9 .38 11 . 5 8. 5 

l.o l ou rcJ I 1rn:n g rn t ion .20 15 JO . 31 14 . S 10 
·--------~-

Correlations of Rankings Bct,,·ccn Applications One and Two 

Rho = . 711 (Rl x Rl) r:irst f i fteen of the fifty items 

Rho . 739 (R2 x R2) First ten of the fifty i tems 

Rho = .997 (R3 x R3) Selected ten from the first fifteen 

Rho = 1.000 (R4 x R4) First seven of the select ed ten 

Tabl e (18) 

The corre l ations a r e of a sufficient or der to suppor t the 

rroposit i on , tha t the strongest measure of identi t y to t he 

overall conservat i sm score has been carried across the two 

app lications of the t es t t o two diffe r e nt samp l es , from a 

sim il ar popu lat i on t ype , by t he ma j ori ty of t he items 

se l ec t ed fo r inclusion in t h e fina l li st . (Ch ur ch -

~utho ri t y )/(Divorce)/(Nu<lis t Camps) are rep l aced f or t he 

fina l list by (Cousin Mar r iage)/(Birch i ng)/(Coloured 

Immigra t ion) for reasons of facto r ba l ance and rep r esen t 

a t iveness . The r emai nin g f ir s t seven i tems inter-corr e l a t e 

1 

2 

3 

4 

s 

6 

7 



perfect]) . The flow of the item so r t procedure is sum

m.:iri:-:;cd in f.ig ( 5) below . 

Applicatjon One Application Two 

A 
( r) 

B 
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l j f ty It l'1!1S {.92]>-------<C:ifty 

Rl 

Items) 

I 
I ~ 

0 
I 
'- -

First 
Fifteen 

hrst ren 

First Seven 

- -- ~ 

·-----1 rinal Ten 

r First 
l . 71 ]'--· ---i ......__F_j f~-te_e_n_,, 

{~:t-- Fi rst Ten 

-t. ::t- ,F_i r_s_r_s_ev_e_n_,, 

'~ - -I R3 

a '-----{1 . ooo}----__. h 

. 86 

0 
- J. 

Fig ( 5 ) 

To ref inc the selection of the fina l ten item list other 

.ipproac.:hcs and analysis of the data were undertaken . 

\l u ltip1c Rc ~~ ression (step-wise) \\"as applied to the pooled 

data for both applications . Table ( 19) shows n mean and 

S .n. analysis for each separate .:ipplication . The sta t is

tical similari tie s and congruities were considered of a 

sufficient order t o support such a poo ling or merger o f the 

r esponses from the two sepa r ate applications. 



StatisUcal Comparison of the Two Applica tions 

Over:ill Mean S.D. N 

First Application 36.45 11. 21 11.9 

Second Application 36.50 10 . 09 54 

173 

LO\\'c Score 

First Application 23 . 04 8. 89 25 

Second Application 21.44 9. 01 9 

34 

HIQ-!c Score 

First Application 53.28 7. 29 21 

Second Application 50.89 7.80 9 

30 

Table (19) 

(A gr apl1ical representation may be located in Appendix ( 1 )Fig (lG) 

Under Regression Anal ysis the first twelve items stepped 

out contained all of the final set of ten items identified 

through the Item and Whole correla t i ons; the full tabu

lation and :inalysi s is set out below Table (20). 

Multiple Regression 

V::ir inblc Conservative R. S.Q. Ch:mge 
Response 

Divine Law Yes . 275 

Censorship Yes .167 

Military Dri ll Yes .122 

Coloured Immigration No . 067 

M1ite Lies No .050 

Legalised Abortion No .039 

Modern Art No .035 

Royalty Yes . 024 

Birching Yes .022 

Cousin Marriage No .016 

Nudist Camps No .014 

Bible Truth Yes .013 

(I tems underlined(-) correspond with those isolated by Item x Whole 
correlation). Table (20) 
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Ano the r mcusu r cment per spective emp loyed was to identify 

those fa c t o r it ems on which th e grea t est amo unt of di s

:.igr ecment occur red between t he two groups LO\\'c (N=34) and 

HIGI!c (N=30). Since th e ultimate purpose was t o develop 

a test in strum e nt that would sort the sampl e int o a LOWc/ 

lll Gl!c djchotomy t hose ite ms which tended t o pola ri se 

a ttitudes and whe r e t he g r ea te s t gap ex i sted between LOWc 

anJ HIGI!c responden t postures would be expect ed t o fu lfil 

the test' s obj e c tive . The f irst t welve i tem s identified 

by this a pproa ch we r e : 

Item 

Mi J i rary Dri 11 

Bible Truth 

~cnsorship 

Div inc L lh' 
--·--·- -
Divorce 

Sahb~1 th Observance 

~lodcrn J\r t 

Cous in Marriage 

Legal i s_cd Abortion 

Church Authori ty 

Roya lty 

\\11itc Lies 

Mean Score on I t em 
(ror N=l 73) 

LO\\'c Group HJQ-lc Group 

(N=34) (N=30) 

.18 1.67 

. 21 l. 57 

. 26 1. 54 

. 2 J 1.33 

.10 1.13 

. 44 1. 47 

.18 1. 14 

. 71 1.67 

. 41 1. 33 

.17 1.06 

. 65 1. 53 

. 24 1.10 

Di ff 

(d) 

1.49 

1.36 

1. 28 

1. 12 

1. 03 

1.03 

. 96 

. 96 

. 92 

. 89 

. 88 

. 86 

( 0 - 2) 

High 

(Jtcms underl ined( - ) correspond with those isol ated by the Item x Whole 
correlation) . 

Table ( 21) 
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{
Note 1 : The mean dif f ere nces arc in ranked order from High 

( 1 . 49) to Low (.86) and the figu r e in the Differ ence 

Co lumn i s the value of mean differences calculated 

on the scale 0 to 2 . 

e.g . Military Drill is the i t em on which the gr ea t

es t d i fference occur s between the LOWc and •IIGHc 

gro up s and t he measure of t hat difference is 1. 49 . 



Conservatism Measure 

Low 0 --X - - -1---X---2 High 

(Mean .1765) 

for LOWc Group 

(Mean 1. 6667) 

for HIGI-Ic Group 

d 1.49 

Note 2 : The Spearman(r) for the inter-correlation of t he 

Ranbngs of the item differences between the two 

applications was . 93 

50 . 

'ate 3: A full listing and graphical representation of t hese} 

dj ff e rcnces m::iy be found in Appendix ( 1 )Fig (17)). 

The item list gained by the us e of multiple regression 

(step-wise) was used as the basis for the final selection 

of items . The utility of this list may be considered high 

f o r its ultimate sample sorting purpose, since it expresses 

th e strongest congruency between the individual items and 

the over a ll conservatism measure; the list contains eight 

of the fir s t twelve items jn which the greatest difference 

was found for the response of the LOWc as compared with 

I!lGllc gr oups, and seven of the first ten items identified 

by Item x \\'hole correlation analysis . 

Step 3 : It remained to test the derived it em list for it s 

ability to sort and distribute the r e spondent sample 

into the same LOWc/1-IIGI!c groupings as achieved b y 

the full test. 

The actual score order within these groupings was 

not consid e red important since the individual 

respondents would be measured and compared only 

through their contribution to a mean judgement . 

Two levels of corre l ation comparison were employed : 

( Comparison of subject score distribu t ion on the 

main and derived test within each application). 



Resu lt s 

{Comp arison of the mean con se rvat i ve response on 

each i tern ac ross the app l ic1 tion s one and two }. 

Each i ndividual r espondent's conser va ti sm score 

for th e full test wa s R/o correlated with th e 

scores on th e derived te s t fo r both samp le applic a 

tions . This was done in order to gain the measure 

of congruence in th e <.li r ec tion of respondent dis

tr ihution as between the two t es t s . Addi tionally 

a meas ur e was made o f th e percentage overlap 

bct1 1een the two distributions so th a t both direct 

ion and actual spread was calculated and compared . 

The following correlations were fo und: (From Fig (5 )) . 

Application J 

Application 2 

A by a ( . 83) 

B by b (.86) 

N N 

(A 50, a = 10) 

(13 50, b = 10) 

The fol l owing respondent distribu tion s we re found : 

Conservatism Level 

Low High Overall 
(% of (% of 
total N) t ot al N) 

N N N % 

Appl icat ion 1 A 25 (21. 0) 21 (17 .6) 119 (100) 

Cl 27 (22 . 7) 19 (15 . 9) 119 (100) 

For the LOWc group A was found to contain 92 . 0% of res

ponden ts als o contained in the a group. (a n A = 92.0%). 

For the HIGHc group~ wa s found to contain 90 . 5 % of res

pondents also contained in th e a group. (an A= 90.5 %) . 
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Low lligh 

(% of (% of 
total N tota l N Overall 

N N N % 
Application 2 B 9 (16. 7) 9 (16 . 7) 54 (100) 

b 9 (16 . 7) 8 (14. 8) 54 (100) 

For the LOWc g roup~ was found to contain 88 . 9% of res-

pondents also contained in the b g roup . ( b n B = 88 . 9 %) . 

For the HIG!-lc g roup~ was found to contain 77 . 8% of res -

pondents a l so contained i n the b group . (b n B = 77.8%). 

The means of conservative response on each item on both the 

full and derived t es ts (on a sca l e of 0 - 2) for both 

applications we r e ranked and inter-correlated . 

A high order of correlation wa s taken to indicat e th at the 

ordering i11 the stre ngth of con s ervative response among 

the constituent items of the te s t moved in a suffi cien tl y 

similar direction to the orderin g of th e overHlJ scores 

f or the same te s t applications . 

The fo llowin g corre lations were found : (From Fig ( 5)) . 

N N 
A by B ( . 92) (A SO , B 50) 

a by b (1. 0) (a 10 , b 10) 

Use of the Instrumen t 

The results above we r e taken to s upport the contention 

that the original prediction held true and that for the 

purpose of sample ordering into LOWc and HIGHc groupings 

the derived ten item sca le may be s ubstitu ted for the 

main fifty i t em scale. 

It needs to be emphasized that the instrument is employed 

to ident ify extreme positions only, LOWc/HI GH c,on the per

sona lit y d imension which Wilson identifi ed as Conservatism . 

It does not a ttempt any refined meas ur e of conservatism 
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it self. 

lt is these aggregate groupings which arc used in turn to 

examine for differences on the other research variables. 

Since the derived li s t had been deve l oped from a student 

samp le it was propo se d that a form of post app l ication 

valida t ion of the measure as a conservatism sor tin g device 

for use on Chief Executives would be employed; thi s was 

effected by applying the scores of the Chief Exec utive for 

c onservatism agains t a known conservatism related effect 

(2)(3) , that wi t h an increase in chrono l ogical a ge there is 

a measured and progressive inc rease in co nserva ti sm. 

This wa s found to be the case and a corr e lation of . 64 was 

achieved between these two vari ab les with a h igh degree of 

sign ificance; See, (Anpe ndix 1 , Fi g (18)) for Scat t erg ram . 

Th rough out the research all r e s ul t s idcntifl cd as sign ificant 

here estab l ished at the (p = 9S i ) I eve l of confidence. 

(2) Wilson G.D . and Patterson J.R . Manual for the Conservatism Scale 
N.F.LR. Publishing Co . England , WindSor, 1970 

(3) Wilson G.D . The Psychology of Conservatism, Academic Press , 
London, 1973, pp . 53- 54 ,65 
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PROGRAM DEVELOPMENT 

Simultaneous with the C-scale adaptatio n was the develop-

ment of the computer program for the analysis of research 

findings. The program followed the prescriptions and uses the 

sub-programs available within the 86700 S.P.S.S . (4) package. 

Where applicable the sub-program T-Test was used to evaluate 

significance between groups . A l imitation is imposed · with 

the S . P.S.S. version that is in use in that multigroup 

comparisons 

available . 

successive 

one-way and not two-way analysis of variance is 

Where multigroup comparison was desirable 

applications of the T-test were made for selected 

paired relationships within the multigroup package. 

The developed and tested program was applied in the first 

ins t ance to the returns on the pilot sample. This served 

th e purpos e of shaking down the pro gram and scoring pro

cedure s wj thin the questionnaire as well as providing 

wo rked 'p r ov incjal' Chief Executive characteristic s for 

future provincial research and for pres ent contrast and 

comparison with th e main research. 

The secon~ application of the program was t o the actual 

research sample returns and was used to develop and describe 

th e topo graphy of the sample anJ test the research hypo

theses. Certain additional relationships were explored that 

amplifi ed the significance found to exist in the hypothesis 

related findings . 

Questionnaire Development 

This followed the standard operating procedure of selecting 

a pilot group and applying the proposed questionnaire so as 

to be able to measure and assess its relevancy and pertinance 

for main samp l e use (19). A pilot sample of 350 senior 

management personnel close to the University region and with

in the Palmerston North area were used to test for question

naire content and structure. 



The questionnaire , i n typeset pr i nted and bound form , 

occupied 16 pages and contained 24 questions. 

The numbe r of variables so l icited and measured by the 

que st ionnaire was 228. It was felt that the typeset forma t 

and image presentation would engender a higher and more 

adequate r esponse rate. The questionnaire was distributed 

at the beginning of December 1976 , and response floK ceased 

in february 1977 . No follow-up techniques were employed 

to i ncrease return percentages. 

SS . 

(4) B6700 S.P . S.S . (Statistical Package for the Social 
Sciences) as described in the Manual S . P . S . S . Nie , N. H. , 
Bent, D.H ., Had l ei Hu ll, C. , McGraw Ili l l , 1970 

(5) See(Appendix 1, Fig ( 19)) . 
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Chapter Three 

That no sign ifica11t difference exists in the policies of 

comrnnics grouped by the 1cvel of their Chief Executive 

conservatism (high, low) t owards competition for both the 

Sho rt and the Long Term. 

Respondents were asked to identify for two different time 

positions the overall competitive attitude of their company. 

Three attitude postures were idcntjfjed : 

This corresponded with the front running 

position - the number one placement in which 

the company expected to target for and ga in a 

clear maj ori ty s har e (50% or more) of the 

availabJc markets. 

Companies ~hich sought to possess a major but 

not neces sar ily the clear ma jority share of 

the available markets . 

Type three: Represen ted by companies that moved to ga in or 

maintain a sufficient share of the ava ilable 

markets that will satisfy its need to surv ive . 

Results were quantified for the following testable 

relationships. 

(C.A.P.) Levels 1 - 3 

Conservatism Level 

ST 

Low 

h 

a 

LT 

High 

ST LT 

I' 
..._____c I 

d 
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Tes table Relationships 

{a ] A contras t of the influence of the time horizon 

on the selection of company con~etitive att itude 

postures by execu ti ves LOW in conservatism: 

(Designated LOWc e l sewher e) . 

{b ] A cont r ast of the short-t erm time horizon . 

dimens i on of se lection of company competitive 

Jttitude pos t ures by executives who are ei t her 

LOWc o r J-l!G ll in conserva t ism: (Des i gna ted JIIGHc 

e l sewhe r e) . 

{c ] A co n t ra st of the influence of the time horizon 

on the selection of company competitive at t itude 

postur es by Ill Gile cxccut i vcs . 

{d } A contrast in the l ong -term time horizon 

di mensio n of the selection of company compe titiv e 

at tit ude postures by execut i ves who ~rr e i ther 

LOWc or I-IIGIIc . 

Resu l ts T;.i.hles (22) and (23) deta il the summary of 

findings. 

Overall Compet'itive Attitude Postures (C .A. P.) 

Tjmc Period 

(C.A.P.) Short Ter m Long Tenn 

N 0 
'O N % 

Type l (142) 32. 1 (173) 39.1 

Type 2 (206) 46 . 5 (212) 47 . 8 

Type 3 ( 95) 21. 4 ( 58) 13 . 1 

Tota l ( 443) 100.0 ( 443) 100. 0 

Table (22) 



(C.A.P,) and 01ief Executive Conservatism 

Conservatism Level 

Low lligh 

(C .A.P . ) Short Tenn Long TeI1l1 Short Tenn Long Term 

N % N 9' N 0, N 0, 
0 ·o ·o 

1)1Je 1 20 ( 40. 8) 30 ( 61. 2) 18 ( 41. 9) 20 (45 . 8) 

1)1Je 2 19 (38. 8) 14 (28. 6) 17 ( 39. 5) 15 (35 , 9) 

Type 3 10 (20 . 4) 5 (10. 2) 8 (18,6) 8 ( 18. 3) 

49 (100 . 0) 49 (100. 0) 43 (100' 0) 43 (1 00 . 0) 

Table (2 3) 

Findings 

TI1e following significant differenc es ( and relationships) 

were found to ex is t. 

1 {a} Re lationship 

58 . 

With resp ect to the (C.A.P.) of companies whose Chief 

Execu tive s were assessed as LOWc, there is a prop ortionately 

greater employment of the ' Number One Position' for t he 

Long Term a s contrasted with the Short Term (time criteria 

of evaluation). 

4 0.8 % of companies whose Chief Exec utives are assessed as 

LOWc favour a 'Number One Position' in th e Short Term . 

61.2 % of companies whose Chief Executives are assessed as 

LOWc favour a 'Number One Position ' in the Long Te r m. 

(A difference of 20.4 %) 

2 {b } Relationship 

No signi fica nt difference was found in the Short Te r m as 

between executives contrasted on t heir levels of conservat 

ism in the proportiona t e selection of c ompetitive a tt itude 

postures. 



Short Term 

(C .A.P .) Low c lligh c d 
0 0 

" -0 

Type 1 40,8 41. 9 (1.1) 

Type 2 38.8 39.S ( . 7) 

Type 3 20 . 4 18 .6 ( 1. 8) 

3 {c } ~eJ3tionship 

The (C . .'\.P.) of companies whose Chief Executives a r e IIIG!lc 

employ little incrcasC'd use of the 'Number One Posjtion' in 

the Long Te rm as contrasted with the Shor t Term conch tion . 

Essentia lly they tend to maintain their short run posture 

with the long term in direct contrast with LOWc executives. 

HIQI C 

(C .A. P.) Short Long d 
0, 0. 
0 ·o 

Type 1 41. 9 45.8 (3 . 9) 

1}1)e 2 39 . 5 35 . 9 ( 3 . 6) 

Type 3 18 . 6 18.3 ( . 3) 

4 {d ) Relationship 

!'he (C . A.P.) of companies whose Chief Executives arc LOWc 

co ntrasted with those whom are IIIGllc makes more signif icant 

u~e of the · ~umber One Position' dimension of that policy 

for the Long Term future of the company. 

01 . 2~ of companies whos e Chief Execu tives are assessed as 

LOWc emp l oy a 'Numb er One Position' in the Long Term . 

48 . 8% of companies whose Chief Executives are assessed as 

llIGHc emp loy a ' Number One Position ' in th e Long J'erm . 

(A difference of 12.4 ~ ) 

Analys i s 

59 . 

The r ea l and measurable differences effec t ed by conservatism 

l evels a r e time r e lated . The LOWc anticipates and plans a 

future that has a higher level of competitive energy than the 

IIIGHc . For the short term any optimism related behaviour 

patterns tend to be shaped by the realities of the operating 

envi r onment - it would seem most likely t hen that as long 



terms become short t er ms po s itive at titud e changes will be 

forced on executives ir respective o f the pa ttern of 

activity that they woul<l by inc lination wi s h to fo ll ow . 

