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CHAPTER 4 

ake their voyage through life. 

4.1

 

bac

rese e empirical research design, this 

met

of a ment in this study.  

 

As was exp

address th illed designated 

manage

pathing ef ain production 

activiti

With this i

investigated by constructing a questionnaire and distributing it among managers in 

selected

methodolo

of this chap

had an impact on the answers found to the research question.  

 

4.2 RE

 

The pr

shortage o in the automotive sector. Affirmative action 

develop

designated

poor resul ther hand, maintains that there are 

sufficient skilled designated personnel in the labour market pool (Department of 

RESEARCH DESIGN AND METHODOLOGY 

People change in significant ways as they m

 William Shakespeare  

 INTRODUCTION  

In the previous chapters the research problem was identified and formulated against the 

kground of existing literature and theoretical frameworks. Since the next step in the 

arch process involved choosing an appropriat

chapter focuses on the choice of the empirical research design as well as its 

hodological implications for the sampling, the data collection and the development 

 measuring instru

lained in Chapter 1, this study aimed to formulate a MCD planning model to 

e acute shortage of skilled managers in general and sk

rs in the automotive sector in particular and to enhance the managerial career-

fectiveness of a life-long learning process that can sust

es within the changing and challenging automotive manufacturing environment. 

n mind, the validity of the new model (proposed in Chapter Three) has been 

 automotive companies. Hakim (1987) argues that discussing research 

gy is like putting together a plan or an initial design for a building. In the rest 

ter, therefore, this process is described to show all the factors that may have 

SEARCH PROBLEM 

oblem to be researched (as identified in this study) was a solution to the acute 

f skilled designated managers 

ment programmes in this sector are increasingly criticized for failing to facilitate 

 manager promotion through the ranks in the private sector and for producing 

ts. The automotive sector, on the o

in
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Labour, 2001). A recent publication of the world competitiveness report (Business Day, 

002) highlighted some concerns about designated MCD growth in the automotive 

 irrelevant MCD and education 

with little importance and few organisational pay-offs. 

 

pful starting p

anagers some it that they have training needs, because 

they have low self-confide aybe because they have a legacy 

of failure. 

des can be ted with a generation n, in which an 

individual feels too old (or 

 Designated managers mus ire specific skills to res plex problems in 

nction well in the com

 

 

The intention of this research age in the effective and scientific development 

concepts of MCD are not a l

misconceptions may prevail ions. ot 

nd can be u c

and development. It is hope

importance of understanding o that both managers and 

employees will be encouraged earch to be actively involved in 

 

 to explore and formulate a new strategic model to enhance the MCD potential of 

designated managers (to ensure that the lack in South Africa’s automotive sector of 

appropriate and adequate managerial skills development is addressed). 

 

2

industry:  

 Individuals see their career as disappointing, due to

  There is a lack of appraisal systems that link and trigger MCD and MCD is useless

without a hel oint. 

 Designated m times fail to adm

nce or self-esteem or m

 Negative attitu  connec al dimensio

too senior) to need MCD. 

t acqu olve com

order to fu petitive automotive world.  

4.3 OBJECTIVES OF THE STUDY 

was to eng

of an MCD model for previously disadvantaged managers in th

lways well understood by al

regarding career expectat

e workplace. The 

 levels of employees and 

 Management is often n

properly trained a ninformed regarding the pro

d that this research will pro

 career management, and als

 by the results of this res

ess of career management 

vide explanations of the 

MCD.  

The primary objective of this study was 
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The ondary objectives of the ssec tudy are 

 to investigate the commitment of top management to the career-pathing and 

xpert advice on the 

concepts and applications of “MCD models” with the following control measures 

o to ascertain whether the HRM component is activating the organisational 

o to ascertain whether processes for an advisory HRM focus group that can 

development of designated and non-designated managers in middle/lower 

management and to define their roles clearly; 

 to examine the role of automotive organisations in South Africa, with reference to 

