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CHAPTER 5 

RESULTS AND FINDINGS  

 A journey of a thousand miles must start ingl

C overb  

 

emes in the organisational questionnaire dealt with the effectiveness of 

mmes for both the N N and D  groups within each 

l for both NDSGNs and DSGNs must be aligned 

irements for effectiveness set in the research objectives.  

als with the descrip  statistics. With the assistance of 

 charts illustrations of key de graphic bles are lighted.

 Section 5.3, the two groups’ (NDSGN and DSGN) variables are compared with regard to 

hether there is a 

ifference between the two groups, taking into account the relative frequency with 

he reason for focusing on relative rather than absolute frequencies is that the two 

 account in the 

calculation of ex erved frequencies depart significantly 

from the expected frequencies, according to

(w h the significant leve , p<0.05), on n conclude that the two groups 

differ in terms of the va interest. If, o e other hand, the discrepancies 

be een the observed and  frequencies a all and non-significant (a level 

greater than 5%, p>0.05, is obtained), then there is no difference between the two 

groups.  

 

Th statistical progra  analysis o  data w  SAS Version 8.2 

statistical analysis programme, which allows an effective visual presentation of data in 

 with a s e step. 

hinese pr   

5.1 INTRODUCTION 

 

The seven th

MCD activities and progra DSG SGN

organisation. A standardised MCD mode

to meet the requ

 

In this chapter, Section 5.2 de tive

frequency tables and mo varia  high  

In

the age categories of the respondents (measured on a nominal scale application of the 

two-sample chi-square test). Section 5.3 is based on a comparison of observed versus 

expected frequencies. The two-sample chi-square test determines w

d

which the group members fall into various categories of the variable of interest.  

 

T

groups have unequal sample sizes, and this has to be taken into

pected frequencies. If the obs

 the significant differences level theory 

it l set at 5% e ca

riable of n th

tw  expected re sm

e mme used for the f the as the

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



 170

tabulated form, and reduces the time and energy needed for calculations. This 

uantitative analysis of data was undertaken by the computer services support section of 

e Statistics Department at University of Pretoria (STATOMET).  

 

.2 DESCRIPTIVE STATISTICS – SAMPLE PROFILE (RESPONDENTS’ 

BIOGRAPHICAL DATA) 

 

.2.1 Introduction: a summary of statistics and general findings 

  

his section provides an overview of the demographic profile of the managers who 

articipated in the survey. They are henceforth referred to as “the sample”. The 

atistical data is presented in the form of frequency tables and charts. Meaningful 

he study. The reader can 

lso refer to the questionnaire in Appendix A for more detail.  

Frequency 

% 

No of 

respondents 
Frequency 

% 

Total 

Frequency 

% 

q

th

5

5

T

p

st

results are also contextualised with regard to the objectives of t

a

 

In Table 5.1 (below), a demographic breakdown is given of the sample according to 

province. The largest number of responses came from the Gauteng Province (59%), 

followed by Kwa-Zulu Natal (23%) and the Eastern Cape (18%).  

 

Table 5.1: Demographics of the total sample 
  

RESPONDENTS 

Group 1 

NDSGN 

No of 

respondents 

Group 1 

NDSGN 

Group 2 

DSGN 

Group 2 

DSGN 

Demographics of responses by province:      

59 Gauteng Province 61 71 73 52 

Kwa-Zulu Natal 12 14 41 29 23 

Eastern Cape 13 15 27 19 18 

Total  86 100 141 100 100 

 

In Table 5.2 (overleaf), the demographic breakdown is given of the sample according to 

sector representation by province. 
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Table 5.2: Sector representation of the sample by province 

 

rom OEM companies (59% NDSGNs, with a 

corresponding percentage of 50% DSGN managers). The Component Manufacturing 

 

 

 

 

S 

Group 1 

 

s 

Group 1 

Frequency 

Group 2 Group 2 

DSGN 

Frequency 

% 

 

RESPONDENT

NDSGN 

No of

respondent

NDSGN 

% 

DSGN 

No of 

respondents 

Original equipment manufacturers (OEMs):  

Gauteng

 

5 3

 

25  Province 3

 

41 

 

5 

Kwa-Zulu  2 16  Natal  9 10 3 

Eastern C  1 9 ape  7 8 3 

Sub- s  7 50 total of OEM companie 51 59 1 

Component uring suppliers (Tmanufact ier 1): 

Gauteng provi

 

27 nce 

 

26 

 

30 

 

38 

Kw ulu Natal 3 4 18 13 a-Z

Eastern Cape 6 7 14 10 

Sub-total of Tier One Companies  35 41 70 50 

TOTAL RESPONSES 86 100 141 1

 

The largest percentage of respondents came f

00 

Suppliers’ sectors were represented by 50% DSGNs and 41% NDSGNs. 