For llIGH c exec utjves any change o r compromi se i s small 

60. 

s ince th eir pr esent competi Live beh aviour f or mats are pro

jected forward as th e antici pa t ed he havi our sty l e of th e 

lon g term future; for th e LO\vc executive the problem of 

or ga nisation:Jl change co ul d co nsist of modifying arrange

ments betwe0n env ironmentally permi tt ed and orga nisation a lly 

anticipGted behaviour st y l es . Other variable relati onships 

were tested in order to determi ne significant con tri buti ons 

t o the different ia l on compe titi on as be tween executives 

grouped br their cons ervat i sm levels. 

C:Oll:\TRY or 01\'~EP.SIIIP - -------
The <listributio11 of compet itive s trategy was tes t ed acr oss 

th e cross -cultural var iab l e of Country of Owners hip. 

'f;lh]c (24) be l ow. 

Cotmtn of Ownership [ ffccts on Compcti ti \'e Po_s tun' 

Country of Ownership 

Nc\v Zea l and 0.mc<l 
(>l : 253) 

Overseas Owned 
lX 53) 

l(:. A.P. ) Short Long Shor t Long 
\ % j\ 0 . \ 0 N 0 

·o 'J 0 

T:11e 1 75 ( 29 . 6) 82 (32.4) 20 (36 . 4) 30 ( 5 L 5) 

'l)lJC 2 112 (44 . 3) p-_ .) (48 . 6) 26 ( 4 7 . 2) 22 ( 'lO.O) 

T)11C 3 66 (26 .1 ) 48 (19. 0) 9 (16.4) 3 ( 5 . 5) 

253 253 55 SS Tahl e 

Rcsu 1 ts 

( 24) 

1 Contrast of Time llorizon within New Zea land Ov.n e <l /Ove r sea s 

Owned 

a) Lit tl e significant difference was fou~to exist in the 

distribution of (C.A . P . ' s) fo r New Zealand owned 

companies over the Short -Long Term time hori zons - th e 

short term stra t egics t end to persist over time . 

New Zealand 

(C .A.P. ) Short Long 

Type 1 ( 29 . 6 32 . 4) (3. 2) 

Type 2 (44 . 3 48. 6) ( 4. 3) 

Type 3 (26.1 19. 0) ( 7 . 1) 



b) Significant differences we r e fou nd to exis t in the 

distribution of (C.A.P. ' s) for Overseas owned companie s 

over the Short-Long Term time horizon . 

Overseas 

(C.A . P .) Short Long D 

Type 1 (36.4 54 . 5) (18.1) 

Type 2 ( 4 7. 2 40.0) ( 7.2) 

Type 3 (16.4 5. 5) (J0.9) 

Contrast of Time Horizon across New Zealand Owned 

Over se as Owned 

61. 

a) Little significant difference was found to ex ist in the 

proportionate distribut1on of competitive strategies fo r 

the short term t ime horizon across the country of 

O\vncrsh i p parame t er . 

Short Term 

(C.A.P.) New Zealand Overseas d 

Type 1 (29.6 36.4) ( 6 . 8) 

Type 2 (44 . 3 47 . 2) ( 2. 9) 

Type 3 (26.1 16.4) ( 9. 7) 

b) Sign1ficant differences were fo und t o exis t in the 

proportionate distribution of competitive strategies for 

the Long Term time hori zon across the Country of Owner

sh ip parameter. 

(C .J\. P . ) 

Type 1 

Type 2 

Type 3 

Long Term 

New Zealand 

(32.4 

(48.8 

(18.8 

Overseas d 

54.5) (22.1) 

40 . 0) ( 8. 8) 

5.5) (13.3) 

i) As a long term s trategy, 1 in 3 New Zeala nd owned 

companies and by contrast 1 in 2 Overseas owne:icompanies 

espouse a Type One Policy. 



ii.) In te rms of contrasted extremes a Type 1 strategy is 

twice as likely to be represented as a t y pe 3 strategy 

in a New Zealand owned company with a ratio of 10 to 1 

for the same contrast for overseas owned companies . 

62. 

Cu ltural difference effects are strong on the Country of 

O\\'ners hi p <lime ns i.on. Nev; Zealand ow ned companies t cficl to 

keep to minimal l evels any shif t in their competitive 

postures over time. Such persistence may be seen as ref l ect

ing both conservat i s m in the New Zea land manager but 

a <lditi ona ll y more s table and consistent futures in th e 

>Jew Zealand busines s environment; ex isting postures are 

established postures with permanent and durable value - a 

competitive hierarchy has been established and the pr o

portional representation in each will remain a t roughly 

equal levels over an ex tended time period . 

Tn the cnse of overseas owned compa ni es however Type One 

stra t egics arc seen as th e long term objective with a 

pn ral lel falloff in both Type One and Two formats . The 

competitive cha l lenge promotes strong shif~ towards a highly 

competitive posture even for companies presently engaged in 

su rvival or holding operations (16.4 % decl ining to 5 .5 %). 

Such anticipated competitive posture change over time wo uld 

b e consist ent with non-indigenous new entrants to the 

~cw ZenlanJ market seeking to estab li sh , at more aggre ssively 

compe ti tive levels, their own hierarchy of competitive 

pos tures. 

When New Zealand and Overseas Executives arc contrasted 

little difference e merges in their short run positions. The 

marginally more aggressive posture for the Overseas i n the 

short term enlarges to a clearly expressed preference for 

dominance in the long term. 22 ,1 % more of overseas than 

New Zealand bo rn strive as an established policy for the 

number on e position. 
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01\'NER_Sl llP (CONTROL) EfFECTS ON COMl-'ETITI\!12 POSTURF. 

An eva luation ~as made of the influence of controlling 

ownership by a company ' s execut ive on the choice of com 

petitive s tra tegy across the (Shor t-Long ) Term time horizon. 

Table (25) analyses the overall ownership pattern: 

Chief Execut ive ComEany Ownership/Control 

Degree of Degree of 
Ownership Control 

N ~ >J % 0 

Sole 13 2. 9 ~ 75 16.9 

Part 214 48.2 0 152 34 . 2 

\one 217 48 . 9 217 48 . 9 

444 100.0 444 100 . 0 

Table (25) 

i ) l Jn 6 of the Chief Executives in the tota l sampJe own 

or p:trtJy own and control the company they manage. 

i i ) 1 Ln 3 of Chie f 12xccutives \\' h 0 have a form of owner-

ship (whole or part) control the compony they mnnage . 

iii) 1 in 2 of Chief Executives have a share (~hole or part) 

i n the company they manage . 

Table (26) further breaks down the gross figures for 

execut ive contro l by Competitive Postures . 

Chic[ Executive 

ControJ Non-Control 

(N 75) (N : 369) 

C.A.P . Short Term Long Term Short Term Long Tenn 

N % N % N % N 0 ·o 

Type 1 17 22 . 7 19 25 .3 126 34.1 151 40 .9 

Type 2 31 41.3 32 42 . 7 174 47. 2 180 48 .8 

Type 3 27 36.0 24 32 .0 69 18.7 38 10.3 

75 100 .0 75 100 .0 369 100.0 369 100.0 

Table (26) 



Rcsul ts 

a) • o sJgnificant differences were found within the two 

separate ownership categories (control/non-controJ) 

across the (S hort-Long) Term time horizon . 

Control Non-Control 
(C.A.P . ) Sho1 t I Long d Short I Long cl 

T)'PC 1 (22 . 7 25. 3) 2.6 (34.1 40 . 9) 6.8 
Tyyic 2 ( 41. 3 42. 7) 1. 4 (47 .2 48.8) 1. 6 
1'y11e 3 (36 .0 32 . 0 4.0 (18. 7 JO . 3) 8.4 

b) Significant differences were found to exist between 

the two ownership categories fo r both the Short and 

Long Te rm time horizons. 

Sho rt Term Long Te rm 
(C .A.P .) Control I Non-Control d Control I Non-Control d 

Type 1 (22 . 7 - 34 . l) 11. 4 (25 .3 - 40 . 9) 15. (, 

Tn)e ) ( 41. 3 - 4 7. 2) 5.9 (42 .7 - 48. 8) 6.1 
Type 3 (36.0 18. 7) 17.4 (32 . 0 10. 3) 21. 7 

Por ho th the Short and the Long Term the 'Number One 

Position' choice of compe titive postures ten<ls to be prac

tis ed mo r e freq uently by companies not subject to the 

determining contro l func tion of thei r Chief Execu t]v es ; 
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this <lifference tends to increa se over the long term (11.4% 

ri s ing to 1S.6 °o) . Conversely it 11wy be viewed from the 

alternative perspective: from this position compan i es whose 

Chief Executives have an effective company control that 

parallel s their ownership tend to endorse as both a short 

and l ong t erm strategy the survival option - (type 3). This 

endorsement also increa ses over the long term (17.4~ rising 

to 21. 7%) . 

Analysis 

Elsewhere in the research ( *) relationships betwee n property 

and conservatism suggest that higher level of conservatism 

seem to be identified with the acquisi t ion and control over 

organistion prop er t y; additionally, the LOWc 

* Sec page 100 



executive shows a preference for Type 1 as con trasted with 

Type 3 postures - in contrast with the HIGHc executive . 

65 . 

The results on t he Executive Control/Non-Control dimension 

above appear to enhance both these findings . As persona l 

commitment and involvement increase beyond the level of the 

job/the task of executive leadership and especially where 

this is manifested in property ownership con trol ter~s the 

more r eserved or cautious are the compe titive strategies 

adopted. This disc rimination holds over time an d indicates 

that the value is established and persistent . 



C0\1PANY TY PE 

Va r iations in competitive posture were tested across the 

dimension of Pub lic/Pr i va te ownership type s . Table ~7 )below 

Co m_Eanl Tn~e Effects on Com_eetitive Pos ture 

Com_Eanl Type 

Public Pri va tc. 
(N 233) (N 212) 

(C . A.P . ) Short Te rm Long Term Short Term Long Term 
N % N % N % N % 

Type 1 62 26 .6 70 30.0 79 37 . 3 100 47 . 2 

Type 2 102 43 .8 109 46.8 103 48.6 102 48 . 1 

Type 3 69 29 . 6 54 23.2 30 14 . 1 10 4.7 

233 100 .0 233 100 . 0 21 2 100 . 0 212 100.0 

Results Tab l e (2 7 ) 

a) No significant di fferences were fo und to exist wi t hin 

the t wo sepa r a te company type categorjes ac r oss t he 

(Sho rt - Long) Term time horizon. 

Publi c Private 

(C.A . P. ) Short Long d Sho rt Long d 

Type 1 (26 . 6 - 30 . 0) 3.4 (37 . 3 - 47 . 2) 9.9 

Type 2 ( 4 3. 8 - 4 6. 8) 3.0 ( 48.6 - 4 8 . 1) . s 
Type 3 (29. 6 2 3. 2) 6 . 6 (14 .1 4.7) 9 . 4 

b) Si gnificant differ ences were found to exist be t ween t he 

two company type categori es for both t he Shor t and Long 

Te rm t ime hori zons. 

Short Term Long Term 

(C . A.P.) Public Privat e d Publi c Private d 

Type 1 (26 . 6 - 37 . 3) 10.7 (30.0 47 . 2) 17 . 2 

Type 2 ( 4 3 . 8 48.6) 4 .8 ( 46 . 8 48. 1) 1. 3 

Type 3 (29 .6 14.1) 15 . s ( 23. 2 4. 7) 18.5 
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In the case of both time terms Priva tely as contr as t ed wit h 

Puhlically own e d and controlled companies tend to favour 

the 'Number One Position' as a competitive strategy; 10.7% 

in the short term rising to 17.2 % in the long. The employ

ment of the Type 2 strategy is proportionately almos t equa l 

for both ownership t ypes for both time horizons (a rang e 

of 43 . 8 % to 48 . 6%). 

Conversely t he allocation of Public company p refer ences 

does not merely reflect the opposi t e si tuatio n f ro m that 

o f the Pr ivate ; in thi s case the distribution of strategy 

choices be t ween t ype 1 and type 3 compe t i t ive postures is 

more nearly in equal proportions. Thi s contrast s with the 

behaviour o f Priva t e fi r ms and is more clearly represented 

in ratio form. 

Analysi s 

Ratios 

Competitive Posture 

Type 1 : Type 3 

Type 1 Type 3 

Short Term 

Public Private 

. 9 : 1 2 . 6: 1 

Long Term 

1. 3: 1 10,0:1 

Th i s appears to repres ent a contradictory finding in the 

r es earch; resu lt s elsewhere (*) jndicate that Publica ll y 

owned companies tend to be more pro-active and more 
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innovatively inclined . It does seem however that th e quest-

io n of public accountability constrains the optimism in 

strategy selection and results in a wider range of judgement 

choices - private companies, perhaps because their sp r ead 

of ownership is smaller or be c ause they lack the oversight 

brought about by public exposure tend more towards optimism 

and so focus their optio ns primarily on Type 1 and Type 2 

possibilities. 

(*) See page 81 Table (36) 



COMPETITIVE PRESSURE 

It was anticipated that the competitive attitudes employed 

by a compan y in its approach to a range of e nvironm e ntal 

competitive press ures would be reflected jn th e strategies 

chosen to cope with or exploit opportuni te s or ba r riers 

within this range. The range of compe t itive posture 

strategies was eva luated for differences betwe en high and 

low competitive influences from the environme nt Table (28) . 

Competitive Pr essu re Effects on Competi tive _ _i~?_!U~~~ 

Competi ti V~!:._~_~_?__'.:!_re 

Low High 
c ' T . ~ 5 2) (N : 12 0) 

(C.A .P . ) Short Term Long Term Short Term Long Term 

N 0 :'1 0 N % N 0, 
0 u 0 

Type 1 24 46 . 2 25 48.l 31 25 . 8 35 29.2 

Type 2 13 2 5. 0 16 30.8 61 50.8 71 59.2 

Type 3 15 28 .8 11 21. 1 28 23 .4 14 11.6 
--- ---

52 100 . 0 52 100.0 120 100.0 120 100.0 
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Table ( 28) 

Results 

a ) No significant difference was found in the employment 

of competitive strategies across the (Short-Long) 

Term time hori zo n for either a low or a high pressure 

competitive environment. Strategies adapted to 

environmental pressure tend to be carried forward as 

permanent characteristics. 

Competitive Pressure Effects: 

Differences over Time within Pressure Group 

Low (Pressure) lligh (Pressure) 

(C . A.P.) Short Long d Short Long d 

Type 1 ( 4 6 . 2 4 8. 1) 1. 9 (25,8 2 9. 2) 3.4 

Type 2 (25 . 0 30. 8) 5. 8 (50,8 59. 2) 8.4 

Type 3 ( 28. 8 21. 1) 7 . 7 (23.4 11. 6) 11. 8 

Table ( 29 ) 
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b) Significant dif fe r e nces were fo und to exist in t h e 

proportionate distribution of competitive strategies 

for companies operating in Low as contrasted with 

Hi gh pressure competitive environments . 

(C . A. P.) 

Type 1 

Type 2 

Type 3 

~~mpetitive Pressure Effects : 

.!]_~ff~ r ences in Pr ess ure within Time Groups 

Short Term Long Term 

Low II i gh d Low l!igh 

( 46. 2 25 . 8) 20 . 4 ( 4 8. l 2 9. 2) 

( 2 5. 0 50 . 8) 25.8 (30.8 5 9 . 2) 

(28.8 23 .4) 5 . 4 ( 21. 1 11. 6) 

d 

18.9 

28 . 4 

9.5 

Tab 1 e (JO) 

Within th e particular pressure environment in which firms 

arc operating, companies arc consistent in their choice 

orJcr ing of competitive postures ac ross time. 

The Low to High competitive pressure differential has the 

result however of shifting companies out of highly comp e ti

tive postures towards tho se of l esser st rength . 

Very di ffere nt profil es are adopted across the difference 

of pres s ure dimension - companies faced by Low competitive 

pressure are enco uraged to move to achieve dominance in the 

market either by design or default. It is possible that 

low competitive pressure results not only from a gene ral 

lack of overall industry aggression but also from a straight 

absence of any such competitors. The adjustment in the 

relative Jistributions of strategies is important; as 

pressure increases in the Short Term Type 1 strategies 

decline and the major percentage of the shift is absorbed 

hy the Type 2 option (25.8 %), Type 3 strategy numbers change 

little (5 . 4%) . In the long term this trend is even more 

exaggerated; here the tendency is to also optimize on Type 

2 - 59.2 % of all companies chose this as their long term 

high pressure option. 



COMl'ANY SIZE 

Company Size was evaluated for its effect on choice of 

competitive stra t egies; results outlined below. 

Results 

Competitive 

Posture 

N 
First 34 

Second 44 

Third 26 

104 

Company Size and Competitive Posture 

Company Size 

(Employee Numbers) 

0 - 100 1001 - 5000 

Short Long Short Long 
% N % N % N % 

32 .6 39 37.5 16 46.3 20 58.5 
42.0 46 44.1 16 46.3 14 41. 5 
25 .4 19 18.4 2 7.4 

-- ---
100 .0 104 100 .0 34 100. 0 34 100.0 
-- Table (31) 

a) Short and Long term postures vary little across the time 

dimension for both small and large sized companies. Su ch 
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variance that does exis t is greater for large as con t rasted 

with sma11 sized firms. 

100 1000 

First 4 . 9 12.2 

Second 2 . 1 4 . 8 

Third 7. 0 7.4 

b) Significant differences exist as between Small and Large 

size d firms in their choice of competitive posture for 

both th e short and the long term . 

Analysis 

Short 

100 - 1000 
(d) 

First 13.7 

Second 4.3 

Third 18.0 

Long 

100-1000 
(d) 
21.0 

2.6 

18 .4 

Company size has a clear relationship with competitive strategies. 

Company size may be viewed as the resul t of deliberate growt h 

related choices and the adoption of strategies designed to 

attain them. Companies that choose to grow and expand must 

se l ect for tho se strategies t hat will facilitate such choices 



anrl which best embody the guiding parameters of org a ni s a 

tional motiv a tion; the results of any such successful 

71. 

growt h being r eflec ted in part in increased employee numbers . 

The majority stress in such choic e highlights the growth of 

Typ e 1 strategy choices a nd decline of Typ e 3. The Type 3 

format is almost non-existent for la rg e s i ze d firms where-

as for the sm:iller firm b e tw ee n one in four or five deploy 

it; Type 2 util ization remains in the 41 - 46 % range across 

time and across company size . Type 1 s tr ateg ies appear to 

be chosen by compa nies movi ng away f rom a mai n t enance or 

ho lding posi tion and r ep res e nt a driv e for dominance and 

control in th eir pros pective f uture s . Althoug h i t is 

impossihle to dete rmin e from th e present da t a it is probabl e 

that Type 3 sip hon s into Type 2 and Type 2 into Type 1, 



Chapter Four 

--------·---

That no significan t difference exists in the policies of 

companies grouped by the level of their Chief Execut ive 

conservatism (high, low) towards Innovation for hot~ the 

Shor t and th e Long Term. 
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Respondents were offered a choice between two po lar 

positions that would define their overall company policy on 

innovation. Either as a point of management practi ce did 

their company -

One 'Attempt to be the firs t to try to implement a 

prom1s1ng but mainly unproven idea, technique or 

process '. Or did they, 

T~o ' Prefer t o wait and adopt proven and established 

i<l eas, tcch niquPs or processes' . 

Responses were qua ntified on a frequency of practice scale 

from ::ill through to no occasions. The 2 x 2 matrix table 

below specifics the four relation sets of interest within 

the dat:-i. 

Conservatism of Chief Exe cutives 

Management Practice 

'First to do' 

'Prefer to wait' 

Testable Relationships 

Level 

Low l!igh 

a 

c 

b 

d 

{a/b ) Contrasts the difference on the 'first to try' 

option in management practice between companies 

categorised hy their Chief Executives conservatism. 