MCD and development strategies for future DSGNs (Black men, women and disabled 

persons); 

 to provide an in-depth literature study on concepts which have a significant impact 

on MCD intervention within automotive organisations in respect of the training and 

development of future designated managers; and 

 to investigate additional literature and obtain professional e

and guidelines: 

o to ascertain whether the HRM component of the organisation has put in 

place management development programmes and, if so, whether they are 

effective for both designated and non-designated managers; 

strategic plan by implementing a relevant MCD programme; 

o to determine whether a standardised MCD model (of any nature) is in place, 

and whether there is a difference between its effectiveness for NDSGN and 

DSGN managers; 

o to ascertain the perceptions of top management about the establishment of 

internal and external programme monitoring bodies to evaluate and align 

employment equity with the expected plans for designated MCD 

programmes; 

o to formulate HRM strategies to accelerate the management development 

potential of future DSGN managers to meet the needs of the automotive 

sector; 

o to develop an exploratory integrated model linked to DSGN MCD and 

strategic HRM activities; and  

link and formulate strategies around a company’s human resources planning 

requirements have been set in motion. 
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4.3.1 Demographic characteristics of local automotive organisations  

 

Figure 4.1 sets out the main characteristics of the automotive sector positioning against 

the demographic backdrop of South African economy.  

Num

 

Table 4.1: Summary of the main characteristics of local automotive organisations  
ber of employees 250 000 employees 9480 managers 

Annual Turnover  R146 billion Annual exports R84 billion 

Dem

Eastern Cape (Port Elizabeth) (15%) 

Gauteng (60%) 

Daimler Chrysler  

Delta and VW Volkswagen 

BMW, Ford and Nissan 

ographics of Sector Kwa-Zulu Natal (10%) 

Eastern Cape (East London) (15%) 

Toyota 

Nationality of ownership Japanese 

South African 

German 

Swedish 

Toyota, Nissan 

Vehicle components and body pressing par

BMW, Daimler Chrysler and VW  

Volvo 

United States of America 

ts 

Ford (includes Land Rover & Mazda) 

GDP Manufacturing (contributes 5,7% of GDP: 

3rd largest economic sector after Mining 

The 2002 domestic automobile demand was 

366 000 units with an addition of export units 

th.  

 for the Sector 

and Agriculture)  totaling 124 500, with current constant grow

Number of managers NDSGN = 450 

 

DSGN = 9030 

Intended original sample size = 600. 

Actual sample size = 227 (from 51 companies).  

Num

sites 

ent manufacturers and 

Ms). Each automobile 

manufacturer purchases components from 

7 companies of Automotive Assembly Plants 

(OEMs), 13 brands and approximately 40 

different models are manufactured with an 

ber of automotive business service 200 (1st tier compon

suppliers to the OE

between 100 to 140 1st tier suppliers. annual production of 400 000 units.  

Anticipated designated management 

ing in the year 2003  
The DSGN will increase by enforcing 

employment equity plans to resolve past 

imbalances in previous management 

structurin

employm

An increased rate of 35% of selection and 

recruitment of DSGN is currently taking

within organisations (2003). 

staff

g (companies avoid Government 

ent equity fines and penalties for 

non-compliance to the equity plan).  

 place 

Anticipated NDSGN staffing in one 

time (white managers)  

In the year 2003 there was a decrease of 

NDSGN timed for early retirement that 

were offered attractive packages.  

An anticipated rate in 2003 of 40% turnover

white managers in the organisations wer

replaced by DSGN.  
year’s 

 of 

e to be 

Source: Adapted from Business Report (2002) 
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4.4 

 

or the purposes of this study both quantitative and qualitative research methods were 

par

app  are old establishments in 

outh Africa that encourage the use of quantitative methods of scientific inquiry (Shaw 

inst

Fac

Hai n this chapter.  

lassified into various data types using a hierarchy of 

easurement, the data often a finite ending order of numerical precision (Saunders, 

struments is of critical importance in quantitative research. In essence, the 

rm “quality” as it is used here refers to the reliability and validity of an approach 

(internal validity, external validity, reliability and objectivity). These data types should 

also be explicitly tested and reported on before proceeding to the rest of the analysis, 

interpretation and reporting, which form the focus steps set out by Mouton (2001).  

 

It is difficult to put a precise meaning to qualitative research, but it can be described as 

an umbrella for interpretative methods that describe, translate or come to a conclusion 

without using a “number crunching” exercise (Van Maanen, 1983). Although qualitative 

RESEARCH DESIGN  

F

selected and supported the result findings. Research in the automotive sector, 

ticularly in a large division within an organisation, is much more suited to this 

roach. It is now recognised that automotive organisations

S

& Perkins, 1992). The research design technique chosen using selected items from the 

rument of the Career Dimension Questionnaire, which was subjected to Exploratory 

tor analysis to determine the underlying factor structure, as suggested by Cooper and 

r (1998:577), that forms part of the discussions i

 

Quantitative data can be c

m

Lewis & Thornhill, 1997). These different levels of numerical measurement dictate the 

range of techniques available for the presentation and analysis of the data.  