 

In Table 5.3 (below) and Figure 5.1 (overleaf), the age distribution of the sample is 

given. 

 

Table 5.3: Degree of representation of age groups of respondents  

 

 

 

Age category responses No of 

respondents 

Frequency 

% 

25 to 29 25 11 

30 to 34 55 24  
35 to 39 59 26 

40 to 44 56 25 

45 to 49 

 

 

 22 10 

50 + 10 4 

Total responses 227 100 
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Figure 5.1: Age distribution of the total sample population 

The age distribution tends to be slightly skewed to the right, especially due to skills 

the reason for the higher number of 

ployees in the three aforementioned age groups.  

 

shortages and a previously white-dominated market. The distribution is therefore 

skewed towards the 30 to 44 year categories. Some of the respondents appeared with an 

evenly distributed margins that were in age categories from 25 to 29 years and 45 to 49 

years respectively. It is suspected that this age distribution would be typical of all 

manufacturing type automotive companies. In a highly technical environment, 

organisations tend to recruit qualified, highly energetic and dynamic employees with 

some years’ work experience. This may be 

em

 

In Table 5.4 (overleaf), a breakdown is given of respondents’ years of experience in 

their particular organisation. 

Age Category
25 – 29; 35 – 39; 40 – 44; 45 – 49;  

 

NO OF M  

 30 – 34; 50 +

ANAGERS
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Table 5.4: Length of respondents’ experience in their current organisation  

ts (between 31 a  36 per c ) have wo ed in thei

ten years (first category), whilst the second largest

ry of NDSGNs (34%) have worked only up to three years in the same organisation. 

aller percentage of DSGNs – between 23 and 25 per cent – has a total work 

eer positions previously held by the 

tions in which they held their first jobs in technical 

any No of 

respondents 

G

N

 

f 

respondents 

p 2 

N 

y 

 

 

It appears that most responden nd ent rk r 

current organisation for more than  

catego

A slightly sm

Respondents according to 

length of time employed in the 

comp

Group 1 

NDSGN 

roup 1 

DSGN 

Frequency 

% 

Group 2

DSGN 

No o

Grou

DSG

Frequenc

% 

Up to 3 years 29  34 30 21 

4 to 6 years 11  13 35 25 

7 to 9 years 15  17 32 23 

More than 10 years 31 3  31 6 44

Total 86 100  00 141 1

experience of between four and nine years.  

 

From the responses, one gets the impression that many of the respondents do not put 

down roots – they move from company to company in search of greener pastures, or 

they are affirmative action candidates who are job-hopping to attain attractive positions 

with market-related salaries. This, in turn, could adversely affect their upward mobility 

within organisations. It is normally good human resources practice to promote internally 

to senior level rather than to recruit from outside. This is in line with human resources 

succession planning. However, if there are no candidates suitable from within, external 

recruitment and appointments may be justified (NDSGN managers reveals 34 per cent at 

early stage recruitment), mainly due to designated managers’ headcount turnover rate.  

 

Table 5.5 (overleaf) reflects the lower car

respondents within the organisa

positions and lower management positions.  
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Table 5.5: Previous position of respondents  

 

Previous job levels held in the 

company 

Group 1 

NDSGN 

No of 

respondents 

Group 1 

NDSGN 

Frequency 

% 

Group 2 

DSGN 

No of 

respondents 

Group 2 

DSGN 

Frequency 

% 

Executive level - - - - 

Senior management level - - - - 

Middle management level 4 5 17 12 

Lower management level 17 20 43 31 

Professional level  10 12 19 13 

Technical level 37 43 31 22 

Consultant level 10 12 22 16 

Non-managerial jobs  8 8 9 6 

Total responses 86 100 141 100 

  

Of the NDSGNs, 43 per cent started off in a technical position, compared to 22 per cent of 

anagerial levels were largely in lower managerial ranks (31 

per cent D s). This observation confirms the problem statement of this research, 

er ma

ber of NDSGNs and DSGN l 

per cent started in non-ma

ple.  