{ c/ d} 

{a/c } 

{b/d } 

Resul t s 

Contrasts the di ffere nce on th e ' prefe r to wait ' 

option in ma nageme nt practice b e tw een co mp ani e s 

categorised by their Chief Execu tiv es conservati sm . 

Com panies whose Chief Exec utiv es a r e LOWc are 

con tr asted o n th eir choice of 'firs t t o do' and 

' p r e f e r t o \\I a i t ' op t i o n s i n ma n a g em en t pr a c t i s e . 

Companies whose Chi ef Execut ives a re HIGHc are 

contr as ted on their choice of 'first to do ' and 

' prefer to wai t' opt io ns in manag ement pract ice . 
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Table (32) details the r e l a tive distributions of r espo nda nt 

c hoices. 

Distribution of Choice on Management Practice 

M::inagcmcn t Practice Degree of Conservatism 

Low l!igh 

(>J 49) (>J 43) 
0 % " 

first to do 30.0 21. 4 

Prefer to wait 20 . 8 53 . 6 

Mjxcd strategy 49 . 2 25 . 0 
--

100. 0 100.0 

{a/b } {30 . 0 - 21. 4} d = 8 .6 

{c/d} {20.8 - 53.6} d = 32 .8 

{a/c} {30.0 - 20 . 8} d = 9 . 2 

(b/d} {21. 4 - 53.6} d = 32 . 2 

Table ( 32 ) 

Findings 

The fo llowing significant differences were found to exist: 

1 {c/ d} Relationship 

Wit h r es pect to th e ' prefer to wai t' option 1n ma nagement 

innovation practice, compani e s whose Chief Exe cutives are 

HIGHc favour such a policy on a proportionat e l y more 



frequent basis than those LOWc. 

20.8% of LOWc Chief Executives favour a 1pre{er to wai t ' 

practice, 

53. 8~; of HIGHc Chief Executives favour a 'prefer to wait ' 

practice. 

(A differ ence of 32,8%) 

2 {b /d } Relationship 

Companies whose Chief Executives are I-IIGHc favour a 'prefer 

to wait' over a ' f irst t o do ' management practice on all or 

most occasions. 

21. 4~ of I-!ICl!c Chi.cf Execut.ives favou r a 'first to do' 

prac tic e . 

53 .6 ';, o[ l!IGHc Chief Executives favour a 'pref er to wait ' 

prac ti ce . 

(A difference of 32 . 2%) 

~luch smaller differences were found to exist between I-I IG Hc 

anJ LOWc groupings fo r the ' first to do' practice and 

between the two forms of management practice for those 

Chief Executives LOWc . 

3 {a/b } Relationship 

74 . 

30 ~ of LOWc Chief Executives favour a 'first to do' practice. 

2 1. 4 ~ of f!TGf!c Chief Executives favour a ' first to do' 

practice . 

(A difference of 8.6%) 

4 {a/ c} B_~~tionship 

30.0 % of LOWc Chief Executives favo ur a 'first to do' 

managcmen t prac t.ice. 

20.8 ~ of LOWc Chief Executives favo ur a 'prefer to wait' 

management practice. 

(A difference of 9.2%) 



:\nalvsis 

n) ffl Gllc execut ives di scr iminate more clearly between 

th e tw o op ti ons in manageme nt than t hose LOWc . Th e 

small o rders o f difference in choice for LOWc Chief 

Executives as betweC'n the First t o <lo and Pr efer to 

wait options , (9 . 2% i n Cavour of proactive philoso

phies) , s hift with increasing l evels of conservatism 

into a status quo/reactive posture wh er e Prefe r to 

w a i t out'" e i g ht s Fi r s t to do as th c mos t fa vou r c d 

pos ition by 32 . 2%. 
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b) The degree of di sc rimina ti on in t he c hoice of manage 

men t practjce is more diffused and less cl ea rl y 

expressed wi t h LOWc Chief Executives than those th at 

a re HI GI I c . /\. c 1 ea r maj o rity of 5 3 . 6 % o [ I II GI I c 

exec ut ives employ n ' Pr e[cr to wait' practice where

as an almost mJjority of LO\vc Chief Executives f avour 

n mixed strategy ( 49 . 2%) . 

The findings would seem to confi r m a hi gher s tatus acco rded 

hy the LOWc Chief [xecutive t o p roac t ive exploratory 

behaviou r; both as a s ingular tec hn ique (30 . 0%) and in 

a lt erna t ing combinati on with the mo r e conservative strategy 

( ~9.2 ~) . A tot a l of (79 .2 %) of a ll LOWc Chief Execu tives 

emp l oy this dimension in th eir s trat eg ics as contr asted with 

(46 .4 %) of th ose JIIGl!c-a difference of (32.8%) . The hi gh 

percentage of mixed s trategy points to a greater willing

ness on the part of LOWc Chief Exe cutive s t o shift alter

natives from one mode to another - an indication of a con

t r ol over processes and t echniques to serve innova tor ends 

wi thou t allowing them to dominat e and as s um e indep e nd ent 

ex i s t e nce . Mode s witching ability would also enhance a 

compa ny ' s capacity to adjust t o environmental pressure fo r 

change; t his mixed-mode may well combine th e be s t t ype of 

survival st rategy of all by allowing an organisation to he 

bot h f l exible and conti nuous in its organis a tional growt h 

philosophies. Suppo rt also comes from th ese findings for th e 

cont enti on that a ne ed ex ists fo r formality and def inition 



in the environment and the s ub sequent handling of deriva

tive effects on the company, for executives poss essed of 

H [Gil orders of conservatism. formality and the presence 

of an articulated poli.cy indicates an accepted ne ed to 

r educe uncertainty through the assignment of organisational 

energies to prep:1rcdness an<l protective inves tments and 

designs. 

Other variable re lationshi.ps were tc s tcJ in orde r to deter

mine significant contributions to the differential ln 

innovation postures existing between HIGH and LON conser

vatism levels. 

CH l E F EXE CUTI VC AGE 

76. 

The positive correlation between increasing age and increas

ing conservatism tested out across the innovation s trate gy 

d1mensio11. The two extremes of the age rang e were taken 

(:'>l-4e) anJ (61+) and correlated with innovat ive postures, 

l'<rn1e (33). 

Chief Executive Age l:ffccts on Innon1tion Posture 

Innovative (31 - 40) years (61 +) years 
Pos ture 

N o .. N % ·o 

First to do 7? - ,_ 26 . 8 6 18. 8 

Prefer to wait 24 29.3 19 59.3 

Mi:>-.etl 36 43.9 7 21. 9 
--

82 100. 0 32 100.0 

Table(33) 

Results 

1 With increase in Chief Executive a ge there is signi

ficant increase in the use of the 'Prefer to wait' 

dimension of Management Strategy. 

(29.3% increasing to a clear majority of 59.3% - a 

difference of 30%). 



2 The use-di stribution of the strategles is both more 

d i f f us e :111 d e v en l y a 11 o ca t c d i n t he 31 - 4 0 y ear o 1 d s 

than those who are 60 years and over . A greater 

polarisation is evident in the older group, wi th most 

of this focusslng of choice derived from a reduction 

of the mixed stra tegy option by 22 %, and n fur ther 8% 

contributed from the decline in use of the ' first to 

do' option. 

In summa r y , 2 in 3 of young Chief Executives prefer a 

stralght o r mixed proactive management strategy in contrast 

with 1 in 2 of those Chief Exccutlves in the older age 

bracket . 

Ana l ys i s 

It is hard to escape the conclusion that a major contr i bu

tory f;.ictor to the I.O\\'/IIIGll conservatism dichotomy over 

innovation practice derives from the accumulating influence 

of Chief Executive age on their level s of conservatism, and 

hence in turn to the type of st r otcgy which best fits this 

changing make up. 

A total of 70 . 7% of younger Chief Executives favour 

exp l orato ry behaviour as either a permanent or occas ional 

policy in contrast with 40.7 % of the older executives - a 

drop over the age range of 30 . 0% . This compares with the 

32.8% drop across the conservatism dimension itself. 

First to do and Mlxed 

First to do and Mixed 

Low C 

79.2% 

(31 - 40) yrs 

70 . 7% 

CHIEF EXECUTIVE COUNTRY OF BIRTll 

Hlgh C 
46. 4 96 

(60 +)yrs 

40 . 7% 

d 

32 . 8% 

30 . 0% 

The cross cultural dimension was examined through a cross 

tabul ation of the Chief Executives Country of Bir th with 

innovation strategics. Table (34) 

77 . 



Chief Executive (Country of Birth) 

Effect on Innovation Posture 

Innovation 
Posture 

Fir s t to do 

Pref er to wait 

~lixe<l 

Country of Chief Executive Birth 

New Zeal and Other 

N % N % 

99 30.9 20 25 . 6 

130 40.7 35 44 . 8 

91 28 . 4 23 29 .6 
·- -

320 100.0 78 100. 0 
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Table (34) 

Resu l ts 

Sim il ar , relatively-related , choice of s trategy profiles 

were found to exist betwe en th e Chief Executive groups ; 

o n c p r op o r t i o 11 a t e d i ff e r e n c e '"a s .i den t i f i e d i n th c a c t u a 1 

weigh tings however , as be tw een 'Firs t to do' and ' Prefer to 

\v<ti t' fo r the two groups . 

The gap be tw ee n 'first to do ' and ' Pr efer to wa it' is greater 

Lat double the r ate) for Other born than for New Zealand 

born. 

Analysis 

New Zealand 

Other 

(40.7 - 30 .9 = 9. 8%) 

(44.8 - 25 . 6 =19 . 2%) 

The proportjonate l y higher degree of polarity be twe en the 

two opt ions for Other in con tr ast to the New Zea land born 

may origi nate in the nature of the companies they are 

charged to manage - Oth e r born are be tt er repres ented in 

Pub li c companies which t end to sp r ead their options mor e 

even ly for competi tive purposes . The tendency towards an 

appa r en tly more conservative stance may s t em not only from 

conserva tism in th e r esp ondent but from the structural 

characteri s tics of the co mpani es they manage. In conjunc

tio n with thi s, differences arising within the Chie f 

Exe cutive cross-cultural dimension may contributarily modi fy 

the structural influence in it s turn. Th e Other Born Chief 



Execu tives as a group are better represented in the LOWc 

category in contras t to th e New Zea land Born: 

9) . 

(S e e table 

Whilst New Zealand born Chief Executives are balanced in 

th eir LOWc/HIGHc representa tion th e LOWc representation o f 

the Oth er Bo rn outweighs the HIGHc by 4 : l; the dominanc e 

of th e Other Born sample by one conservatism grou p ing may 

exagge rat e th e gap be t wee n the two ma in choice po s tures. 

In t hi s instance however, i t co uld be expected t ha t this 

would lead to excessive support for the ' First to do ' 

op ti on; the r eve r se is more the case . The allocation gap 

i s wider (19 . 2%) but not in the expec t ed dir ec t ion; 

influ ence of th e organ isationa l/ s tructural const raints 

could be the modifying agen t. 

CO~ ll1ANY SI ZE 

To varied exten t s company size, measured by the number of 

employees, is an indication and reflection of human and 

other skill resource and capacities and t he larger the 

organisation th e l a r ge r th ese resources and the greater its 

autonomy in dealings with the envi ronment. To measure this 

environmental independenc e Compa ny size was correlated with 

innovation posture stra t eg i es Tabl e (35) . 

Company Si ze Effects on Innovation Posture 

Size of Company 

Innovation Small Large 
Posture (0 100) (1001 +) 

N % N % 

Fir st to do 31 29 . 8 8 23.5 

Pref er to wait 58 55 . 8 10 29 . 4 

Mixed 15 14 . 4 16 47 . 1 

104 100.0 34 100.0 Table (35) 

Results 

a) A greater discrimination exists for small as oppo se d 

to large companies in th e adoption of a 'firs t to do' 
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as opposed to a ' prefer to wait ' strategy . 

Small 

Large 

(55.8 

(29 . 4 

29 . 8 = 26 . 0%) 

23.5= 5.9%) 

b) The clear majority of small companies favour a 

' Prefer to wait' management strategy in contrast to 

large companies which express a preference for 

strategies of a mixed t ype, 55 . 8% con t ras t ed with 

2 9. 4 % • 

c) A total of 44.2% of small companies favour a 'first 

to do' as a permanent or occasional policy in 

contrast with 70 . 6% of large size companies - a 

difference of 26 . 4%. 

d) A greater preference exis ts in the larger companies 

for mixed strategies; 47.1 % for large as compared 

with 14 .4% for small. A difference of 32.7%. 

Analysis 

Size of companies is s ignificantly rel ated to the strate

gies employed on the proactive-reactive horizon of growth 

options . The larger the company the greater the facility 

that exists to both employ and deploy strat e gies that best 

suit a varying environment. Where resource depth may be 

s hallow, and resource t ypes are typically homogenous as in 

the case of small companies, the figures support the con

tention that preservation and protection would emerge as 

the dominant type of development strategy . At 29.8% and 

23 . 5% both small and large companies are approximately 

equal in their use of the proactive 'first t o do' dimension 

as a full time development option; increase in company 

size results not in simple increase in this option but 

rather an expansion of the best fit parameters which allows 

the luxury of choice unavailable to the smaller companies . 
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COMPANY TYPE 

The decision to change a company's status from private to 

public is generally prefixed by the decision (single or 

joint) to seek growth and development f unds unable to be 

gene rated solely from internal resources . Su ch a s t ep 

opens up a company to the fluc tuations of finance markets 

which conditions a minimum need to match the effor ts · of 

the principle competitor(s) for such r esou rces and to 

appear as a desirable growth choice. The Public /Priva te 

dimension of or ganisational proprietorial type was evalu 

ated for evidence of any effect this would have on innova

tion postures. Table ( 36). 

Company Type Effects on Innovation Posture 

Company Type 

Innovation Public Private 
Posture 

N 0, N % 'v 

First to do 75 37.1 43 22 . 3 

Pref er to wait 84 41. 6 81 42.0 

~lixcd 43 21. 3 69 35 . 7 
--

202 100 . 0 193 100 . 0 

Table ( 36 ) 

Results 

Overall, public companies tend to emp loy th e 'first to do' 

dimension of management innovation practice on a moderate

ly more frequent ba sis than pri vat e company organisations 

(37.1% contrasted with 22 . 3%) . Both assign effectively 

the same weight of choice to the ' prefer to wait' option 

(42%) but the allocation of the balance di ffers - th e 

Public company places more stress on the pursuit of an 

established a nd continuous ' fi r st to do' strategy whilst 

private organisations weigh more in favour of a mixed 

tactic . 
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Analysis 

A motivation for enlarged growth opportunities carries an 

organisation forward into th e public ma rke t place - the 

s.::ime motivation finds expression in the drive of the 

company to keep to and hol d any enhanced options that it 

manages to come by . To genera t e and hold th e initiative 

on s uch op t io ns would require a company to maintain ·a 

momentum and keep pa ce with the fron trunners in innovating 

change . Additionally , the larger the company the grea ter 

the chance that resources are being genera ted that are 

available for Research and Development budge ts. Since 

Public companies t end to fal l within the large company 

category it may be that part of their ' First to Do' 

moment um sterns from the avai l abilit y of just such funds. 

COUNTRY OF OWNERSHIP 

A dimension of cross-c u ltural effects , outside that of th e 

execut ives own demogra ph y , lies in the policy shapi ng 

influence of prop rietorship determined by its principle 

country of or1g1n . The sample of firms whose ownership 

lay wholly in either New Zea land or outside New Zealand 

were taken and contrasted for any influence such a dich

otomy could possibly possess . Firms with mixed ownership 

patterns were excluded; it was fel t that any cultural 

distinctions would be subject to accommodation and adjust

me nt with any original cultural significance becoming 

blurred and ambi guous. 

Country of Company Ownership Effects on Innovation 

Posture 

Country of Ownership 

Innovation Wholly New Zealand Wholly Overseas 
Posture 

N % N % 

First to do 73 32.7 8 16.3 

Pref er to wait 92 41. 3 21 42. 9 

Mixed 58 26.0 20 40.8 

223 100.0 49 100.0 

Table ( 37) 
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Results 

Again, as above for the variable Company Types, the 'prefer 

to wait ' mana geme nt op tio11 is equally sub s cr ibed to by both 

owners hip cultures. It was f ound how ever th at appro x imat e 

ly double th e percentage of New Zea l and companies support 

a 'firs t to <l o 1 policy i n contrast with th e wholly over-

seas owned ; 32.7% contrasted with 16.3%. Alte r na ti~ e ly, 

thi s disti11 cti on may be view ed as an i ncr eased emphasis 

placed by ov e rsea s owned compa11ies on the dep loyment of 

mixed options. 

Ana l ysis 

A suggested reaso n for such a dis c r epa ncy may lie in th e 

organisat i ona l cohesion and security of a f ull y localise d 

ownership and hen ce ti ghter and more immediate infl ue nce 

over environmental c hange even t s; that the c los er company 

control is located to organisat ional activi t y the greater 

the po t en t ial that exis t s for innovative and explor a tory 

behaviour . 

Alterna tively, the development and on-going preference for 

a mixed-strategy option could reflect a level of organisa

tional sophis tic a tion th a t i s expr essed in a high value 

being assigned to flexibility as a compa ny s urvival 

characteristic ; such a policy being based on experience 

derived from a wider spe ctrum of activi t y exper i ence over-

seas. 

It is also to he expect ed that th e fore i gn own ed op e rator 

wo uld be less i nclined to invest in growth th a t required 

pion eering cf fo rt an<l which demanded the maintenance of 

such a drive as the permanent growth strat egy . Much of the 

'first to do ' role may have been already carried out by a 

home off ice or other branch effort overseas and execution 

in New Zeal a nd represents the administration of prior 

experience and learning gained elsewhere other than 

New Zealand. 
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CO~IPET IT I VE PRESS URE A\D POSTURE 

T~o aspects of competition in the surrounding environment 

were considered in their relationship to innovation 

strategics : 

i ) The effec ts of varying levels of competitiv e pressure 

on the growt h paths of a company. Table (38) . 

i i) The corr e l at ive relationships between competitjve 

postures of companies on the one hand and their 

postures with regard to innovation on the other. 
Table ( 39) . 

Competitive Press ure Effects on Innovation Posture 

Pressure 
r 1mova t ion Low High 
Posture 

~ 0 N % i> 

First to do 19 40 . 4 29 28 . 4 

Prefer to wnit 21 44.7 48 47.1 

~Ii xccl 7 14 . 9 25 24.5 
--

47 100. 0 102 100.0 
--

Table (38) 

Innovation 
Posture 

First to <lo 

Competitive Posture Effects on Innovation Posture 

Competjtive Posture Type 

(Short (S) an<l Long (L) Tenn) 

First Second 
s L s L 

N N % N 0. N % N % N ·o 

(119) .)9 31. 0 46 29 . 7 69 37 .1 64 34.2 11 

Third 
s 

% 

12.6 

N 

9 

Pref er to ( 165) 47 37.3 59 38.1 71 38.2 76 40 . 7 47 54 . 0 30 
wait 

Mixed (115) 40 31. 7 so 32 . 2 46 24.7 47 25 . 1 29 33 . 4 18 
----

L 

% 

15.8 

52 .6 

31.6 

126 100.0 155 100.0 186 100.0 187 100.0 87 100.0 57 100.0 
------ - ---

Table (39) 

Results {Competitive Pressure Effects ) 

a) A s ma ll but significant percentage difference was 

found to exist in the use of the 'first to do ' 



management strategy on innovation - 40.4% of com

panies operating in LOW pressure competitive envi ron

ments employed this option as contrasted with 28 . 4% 

of companies operating in f!IGH pressure circumstance. 