 

Quantitative data can be divided into two distinct groups: categorical and quantifiable. 

Categorical data refer to data whose values cannot be measured numerically but whose 

values can be classified into sets (categories) and can be further subdivided into 

descriptive data and ranked. They are placed in a ranked order (they are then known as 

nominal data). Ranked or ordinal data are more precise. The data are collected and 

coded using precise numerical measurements that can be regrouped to a less precise 

level so that the data can be analysed. Quantitative research is not only about “counting 

and numbers”, but is embedded in theory. The scientific quality of the concepts and the 

measures/in

te
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research has not been refined to reproduce the same degree of preciseness as 

ber of important factors should be looked at (Saunders et 

d are not reduced to variables. (The beliefs, thoughts and needs of the 

approach of the 

 

  effects of the study on the 

o was familiar to them). 

 e of 

reference – All experiences as described by the respondents are presented in their 

exact wording. (The questions used in the questionnaire elicited the personal views 

quantitative research, a num

al., 1997). These factors are listed below together with their application in the present 

study. 

 

 Qualitative research is inductive – A qualitative researcher must be able to 

develop his/her own concepts, insights and understanding from the research results. 

(The aim of this study was to develop an understanding of the way that DSGN and 

NDSGN managers and the organisation see the problem). 

 

 Qualitative research is holistic – People, groups, and settings are viewed as a 

whole, an

DSGN and NDSGN managers were used in the perspective areas of 

research questions).  

Qualitative researchers are sensitive to the

respondents – Interaction with the respondents must be as natural and unobtrusive 

as possible. (Employees were interviewed in familiar surroundings by an 

interviewer wh

 

Qualitative researchers try to understand the subjects from their own fram

and thoughts of the employees). 

 

 Qualitative researchers set aside their own beliefs and perspectives – Nothing is 

taken for granted and everything said or discussed is subject to enquiry by the 

researcher. (The researcher’s own perspectives and beliefs were set aside as far as 

possible during the evaluation process). 

 

 Qualitative researchers take all perspectives as valuable views – The purpose of 

qualitative research is to seek a proper understanding of the employees’ perspectives 

regarding the career management process. (The respondents were given an 
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opportunity to express exactly how they felt about the specific issues in question. 

All these thoughts and perspectives were used in drawing final conclusions). 

 

tay close to the empirical world. 

(Validity in this research was questioned at all times, in other words, “are we 

nt 

ompanies had used it in a pilot test. It consisted of ten questions, some with 

 Qualitative methods are humanistic – The methodology used in qualitative 

research is as non-obstructive to formal proceedings as possible and this research 

study is conducted in familiar automotive sector settings. 

 

 Qualitative researchers put a lot of emphasis on the validity of their study – 

Qualitative research methods allow researchers to s

measuring what we are suppose to measure?”). 

  

4.5 PILOT STUDY 

 

A pilot study was undertaken to determine the validity and reliability of the 

questionnaire, with a view to making necessary changes in the procedure before the 

actual study was undertaken. A self-administrated questionnaire was then prepared and 

used as a measuring instrument after 20 lower/middle managers in ten differe

c

subsections. Where relevant, a five-point Likert scale was employed. Respondents were 

invited to provide additional remarks, criticism or recommendations, and ample space 

was provided for them to do so. The questionnaire was completed anonymously. This 

pilot survey revealed the non-existence of Affirmative Action career-pathing models or 

any staff succession planning and highlighted the need to emphasise “Management 

Career Development”, which was confirmed to be lacking in the companies that were 

surveyed.  
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4.5.1 The design of the measuring instrument  

 

A questionnaire was developed to collect the required data from individual managers 

tionnaire is attached in Appendix A). 

 was post-coded later (see Appendix B). The questionnaires were printed on one side 

onstruction: 

 Include only questions which address your research concerns and which you plan to 

inistered, keep the instructions brief, but make sure 

they contain all the information required to complete and send back the 

 large portion of closed-ended questions were used. Care was taken to ensure that the 

rather than their organisations. (A copy of the ques

It

of sheets only and not back to back to facilitate data capturing. The instrument used for 

this survey consisted of a pre-coded and self-administered questionnaire, which was 

carefully constructed to facilitate maximum response and, at the same time, obtain 

detailed information. The questionnaire was developed by taking into account some of 

the general rules laid out by Baker (1988) for questionnaire c

analyse. 