DSGNs. Those appointed at m

SGN

namely that D s have largely held lowSGN

Approximately the same num

nagerial ranks in this sector. 

s started off in the professiona

and consultant level categories. Only six to eight nagerial jobs 

as clerks and blue-collar workers, for exam

 

Table 5.6 (overleaf) reflects the fact that most of the DSGN management respondents (37 

per cent) held indirect production support functions (such as material handling, stock 

control and production logistics) and 24 per cent held managerial positions in direct 

production. This is probably due to this automotive sectors being highly unionised by a 

black majority. Negotiation seems to be much easier for a company using a DSGNs to 

provide representation and feedback in focus group sessions. 
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Table 5.6: Departmental function or discipline distribution 

  

 

Function /responsibility levels held in 

the company 

Group 1 

NDSGN 

No of 

respondents 

Group 1 

NDSGN 

Frequency 

% 

Group 2 

DSGN 

No of 

respondents 

Grou

DSGN

Freque

% 

p 2 

 

ncy 

Staff development  14 16 22 16 

Service department  11 13 52 37 

Production department 10 12 34 24 

Marketing and sales department 15 17 18 13 

Finance department  2 2 3 2 

Human resources development 

department 

9 11 11 8 

Industrial relations department - - 1 - 

Industrial and process engineering  24 28 - - 

Other 1 1 - - 

Total 86 100 141 100 

 

In industrial and process engineering d ents, N accou or 28 p t, 

and in the marketing and sales depart for 1 t. Th nctio

OEMs seem to employ NDSGNs due to acute shortages of DSGN ical s ort 

ests that few designated r

yed in departm s where they perceive no individual career 

The feelings DSGNs about promotion are revealed in 

owing: “We h ally ved up, but operationally not 

much has changed….” “We still do not have control  issues at depart al 

vel.” ”We do not head departments, we do not have control over budgets and we are 

 are close (11 and eight per cent respectively for the sample unit of job 

nction levels). In the OEMs, it seems to be common to employ DSGN personnel 

epartm DSGNs nted f er cen

ments 7 per cen ese fu

s with techn

ns in the 

upp

skills. This sugg espondents in this sample category (in finance 

and engineering) are emplo ent

planning to be available.  of 

comments such as the foll ave norm  mo

 over even ment

le

only in charge of blacks.” From the discussion it is evident that blacks still operate at 

the black-white interface and largely deal with other DSGNs. They seem to be 

“specialising” in African issues.  

 

In human resources staff development functions, the numbers of NDSGN and DSGN 

respondents

fu
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managers in those jobs that will bring about the most harmonious relationships between 

the masses of designated workforce and top management (union-driven committees or 

employment equity forums). On the other hand companies would like to win their 

customer relationship confidence with the black empowerment business clients. 

 

In Table 5.7 (below), the educational levels of the respondents are listed. It appears that 

the majority of the respondents (33 per cent) have completed a degree, 25 per cent have 

completed a diploma, 24 per cent have an honours degree and a small number (9 per 

  

ion nde

Level of educational qualification of No of respondents 

 

Frequency % 

cent) only have a Grade 12 (Matric). 

Table 5.7: Highest educational qualificat

  

 of respo nts 

managers 

Matric (NQF – level 4) 21 9 

Diploma (NQF – level 4/5) 57 25 

Degree (NQF - level 5)  74 33 

Honours (NQF – level 6) 55 24 

Masters (NQF – level 7)  18 8 

Doctorate and Research (NQF – level 8) 2 1 

Total 227 100 

 

The reason for the high percentage of respondents with some form of post-matriculation 

positive aspect of this is that the prerequisite 

qualification can form the basis for relevant informal skills training for specific job 

functions (such as technical and managerial competencies for scarce skills). The 

reliance of the corporate world on university degrees when making appointments for 

managerial positions is evident from the respondents’ answers. For external recruits, a 

degree is a must for a managerial position.  