Alternativ e ly it may be viewed as an increase in the 

use of mixed s trategies as we move from companies 

that operate in LOW pressure as compared with HIGH 
pressure environments . The Ratio of use of 'First 

to do' to 'Mixed strategy is (2.7 : 1) for companies 

operating in LOW pressure environments compared with 

(1. 2 : 1) for IIIGH pre s sure situations . 

b ) Companies operating in LOW competitive pressure 

environments are distributed almost equally in their 

use o[ the two strategies; as pressures in the com

petitive environment increas e th i s allocation of 

strategie s shifts significantly . 

First to do 

Prefer to wait 

Ratio 

d 

LOW 

40. 4 

44.7 

4. 3% 

(1 : 1) 

<l 

1-IIG! 

28.4 

47.1 

18. n 

(1 : 1. 7) 

Companies operating in environments of HIGH competitive 

pressure are likely to employ the ' prefer to wait' dimension 

o[ strategic choice a one-half to two-thirds more frequently 

than companies operating in LOW competitive environments . 

Analysis 
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The simplest explanation for the results above could lie in 

the fact that in a quantitative sense as competitive pressure 

declines so do the actual numbers of competitors and so the 

chances that you are, automatically and inevitab e (at zero 

competitor levels), the ' first to do' increases. Such an 

analysis could be extended to include the proposition that 

at the start or ' firs t to do' stage of any growth change 



competitive pressure for that innovation may be low but 

that through competitive imitation pressures rise over 

time for that particular product/technology change. As 

this happens the thrust for a mixed strategy arises to 

deal with the complexities and high risk decision making 

at th ese greate r levels of competitiveness. 

While statistical probability may contribute an element t o 

the explanation the fact that a decline in use of the 

'first to do' is not matched by an equal increase in the 

direct alter na ti ve ' prefer to wait ' option seems to point 

strongly to a qualitative influence at work; such an 

influence appears to select for s trategies able to cope 

with the high level of change event turnovers and the 

increase in individual uniqueness of such events at high 

competitive pressure levels - a further corroboration of 

86 . 

a search for a 'best fit' solution among those companies 

whic h have a tendency towards innovation and modify such 

t endency in response to environmental change. In this 

sense the fact that the 'prefer to wait' allocatio n remains 

near ly constan t (an increase of only 3.4 % from LOW to 

HIGH environment types) indicates that adaptation may be 

closely integrated with innovation; the greater the 

habitual use of hi ghly innovative pos tur es the greater is 

the companies proclivity for adaptation and perhaps sur

vival . 

Results [Competitive Posture Effects) 

a) For firms selecting any of the three Competitive 

attitude posture categories the First (Number One 

Position) the Second (A Major Share) and the Third 

(a Sufficient Share-survival only) no significant 

differences were found to exist in their deployment 

of their Innovation Posture strategies as between 

the short and long terms. For all three levels of 

competitive attitude companies t ended to implement 

their chosen innovation strategy in both the short 

and long term . 



(Since the respondents were asked to make their 

assessmen t s over all or most occasion basis this is 

hardly surp rising ... it does provide corrob oration 

for th e integrity of the data etc . ). 

b) Significant differences were found to exist in the 

deployment of their mano.gement innovation pra·ctice 

across two of the three levels of competitive 

attit ud e ; this occurred whe n moving from comp anies 

who were striving to gain or maintain a s uffic i en t 

share of the available markets that would satisfy 

their need to survive (the Third level) to a situa

tion where companies were seeking to gain a Major 

or Clear Majority share of avai labl e markets ( Fi rst 

a nd Second levels Table (40). The differences (d) 

are expressed in the form of a ran ge fo r each leve l 

as explained below the t able. 

Short Tenn Competi t ive Pasture 

d % Range 

First (1) Second ( 2) Third (3) ( 1-· 3) (2-3) 

31. 0 37 . 1 12.6 (18 .4--+ 24.5) 

37.3 38.2 54.0 (16.7 15. 8) 

31. 7 24 . 7 33 .4 ( 1. 7 --+ 8. 7) 

100 . 0% 100 . 0% 100.0 °6 
---

Long Tenn Competitive Posture 

First (J) Second ( 2) Third (3) ( 1- 3) ( 2-3) 

29 . 7 34 . 2 15. 8 (13 . 9-+ 18.4) 

38.l 40 . 7 52.6 (14.5-+ 11.9) 

32.2 25 .1 31. 6 ( 0. 6 -+ 6. 5) 

100. 0% 100.0% 100.0% 
---

Table (40) 

{31.0 - 12 . 6 = 18 .4 %; 37 .1 - 12.6 = 24.5% : the range of 

difference in the allocation of innovation posture t ypes 

as between the First and Third leve ls of Competit ive 
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Postur e and th e Second and Third l e vels of Competitive 

Posture is (18.4 ~ 24 . 5)} . 

i) As compan ies competitive attitude postures shift 

from the more strongly competitive to the less 

strongly competitive there is a corresponding shift 

from high to low in innovation growth stra t egies. 

ii) The major proportion of this shift in (i) above is 

from the 'first to do' to th e 'pref er to wait' 

dimension of management practice. Any incre ase in 

the employment of mixed strategies is minimal and 

insi gnificant. 

iii) The range of differences are marginally greater for 

the Short as contrasted with the Long Term for each 

of the three innovation posture levels. 

:-\nolys is 

The accur ~icy of the time measure implicit in the measure

ment of innov;ition posture (on all or most occasions con 

tains both the Short and Long Term time elements) is cor

roborated by th e failure of the cross tabulation of this 

research variable with competitive postures (explicitly 

referenc ed by time) to generate any significant differences 

in this dimension . The correlation tends to confirm that 

time judgements (one implicit and the other explicit) have 

been made from a base constant to the research. 

For example , had a respondent indicated that it was his 

company's policy to adopt a 'first to do' management stra

tegy on (all + most) occasions then it could be expected 

that such a response indicates a permanent value of the 

organisation held over time; that this is in fact the case 

(at least within the boundar ies of the research) tends to 

be confirmed by the failure of any sign i ficant differences 

to appear in the time explicit judgement over competitive 

attitudes. 
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First Second Third 

s 
(31. 0 

L d s 
(37 .1 

L d s 
(12 .6 

L d 

29. 7 = • 3%) 34 . 2 = 2. 9%) 15.8 3. 2%) 

INNOVATION J\ND GlANGE POLICIES 

An assessment was made of the presence or absence 0£ com

pnny policies, written or implied, whi ch would guide its 

responses to the innovations and changes introduced by its 

competitors. Conservatives' attitudes are held to be 

associated with both a need to regularise and formalise 

the impacting environment as well as the establishment of 

such attempts at regularization and order keeping in a 

documented, formulated process or system ( 1). The re

search extended to a measure of this dimension . 

Ove rall the gross response fell as follows: 

Tahle (41) analyses the spread of formality of the YES 

response as a % of the total number of respondents. 

Table (42) considers the % spread of formality within the 

YES response itself. 

(1. and C. Policy} Breakdown (Total Survey Sample} 

Yes 

No 

Total 

56.2 = 

43 . 8 

100.0% 

Written 

Fully 4 . 9 

Implied 

16.5 

Partly 6 . 0 25 .2 

10.9% + 41 . 7% + 

Mixed (W&I) 

3. 6 

3. 6% 

Table 
Table 

{I. and C. Policy} Breakdown (YES Res:eonse Onll:} 

( 41) 
(42) 

Written Implied Mixed Totals 

N % N % N % 

Fully 22 (44.9) 74 (39. 6) J 
Partly 27 (55.1) 113 (60.4) 

16 (5. 4) 

100.0 100.0 

89. 

t 
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49 - (19 . 4%) + 187 - ( 7 4 . 2%) + 16 - (5. 4) 252 - (100.0)% 

(1) Rokeach, M. The Open and Closed Mind , Basic Books, Inc., 
N. Y. 1960. 



Results Summarised 

When Table (41) is expressed as ratios of the total sample 

the following proportionate relationships emerge. 

Approx. 1 in 20 of sampled companies possess a fully written policy 
II 1 in 17 " II II a par t ly written policy 

" l in 6 II II II a fully implied p.olicy 
II 1 in 4 II II II a partly implied po l icy 
II 1 in 2 " II II a fonn of policy 

Table ( 43) 

Companies whose Chief Executives were HIGHc would be ex

pected to have prescrib ed company policies which would 

reflect such conservatism, in form and tactic, adapted 

towards environmental change - in this case change in the 

area of product type or competitive s trategies. Conser

vatives would be expected to seek a strategy that would 

allow th em to impose a form of order-on-change by develop

ing preparedness definitions to cope with such events. 

Tables (41, 42) highlight a difference found to exist be

tween companies when ordered on their Chief Executives con

servatism level. 

Overall , 56 .2 % of Chief Executives indicated that their 

company possessed a policy on competitor innovation -

10.9 % Written, 41. 7% Implied and 3.6 % A Mixture of both. 

A breakdown of this response by HIGH/LOW chief executive 

conservatism levels showed that 43.0% of those LOWc con

trasted with 63.0% of thos e on the HIGHc end of the scale 

in possessing a formalised and agreed company strategy 

towards competitor introduced change : a difference of 20%. 

Table (44). 
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Influence of Executive Conservatism on (I.& C.) Policy 

a) YES 

(I.& C.) Policy 
fonnat 

\\lri tten 

ii) Implied 

Fully 

Partly 

Fully 

Partly 

Partly (i) and (ii) 

Total YES 

Total NO 

Analysis 

Level o E Chief Executives Conservatism - ·---

Low lfigh 

3 3 

1 4 

4 (19 . 0) 7 ( 26. 0) 

8 9 

8 8 

16 (76.0) 17 ( 63. 0) 

1 ( 5. 0) 3 (11.0) 

21 (100. 0) ( 43 . 0) 27 (100 . 0) ( 63. 0) 

28 57.0 16 37.0 

49 100.0 43 100. 0 
--

Table (44) 

ThP s upposition that the existence of formal definitions 

of organisation behav io ur options is related ln some 

measure to the level of conservatism of its chief execu 

tives tends to be suppo rted by the results. 

In addition to the overa ll difference of 20% outlined above 

ln policy adoption behaviour between HIGH and LOW execu

tive conservatism levels there is a spread in the Range of 

Formality within each group that l ends f urther s upport to 

the gross measures finding . Th e HIGHc executives tend to 

favour higher levels of formality in the di s tribution of 

the spread i n which the activity definition is adopted and 

implemented than do the LOWc executives - 24 . 0% (19 . 0+S . O) 

of LOWc executives favou r a Fully or Partly Written policy 

strategy on a sing l e or mixed (with a degree of implied 

behaviour) use applica t io n basis l n con t ras t wi t h 37 . 0% . 

(26 . 0+11.0) of HIGHc execut ives; a diffe r ence of 13%. 
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OTHER VARIABLES 

The following variables were t es t ed to es ta blish the 

pr e sence or otherwise of significance relationships hold

ing between the dim ensio n of (I.and C.) policy ad op tion 

and other organisati onal characteristics or procedure pa t 

terns: 

Company ownership (Country of) 

Company type 

COMPANY OWNERSHIP 

(Table 45 ) 

(Tab le 4 7 ) 

Company Ownership Effect on {I . & C.} Policy 

Country of Degree of Total 
Ownership Ownership 

N % N 

Nc\v Zea land Wholly ( 139) 58.9 ( 236) 

Major ( 62) 66 . 7 ( 93) 

Overseas Wholly ( 32) 60 . 4 ( 53) 

Major ( 15) 60 . 0 ( 25) 
--

407 
---

Table (45) 

Neither the country of company ownership nor the strength 

of proprietorship in the direction of such ownership appears 

to influence the degree to which an (I . & C. ) policy is 

maintained. l!owever when c ro ss- t abula t ed with the form i n 

which such policy is maintained significant differences 

appea r ed . 

92. 



{I. & P. }Policy 
Format 

Written Pully 

Partly 

Implied Pully 

Partly 

Mixed 

Results 

Country of Owncrsl:.i£. 

(Wholly owned only) 

New Zealand 

5 ( 35 . 7)( 3.6) 

9 ( 64.3)( 6 . 5) 

(100 . 0) 

14 10.1 % 

78 ( 70.9) ( 56 . 1) 

32 ( 29.1) ( 23 . 0) 

(100.0) 

11 0 79.1% 

15 ( 1 0 . 8) 

139 (100 . 0% 

Overseas 

17 ( 68 .0) ( 53. 1) 

8 ( 32 . 0)( 25.0) 

( J OO . O) 

25 7 8 . 1 % 

4 ( 66 .7 )( 12.5) 

2 ( 33 . 3)( 6 . 3) 

(100 . 0) 

6 18 . 8% 

1 ( 3 . 1) 

32 (100 . 0% 

T<:1b l c (46) 
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Wholly overseas owned companies are approximate l y eight times 

more ljkcly than the wholly New Zealand owned to express a 

( 1. & P.) Policy in a format which is HIGH in formal content 

and which is available for use in a fu ll y or par tly written 

form: 

78.1% of overseas companies compared with 10.1 % of New Zealand 

compan i es - a difference of 68.0% 

Analysis 

As with Country of Company ownership effects on Innovation 

Postures a simil ar explanation of underlying causes may hold . 

With distance from proprietorial point of origin the need 

for forma l rules and regulations increases - an increase in 

' set-piece ' direction from a centrali sed bureaucracy combined 

with extra-territorial experience of g r owth pattern and 



op ti on comp lexity out s ide of :-!cw :ealand r ange and exp e ri

ence. The very generation of s uch a document conJur es up 

the l essons of past need s - the pr ecip itati ng effec t s of 

past experi ences. In s uch a mo de l the New Zea land company 

occup i es the other end of t he dimen s ion where informality 

(a nd he nce fle x ibility) is the key to innovation response 

s trat egics ; t he nar r ow organisat i o nal distance be tween the 

executi ve and adminis tra ti ve fun ct i ons coul d tend to e n

co urage compan1es in such procedurnl and op e rational 

behav i our. 

Historica l acquainta nce wi th only low or mi ldly influential 

co mp e tit ive experience in the case of New Zea land could 

result in a minimal cond itioning towa r ds for ma lity - such 

94 . 

<Ill i n t er p r e ta t i on how c v c r fa i ls to [ u 11 y account for the 

fact that, in ~ um , almost equal propo rtion s of ~cw Zea l and 

an<..l overseas compn ni cs possess an ( I. ~ P . ) po li cy of some 

kind - 58 . 9 ~ of New Zealand contrnstcd wit h 60 . 4% of ove r

s eas . Hoh·cvcr , repC'a t ed experiences in organisational 

act i vity tC'nds to beg codifica ti on to serve growth an d 

matura ti on goals and ens ur e orga11isationa l be haviour smoot h

ing and cohesion - both hi ghly esteemed burea ucr atic value s . 

co:-.tP /\~Y TYPE 

Company TYPe Effects on {£.& C.} Policy 

Overa ll 

Type 

Publ ic 

Private 

(144) 

( 110) 

d = 

0. 
·o 

66 .4 

54 .6 

11. 8 

Tot al N 

(217) 

(202) 

Tabl e (4 7) 



J\n;il ysis of (I. & P.} Poli cic_s by Compan~Typc 

Company '!')1)(' 

{I.E, P.} Poli cy 
Fonna t 

\\'ri ttcn rully 

P:Htly 

Puhl ic 
0. 
0 

10 ( 3]. 25) 

27 ( 68. 75) 

100.0 

37 

Implied Fully 33 ( 33 . 7) 

Written 65 ( 66 .3) 

100.0 

98 

i'li xcJ 9 

144 

Results 

26.0 

68.0 

6.0 

100 . 0 

Private 

N 0, 
0 

12 ( 70 . 6) 

4 ( 29 . 4) 

100.0 

J6 

41 ( 4 7 . 1) 

46 ( 52. 9) 

100 . 0 

87 

7 

110 

n 
'o 

14. 5 

79. 0 

6.5 

100 . 0 

d 

(Jl.5%) 

Table (48) 

Public compa11Jes diffe r ed to a smnll bu t s j gn]ficant extent 

in thei r possession of an (I.& P.) policy; 66.4~ - 54.6 % 

to g1ve a difference of 11 . 8%. (Table 43) 

A brcnk<lown of each company grouping reveals a further 

marginal tendency for Public companies to favour a more 

fo rmal type of format; 26.0% - 1 4.5% to give a difference 

of 11. 5~ . (Table 44) 

Analysis 

The public as contrasted with the private domain demands 

h igher levels and different forms of accountabjlity both 

legal and administrative; more areas of company operations 

are subject to scrutiny and comment and this requires r e 

cording and documentation . These demands encourage or 

coerce public companies to develop more formal definitions 
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of their objectives and policies i11cluding and most 

especia ll y those connected wjth the more fundamental 

aspects of company growth. 
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That no significant difference exists in the Supe r v isory 

values of Chief Executives as between those Chi ef Executives 

who arc high or low in conservatism. 

Ch i c[ Executive respondents were asked to indicate the 

extent of ngrecrnent with a series of supervisory dimensions 

which they felt was held by those executives and managers 

Kh o were most like themselves in their personal goals, 

beliefs, activities, social standing etc . - the executive 

or management 'philosophy' to which they belonged . 

In all eigh t s upervisory dimensions were employed and are 

a d a p t e d from the \v o r k o f r e t er s o n ( 1 ) who u t i 1 i z c d them t o 

assess variations in managerial attitudes related to changes 

originating from varying cultural environments . 

Supervisory Dimension One 

(Executives who are owners arc more interested in the well 

being of emp l oyees than are hire<l managers } 

This explores the consequences of ownership and proprietor 

ial con trol on supervision; it seeks t o estab li sh an iden

tification within the managerial role that property owner

ship and possession does hav e a qualitative and exaggerat

ing effect on the custodial and caring characteristics of 

leadership. 

Supervisory Dimension Two 

(Successful leaders must be exceptionall y self-confident } 

This dimension attempts to identify the extent to which 

success in leadership is regarded as derivative from the 

( 1) Peterson, Richard B. A Cross-cultural Perspective of 
Supervisory values Academy of Management Journal , 
March, 1972, pplOS - 117. 



nature of the leaders self-sufficiency and self-regard. 

The qualitative definitions that an executive carries for

war d of his self are explored for the influence this could 

be seen to have on the human resource use dynamic of their 

organisation. 

Supervisory Dimension Three 

{Successful l eaders ar~ interested 1n the ideas of their 

subordinates} 

This explores change and innovation source recognition with 

in the boundaries of an employing organisation. Success is 

held to be equat ed with the capacities of its leadership 

to link with and exploit the sub-managerial contributions 

to organisational growth. 

Supervisory Dimension Four 

{Successful leaders direct subordinates in exactly what 

they should do and how to do it} 

This supervisory proposition invjtcs re s pondents to order 

the ir position on a form of Democratic - Authoritarian 

sc ale. Managerial success is identified with the deter

mination and containment of sub-managerial personnel levels 

:rnd the subservience of such human resource ingredients to 

the centralisation of decision making control. 

§upervisory Dimension Five 

{Successfu l leaders involve as many people as possible 1n 

the making of important decisions) 

98. 

Leadership is considered from the position that success in 

this role equates with the development of contributory 

commitment s and identifications by an expanded employee 

group to the organisation growth and development; decisions 

taken by such a group should have status and rank and carry 

sufficient weight in the overall sense to give meaning to 

such contributions . 