 Make the questionnaire as appealing as possible to the respondents. 

 Keep the questionnaire as short as will suffice to elicit the information necessary to 

analyse the primary concerns. Be sure, however, to include questions on all aspects 

of the research problem that you need to address. 

 If the questionnaire is self-adm

questionnaire. 

 Consider in advance all the issues that a respondent might raise when he/she 

receives this instrument. Be sure that the questionnaire addresses these issues.  

 

Most types of questionnaires include a combination of open and closed-ended questions. 

Open-ended questions allow respondents to give answers in their own way (Shaw & 

Perkins, 1992). Baker (1988:173-174) is of the opinion that closed-ended questions 

force the respondent to select a single response from a list. However, Saunders, Lewis 

& Thornhill (1997) indicates that closed-ended questions with forced choice responses 

are more likely to be completed by respondents than open-ended questions.  

 

A

lists of responses from which the respondent was instructed to choose covered as many 

alternative answers as possible. However, in some instances, the nature of the issue 
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addressed dictated the use of open-ended questions, and space was therefore provided 

for respondents to write out their answers.  

 

The questionnaire was designed according to the objectives of this study, as stated in 

Section 4.3. The questions took cognizance of the current affirmative action 

implementation in the light of the struggle by the automotive industry to reduce 

equalities among managers. The aim was to ascertain the respondents’ points of view 

e the respondents’ views on career 

anagement, and included categories such as first and current job functions, formal 

placement, privileges, job responsibilities measured 

gainst job descriptions, adequate training for current functions, decision-making power 

 of them should be positive and half negative” (Loubser, 1996:228).  

 

ed instruction notes to assist the respondents 

 completing the questionnaire. The questionnaire consisted of 62 questions that 

in

of top management responsibilities for and commitment to the identification of potential 

talents and the implementation of MCD interventions.  

 

The questions were structured to examin

m

education, gender, tokenism in job 

a

on important issues, promotion prospects, relationships to immediate superiors, current 

company training programmes, the availability of coaching or mentorship programmes; 

freedom of the organisation and available resources, making critical and important 

contributions to the organisation, existing training models and personal involvement.  

 

The respondents’ personal feelings about and views on the people’s understanding of 

the organisation and its strategies of both the NDSGN/DSGN groups’ perceived magnitude 

of the MCD problems were assessed to evaluate top management commitment. For this 

questionnaire, the five point Likert scale was used to elicit the degree of agreement or 

disagreement, and provision was made for a neutral column for each of a series of 

statements related to the study object. Regarding the design of such statements, Loubser 

(1996:228) asserts that the “statements must be closely connected with the subject and 

approximately half

The cover page of the questionnaire contain

in

elicited detailed information from the respondents selected for the survey. A covering 

letter addressed to the respondent outlined the importance of the study, the aim of the 

questionnaire and the value of participation. The respondents were assured of 
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confidentiality and anonymity to allay any anxiety, whilst the importance of MCD for 

automotive organisations in South Africa was stressed.  

 

4.5.2 Validation of the measuring instrument 

he difference between the information required and the information obtained is 

is valid to 

e extent that differences in scores among objects reflect true differences of the objects 

ation that the instrument is required to uncover and then designs 

inst pe of 

pol e action initiatives and MCD. The research variable 

rev  scope of the 

furt also determine the reliability of 

measures 

The questionnaire developed for this research focused on the theoretical dimensions of 

e study and ensured that the variable items were relevant to the research objectives, as 

well as applicable to the respondents with regard to ensuring face validity Bless and 

 

T

referred to as measurement error, and it is important to avoid this pitfall in designing a 

questionnaire. According to Churchill (1987:382), “a measuring instrument 

th

on the characteristics that the instrument tries to measure”.  

 

Content validity involves assessing the representativeness or the sampling adequacy of 

the items contained in the measuring instrument. According to Bless and Higson-Smith 

(1996:137), content validity is achieved by referring to the literature relating to the area 

of study. In this regard the design of the questionnaire enjoyed high content validity and 

the techniques used were evaluated by pretesting to ensure that the instrument measured 

what it was supposed to measure. 