 

qualification is the introduction of the requirement of a diploma or degree as a minimum 

qualification for appointment into a salaried manager’s position. Within a company, 

most junior level managers have diplomas, and middle and top managers have first 

degrees or post-graduate degrees. The 
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It would seem, therefore, that the minimum educational requirement for a managerial 

sition is a basic degree. Of parti porta fair ent practices, 

however, is the value of a basic degre rform  the jo uch a jo y 

requirement does have a predictive value, the private sector m ve to develop 

ies for active participation in support of the process of increasing the pool of 

ed graduates. Given the poor so -economi ckground any candidates 

ited knowledge regarding career options and choices, this 

petent DSGNs is important.  

SGNs (54 per cent) hold middle management positions. 

the strategic HRM planning against the 

pany’s business p

r real career advancement of DSGNs to take place.  

po cular im nce for employm

e for pe ance on b. If s b entr

ay ha

strateg

designat cio c ba  of m

and their relatively lim

increase in the pool of com

 

The questionnaire used in the survey was directed at low/middle managers, who formed 

the unit of analysis. Table 5.8 (below) indicates that more than half of the respondents 

(64 per cent) of the NDSGNs and D

This observation needs to be checked by 

com lan for scarce competency and skills needed by the organisation 

fo

 

Table 5.8: Current job level of respondents 

Current job levels held in the 

company 

Group 1 

NDSGN 

No of 

respondents 

Group 1 

NDSGN 

Frequency 

% 

Group 2 

DSGN 

No of 

respondents 

Group 2 

DSGN 

Frequency 

% 

Executive level - -  - 

Senior management level - -  - 

Middle management level 57 67 77 54 

Low 46 er management level 29 33 64 

Total 86 100 141 100 

 

wit  an influential 

the managerial level, 46 per cent 

op senior 

The finding that all the respondents are in managerial positions has to be considered 

h caution, since it is possible to be in a high-ranking job (and also be in

department) while having little positional power (or authority and accountability). Of 

DSGN respondents who held positions at a lower 

indicated having some positive career direction in order to reach the goal of t

positions.  
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Table 5.9 sets out what formal educational institutions respondents attended in 

ng for a career. The responses reveal that NDSGN respondents favour universitiprepari es 

(46 per cent) and technikons (30 per cent) as playing an important role in the provision 

service 

oviders to have been of value.  

stitutions where they completed their Group 1 

respondents 

Group 1 

% 

Group 2 

respondents 

Group 2 

N 

ency 

% 

of formal education and MCD. Following closely, 38 per cent of DSGN respondents have 

attended technikons and universities (35 per cent). Of the DSGN respondents, 27 per cent 

considered their company’s in-house informal training colleges and educational 

pr

 

Table 5.9: Educational institutions attended by respondents for career building 

  

In

academic careers NDSGN 

No of 

NDSGN 

Frequency 

DSGN 

No of 

DSG

Frequ

Universities (tertiary educational 41 46 75 35 

institutes with higher educational study 

levels)  

Technikon (Administrative, Commerce 

nd Technical studies)  

26 30 81 38 

a

Colleges (in-house service providers and 

mes) 

21 24 60 27 

study program

Total responses  88 100 216 100 

 
 

e ribu f the t rev e h

ale dominance in management posts, with only between 21 and 26 per cent of 

gers. Fem anagers are mostly involved in the service departments

f “soft skill” compete

 
Table 5.10 (overleaf) shows th

level of m

gender dist tion o  sample. I eals th igh 

female mana ale m  

supportive o ncies. 
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Table 5.10: Gender distribution  

  

Gender 

Group 1 

NDSGN 

No of 

respondents 

Group 1 

NDSGN 

Frequency 

% 

Group 2 

DSGN 

No of 

respondents 

Group 2 

DSGN 

Frequency 

% 

Male  64 74 112 79 

Female 22 26 29 21 

Total responses 86 100 141 100 

 

The suspicion that the male-female ratio in any manufacturing company would tend 

towards a higher male composition is confirmed by the findings set out in the above 

table. The reason for this is possibly the fact that males still tend to choose careers that 

are more technically oriented.  

  

5.3 STATISTICAL RESULTS OF QUESTIONNAIRE DATA  

y are again listed briefly: 

 Theme One: Does the HRM department of the organisation have an MCD 

rammes? 

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

� The ith 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?  