The proposition con t ains both the clements of involvement 

and substance to such involvement by organisation members. 

Supervisory Dimensi~n Si~ 

{Major policy decisions made by Committees are superior to 

those made by the Chief Executive alone } 

99 . 

How much of organisation survival and growth in the stra

tegic sense is identifiable with th e concensus or collect

ive decision making process and how much with decision 

mak ing as a sole person event? 1'his dimension polarises 

the two basic op tions - the maximization of the chance of 

winning in a strat egic plan pay off by synthesizing a range 

of choice behaviour across a range of individual contribu

tors, or alternatively focussing on the decision maker who 

occupie s the overvi ew stance - the chief executive . Group 

processes may enhance a poor decision by the executive bu t 

may equally downgrade and dilute quality judgements . 

Supervisory Dimension Seven 

(Subordinates usual1y want to take on more responsibility 

than they are able to handle) 

This dimension attempts a measure of managements view of 

the work e thi c for the culture in which the company is 

located . The responsibility level to which an organisa

tional member is prepared to strive and the total s um of 

such str ivings represents the l evel of constraint that 

qualifies an o r ganisations capacity to delegate and dis

tribute authority and accountabi l ity . 

Superv i sory Dimension Eight 

{If a subordi nate see the likelihood of promotional 

opportunities he will work harder and more efficiently) 

Promotion generally contains both financial and status r e 

wards and that as an incentive i t will up grade both vol um e 

and qua lity of employee output. The dimension questions 

rewards and their shape and place in organisational and 

emp loyee enhancement. 

MAS~t' ' '.,VERSITY 
)..l oRARY 



Supervisory Dimension on which <>ignifica11t <lif fcrenccs 

occurred as between those Chic( Executives who arc LOWc as 

contrasted with those who are HIGIIc. (Tahle (48) helow). 

High Degree __ of _!\grccment 

One 

Four 

Five 

Supervisory Dimension 

{Executives who arc owners arc more 

interested in the well-being of 

employees than are hired man3gcrs} 

{Successful leaders direct sub

ordinates in exactly what they 

should <lo and how to do it) 

{Successful leaders involve as many 

people as possible in the rn::i.king 

of important decisions} 

:\n:.i ly sis 

l~xccuti ves 

LOWc IHQ!c d 

% % 

26.S 46.4 (19. 9) 

8.] 30.3 (22. 2) 

44.9 60.4 (15 . 5) 

Table (48) 

A rclatio11ship between property ownership (object posses

sion) :rnd conservatism has been suggested elsewhere in the 

re~ea rch ( * ) . The response to this dimension appears to 

support the contention that with the acquisition of organ

isational property, (inc r ease in proprietorial investment), 

there is a matched rise in executive conservatism . 

The New Zealand business milieu sees employee interest , 

concern and welfare being better guaranteed within a 

100 . 

curious mixed st ructure of egalitarian ]nteraction between 

superior and subordinate on the one hand, coupled with 

paternalistic protection,support and direction on the other. 

The supervisory dimension (Number Four) that reacted most 

strongly to differential l eve ls of conservatism contains 

within it authoritarian t ype word and idea structures :-

( *) See page 67 . 



direction of subord ina tes; 

- • exactness 1n that <l ire c ti on ; 

hath di r ection and exac tne ss in the establishmen t 

of their work goals and the ways and means t o 

achi eve such goal s. 

10 I. 

I t dc l in eates c lear s uper i or - subordinate r ol es . Fig (6) 

aJ j acent page ( 101) hi ghli ght s the clos e relationships of th e 

response on this dimension t o execu t ive age. Inc r eases in 

re spo ndent age have been shown to be ma tched by increases 

in conservatism and it is therefore hardly surprising that 

since the old e r exe cutive g r oup s upports the con tent ion 

th en th e higher in conservatism gr oup (containing a h ighe r 

po rp orti ona l representation of the older chief executives) 

will do l ikewise . 
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Other Variable Relationships 

Each of the eight variables in th e supervisory attitude 

cluster was tested against the following eleven contrast 

variables:-

Contrast Variables 

Chief Executive Characteristics 

1 Age 

2 Country of Birth 

Company Characteristics 

3 Nature of Company (Public/Private) 

4 Country of ownership (New Zealand/Other) 

5 Chief Executive Ownership (Some/None) 

6 Chief Ex ecutive Control (Yes/No) 

7 Size (Small ( < 100)/large ( > 1000) 

8 New Zealand location (North Island/South Island) 

Environment Characteristics 

9 Competitive Pressure (Low/High) 

10 Competitive Posture: Short Term (Type l/Type 3) 

11 Competitive Posture: Long Term (Type 1/Type 3) 

{The order of the variables 1 to 11 above corresponds to 

the same orde r left to right across the following figures} 

102 . 



Sta!~mcnt of Supervisory Attitude 

( Executives who are owners are more interested in th e we ll 

being of employ ees than arc hir ed managers} 

Fig ( 7 ) 

Results 

Overall a minority 32 .1 % of the total sample strongly ag ree 

with the statement . The prin ci pal support for thi s dimen 

sion comes from the older executive age group and companies 

that are public in nature both New Zealand and Chief 

Exec utive owne d and executive controlled , small in size 

and operating under low comp e titive pressure conditions 

and whose stra tegic company posture is of the Type 3 form . 

Th e principal disagreement with this statement, 45 . 1% over

all, comes from New Zealand born exe cutives and companies 

that are ov e rseas own ed, possess no executive ownership or 

con trol and are l a rge in size; some addi tional strength 

for this attitude direction is lent by South Island as 

opposed to North Island ba sed companies . 

Analysis 

Ou t of th e oth er eight supe rvisory dimensions considered 

tl1is proved the strongest in ordering th e samp le for the 

eleven con trast variables chosen. The dimension itself is 

10 3. 

co ncerned with structural properties of the organisation as 

they relat e to behaviour value systems - the profile that 

emerges indicates a samp le ordering on both counts . 

Na turally and logically the variables concerned with owner 

ship and mor e pa rticul a rly control reflect the expressed 

self interest of proprietorship - 66.7% of companies that 

are executive con trolle d in contrast with 24 . 7% of companies 

that are not so controlled support the contention. A 

difference of 40% . 



The cross-cultural comparison ope r ates for both t he 

executive country of birth and co untry of company owner

ship. Although both New Zealand and Other born manage r s 

are 111 approximately, the same le\'els of agreement the 

104 . 

New Zealande r s exceed othe r born hy 16 . 4% in their reject-

1011 of the proposition - an indication that manage r ia l 

responsibility for human resource welfare is held by the 

'.'Je\'' :::calan<ler t o be link ed more closely to the .leade rship 

ingredient in leade rship - owners hi p pai ri ng ; that socia l 

obligation tn itself weighs mo re heavily than p rope rty 

related social care and prot ec tion . In th e other c r oss 

cultural di me nsion how e ver New Zealand owned companies very 

c l carJ y exceed other owned in their level of support of 

the propos ition (2 4.4 %) and even more definitely Overseas 

owned exceed New Zealand owned in their level of rejection 

(29 . 7°0) ; this stems i n lnrge pnrt from sample distribution 

characteristics which sets the level of company owning 

executives in the Overse3s born group at a ve ry much lower 

1 c \- c l than r or the Ne\'\' Z c ~1 l a n d ho rn group . A J <l i t i on a 11 )' 

l1owe\'er \\·hi ht the sp rc:J<l of agreement I disagreement is 

more normal for th e .\fc\,. Zea land horn thJn the Ovcr:-;cas born 

hath minimally accepts (10 . 9%) and positively rejects 

(7 0 . 9%) the proposition - pointing to a more strongly held 

execu ti ve value in this rega rd. 
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'.~ t ~ t em en t o f Sup e r v i s or y At t i tu d c 

{Successful leaders must be exceptionally self-confiden t} 

Fig ( 8 ) 

Results 

105 . 

Overall a minority of 43.7% strongly support and a smaller 

minority of 19.0% strongly disagree with the supervisory 

statement. The principle support emphasis for this dimen 

sion of supervisory activity appears to come from companies 

in whic h the executives possess a degree of control, that 

are located in the North Island and which opera te in high 

compe t itive pressure environments. 

Marginal influences arise i11 the Executive Age dimension 

where the older group tend to polarise and adopt more 

extreme positions at e ach end of the measurement scale 

than do th e younger nge group . 

U ttle differentiation occurs ln the sample across th e 

variables for the area of disagreement - 19 . 0% for the 

s ample overall. Although variations in disagreement do 

occur they are marginal: (e. g : Executives who are in the 

older age g roup have no c ompany ownership or control and 

come from the South Island and who operate in low competi

tive pressure areas); or they point to polarizing effects 

in th e sample itself. 

Analysis 

The variable most closely linked to the positive affirma

tion of this supervisory dimension is that which would 

place th e respondent in a testing and evaluating situation -

the competitive pressure of the surrounding env i ronment. 

Successful leadership in this case is linked to leadership 

that is able to cope and survive and which requires a high 

order of competence and self-sufficiency. Survival in a 

high pressur e competitive environment would encourage such 



a sel f- co ncept forma tion. 

Ultimate responsibility and accountabi l ity fo r the organ 

is3t i ons surv ival would be a spur to such a developme nt 

and pa rt icu l ar l y where control equates 1vith ownership and 

hcnCl' exec utive surv:ival <'quatcs with organ :i sation 

s urv i val . 

106. 
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S~E!.~~ent ~f Supe rvisory AttituJ~ 

[Successful leaders are interested in the ideas of their 

subordinates} 
Fig (9) 

Rcsul ts 

Little or only marginal variation occurs across the eleven 

var iab l es tested; a slight trend may be discerne d where 

the supervisory Jimension gains a marginally more cnthusia 

tic support from public, overseas owned companies, larger 

in size, located in the North I s land, operating in high 

pressure competitive environments and which support a type 

1 compet itive posture in the short term . 

Analysis 

107 

I t woulJ be more co:· rect to identify t hi s supervisory 

dimension as being one for which th ere is an ove rall high 

degree of strong agreement (83 . 7%) and in which the pattern 

ing of such agreement is very close to uniform for all 

variables tested . No significant disagreement exists for 

nny of the variable horizon s and any variations exist for 

the affirmative and hinge on mar gi nal emphase s . It could 

be considered as a fundamental and ba si c attitude of the 

New Zealand business culture l it tl e subject to modification 

across cross-cultural, structural or relational alter

natives in the current measurement. 
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S~~tems:_nt of Supervis~~y Attitude 

(Succl'ssful leaders djrt'Ct "uhordinates in exactly what 

they should lo an<l how to <lo 1t ) 
Fig (10) 

Rc!'u1 ts 

O\·crall sarnplc response' is ::;trongly in disagreement ·with 

this dimension of supervisory behavi.our (Ci5 . 8%) . 

r he l o cu~ o f th j s n C' g <1 t i v e r cs pons e a pp c :1 rs to b c t he 

younger chief executive<; based in the larger sizc<l compan

lL'S hho have no O\\ncrship control over t'1e companies they 

m n n a gt , a n d to a 1 c::. s er c x t c n l t hos (' comp an i es w Ii i c h a r e 

operating in high competitive pressure environments. 

108 . 

fhc princip l e trend - of-support line includes the older 

group of executives opcrat1ng in the smaller comprny \d10 

han' a measure of executive control O\'Cr the companies they 

manage. 

Ana lys i.s 

The L1rgcst degree of difference betheen High and low 

Consen .. ,1tism occurred on this supervisory dimension . The 

closr correlation between increasing age and increasing 

levels of 1.0.i5.l:rvat ism appc,u!' to be supported b) the 

results. Age emerges as the main variable reacting to the 

~upervisory dimension. Whe1eus 18% more (68.0%-50.0%) of 

the younbcr than the older Chief Executives reject the 

contcnt1011 2~~ more (33 . 3%-11.3%) of the o1der group than 

the younger give the proposjtion positive support. The 

proposition contains strong overtones of authoritarian 

control over organisational order . 

tlighly competitive environments may be seen as increasing 

the nce<l for internal to the company interpersonal support , 

reliance and confidence, values which demand a degree of 

job autonomy distributed t h roughout the range of organisa-

tional levels. The larger an organisat i on becomes the 



greate r the need to del egate and disaggregate authority 

over activity. The establishment of action patterns and 

their executio n allows [or devolution at one or both 

levels - a subordinate may be al lowed to participate in 

the setting of work goa l s of a strategic or non-strategic 

kind and/or permitted to dcvc l ope the means and processes 

to achieve them. To retain exact diTective control. over 

bo th uspects for all organisational levels is an endors e 

ment of both autocratic and hureaucTatic values. Sheer 

109 . 

s i z c ,.,, or ks a g a ins t suc h hi g h 1 y de v e 1 ope <l con t r o 1 s tr u ct u res 

in the private business sector, a fact support ed t o some 

extent by the findings . 



>zj 
t-'· 

()Q 

,....,. 
,_. 
0 .__,, 

1 2 3 4 s 6 7 8 9 10 1 1 

% 

(31- 40 ) (60+) (Pub) (P ri ) (Some) (None) (<100) (>1000) (Low) (Hig h) (Type) 

40 (NZ) (Other) (NZ) (Ot her) (Yes) (No) (NI) (S I) (Type) 1 3 

33.3 1 3 

20 

10LL 11. 3 

e 
14. 9 15.4 15. 6 

11...:. 5 -r:_Ll.. 4 
9 . 8 

0 18. 7 

13.1 I 1 3 .9 

7_,_J 

9 )..g_2 l.§.....9_ ~ 9 17 

8.6,_ 

oj 11 I I I I I I I I I I I 1 I I I I I I I I I 
I I I I I I I I I I I I I I I I I I 

20 

40 

I 
I I 
I I 
I I 
I I 
I I 
I I 

Liso.-o 

:e 
-1 

68. 0 

I I I I I I I I I I I I I I I I I 

I I I I I I I I I 
I I I I I I I I 1 I I 
I I I I I I I I I I I I I 
I I I I I I I I 1 I 1 

I I I I I I I I I I I 
I I I 1 I I 

I I I I I I I : I I I I 
I I I I I I I . I I 

I I I I I f 
I I I I I I LJ I I I 

I I I I I I I 1 54. 71 -Li._ 
I 1 1' @' 588' _ L.: u_ _u 6T.~ 13.7 11.81 

64.0 L _J 64 · 3 65.9 L L L L-
7o 9 67.5 68.7 68.4 

. 70.9 70 . 7 

I I _u _ 
66.2 66 .7 

(Successful leaders dir ec t sub ordina tes i n ex ac tly 
wha t they should do and how to do it ) 

I I 
I 

So.~ 
I 
L-
60.0 

I I 

I 

I 
I I I 
I I ! 
I I I t 
r- - "'""-1 

-- 6 3. 2 64 . l'(;? .3 
65. 5 



Statement of Supervisory Attitude 

{Successful leaders involve as many people as possible in 

the making of important decisions} 
Fig ( 11) 

Results 

This s up e rvisory dimension gains a bare majority (51 . 4%) 

of support from the t otal sample. Principle direction of 

suppo rt for this superviso r y attitude comes f rom the older 

chief executive group, New Zealand born, who manage New 

Zealand owned companies operating in high pressure com

petitive env ironments and which have adopted Type 1 com

pe ti ti ve postures for current activity. 

By contrast the least support derives from t he younger 

executive operating in low pressure environments with Type 

3 competitive philosophies . 

Analrsis 

The main influencing variables appear to be Executive Age 

and the envi ro nmental pressure bearing on the company from 

its competito r s . It has long been the popul ar contention 

that for New Zealand a decision making style, jn which the 

diffusion of responsibility was coupled with egali tari an 

practice, allowed for consensus policy forma ti on and 

result ed in behaviour suitable and compatible with the 

~ew Zealand business philosophy. 

The findings appear to support the contention that this is 

held to be valid supervisory decision making practice by a 

significant proportion of New Zealand chief executives. 

There are however, major qualifications to this general

isation that emerge from the research. Age effects are 

strong - the o l der a chief executive gets the more he 

endorses such a policy; a difference exists of 34 . 1% as 

between o l d and young executive s in t heir positive support 

and 22.1% in the rejection of such a proposition . 

110 . 



Companjcs o pe r a t i ng in hi gh pressure competitive environ

ments are 4 0 . 8% ah ead in r elative pe rce ntag e terms (60.0 %-

19. Zt) 1n their supp or t of s uch a s up erviso r y s tr a t agem. 

It would appear that with increase in such pressures the re 

r cs u]t s an organisa ti ona l att empt to share or sp r ea d th e 

comp c t 1 t i v c bu r <l c n . I n th i s ca s <' cons er v ~ t i v c b ch :iv i our 

docs not eq uat e with aut hori ta ri an control and the wis h to 

dumin:.itc but \vith a s pre adin g of the ma int cn :.in c c /sup po rt 

ivc role as a hedge against r isk an<l uncerta i nty . 

111. 
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Statement of Supervisory Atti tude 

(Major policy decisions made by committees ar c superior to 

t hose made by the Ch i ef Executive a lone ) 
Fig (12) 

Results 

The ma in support for this supervjsory dimension comes from 

t he ol<lcr chief executive, l ocated in the smalle r companie s 

operuting wjth Type 3 competitive postures as the st rat egic 

option. 

Although an overal l (50 . 0%) of execu t ives disagree with 

this contention the r e i s no signif ic ant discrimination in 

that di sag r eement; d ifferences fo r a ll the demographic 

va riahl es are minimal and it is only in the l ong t e r m 

competit i ve post u re that an indica tion is given th a t those 

comp3nies most opposed t o this pr oposal tend to support 

Type 1 cnmpct i tivc postures . 

This dimension of superv ision advocates the sharing of 

decision mak ing co 11 cerncd wit h futures: majo r po l icy 

de c i sions nre those guide line choices that de t ermine the 

strn t egic and long-term futures of companies - their growth 

3nd s ur viva l decisions. 

~ot unsurpri si ngly the item most responsive to th i s sugges 

t ion is the long Run Competitive Pos ture measu re whi ch 

represents the overall re l atio nship position of the organ

isation to its ope r ating env ironment. Significantly more 

(20 . 8%) of those companies which endorse a Type 3 strategy 

fo r their future s ubsc ri be to the s tatement - those whose 

postu r e is of a surv ival type. Conver se l y companies who 

employ a Type 1 pos ture most s trongly di sag r ee - a differ

ence o f 15 . 5% over t he Type 3 endorsing companies. 

lJ 2 . 



Company size makes a s ignificant imput to discrimination 

on thi s dimension. Nominal numbers only (4.9t) of large 

comp<rni.es arc in Jgrcement; 24.4 % of small companies arc 

in favour - a differ ence of 19 . 5%. S ince the cross

cultural fo.ctor differences are of onl r marginal cffC'ct in 

this instance the d i ff erence of 1 9 . 5~ appears to be 

attributab l e primarily to structural di ss i mi larit ies in tl1 c 

or ga nisations themse lves arising out o{ size diffe ren ces . 

Sma ller and perhaps more vuln eTable companies sec ~1 need 

to sp read or diffuse executive authorit y ~llld con trol and 

thi s i s best institutionalised i.n the process of commit t ee 

decision maki ng. Since th e dimension stresses the strate

gic survival aspects of growth a nd change th e need to sh are 

s u ch r e s p o n s i. b i l.i t y i s h i g h ; c o u p 1 e <l '" i t h t h i s i s t h l' 

belief that g r oup decisions arc ina t e ly supe rior to indi vi 

dual decisions jn accuracy and uti.Uty and that when deal

ing with the long term a wider net manufactures more 

c r c d i b 1 c op t i o ns for be ha v i o 11 r . I t co u 1 d be c x p cc t c d th ;1 t 

in larger companies chief executives would be able to <lraK 

from a more internali sed anJ sophist i cate d information h:isc 

and he nc e abrogate the need for the committ ee form of dutu 

col1ccting and synthesizing. 