 

Construct validity achieves its purpose when the researcher “makes a list of different 

pieces of inform

questions to secure the information” (Bless & Higson-Smith, 1996:138). The measuring 

rument used for this study was closely linked to the theory relevant to the sco

the study and was confined to the variables to be tested in the areas of human resources 

icies and practices, affirmativ

items were identified and constructed on the basis of the literature review and a sample 

iew of questionnaires used for other studies that broadly pertain to the

research. This conformed to the criterion for internal validity, which was supported by 

her pretesting of the instrument. The pretesting must 

the measuring instrument and test “how consistently a measuring instrument 

whatever concept it is measuring” (Sekaran, 1992:171). 

 

th
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Higson-Smith (1996:139) stress the importance of the instrument’s being tailored to the 

 Management and Technology for the HRD Management Survey (AIDC, 

ns and ideas from it were adapted for this study.  

nd service providers were consulted and this questionnaire 

with the CSIR, a Clinical Psychologist, major automotive 

, Ford, BMW and Toyota (Pty) Ltd, the University of Pretoria 

and Ryan Bramble Management Consultants.  

5.3  Factor analysis technique 

to reduce the number of variables 

nd, secondly, to detect a structure in the relationships between variables, that is to 

eneral Human Resources Managers of the targeted organisations.  

needs of the respondents for whom it is intended. The questionnaire was designed to 

contain the key elements of structured questionnaires in order to obtain maximum detail 

from the respondents. Also, part of a questionnaire developed by the International 

Department of

2002) was used and questio

 

The following associations a

development was discussed 

companies such as Nissan

 

4.

 

The items of the Career Dimension Questionnaire were subjected to Exploratory Factor 

analysis to determine the underlying factor structure. Factor analysis is a generic name 

for a group of multivariate statistical methods whose primary purpose is to define the 

underlying structure of a set of variables and to reduce a set of variables, measures or 

items to a small set of common factors. Variables that correlate highly with each other, 

as identified from a correlation matrix, are grouped together under a single factor. Each 

distinct grouping of highly correlated original variables represents a separate factor 

(Cooper & Hair, 1998:577). This instrument was used in this research to position the 

perceptions and assessments of the respondents’ organisations on a three-point scale. 

The main applications of factor analysis are, firstly, 

a

classify variables. Therefore, factor analysis was applied as a data reduction or structure 

detection method. 

 

4.5.4 Framework of the questionnaire 

 

The instrument used for this survey consisted of a pre-coded questionnaire which was 

carefully constructed to facilitate maximum response and at the same time, obtain 

detailed information. The automotive organisation questionnaire was directed at the 

Senior G
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The questionnaire contained three sections: biographical data, individual data and 

rofile and data in connection with organisational information.  

 

the context and meanings of activities in 

the respondent views reality. Seven important themes were identified, and an attempt 

brie

M department of the organisation have an MCD 

SGNs and NDSGNs? 

 Theme Three: If there is a standardised MCD model (of any nature) in place, is there 

organisational data, and a Career Dimension Survey. These are discussed in detail 

below.  

 

4.5.4.1 Section A: Biographical data 

 

The biographical data questionnaire was used to obtain information on each 

respondent’s p

4.5.4.2 Section B: Survey on individual and organisational data 

 

In this section, data relating to the HRM component’s organisational strategy for 

designated managers’ career-pathing and development was gathered. The questions 

were designed to obtain a broad picture of a respondent’s views on the topic, and aimed 

to produce a descriptive overview of the respondent’s thoughts, feelings, values and 

emotions. Specific questions were related to 

the respondent’s world. They were used to organise the researcher’s perceptions of how 

was made to analyse the data obtained from the questionnaire using these themes (listed 

fly below): 

 Theme One: Does the HR

programme in place, and, if so, are is it effective for both D

 Theme Two: Is HRM realising the organisational strategic plan by implementing 

relevant MCD programmes? 

a difference between its effectiveness for NDSGN and DSGN managers? 

 Theme Four: Are the designated MCD programmes aligned with employment equity 

expectations, and are these programmes monitored? 

 Theme Five: What are the effects of employment equity on DSGNs’ MCD? 

 Theme Six: Do managers have a sense of security in their organisation? 

 Theme Seven: How do the respondents perceive their organisation’s response to 

their personal MCD needs? 