 

This section uses the two-sample chi-square test to compare two groups (DSGNs and 

NDSGNs in terms of a variable, measured on the nominal scale (Cooper & Schindler, 

1998). The two-sample chi-square test is based on a comparison of an observation in 

accordance with expected frequencies in various categories of the theme of interest. At 

the end of the previous chapter, seven important themes were identified, and an attempt 

is made in this section to analyse the data obtained from the questionnaire, using these 

themes. The

�

programme in place, and, if so, is it effective for both DSGNs and NDSGNs? 

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

relevant MCD prog

� 

a difference between its effectiveness for NDSGN and DSGN managers? 

me Four: Are the designated MCD programmes aligned w
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5.3.1 Theme One: Does the HRM department of the organisation have an MCD 

programme in place, and, if so, is it effective for both DSGNs and NDSGNs? 

earche o i th  e

evelopment, training and placement of persons from the designate oups in

order to identify MCD models so that successful managers are placed on merit.  

The findings c ding stion evant t e them  Appe  A) ar

 nses ted in s of f ncy an rcenta r each

s qu as design d to coll nform  rega  the p ption

and op m com ent t D pr mmes in the

n.

 

in T 1 (be esults icate th ere is a significant difference 

e programm  activities and the perceptions of DSGN and NDSGN

s. 

1:  e curre t organ ional MCD programmes d top

managers’ commitment strongly linked? 

 
 
C
 
(
v

p 2 

GN 

uency

 

The res

pathing, d

r wants t nvestigate e current situation with regard to the car

d gr

er-

 

  
orrespon to th  quee s rel o th e (see ndix e 

tabulated and the respo are i dican  term reque d pe ges fo  

statement. 

 

Q13. Thi estion w e ect i ation rding erce s 

of DSGN NDSGN t anagers’ mitm o MC ogra  with  

organisatio  

As set out able 5.1 low), the r  din a tht 

between som  career e  

manager

 

Table 5.1 Are th n isat  an  

 
 

areer programmes process type  

Multiple career development method 
ariables) 

 
p<0.05 

Chi-square 
significance 

level 

Group 1 

NDSGN 

No of 

respondents 

Group 1 

NDSGN 

Frequency 

% 

Group 2 

DSGN 

No of 

respondents 

Grou

DS

Freq

% 

1
m

. Performance 
anagement 

Yes 
No 

p = 0.4114 
 

73 
13 

85 
15 

112 
27 

81 
19 

2
p

. Succession 
lanning  

Yes 
No 

p = 0.0382 
 

17 
69 

20 
8

14 
126 

10 
90 0 

3. Projects by teams Yes 
No 

p = 0.0051 
 

31 
55 

36 
64 

27 
113 

19 
81 

 
The chi-square significance test reveals a significant relationship between organisational 

team (p=0.0051) career programmes for DSGNS (p<0.05). It 

was mostly the NDSGNS who were in favour of organisational adjustments to career 

in-house career and development models linked to succession planning (p=0.0382) and 

models linked to project-by-
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development in project-by-teams and succession planning. These two dimensions of the 

ent deveMCD assessm lopment framework apply to the policy career activity 

eaknesses in respect of the sector’s development of both their NDSGN and DSGN 

managers. T  man  app re u means of diagnosing 

training needs and seem to be le e n g NDSGN 

and DSGN managers widespread of succession pl by team c ivities. 

 

The researcher’s experiences within this sector reveal that performance management 

and appraisals are often strongly linked to remuneration and promotion possibilities. 

Performa nd appr ls are not always used for the benefits of MCD 

evaluatio l comp es (Rape et al., 1997). A high number of 

respondents indicated a need for a stronger focus on MCD capacity in operators, people, 

finance a ly, info  

 

A link be al HR  strategy with succession planning and the strong 

integrati hing  organisational MCD programme

igh prio track MCD activities for DSGNS. There is a perception by 

rmation regarding the most 

voured career development techniques used by respondents for their personal 

w

he performance agement raisals a sed as a 

ss effectiv in MCD pla s accordin  to both the 

anning and project  a t

nce management a aisa

n in multi-nationa ani r 

nd, most interesting rmation technology.

tween an organisation M

on of mentoring/coac with s can create a 

h rity system to fast-

DSGNS that there is no registered career programme infrastructure in place for future 

managers. According to the researcher’s experience, DSGNS believe that there is still a 

need for MCD to be the focus of the organisation’s highest commitment and to fast-

track and conduct succession planning programmes for the development of future 

managers.  

 

Q18. The aim of the question was to obtain info

fa

career development. 