] i:;. 
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Statem_ent of Supervisort Att i tude 

(Sub ordinates usually want to take on more responsibility 

than they are able to handle} 
Fig (13) 

Result~ 

Overall 56.4% of the total samp l e is in disagreement with 

the sta tement . Withi~ this general trend the strongest 

opinion-set may be located ~ith the younger chief executive 

in the sma ller overseas owned firms, operating 1n high 

compttitivc pressure env ironments , with a Type 3 current 

competitive posture . 

An::i.lysis_ 

These elements paint a scenario of a younger executive, 

concerned with career growth and success, who is dependent 

on the cooperative contributory support and energies of 

other organisation personnel; an executive who needs their 

extra commitment to task and achievement to sustain his 

o~n high drive and motivation levels directed to his 

executive dohns tream career goa l s . The country of birth 

variable docs not discriminate for this supervisory pro

posi t1 on but cross-cultural differences do arise ~ith the 

country of company ownership; the ove r seas owned organ

isation, ~ith externall y established and rated employee 

productivity levels, exceed the New Zealand owned companies 

by ( 15.1 ~) in the ir level of rejection. 

The s maller company with a diminished total level of inter

nalised r esou r ces and with a diminished skill spectrum 

would need to call.on extra contributory imputs from their 

personnel. A trend appears that with increasing skill 

range development coupled to organisational growth and 

expansion the vulnerability of the organisation to any one 

employees' contribution decreases . The smaller company 

appears to be proportionately more pessimistic of the 

willingness of employees to expand and sustain work imputs 

114 . 



outside their specific job and r esponsibility portfolio ; 

the recognition of this phenomenon by Chief Executives in 

cha r ge of the smaller organisation ma y be linked to the 

relatively closer proximity such executives experience 

with the actual operating face of their company, and the 

need to deal practically and immediately with motivational 

formulae. A reason for the diminuition of productivity 

rigidities as company size increases could lie in the 

expanding caree r path opportunities and the ability of 

larger organisations to package a range of different moti 

vators; this leads to the encouragement of employees to 

accept and consistent l y excel comfortable work-respons 

ibi li ty loadings. 

115. 

The combination of high competitive pressure environme nt s 

and survival strategies of the Type 3 type calls forth 

organisational committments from employees of the extra

ordinary kind; the 15.7% difference in the current Com

petitive Posture practice (Var 10) disappears fo r strategic 

futures (Var 11) an indication perhaps that th e most desired 

operating typology matches an increasingly aggressive 

approach by the company to its growth and development. 

In sum the analysis points up the frustrations of foreign 

entrants to New Zealand operating conditions experiencing 

shortfalls in the match of supply to demand for employees 

with high achievement drives - in this case in the area of 

work responsibility and the desire and drive to assume 

leadership and administration roles matching the demands of 

organisational growth and deve lopment. 
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Statement of Supervisory At titude 

{I f a s ubord ina t e sees the likelih ood of promo tional 

opp or tun i t i C's , he w i 11 '" o r k h a rder a nd mo r c effect j v c 1 y ) 

Fig (14 ) 

Results 

A hi gh pe r ce ntag e of Execut ives endorsed this dimension; 

67 . 9% were in overa ll agreement. On l y 1 .3% of all execu

tives rated thei r agreement as low. 

Very littl e discrimination oc curred across th i s l eve l of 

s upport . One trend of emp hasis doe's occur however wjth 

116 . 

th e ~ounger exe cutives i 11 th e larger Pr i vate compa ni es : 

you nger excee ded older executives by J3 . 3\ i 11 their support. 

P r jvate companies exceeded Public by 18.6% and large r com

p;111ies exceeded sma ll er companies hy 10. 5% . 

Anal vs is 

The r e sponden t s clearly affi r m their support for the conten

tion that incentiv es , exp r essed in ca r eer pat h te rm s and 

there fore fixed to organisational futures and growth, wi ll 

prompt both qua ntit at ive and qualit a tive work enh ancement . 

Those who wou ld be expected to gai n most f r om s uch a belief 

wot1ld be th e ea rl y sta rt e r s on s uch caree r path pr ospects -

the younger executive. It would appear from the respo nse 

pattern that Priva t e companies offer dimensiona l differences 

i n execut ive career growth op ti ons over the Pub l ic orga n 

isation - a pe rceptua l difference that woul d bear furth e r 

investigation. 
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Chanter Six 

llynothesis 4 

That no signjfjcunt difference exists in attitudes held 

t0wJrds Social and Eco nomic conditions as between thos e 

Ch i e f i:xc .. :utjvcs who arc high or low in conscrv;.iti. s m. 

----·--------

Rcspo11dcnts were a sked to indicate thejr measure of ~1gree 

m l' n t ( ll i g h I Lo \\' ) o n J r a n g e o [ v a r i a b 1 c s t a t c m e n t s c o v e r i 11 g 

nine social ~ind economic Jjmcnsi ons affectin g or related 

to growth Jynamics in the environments surrounding their 

compa111 cs . 

Results 

CO\SERVATISM AND SOCIAL A'JD ECONOMIC CONDITIO~S 

Degree of Agreement 

Conservative Very Low Very lligh 

Social/Econ Condition Level o. ( 0- 7) Cl. ·o 0 

~linor i ty Prahl ems LO\\' 44 .9 3.14 14 . 3 

lligh 44 .0 2.72 2.3 

Conununi ty Groups Low 48 .9 2.85 4. 1 

lligh 48 .8 2.65 9.3 

Living Standards Low 8. 1 5.04 48.9 

l!igh 4.6 4.84 39.S 

Li fc Styl es Low 16.3 4. 08 ] 8.4 

lligh 16.3 4.44 39 . 5 

Resource Ownership Low 12. 2 4.49 26 . 5 

ll igh 0.0 4.58 25 . 6 

Rights and Duties Low 18.4 3.95 12 . 2 

lligh 6 . 9 4.79 25. 6 

Decision M.:iking Low 8.2 5. 44 55.1 

High 0.0 5. 67 65. 1 

Production Mar keting Low 8.2 4.49 22.5 

lligh 2.3 4.56 27 . 9 

External Pressures Low 10.2 4 . 87 40 . 8 

High 4.7 5. 25 53.5 

Table (49) 

l] 7 . 



Al though <li ff crcnces were established on cc:r t ain of t he vari<lhles 

sign.if icance at an adequate level for the purpose of the research was 

not C's t abl ished. 

11.8 . 
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t!1_pothesis 5 

That no significant difference exists in the levels of Stress 

and Tension as between those Chief Executives who are high or 

low in conservatism. 

Respondents were asked to rate the present levels of stress 

in the environment both on and off the Job and for Physical 

as well as Emotional Stress. Additionally they were asked to 

rate their ability to cope with the levels of stress that 

they encountered . 

Results 
STRESS 

Conservatism High Low µ 

a) Present Level 

.Job Centred Stress 

Non Job Centred Stress 

Physical Stress 

Emotional Stress 

b) Ability to Cope 

Job Centred Stress 

Non Job Centred Stress 

Physical Stress 

Emotional Stress 

Level 

Low 

High 

Low 

High 

Low 

High 

Low 

High 

Low 

High 

Low 

High 

Low 

High 

Low 

High 

Table ( 50 ) 

% 

48.9 

56.4 

17. 0 

23.3 

6.4 

4. 7 

38 . 3 

30.2 

61. 7 

60.5 

55.4 

60.5 

57.5 

53.5 

46.8 

44.1 

% 

12.8 

0.0 

44.7 

44 . 2 

57 .4 

58.1 

29 . 8 

3.46 

3.74 

2.60 

2.90 

2. 23 

2.23 

3.13 

27.9 2.95 

0. 0 

4. 7 

4. 3 

14. 0 

8. 6 

18.S 

8.5 

23.3 

3.76 

3.65 

3.59 

3.67 

3.57 

3.39 

3.51 

3.27 
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Analysis 

For the <limen~lon crnployc<l , no significant differences were 

found to exist b<."t1·:een executives L0W or llIGll in conservatism 

either in the levels of str~ss experienced or in their abilities 

to cope l'lth such levels . 
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Ch~1pter Seven 

The study has attempted a researched analysis of the inter

action on the change dimension of a management culture with 

its operating environment . The culture is defined and 

con tra sted by the levels of conservatism fou nd in the 

executive personality. 

Some of th e principle findings and their implications arc 

out lined in the following paragraphs: res pondent character

istics; executive/corporate attitudes and postures on com

petition and innovation; executive utili za tion of the 

orga ni s ational manpower resource for competition and inno

vatjon . 

Respo nd ent Characteristics 

The sample yielded significant variations i n the physical 

and personality characteristics of leadership; in some 

instances there wa!' further modification from cross

cultur al effects. 

Age has a clear influence on the degree of executive con

servatism. In general a step up in age meant a correspond

ing step up in th e level of conservatism - this clearly 

held till around middle age; in this region the sample 

tended to branch with one stream of executives continuing 

to incr ease in their conservatism levels with another and 

slightly sma ller grouping hole.ling to LOWc levels ( 2) : 

The longer the period of time spent in the educational 

process the lower the level of conservatism - this was more 

strongly emphasized in the Overseas rather than the New 

Zealand Born , but was significant for both; 

( 2) In (Appendix 1 Fig (18)) this can be observed as a 
branching effect starting to t ake place at between 
45 - SO years of age. 



At the geographical ex tremes , (North of th e North Island 

and South of the South Islund) , and for the range between 

differences Ke rc found in the percentage representation 

J 22 

o f th e LOWc and HIGl!c in the business population . Tn the 

extreme Sou th th e llIGH c out-repr esented the LOWc executive 

by 3 . 5 t o l; in the extreme North the llIGHc to LOWc r at io 

is . 7 to 1 giv ing a slight e<lgc to th e LOWc executive . 

Ov er the same geographical dimension companies locat ed in 

the South as contra s t ed with the \lorth Is land employ pro 

po rtionate l y twi ce the numb er of ~cw Zealand to no11- New 

::ca 1an<l born exec ut ives . 

Country of Execut ive Bi rt h effec ts on co nse rvatism levels 

sho~cd that approximate ly equa l numbers of the New Zealand 

Bo rn are to be found in the LOWc us contrasted with the 

ll l Gllc catego ri es; non-New Zealand born executives in con

trast arc r epresen ted in the LOWc group 4.2 ti mes more 

rrcquentl)' t hen in the HI GHc. 

ln the case of Country of Companr O\,nership influences the 

1.0\\ c/ llICll c executive ratio was close to 1 : 1 in >!cw Zealand 

0\..: 11 cd comp anies ; hy way of c ompar i son LOl-v'c out -represents 

l! I C~llc execu ti ves by 3 : 1 for the Overse as owne<l . 

The li sting above higl1lights the diversity an d r ange of 

lc-ade rsh ip/o r ga ni sationa l characteristics i n the r espondent 

popula tion . Cha nge s tudi es however have t end ed t o focus 

on b r oader s tructure and process variables without s uffi

cient account being taken of the motivational and attitu

dinal cha ra c terist ics of the human conditi on at work in 

such change. A tendency exists to describe the broad 

princ iples of change in global a nd undc linea ted terms with

out relating it to the characteri s tics of the management 

culture (structural and beha vioural) which frequently has 

a jurisdic tional control over the change. By way of example 

one scale factor, org anisational size , can illus trat e this 

inter-relationship. 



The small sca l e t=•nterprise i s th e dominant business form 

1 n ~k '" : c a 1 a n cl ( 3 ) ; this means that the overall direction 

or an economic sec tors growth is the sum of the decisions 

of a large number o f pnrticip a ting firms. /\ny conclusions 

about s m:.ill company perfor mance that focused on the scale 

aspect (sma1 l / largc) it se lf as being th e on l y or the ma in 

op C' r.1 n t Ll c t or i n co n d i t i on i 11 g th e i r h ch av i o u r c ho i c e s , 

"'o uld neglect the influ ence contributed hy th e heterogeneous 

input of the executiv e personality: a hete r ogene ity spe lt 

out i n pa rt by this r esearch . 

1n practice this means that \\here re-organi sat ion i s needc<l 

t o up g r ~l d c o r g an i s a t i o n a 1 f u tu re s a s imp 1 c r e - s t r u c t u r j n g 

of th e en terprise may he a solution only i r t he management 

g r o up c :1 n s u cc cs s f u 1 1 r s tag c the i 11 trod u c t i on a n <l i mp 1 em en t -

<lti on of tha t change; in addition, management mus t hav e 

the motivational se t wit h i n their ow n pcrsonnlitics to 

ca r r )' t h c 1 o g i c of th c ch a n g e r o nv a rd into th c new g r ow th 

op t i o n s ( m ~1 r k e t s c t c . ) t h a t t he ch n n g e a n t i c i r a t cs . Ca n 

they t a h ~ the step technologica ll y (physical l y/s tructurally) 

is tightly hound t o the qual itr and degree or direc ted 

l ea d c r s h i p ,,. i 1 1 , ( be ha vi our J 1) , th a t goes i n to r i n a 1 l y 

t:.ikin ~; t hJt step . 

\\hat the research has at t empte<l is to i dent ify the extent 

to \\hi ch the st r ategic.: future of a company is a p r oduc t of 

something mo r e thon the simple sum and expression of i ts 

physical sys tem parameters. To expand an understanding of 

thi s dimension a deeper analysis for example of the 

po liti cal/economi c sta ndpo int s o f the executive i s needed 

so as to e laborate the e ffects that particular co nserva ti sm 

levels in executi ve personalities take in practice . What 

decision options do certain levels of conservati sm in 

leadership allow? What approach and avoidance trai ts emerge 

in dealing with reality definitions of change? Arc there 

thr eshold s of exe cut ive conservatism that inhibit rather 

( 3 ) ncvlin, M.H. The Needs and Problems of Small Firms in 
New Zealand, M. Corrnn . Thesis, Otago , 1976 . 
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than protect organisational growth and in what forms would 

or shot1ld such thresholds manifest themselves? Are execu

tives 1nore conservative in their occupational as opposed 

to their private lives and how is that conservatism dis

tributed among the attitude factor clusters from which the 

high or low conservative personality is constructed? 

124 
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COMPETITION 

The goals that business enterprises envision for their 

future mny be defined by the competit ive r elationship they 

hold or to which they aspjre in respect of their operating 

env i r onments. The organisationnl atti tudes expressed i.n the 

competitive pattern to which they adhere determi ne the dis

tance, pace and direction in which they arc to move, and the 

r c l:lti ons hip they have with other entrants i.n the competi

tive arena of their choice . 

The research classified competit ive attitudes towar ds a 

share in availab l e ma rket s into three categories. Each 

category of competitiveness represented a unjque posture a 

respondent coul d strive to occupy or maint::iin: to strive 

either for the dominant lead position, o r t o hold a major 

but non-dominant share, or for a share of the market suf

cici cn t to ensure survival. (Respectively classified 

l·o rma t Type's One , Two and Thr ee) . 

!able (51) summarises the degree and direction of influence 

the six behavioural a nd organ i sat i onal variables tested had 

on th e distribution of respondent cho i ce across the three 

formats . 1he l ong term time horizon t ended to draw out and 

highlight the more implied and muted trends of the shor t 

t imL' term. 

The most dominant a nd agressivc dimension of competitive 

behaviou r is c haracte ri sed by the Type One Format . The 

pattern of st ron ges t support for this came from companies 

that have the following mix of characterist ic s: 

They tcncl to be the lurgc and privately owned 

overseas organisations whose chief executives 

are low in their level of conservatism and who 

have little or no ownership control in the 

companies they manage; the operations tend to 

be centred in environments perceived as low 

in competitive pressure . 



This patterning is mirrored in the short term where a near 

similar but less emphasized distribution occurs ; the long 

term forecasted behaviour format appears to encourage an 

amplification of any underlying tendencies which are latent 

and moderated in the current dimension of activity. 

126 

The Type One Format produced the largest amount of val~e 

seperation for the vari~bles. By wav of comparison seperation 

in tl1c long term for Forma t Three choices highlights support 

from the small and public New Zea land owned companies whose 

Chief Executives have a measure of ownership control; 

competitive pre ss ure in the environment and level of executive 

conservatism have little determining influence in ei th e r time 

t e rms for this competitive dimens ion . 
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Innovation Strategics ----- ·----

The re~carch utilized two de s crip tive postures to identify 

compa11ics which tend to employ broadly proactive or reactive 

innovation stra te g i es . As a point of management pr actice, 

with r espect to ideas , te chnique s nnd processes , they either 

attempted to be the first to try to implement the promising 

but mainly unpr oven or they preferrccl ·to wait nn d adopt the 

!Ho\' c n and es ta b l i shed . (Tab 1 e ( s 2 ) ) . 

The follo\\' ing position desc r iptions i<lentify the overa l l 

characteristics of the executives and those compa nies that 

support one or other of the postures: 

First To Do 

The most suppo rt fo r this s trat egy choice comes from the 

~cw :ealJnJ owned (32.7~) pub l ic company (37 .1 %) pa rt i ci

pating in low competitive pressure (4 0.4 %) environments ; 

more marginal support comes from the smaller sized operation 

ma11aged by the younger '.'J ew ::caland born ch ief executive who 

i s l o 1v i n hi s I c v e 1 o [ cons er v J t j s m . 

Prefer To \\·ait 

The most suppor t comes from th e older (59.3%) and more con

servative (53.6 %) chief executives ope r at ing in the smalle r 

c o mp a n l (' s ( S 5 . 8 ~ ) ; c o u 11 t r y o [ c x c c u t i v c b i r t h o r c om p a n y 

owne rship influences arc minimal as well as the size of the 

company and the competitive environments 1n which they 

ope r ate . 

A third catego ry was developed from the sample r es ponse 

pattern ide ntifying t hose respondent firms who alternated 

between the two positions and employed a mixed competitive 

strategy . 

Mixed 

Princip l e s upport came from the yo unger and less conserva

t ive chief execut ive, irrespective of hi s country of birth, 



managing in the larger private and overseas owne d company, 

with a marginal tende ncy towards high pressure company 

operating environments. 

Innovation 

No attempt wa s made in the research to identify one level 

of Chief Executive conservatism as being better fitted to 

cope with innovative change than another: the results did 

however indjcate that LOWc executives t ended to be more 

proactive and adventurous - under certain circumstances 

this could be considered hazardous and self-annihilating 

behaviour; conversely the HI GHc may avoid low level s of 

eas ily contained ri sk activity th a t led to excessive caut

ion and lo st opportunity . Wha t did appear was that the 
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LOWc groupin g made a greater us e of a mixed strategy to

wards achieving innova tive change - employing active growth 

and holding positions alternatively as the situation demand

ed ; Hl G!lcs' how ever assi gned most s uppor t to the holding 

op t ions . Where f l exibi l ity is a key to or ganisation s ur

vival the LOWc would seem to have an edge over his HI GHc 

contempo r arr . 