 

UUnniivveerrssiittyy  ooff  PPrreettoorriiaa  eettdd  ––  NNaaiiddoooo,,  AA    ((22000055))  



 164

4.5.4.3 Section C: A Career Dimension Survey 

In this section, data in connection with each respondent’s scoring of the perceptions of 

the organisational dimension were assessed on a three-point scale. These questions 

aimed to reveal the following perceptions and assessments of each respondent’s 

rganisation:  

 the work design; 

  

Th panies 

t popula , a h  a

anufacturers and 1st tie nt  se n of 44 

was made from 1st tier automotive com p  ACAM. They 

ucts to value of R  000 million (leather seats, metal co nents, 

h ystems, aluminium wheels, raw m ls and b  panel 

. A further Ms (Or nal Equ t Manu rers) an ehicle 

er NAAM were sele d (BMW, VW-SA, Toyota SA, Delta Motors, 

aimler Chrysler SA, Ford Motor Company and Nissan SA), to whom the 1st tier 

o draw 

mples for other marketing activities. Since the target population of 120 companies 

was tabulated in numerical sequence for each company, the assigned numbers were 

matched to the corresponding computer-generated numbers on the composite schedule 

and ringed accordingly. Thus, the 51 companies ringed became the sample for the 

survey.  

o

 the future perspective; 

 organisational systems; 

 managerial support; and 

 individual concerns.  

 

4.6 TARGET GROUP AND DEMOGRAPHICS  

e sample was selected from computerised random numbers to select 51 com

from the targe tion of 120

r compone

 situated 

supplier com

ponent su

cross Sout

panies. A

pliers falling

Africa, of

lectio

under NA

utomotive 

companies m

manufacture prod  the 30 mpo

catalytic converters, ex aust s ateria ody

pressings) 7 OE igi ipmen factu d v

assemblers und SA cte

D

suppliers deliver their components with a total industry export value of approximately 

18.6 billion Rand per annum (Logistics News, 2002). 

 

A computer programme using statistical computer language was written specifically to 

draw the sample size of the total companies. This computer programme generated the 

random numbers, and selected the sample size under the registered licence software of 

NAAMSA. It was written by a colleague of the researcher and was also used t

sa
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According to Bless and Higson-Smith (1996), an important issue in the field of surveys 

 and non-designated managers willing 

 participate. The criteria and characteristics of the sample for managers’ 

anagement job categories; and 

 be NDSGN and DSGN managers identified by assigning appropriate ticks on a pre-

iously disadvantaged managers).  

 

is determining an optimal sampling size. Whilst a large sample may be more 

representative, it could be very costly. A small sample could be less accurate, but more 

convenient. For this study, the sample size of 51 companies (>40%) is more than the 

significant level required from the target population of 120 companies (in other words, 

the seven individual OEMs represent more than 50% of the managers of the 

population).  

The questionnaire was distributed nationally to all targeted groups of DSGNs (previously 

disadvantaged managers’ placement) and NDSGNs (white males) available across the 51 

automotive companies. The Senior General Human Resources Managers and Chief 

Executive Officers representing these companies administered the questionnaire by 

randomly selecting a sample of both designated

and able to

participation were that they had to  

 be employed by the automotive industry private sector within the four demographic 

national segments;  

 work in the disciplines of engineering, human resources, administration, finance, 

technical work or production; 

 be aged between 27 and 55;  

 be in the middle-to-lower m

coded questionnaire to separate the groups. 

 

Each company’s senior representative received a formal letter and a self-administered 

questionnaire in batches of ten and met individually with the respondents to discuss the 

contents of the research project. The discussions reached all the members of the 

companies that met the criteria for participation. The respondents were supplied with 

return post envelopes (continued support and comments were received via electronic 

mail). The targeted sample size was approximately 600 for the total NDSGN (white male) 

managers and DSGN managers (which included white/black women, disabled persons, 

and prev
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Table 4.2 forms part of the unit of analysis of middle/lower management respondents. 

Some 600 questionnaires were electronically mailed and administered by hand to the 

national automotive assemblers and component manufacturers, facilitated by the 

NAAMSA/NAACAM automotive associations. 

 

4.6.1 Geographic distribution of the selected sample  

 

The automotive industry is largely concentrated in four provinces, namely in the coastal 

belt of Kwa-Zulu Natal (10%), the Eastern Cape (10%), the Western Cape (20%) and 

Gauteng (60%). It is the largest manufacturing segment, and the highest single 

contributor to the GDP. A total of 600 questionnaires were distributed to all four 

provinces, according to the demographics shown in the Table 4.1. 