  

Table 5.12 (overleaf) shows the results of the respondents’ rankings (on a five-point 

scale) of the career advancement techniques they prefer.  
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Table 5.12:  The preferred MCD techniques within organisations 

 

he most 
avoured 
areer 
rogramme 

NDSGN 
(Group 1) 
and DSGN 
(Group 2)  

P<0.05 
Chi-square 
significance 

levels 

 
High 

priority 
Frequency 

% 
1 
 

 
Good 

 
Frequency 

% 
2 
 

 
Average 

 
Frequency 

% 
3 
 

 
Lowest 
priority 

Frequency 
% 
4 
 

Po

Frequ
% 

 
T
f
c
p
techniques 

 
or 
 
ency 

5 
 

1

Group 2 

 
p =0.2229 

 

2.3 
 

6.4 

9.3 
 

7.1 

24.4 
 

30.5 

43.0 
 

30.5 

20.9 
 

25.5 

. Job rotation  Group 1 
 

2. I
M
 

.4 
 
.7 

n-company 
CD 

programmes  

Group 1 
 
Group 2 

 
p = 0.8914 

 

4.7 
 

5.7 

18.8 
 

17.7 

27.1 
 

22.0 

27.1 
 

31.9 

22

22
3
S
 

1 
 
.1 

. Task forces/ 
pecial  

Projects 

Group 1 
 
Group 2 

 
p = 0.4830 

 

7.0 
 

3.6 

14.0 
 

19.9 

38.4 
 

35.5 

32.6 
 

29.1 

8.

12
4
MCD
 

.1 
 
.4 

. External 
  

Programs 

Group 1 
 
Group 2 

 
p = 0.0494 

 

7.0 
 

8.7 

24.4 
 

13.8 

22.1 
 

22.5 

31.4 
 

36.2 

15

30
5
t

 9.2 20.6 36.2 18.4 

.6 

15.6 

. On-the-job 
raining 

Group 1 
 
Group 2 

 
p = 0.4386 

15.1 
 

17.4 
 

31.4 
 

24.4 
 

11
 

6
m ntoring  

Group 2 

 
p = 0.5899 

 

5.8 
 

7.1 

23.2 
 

17.0 

24.4 
 

23.4 

36.1 
 

35.5 

10.5 
 

17.0 

. Coaching/ Group 1 
e

7
 Feedback  

.6 

. Performance  
 

Group 1 
 
Group 2 

 
p = 0.0482 

 

10.5 
 

3.6 

18.6 
 

25.0 

24.4 
 

30.7 

33.7 
 

22.1 

12.8 

18
8. Teaching / 
c lting  
 
e

Group 1 
 

 
p = 0.8303 

3.5 
 

16.3 
 

25.6 
 

30.2 
 

24.4 
 
.4 

onsu
with other 
mployers  

Group 2  4.3 17.1 20.7 36.4 21

 
Ac rding to th  respondents, employe  do not provide in-house career development 

programmes and enough opportunities for both the NDS

co ese rs

GN and DSGN groups’ 

evelopment. However, on the basis of these results, it appears be worthwhile for a 

company to provide in-house development programmes for what is seen as the highest 

priority. Table 5.12 (above) represents highly significant results for both the DSGN and 

NDSGN groups with regard to performance feedback and external MCD programmes as 

methods of development. The fact that the lowest priority was given to in-house MCD 

programmes within the companies was highly significant for DSGN managers. It is clear 

that in some companies strategic commitment by HRM to MCD does not exist.  

 

Table 5.13 (overleaf) represents the results with regard to the automotive sector’s most 

favoured MCD techniques. 

d
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Table 5.13: Ranking of the most favoured MCD techniques in the automotive 

industry 

 
 

a

freq
% 

D
(Group 1) 

 
Ran

o 
 

NDSGN
(Gr

 

 
Rank

by 
equenc

DSGN
roup 2

 
 

 
Rankin

by
No sequen

DSGN
(Group 2)

 

MCD techniques R
 

nking 
by 
uency N

N SGN 

 
 

king 
by 

sequence fr

 
oup 1) (G

ing 

y
% 

 
) 

g 
 

ce 
 

 
 