The re sea rch ra ises such important innovation related dimen-

sions to organisational behaviour as: what creates and con-

firms the comme rci ally adventurous executive or firm? Are 

some leadership characteristics societally selec ted which 

forms the leadership culture and the matrix from which it 

draws its innovation formulas? What are the main determi

nants to the re-definition of an organi sations innovation 

stance across time and is innovation per se a survival 

11ccessary characteristic? Is innovative behaviour function

ally linked to the authoritarian/democratic dimension of 

leadership behaviour? 
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Manpower Utilisation (Supen·i sory \f;ilue Analysis) 

Some indication of the relationship between execut i ve 

leadership, conserva t ism levels, and tl1e manpower utiliza 

tion futures within the organisation was gained through an 

Jna1ysis of the supervisor y attitudes of it s management . 

lhese supervisory measures collectively describe the power 

distribution structures in the organisation, the centrality 

or otherwise of power , and the balance between organic as 

opposed to structural views of human re source growth and 

development. These parameters in turn affect the organisa

tions approach and hnndling of change indu ced , manpowcr re

lated events . Table (53) summarises the overall direction 

of agreement (Agree/Disagree) for the full samp le for each 

of the s upervisory dimensi ons (S . D. ) considered . 

Supervi sory Attitude Summary 

Supervisory Dimensions (S.D . ) Overall Direction 
of Agreement 

S.)) . One - 1 ·-.:ccu ti vcs who a r e m,ners a re more 
interested in the well-being of empl oyees thnn arc 
hired manage:rs. 

S. D. Two - Successful lea<lcrs must be exceptionally 
se 1 f- confident. 

S.D. Three - Successful l eaders are interested in the 
ideas of their subordinates . 

S. D. Four - Succcss rul leaders direct subordinates rn 
ex.:ict ly \,•hat they should do and how to do it. 

S.D. Five - Successful leaders involve as many people 
ns possihk in the making of important decisions . 

S.D. Six - Major policy decisions made by Corronittees 
nre superior t o those made by the Chief Fxccutive 
a l one. 

S.D. Seven - Subordinates usually want to take on 
more responsibility than they are able to handle. 

S.D. Eight - If a subordinate see the likel ihood of 
promotional opportunities he will work harder and 
more efficiently. 

Disagree 

Agree 

Agree 

Disagree 

Agree 

Disagree 

Disagree 

Agree 

Table (5 3) 
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Wit h respect to the use and control of human resource 

clements the overall expressed tendency is towards an open

organic, quasi-democratic system. Executives tended to 

believe that their success as le aders stemmed from an 

interest in the ideas of their subordinates,(S.D.Three-Agree), 

and a willingness to involve as many employees as possible 

in the making of important decisions (S.D.Five-Agree). The 

implication of this is that leadership is aware and places 

valt1e on the non-management emp loy ees contribution to com

pany growth, and that this should he operational ised in a 

meaningful! decision making and formulating process. Any 

attempt towards excessive centralisation of decision making 

was r ejected, (S .D.Four-Disa gree), as was the diffusion of 

decision making r esponsib ili ty away from individuals and 

into groups, (S.D.Six-Disagree). It would seem then that 

whilst respondents saw devolution of decision making power 

as important, in the strategic area of company policy this 

should be reserved to individual responsibility; the 

dimensions employed however did not establish the organisa

tional levels to which important or strategic decisions 

could be delegated. Taken together (S .D. Seven-Disagrce and 

S . D.Eight-A grce), indicate a belief on the executive s part 

that, although employees are basically lacking in self

motivation, reward systems can be developed to generate the 

required ingredient. 

Con~ervatism related differences occurred on S.D. One, Four 

and Five. In the case of S.D. One the measure concerns 

property ownership. HIGHc exceeds LOWc executives in their 

iden ti fication and affirmation. An explanation for this 

may lie in the chronological age/conservatism relationship -

the older the executive becomes, the greater is the pos

sibility that he acquires significant property control in 

the organisation under him. With this comes a greater 

sense of responsibility for the collective futures of the 

organisations membership - an urban industrial paternalism 

arises that conceives however well-intentioned, the welfare 

of the human resource as directly equivalent in property 
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terms to that 0£ the proprietor . . . organisational property 

in its widest sense. 

The l essons this carries for organisa t ional futures are 

comp l ex and problematic. ~low do managers with varied per

sonality types plan for manpower futures in their companies? 

~hat cost/benefit equations exist in times of organisa tional 

s tress (rece ssion), for retainin g or releasing human capital 

to re-structure overall company ec onomies? What attitudinal 

differences do different personality types exemplify 1n 

their philosophical/ideolo g ical definitions of human capital 

for its possession, control, use and dispensation? How does 

the po s s es sion of large amounts of authority over strategic 

decision making power shape the leaderships sense of human 

resource development/exploi tation. The answers to such 

questions hav e major soci e tal imracts for moves to ration

alize regional and national manpower use. 

One of the difficu lti es in comprehensive manpower planning 

is that, although heightened plcinning efficienci es can he 

ga:e ttcd into organisational growth-fut ur es at the suh

owncrship personnel level, tl1e executive who lS owner is 

accountable only to himself for his own task deficiencies. 

The capaci ty to manage manpower futures effectively concerns 

in part the sense of r espo nsibility the executive possess 

for dependent personnel as well as the accuracy with which 

he performs the me chanics of the management planning function . 

What self-view or ima ge do the differen t executive personality 

typ es possess of themselves? What inhibiting or enervating 

paramete rs does thi s place on executive self-development and 

growth toward a functionally adap tive personality change? 

Can organisations as a whole be adaptive and survival prone 

if the executive own ership displays insufficient levels of 

this characteristic? 

Caring/sharing, exploitation/dominance represent polar views 

on the control and use of the human resource . Future dir ect 

ions of organisational growth will reflect the expression of 
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an exec utive's point of identification (attitudi na l 

posit i on) on this dimension. Does executive owne r ship 

resul t in effec tive planning of futures and js such e ffic i

ency expressed in such basic emp l oyee ,,·elfare as job 

security and pe r manence? Is such welfare bette r gua ranteed 

~h e 11 it ls tied to enlightened self -i nte r est? The part

icular cast of the executive pe r sona lity can he i n fluenced 

by such probab le considerations towards survival int o 

growth o r i nto company co ll apse and demise . 

~ith regard to S.D. Five the ability to fo r ecast futu r es 

ls a fu nction of the information gathering and decis ion 

making efficienc i es of th e cur r e nt time period. Innovative 

ac tivit y emb rac es both the insight to a n idea, technology 

or evo lut iona r y process and the motivation and will t o 

implement the consequence of the insight in n practical 

fo rm. 

Two basic approaches may be identificcl to such forecas ting : 

sole judgement or a form of consu l tant/consensual procedure; 

the former emb race s the po t er1t i al for excessive correc tne ss 

or erro r the latter ho lds the promise of a go lden mean , an 

averaging t oward s a tailored 'best fit' strateg) . Theoris ts 

( 4 ) ,( 5 ) ha v e i den t i f i e d a cap a c i t y fo r po t en t i a 11 y h i g he r 

levels of creativity and flexibility , (an e lem ent in in nova

tive behaviour), in the so le judgement. Whilst the group 

process moderates the risk for inaccurat e decision making 

i t also diminishes this potential for insightful behaviour 

by the creatively solo manager. 

The research i nd icates that the LOWc shows less favou r for 

the collective approach than the HIGHc executi ve . An 

clement of competi tive percepti on also intrudes in tha t 

consens us decision making represents a spread - of-r isk 

( 4) Lcv itt,T. Innovative Imitation. Harvard Bus iness Review , 
44( 5) , 1966 , pp63-7 0 . 

( 5) Schoen, D.R. Managing Techn o logical Innovation . 
l! arvard Hus iness Review , 47(3), 19 69 , pp156-167 . 
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app roach to growth and an attempt to p r oduce organisational 

convergence on co r pora t e policies a nd goals. The fact tha t 

the overall sample is in agreement and that there is a 

~ i zc a ble minority of LOWc executives supporting t hi s stra

tegy shows a strong national tendency t oward this decision 

mak ing f o rmat . 
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Appendix 1 

Which of the J-.'o llmving do you Favour or Believe in? 

Circle "Yes" or " .\lo". If absolutel:·' uncertain, circle "?". 

fherc are no r]ght o r wrong ans\vers ; do not discuss; ju.st give your 

first reaction . Answer all items . 

----·-------

l death penalty 

.!. evolution theory 

3 sd1ool tmiforrns 

Yes ? No 26 computer mus1c 

Yes ? ~~o 2 7 chastity 

Yes ? 1'0 28 fluoridation 

? 

? 

No royalty 

women judges 

Yes ? f\io 

Yes ? No 

Yes ? No 

Yes 

Yes 

? 

? 

4 striptease shows Yes 

5 Sabh< th observance Yes 

6 beatniks Yes ? 

No 

No 

29 

30 

31 conventional clothing Yes ? 

No 

No 

No 

7 patriotism 

8 modcn1 art 

9 sclf-dcn.ial 

10 111orking mothers 

1 J horoscopes 

12 birth control 

13 military drill 

14 co- cduca ti on 

15 Divine law 

16 socialism 

Yes ? No 32 teenage drivers 

Yes ? No 33 apartheid 

Y cs 7 No )4 nudist camps 

Yes ? No 35 church authority 

Yes ? NC' 36 disarmament 

Yes ? No 37 censorship 

Yes ? No 38 white li e_ 

Yes ? No 39 bird1ing 

Yes ? ~o 40 mixed marriage 

Yes ? No 41 strict rules 

Yes ? No 

Yes ? No 

Yes ? No 

Yes ? No 

Yes ? No 

Yes ? No 

Yes ? No 

Yes ? No 

Yes ? No 

Yes ? No 

17 white superiorjty Yes ? 42 

43 

44 

45 

46 

47 

48 

49 

50 

jazz Yes ? No 

No 18 cousin marri;:ige Yes 

19 moral training Yes 

20 suicide Yes 

21 chaperons Ye':> 

22 l egali zed abortion Yes 

23 empire-buj lding Yes 

24 student pr:mks Yes 

25 licensing laws Yes 

? 

? 

? 

? 

? 

? 

No 

No 

No 

No 

No 

No 

No 

straitjackets Yes 

casua l living Ye~ 

learning Latin Yes 

divorce Yes 

inborn conscience Yes 

coloured immigration Yes 

Bible truth Yes 

pyjama parties Yes 

? 

? 

? 

? 

? 

? 

? 

? 

No 

No 

No 

No 

No 

No 

No 

Fig (15) 
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A STUDY 

OF Cl-1ANGE 

N.Z. CHIEF EXECUl-IVE SURVE / 

School of Business 
Massey University 



QUEST ION l Ch ief Executive Data (Procec/111e: T ick 

Aqc 

Girth 

Ern1cJtiu11. P11111a1·y 

Seconcla1 y 

All Post- Sccu11dary 

l uldl yt:i! IS 111 E: 1nployrne1\t 

YPc.Jrs ~ 1 1 ~elf empl c> v11wn t 1, 1 "" I" 

YCillS 

New Z1> a la11d Other 

Cuns1de1 th e diagrnm which shows four levels of responsibility for 1mmage111ent in uus1ness 
or<Jiln1s.it1ons and indicate the num ber of yems you have spent at each leve l. 

New Zealand Other 

D i rt~ctor 

Chi pf Executi vt.: 

Depa1 trn en t Herid 

Bel ow Depa1 tment Head 

lndic<1te those areas of a business firm ,n whi ch you have had full Depar tment Head 
or equivalent re~ponsil;i11ty for its o perat ion 

F11u11ce diHl /\ccoumi iHJ 

M.ir ket1nq and Sales 

Production 

Persu1rncl 

Ce11u·,11 .C\d111 i11istrrit1ve Services 

Department 

Head respons1 bdity 

If your life and career spans more th an une country has any one country had a greater influen ce 
than the o thers in shaping your overall management atti t udes? 

Yes No If YES, specify .. .......... . 

Not App l1ca1Jle 

With respect to the com pany that you presently manage: 

Arc you 7 sJ le owner rart owner non -owne r 

Have you 7 a controlli ng interest Yes No 

(irrespective of the actual size of your sharcholcJinq). 



OUtSl ION 2 Co 111pa n y Data 1°1oce<!11r 1• l I f,h- , 

i\Jt1lL. L' ol C0111po11y 

Nurnl1,•: ol f.1111 lu',1·1·~ for ,ti! f\J .Z. , nurnlier 

LOf.dlu111 ol ·;our co111pc111y . (p!Jce d DOT l • i on tlw Map l n'"f·1 t ti dl q vr!> 
di pro'<irn,11e physrc<1l locatrun for ynur Ht•ad 
Ollrcc) . 

If Head 01 1ru• outsirle N.Z. place the clot l e ) 

1n th is IJnx 

SH A R EHOLDING: 

Ownership : 

Co ntro l : 

Shareho l<.1ers : 

OPER A TION : 

wholly 

ma1ority 

wholly family 

majority family 

who11y non r1m 11y 

large number 

smal l number 

Manufdctu r iny [] Wholesaling I 

New Zealand 

LJ 
1_] 
r J 

lJ 
lJ 
Ll 
~] 

Retai l ing [- J 

Overseas 

Servicing r-1 



QUESTION 3 
Compet1t1011 111ay be thought of tis the contest for <i !>l1are of th e m.irket or markets between your 
own company and those you consider are rivals for the same pos1t1on With this 111 111111<1 which of 
the following statements comes closest to describing thP. overall corn pc t1t1ve attitudes of your 
company:> Cuns1der for both the short (up to five ye<t1s) and the lonq term (beyond five years ). 

T1d., ' two~( ' ·s or.I\ 

Statements of Comp1:t1ti ve Attitude 
l T\ i lC 1) 
/\'.., .: run1p;H1v WP srr:vl' to q<rn~ dl lcl n wi 11 ta111 tli· l-t1111i>Pr Otw Pos1t,rn~ a clear ma1ori ty share o ' 
111. d vd odhit! n1,t1k1: 1·. 

Lo::q Tc11n 

I 1 yp1• 21 
;,,.,, .i rninpcH~V \\t' strive to q..iin or mniP!.itn a Major Sh.ire, l>u! not .P.l"'>$arily ;ne de •. r 11 JV' ..., sh<ir l! 
ol t h1• :r1i1il<1ble 111.,rkets 

Sl1u r l T l!rm Lnnq T errn 

1Tvw 3i 
J\!> d c11P·11w11-. wt· st11vP to ~ Fii " 01 n·.iin t.11n ;1 su f f1c 1t~nt sl.are or ct 1: civ,111.ib le l'ld1~e ts 1J1 ,1 t wil l sa t sfy 
u.i• •h'l'': to Si.1 1 v1•J11 

Short Tt:rrn L o1H1 Term 

• dear majority sh::ire = 50 or mun~ o1 av<i.l<Jbic rnarhets. 

OUfSTIOf\l 4 
Com1clc1 the ddfo1 cnt market levels 111 which your comp<my competP.S. I ntlicate your rompany's 
co 111pt't1tive a ttm1di; (as descnl>ed 111 O rn'st1 011 3 by Numbe• T\q,P). fo r e?ch o f th ose 1eve ls that are 
relcv<mt 

·'' .1.!,1•P \'.'111" :1•111uinb.:r ot t!it• Curnpet1 t 1vc l)Pt: I" .. ,,~ o;pc;c; .. iHJ,,nst the lt:lVcllt IL•vt.!1'> t' 1;11 
.11 111 o· 1,·l·lll ,_\111:; 1,1 )\. ( 1, L, t•I :3 I roil' p , \'ICJ. I ~· q.JCsl ull ' . 

• C\S d C< ll lll)cit1 { Ull f dt~lllltl• ll•~'!4PdS CO!llilf'ti t illll '11 the I0' 1<l\"vl'l') 111<2! r,tJ ( I ,) 

l<1v1•! -; '" l lt ' \l dt»tr1l 1•11 !Jy, 

~.iARKET L[ V l: LS l YPE O F CQr,11->ETl TI VE NESS 

Req.011.!l i\1.1: :.t~ t :> 

l\Jdt1011.i l M.1r1<.1· 1:; 

l rH11 r n.ttiu11al IVJ,il 1-.ets 

Tvpe r.Jo 
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QUESTION 5 

Identify the following with respect to any competitors your company may have. 

Procedure: Tick b_ '. Boxes whcr t' apptrc-:ible. 

Can you identify any of the follow1119 as generally 
describing your company situation: There is I are 

EITHER 
1 A SINGLE AND MAIN competitor who, 

tl1reatens our companies immediate survival ; 

cou1d. and is very likely to threaten our company's survival 
in :he lo1cseeable future, 

could . but for the fort>secable futur e does not threa ten 
our company's survival, 

poses no real threat to su r vivai now or in the foreseeable future. 

AND/ OR 
2. A GROUP of MAIN competitors w ·10, 

OR 

threatens our companies immediate survival, 

could and is very likely t o threaten our company's survival 
111 the fon:sceable futurP., 

co•J ld . but for the foreseeab le future does not threaten our 
co111pany's survival; 

poses no real threat to survrv.JI now 01 111 the foreseeable future. 

3. A RANGE of competitors with no clear imJ1vidual cornpetito· 
or group of comprt1 tors that, 

OR 

OR 

threatens our companies immediate survival. 

could, and is very likely to threaten our company's survival 
1n the foreseeable future; 

cou!d, but for the foreseeable fu ture does not t hreaten our 
company's survival, 

poses no real threat to survival now or in the foreseeable future. 

No Effective Competition whatsoever for NOW 

and/ or 

No Effective Competition whatsoever for the FUTURE 

None of the above 

I i . . _J 

~1 

L ! 

• 1 
L: 
f l 

; -

·-l J 

~, 

l J 

[_) 

[ I 



QUEST ION 6 

Ident ify the followi ng with respect to any competitors you r company may h;we. 

Procedure: T1c:k Om• Number on each scale that romcs closrs t to your ec;ttrT'ation or al t(;r natively 
l 1ck 1, ' On1.: Box af ter each 1tc111 scalf'. 

Item 1 
111 tt'rrns o f ;our company' s ovcrCl ll compe titive sitLwt1011 (Uuc~t 1 011 G) how much prcssurf' is 
IH•11q exert ed i>y your coP1petttors on your cornp,my in its attempt to hold on to or rcilch it:. 
llcs1rr.d rnarh.ct share yoal (Ouesti t)n 3). 

Compett tive Pr ,~ssu re 

I !t~ rn 2 

Very 
High 

7 6 5 
AJeragc 
4 3 2 

Very 

Low 

1 
None 

Do yuu d11tic1pdte tlv t tl1e level of c..omµet1tivc pressure i·1cl1cJtc!d in I tem 1 will, in tlie irnmed1c1te 
l ll t Uri'. 

incr hiSe hole! steJcly r • decrease unsure r·-
L - • 

I ter 11 3 
In view of your est1111citin11 qiven 1n I tem 1 Jbovc how would you rate your co1npany s abiltty, 

to survive 
(up to five yc<.11 s) Short ter rr.. 

(lwyonci five years/ I ony term: 

to achieve or ho ld onto its 
c1cs irect market goal 
tlq• to frvc• yt;.irsl Shor. r errn 

1bey~>••d 1;v':? v~.i 1 s1 Lony Term . 

I tem '1 

Very 
High 

7 

7 

7 

7 

6 

6 

G 

6 

5 

5 

5 

Average 
4 

4 

4 

4 

3 

3 

3 

3 

Very 
Low Unsure 

2 1 

2 1 

2 

Unsu re 

If your comp;my has a SINGLE AND MAIN compet i tor or a GROUP of MAI N competitors rate the 
11if luence that you frel tile growth and development decisions of your company has over t he same 
cl( c1sio11s of your competitors and vice versa. 

Very 
High Average 

Our 111llucnce over compett tors 7 6 5 4 3 2 

Competitors 111flucncC' over us 7 G 5 4 3 2 



QUESTION 7 

Identify the following with respect to sources of company income. 