Table 4.2: Geographic distribution of the selected automotive companies 

emographics  
ibuted 

randomly/ 
No of 
unusable 

No of 
responses 

No of 
responses 

Frequency 
sample 

Provinces/ Distr
d

 province  responses 
received 

received 
(less spoilt 
copies) 

not 
received 

received 

Kwa-Zulu Natal 60 3 53 4 93 

Eastern/Western Cape 180 2 40 138 23 

Gauteng 360 4 134 222 38 

Total sample 600 9 227 364 39 

 

From the above table it can be seen that 227 respondents completed the questionnaires 

rs. The overall sample from the total designated lower/middle management 

spondents is reasonably well represented among the organisations and sample quota 

overage was achieved. The difference between the numbers of companies contacted 

nd those who responded is due to the lack of availability of DSGN persons responsible 

r HRM. Of the NDSGN respondents, 61% failed to complete the questionnaire.  

and 51 out of the 60 companies responded. This translates to a response of 39% of all 

the manage

re

c

a

fo
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4.6.2 Analysis of the data collect

 

Editing entails a thorough and pleted questionnaire in 

terms o  and in order to deal 

with questionnaires not fully completed (Martins, Loubse :29 ). It is

erefore essential that the data be checked for completeness and accuracy before data 

uring (see Coding: Appendix B). The editing of the data 

r this study was conducted by the researcher with the assistance of STATOMET at the 

onally. For the 

urposes of this study, the significant level was set at 0.05%, (chi-square testing can be 

 factor 

nalysis statistical technique.  

l data collection design. This data analysis identified patterns among the 

rimary variables and a combination of the original underlying factors supporting the 

ed  

critical examination of a com

f compliance with the criteria for collecting meaningful data,

r & Van Wyk, 1996 5  

th

are accepted for coding and capt

fo

University of Pretoria. Each completed questionnaire was scrutinised, and carefully 

edited to ensure that the criteria of completeness had been met. A random audit check of 

the respondents was also made to determine that the meeting had taken place with the 

selected respondent and that the questionnaire was administered professi

p

accepted when the p-value is smaller than 0.05). 

 

The second part of the questionnaire data were edited and encoded into forms, making 

analysis more manageable using a processing system and data storage. The codes follow 

various decision rules that the researcher devised to assist with the sorting, tabulation 

and analysis, with the assistance of STATOMET at the University of Pretoria. The data 

analysis was influenced by a factor analysis technique process that reduces the data to a 

meaningful size, developing summaries, looking for patterns and applying the

a

 

Furthermore, the researcher interpreted these findings in the light of the research 

questions and checked for consistency within the primary objectives and theories. 

Explorations of the problem in factor analysis data collection were accomplished 

through familiarization with the available literature, interviews with experts and focus 

groups. The management data aspects of the second part of the research questionnaire 

was a desirable outcome for exploring the factor analysis technique further in order to 

enhance the researcher’s understanding of the options available for developing a 

successfu

p

study.  
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The factor analysis was aimed at discovering key career dimensions that need to 

improve, and investigating outcomes that enable an organisation to build a successful 

career development process model (that is, an effective career development system 

uniting the employee’s aspirations with the strategic direction of the organisation).  

According to Farren and Kaye (1998), this designed research questionnaire for this 

study identifies five key areas, namely future perspective, organisational systems and 

reer-management 

concerns. The Career Dimension Questionnaire/Survey section contained 20 items that 

.7 CONCLUSION 

d. This study set six 

bjectives and a preposition that address the research problem, primary/secondary 

 the target population of the automotive 

ctor. The data from the questionnaire we ed se g a  

package fro epartment of University of Pretoria.  

 

rview of the analysis of the results obtained by this 

 

 

 

 

practices, work design, managerial support, and individual ca

had to be rated on a scale of one (not true) to five (very true). Respondents were asked 

to rate the 20 items according to how they perceived their organisation (or division) as 

responding to their personal career needs. Respondents were instructed to mark their 

answers directly on the answer sheet, and had a time limit of 20 minutes to complete it. 

 
4
 
In this chapter the research methodology was discussed with the aim to establish 

whether there are significant differences between designated managers and non-

designated managers for certain MCD objectives being observe

o

objectives and how the sample was drawn from

se re captur and analy d by usin  software

m the Statistics D

The next chapter will present an ove

research.  
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