Procedure: Tick l:Z(Boxes where appl icab le. 

Can you identify for your company : 
Either, 

1. A SINGLE AND MAIN source of Income whose loss, 

present ly threatens comriany surviva l; 

cou ld, and is ve ry likely to pose a threat 1n the 
fore5eeable future to co mpany survival ; 

could , but for the foreseeabl e future does not threaten 
company survival, 

poses no real threat to co mpany survival now or in the 
foreseeable future . 

and /or 

2. A GROUP of Income sou rces whose loss, 

D 

D 

D 

D 

presen t ly threatens company survival; O 
cou ld, and is very likely to pose a th reat in the foreseeable 
future to company survival; 0 
could , but for the foreseeable future does not threaten 
co mpany su rvival ; C 
poses no real threa t to company survival now or in 
the foreseeable future . 0 

or 

3. A RANGE of Income sources with no major single source 
or grouping of sources whose loss, 

presently t hreatens co mpany surviva l; D 
could, and is very likely to pose a threat 1n the foreseeab le 
fu ture to company survival; D 
could , but for the forseeable future does not threaten 
co mpany survival; D 
poses no real t hreat to company surviva l now or in 
the foreseeab le future. D 



QUESTION 8 
With respect to overall expa.nsion, diversification, retrenchment or reorganisation 1n the nature and 
levels of supply of your goods and services have you just completed, are you in the process of 
completing, or are you planning Major or Very Major commitments. * 
Procedure: T ick !Yf' the appropriate Boxes. 

Type of Committment 

Type of Committment 

QUESTION 9 

Just 
No completed 

MAJOR 

Expansion 1--l_.J D 
Diversi ficat ion [J ~ 

l _J 

Retrenchment !=-J LJ 
Reorganisa tion . ,- i 

L_1 [J 
VERY MAJOR 

Expansion [J D 
Divers1 fication [] D 
Retrenchrnent 1-1 

L__J D 
Reorganisation D 11 L__ 

Major committment is defined as up to 50% 
expansion , cut-back or rearrangement o f 
your production or service supply level s. 

Very Major committmen t is defined as more 
than a 50% expansion, cut·back or 
rearrangement of your production or 
service supply level s. 

In the Fi rmly 
process Planning 

n ~ D 
D 11 ..___, 

D Ii 
L _ _J 

[J I- -I 
LJ 

D D 
D D 
D D 
D [:J 

Indicate the market from which you gain the major share of earnings for your principle product, 
line or service and how stable you consider the future of such market to be. 

Procedure: Tick [~ th e ONE appropriate box . 

DEGREE OF MARKET STABILITY 

Very Ve ry 
High High Average Low Low Unsu 

Source of Main Earnings 

New Zealand D D D D D D 
Overseas D D D D D D 



QUESTION 10 
Consider the performance of your company in terms of the items below, (Total turnover etc.); 
make an estimation of how your company's performance compares with that of those firms you 
regard as your competitors, (as defined by your answer to Question 5), for the New Zealand 
market only. 

Procedure: Ti ck ~0e number on the scale that most closely approximates your relati ve position , 
or Tick l:!Jthe Box afte r each scale 

In the New Zealand market we occupy with respect to 
First Last 
Position Middle Position Unsure 

1 . Total turnover 7 6 5 4 3 2 [l 
2. % Share of Market 7 6 5 4 3 2 [J 
3. . Earnings per Share 7 6 5 4 3 2 r- 1 

LJ 
4. Percen tage p rofit of 

Shareholde rs funds 7 6 5 4 3 2 D 
NOTE: 

With regard to (3) and (4) above indicate for both measures OR the One measure most fami :i< 
to you. 

• : Defined at Nett Tax paid Profit - (preference dividends, if any) 

Number of Ordinary Shares 

QUESTION 11 
Consider the Human and Physical Resources listed below that may be employed in generating your 
principle source o r sources of company income. For each Resource indicate where the Majority 
supply is located for the Past, Present and Future. 

Procedure: Tick ~hree Boxes for each relevant resource. 

Majority Supply (the major %) 
Resources Employed THE PAST NOW THE FUTURE 

N.Z. Othe r N.Z. Other N.Z. Other Unsure 

Plant and Machinery employed D D I [] D D n D __J 

Processes and Techniques employed D D D D D D D 
Raw Mater ials D D D D D D D 
Associated Management (senior) [] D D D D D D 
Associated Technologists [] D D D D D D 
Finance: start up finance D D D D D D D 

maintenance finance D D D D D D D 
growth finance D D D D D D D 



QUESTION 12 

Consider the following factors and assess the extent to whi ch they currently restrict your ability 
to expand and grow. 

Proceclure: Tick [~.j't h e number on the scale that best corresponds to your estimate for the relevan 
items only. 

Restriction on Growth 
Very Very 

Lack of skilled personnel High Average Low 

Management 7 6 5 4 3 2 

Technical 7 6 5 4 3 2 

Supervisory 7 6 5 4 3 2 

Labour Difficulties 

Excessive Turnover 7 6 5 4 3 2 

Training Difficulties 7 6 5 4 3 2 

Problems of Motivation 7 6 5 4 3 2 

Work attitude prob iems 7 6 5 4 3 2 

Absenteeism 7 6 5 4 3 2 

Shortage 7 6 5 4 3 2 

Technology employed 

Inefficient 7 6 5 4 3 2 

Obsolete 7 6 5 4 3 2 

Environment controls 

Lega l 7 6 5 4 3 2 

Administrative 7 6 5 4 3 2 

Financial constra ints 

Ava :ldbiiity of 7 6 5 4 3 2 

Cost of 7 6 5 4 3 2 



QUESTION 13 

Consider each of the four following statements and indicilte for each the degree to which it represents 
your company's normal policy. 

Procedure: Tick !\1' tile appropriate box(es) 111 one or rnore of the fou r sta tements. 

OUR NORMAL COMPANY POLICY 
STATEMENTS 

As a point of management practice we, 
on all 

occasions 
on most on some on no 
occasions occasions occasions unsure 

not 
applicable 

(;i) attempt to be the first to try to implement 
a pro rrnsi ng but mainly unproven idea, 
technique or process; 

(b ) prefe r to wait and adopt proven and 
established id eas, techniques or 
processes; 

(c) concentrate our research and development 
on the creation and evolution of new 
processes, ideas and techniques ; 

(cl) co 11 ce11trate o n the adaptation of 
estab lished id eas, techniques or processes 
in other areas to our own area of 
operations. 

QUESTION 14 

r-
l _J 

[J 

[l I] D [ _] 

[i f _J D l.~.J 

[I r J l.J 

D D D D 

Does your organisation have a policy, written or implied, to guide its responses to the innovations and 
changes introduced by its competitors 

Procedure: Tic k [2f O ne Box. 
NO 

D Fully 

;1a rtly 

YES 
Written 

D 
D 

Implied 

D 
D 

I i 
L --• 

I --1 

·-· J 

[-I 

LI 



11 

QUESTION 15 
Consider the Size and Rate of Change that Now exists fo r each of the following factors relevant 1 

your company organisation. 

Procedure: Tick lZ(Qne Number for each Factor on the scal e or the Box provided. 

Estimated Rate of Change 

Very Very 

FACTORS High Average Low Unsure 

Produ ction Technology 7 6 5 4 3 2 D 
Production Techniq ues & Processes 7 6 5 4 3 2 [] 
Mark e ting Methods & Processes 7 6 5 4 3 2 D 
Management Methods & Processes · 7 6 5 4 3 2 11 t._J 

Person nel (Growth & Development) 
methods and processes 7 6 5 4 3 2 D 

Estimated Quantity of Change 

Ve ry Very 

Large Average Sm all Unsure 

Production Technology 7 6 5 4 3 2 D 
Production Techniques & Processes 7 6 5 4 3 2 D 
Marketing Methods & Processes 7 6 5 4 3 2 D 
Management Methods & Processes 7 6 5 4 3 2 [] 
Pe rson nel (Growth & Development) 

met hods and processes 7 6 5 4 3 2 D 



I !. 

OUESTIOl\I 16 
Consider each of th e following hu man and economic conditions which may cause future disruption 
and effect New Zealand's abili ty to grow and develop economically . Give your estimation o f the 
levels o f future disrupt ion each 1s likely to cause. 

P1 ucetlur t! · Fo1 each of the nine facto1s Tick ' v" ONE number 01 th e Bo x. 
. - I 

Future Di srupt ion 

HUMA N Ar\10 ECONOM I C CONDITIONS 

DomPst1c 111i11o rity proble ms of <1 

Very 

Hi uh 

1 .ici dl a111.1 cult ured ki11cl. 7 

The isoidtion of si9111ficant co mmunit y 
q1o:Jµs (q You th, aqed). 7 

D1 ff iet1lt1es 1n rn'1t c h in ~1 the supply of 
111creased liv in ~1 stan dards to t he demand. 7 

Tile SP<irch for satisfy inq l ife-sty les 
\\1th 111crcas;11 g leisure and affluence. 

TIH~ con test over tile priv2tc or pu b l ic 
ownership of economic resources. 

Tl1e ba!ancin!:J of r igh ts an d duties 
be tween tile individual anci t he st ate. 

Shortfa lls 111 po l itical a!Jili t y in coping 
\\. th comnlex and soph isti cated 
dt>CISIOll nuk i 11lj . 

T he <issociJted pruiJle rns 111 mov rnq 
f ro111 u pr oduc t ron ct:!H t'red economy 
to 01;e 111 bet ter hal cJ11cc with market 
de mand s. 

T r , 1:1flu0nce o f extcmo l pressu res on 
l\J Z's c1l;1:1ty to pursue i ts own 
:1.it 10 11 ,il polic ies. 

QLIESTION 17 

7 

7 

7 

7 

7 

7 

G 

6 

6 

6 

6 

G 

6 

6 

6 

Medium 

5 4 3 2 

5 4 3 2 

5 4 3 2 

5 4 3 2 

5 4 3 2 

5 4 3 2 

5 4 3 2 

5 4 3 2 

5 4 3 2 

Very 

Low 

No 

Effect 

l __ J 

I ~I 
l_ 

[] 
r--; 
l_J 

[] 

'_J 

From the previous ques tion se lect the three Human and Economic condi tions that you consider have the 
most potential for u1srupti on NOW and in the LONG TERM (5 years and beyond) . 

Procerlurt'. Wrrte t he numbers of the se lected condition s in th e spaces provicled in their order of 
se ri utiS llCSS. 

First most Ser ious 

Second most Serious 

Third most Seri ou s 

Now Long Term 

[ l 



QUESTION 18 

Consider the relationship between the private sector and ~1overnment. Do you 
and control by government will increase or decrease in the fo reseeable fu tureJ 
believe SHOULD happen as opposed to what you believe WILL happen. 

Prun'!<l11 re. Ti ck [If TWO boxes, ONE only in EACH column. 

Column 

what Government direction and 

control should happe n 

QUESTION 19 

Increase slow ly 

Increase rapidly 

Dec rease slowly 

Dec rease rap idly 

No chanye fro m the present 

L 

,-, 
I .. 

feel the direction 
Indicate wh at you 

Column 2 

wh at 

will ha ppen 

Consider the executive or management ' philosophy' to which you belong - those executives who 
are most li ke yourself in personal goals, beliefs, activities, social standing, responsibilities etc. 

Read the following statements and indicate how business leaders who share your 'philosophy' would 
feel. 

Proceclure: Tick '. 0' 0 NE box for each statement. 

STATEMEN TS 

1. Executives who are owners are more interes tect in 
t he wel l-lJeiny o f empl oyees than are lmed managers. 

2. Successful leaders must be exceptionally 
sel f -con f ident. 

3. Su ccessful leaders are interested in the ideas of 
their subordi nates. 

4. 

5. 

G. 

7. 

8. 

Success fu l leaders direc t subordinates in exactly 
what th ey should do and how to do it. 

Success ful leaders involve as many peopl e as possible 
in the making of importan t decisions. 

Major po licy decisions made by committees are 
suµer ior t o those made by the chief executive alone. 

Subordina tes usually want to take on more 
responsibili t y than they are able to handle. 

If a subordinate sees the likelihood of promotional 
opportunities, he will work harder and more effectively. 

Very 
High 

I .J 

l] 
--, 
I ' 

I 

fi 
i _ _I 

I 1 

I 
I_ 

11 

IJ 

DEGREE OF AGREEMENT 

High Medium Low 

LJ lJ 

II n 
i] 

[J r-1 

i] I_ J 

l-1 

IJ I] 

I.] 

l~J 

!I 

[_l 

[ _l 

I ) 
i __ I 

[] 

11 

n 

Very No 
Low Agreement 

r -
L.J \_J 

r-1 
I ' 

[j 

I __I I ] 

r-1 
L_J [J 

[] IJ 

1_·1 [_] 



QUESTION 20 

Fat each of tile four areas bel o w incl1cC1te your company's recent ancl future activity. 

P1occtlwc: Tick '. " ; t l 1t ! c1 pp1 Ppr iC1 tc l H> Xt!S. 

!\1d1o r· r ccc111 0 1 pla1111cci t~ilnnqcs il l 1 ~ 01 curr rr 1q u r vvtll occu r 
ii) th e CO!l1 fl dl1Y ilSSOl'i,1te, J vv it li: 

AREA 

Rrvrs111q Oli J! ·C t ivcs . lJOdiS, 11c1.v pr odt rc: t 01 cu sto1rn ·1 

rn r><cs . 1woqraph1cal t! >< pci 11s io 11 

P1lllluct10 11 t ccl1111ilnlJv . wo 1 k ldyot 1ts . plci11l <1rHI 

l'l l llijl llll' l1t. 

,1 Cu111111u 11icd ti o n .i11cl cl1!L:1~io11 1n<1l·.11 1LJ 1t!l< it 101bli1ps, 
lr.Hk·1sl11p , t Vit'S. · 

·1 h'1so111wl \ipl1efs , vcil111~s. a t titudes. 11 1tt' l IH'rso 11 til 
•(ldllUllShlpS, qroup l wlla\'iOllr . 

l lut» Jr1y Oil ' o1 the "bovc; <n et1 s of chtt rllJC stdnd ou t <t'> 

h'.lll.J p,!1 t 1cul.11 ly 1111po1 t cl 11l fu r your· comp.ir1y7 

QUESTION 21 

Recent Planned 

Ar ea No . 

No 

Ch il n' 

St r ess and Tension may be present for Executives as n part of both their workinu environment find 

t h ei r pri va te li ves. Consider each of til e p ossibiliti es in the Answer Space ancl indicate your o wn 

pr ese 11 t co11ditions and what you anti c ipate the future holds. 

Ptuu•!lwc. Tick / u1e appropria te IJox for each factor-. 

STRESS AND TENSION 

((!) Present levels: 

111 the Work E11vironment 

111 thf' O utsicleo f wo rk Envi ronrllE-:r1t 

01 ii Phy sica l k ind 

Of an Emo ti o n0I k ind 

(b ) Estimated futu re su ccess 111 coping with stress and tension 

Very 

H1yh 

l n th e work Env iron m ent 1 .I 

In t he Ou ts ide-of w ork Envi ro nment I 
Of a Ph y sic<J I k incl 

Of an Emo t1onal kind 

High Averaye Low 

Ve ry 

Low 



QUEST ION 22 
Do yo11 mal<e use of adv iso ry services 
part time use in company operations? 
p1ov1d111!J services such os accounting, 
d evelopment etc.). 

htrecl from outside your compony organ1sat1on 101 full 01 
(Advisory services would cover both 1nclivid11als or ciroups 

legal, promotion and advertising, train ing and org<1111 sat1onal 

f\lo 

If Y ES obove then rate each of the following FACTORS for your Company . 

P101:e<luru: Tick 1 , i One number for eacil item. 

How dependent is your company 
on the services tlwy prov1cle? 

HO\\ frequently do you make use 
o f rhei1 services/ 

How impo1 ltlnt are their services 
to the survival o f your company/ 

Wha t is the qual i ty of their overall 
contribu t ion I 

What 1s the success of their overall 
contrilrn t ion measurecl in resu l ts? 

Wha t is y0u1 overall satisfaction 
with t heir con tr1b..it1 011I 

Very 

Dependent 

7 G 
Very 

Frequent 

7 6 
Very 

Important 

7 6 
Very 

High 

7 

Very 

High 

7 

Very 

High 

7 

6 

G 

6 

Avernge 

5 4 

A verage 

5 4 

Average 

5 4 

Average 

5 4 

Ave rage 
f) 4 

Average 

5 4 

Degree 

3 

3 

3 

3 

3 

3 

Very 

lndeµe ndcnt 

2 1 

2 

2 

2 

2 

2 

Very 

Infrequent 

1 

Ve ry 

Unimportant 

1 

Ve ry 

Low 

1 

Very 

Low 

1 

Very 

Small 

1 



'" 

There c1re d 1Hrn11Jer o f 111,111t1uernent c1 tt1tude5 w'1id1 ~orne theorists say lwve an influence on 
behav iour. The foll o wing two questions c1r e desi!1ned to collec t inf l) rrnation o n some of these 
factor s. 

OU ESl ION 23 
\\lh1d1 of t il e fo llow1119 clo you favour or believe 111 7 

.:·' ( ('(},, l 'le~· u1 'No'. II .rli~olull:ly u11u•1t.rin, Tick'''. Tlw11: .11t! no 11!1'1! or vv10:1q 
,111<;\,pr s. ·!I' t you: f i 1 <;t r c,,c t 1011 Plt!il't· .ins\\'f]I al I i terns. 

Ct~11.,01sli11 i l , • .., 

!\1oc!t'1 n A rt Yt s 

l)1v1 I H' Ld..,,.\ YPS 

Ct)USl!l l\:],111"1<1ql' Y1·s 

H11 cli111q Yw; 

f\ 1tirt.11 1, Orrll 1'1•<, 

Lt'q,,11<;111 f\l>OJ 1 tOil Yi·' 

f\oyal ty {, s 

Colou rl'cl l111111l!lf.l l 1011 Yt' 

Bt!Jlt• T rn ti 1 Yt•s 

OUESllON 24 
Co mrller e<H:ll of the follo wi ng and <Jive y ou r evalu a11on 

l .l 1 , · C} ,. :\,i:1:i.it 1 r i1 ,."u' 11u1. 

f\Jo 

I No 

1•lo 

Nu 

l\o 

·' l\:o 

f\llJ 

[\j () 

I No 

I No 

'" ,•l l lllllt'S d11ectly 1eli:ltP.cl \(J l:l" Uflf!fdll(Jll o! ','UUI C011l;Jol1',.' Ol~j(tl'l'>d[l(}ll 11'.IJll ld )'llll (,(t'\51<:('1' 

• I )I'' 'il'I t I (l l l' 

Ve ry 

Conscrv.1t1ve Average 

Not at ,111 
Co nserva t1 v'? 

10 !J 8 G 5 3 0 

: :1•·1· ) 
I' 111111 11·~ no t di rectly related to the opP~<ll1011 o! you1 <.tirn11<111y orqdlll5dt1011 \'vOcild you considr•r 

• 01JI ~l'if lO lll. 

I tPrn 3 

V ery 

Co11se rv<1 t1v t' 

10 9 8 7 G 

I 11 your overa ll att i tudes would y ou consiclPr y ourself to Ile: 

Ve ry 

Conservative 

10 9 8 7 6 

Avt~rayc 

G 4 3 

Avcrayc 

5 4 3 

2 

2 

Not J t all 

ConsPrv ative 

0 

Not all all 
Conserva t rvc 

0 
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