1. Job rotation  12 14 6 7 

2. In-company MCD  
 programmes  

14 6 23 4 

3. Task forces/special  
 Projects 

21 4 24 3 

4. External MCD  
 Programmes 

31 2 23 4 

5. On-the-job training 33 1 30 1 

6. Coaching/mentoring 29 3 24 3 

7. Performance feedback 29 3 29 2 

8. Teaching/consulting  
 with other employees 

21 5 20 5 

 

The responses on the MCD concepts most favoured by management can be summarised 

as follows: the first ranked of the most favoured MCD technique for both the designated 

and non-designated groups was on-the-job training. This identifies and provides the key 

work experiences and knowledge required for MCD in the workplace. The external 

programmes used by larger employers to deliver MCD to managers are increasingly 

ecoming decentralised because of flattening hierarchies and the greater accountability 

he manufacturing quality movement has also encouraged greater communication and 

flexibility in the delivery of coaching/mentoring programmes, which were highly 

favoured MCD programmes among both sets of respondents. The concerns with 

measuring and assessing these MCD techniques have moved to how learning can be 

interwoven with everyday activities at the workplace. The focus is now on MCD 

learning through re-training to solve workplace problems, self-determined development, 

unfreezing barriers to NDSGNs’ and DSGNS’ learning, and understanding what it means to 

become a learning organisation.  

b

expected of functional and departmental management.  

 

T
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These types of programmes are linked to numeration and promotion possibilities. Some 

 multinational parent comexternal MCD panies’ in-house programmes are highly 

favoured and are commonly used in South African automotive multinationals. From the 

respondents’ rankings, it is clear that they ire more focused MCD. The availability 

of MCD on-the-job programmes is what th

HRM strate tructure to fast-trac CD proc for effec ess and top 

m ment.  

 

F tomotive secto te superio ganisatio apabilities, 

M by a sy roach, as icated by Vicere (1997). 

his systems approach includes establishing priories for MCD initiatives, linked to the 

at

and executive management 

o not carry out or commit to succession planning (p<0.0071).  

 requ

e respondents want. The respondents request 

gic infras k their M ess tiven

anagement commit

or the South African au r to crea r or nal c

CD issues must be addressed stems app  ind

T

HRM strategic imperatives of the organisation, and to innovative approaches to MCD to 

cre e and maintain positive organisational momentum. This type of process is focused 

not only on individual development, but also on the ongoing development of the 

organisation as a whole.  

 

Q21. This question focused on top management actions to promote career 

development planning activities for designated managers’ life-long learning. 

  

In Table 5.14 (overleaf), managers’ views on senior and executive involvement in and 

commitment to MCD programmes are listed. There is a significant relationship between 

DSGNs’ and NDSGNs’ responses. Many DSGNs feel that senior 

d
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Table 5.14: Top management’s involvement in career development planning 

activities and life-long learning 

     

op management actions for career 
rogramme plann
ommitment to lif

NDSGN 
(Group 1) 

 
p<0.05 

 
Unsure 

 
Not A

 
T
p ing activities and their 
c e-long learning  

and DSGN 
(Group 2) 

Chi-square 
significance 

levels 

 
1 

frequency % 

attained 
2 

frequency % 

 
ctivities 

attained 
3 

frequency % 
1. Monitoring of specific individual 
c

Group 1 

Group 2 

 

 

8.1 
 

14.9 

62.8 
 

63.1 

29.1 
 

22.0 
areer plans  p = 0.2162 

2. Succession planning discussions 
c
c

Group 1  9.3 58.1 32.6 
 

14.9 
arried out by your senior manager and 
areer counselling 

 
Group 2 

p = 0.0071 
 

 
12.8 

 
72.3 

3
c

Group 2  

9.3 
 

17.7 

73.3 
 

70.9 

17.4 
 

11.4 

. Enforcement of career planning and 
areer management activities 

Group 1 
 

 
p = 0.1285 

4
t
d Group 2  15.0 65.0 

18.6 
 

20.0 

. Focus on a career that is stable, long-
erm, predictable and organisation- 

Group 1 
 

 
p = 0.9670 

15.1 
 

66.3 
 

riven 
5 obility, job transfers 
and job rotation activities within the 
orga sation 

Group 1 
 

Group 2 

 
p = 0.1612 

 

10.5 
 

18.4 

59.3 
 

59.6 

30.2 
 

22.0 

. Promotion of m

ni
6. ing 
pro d 
asse

Group 
 

Group 2

2 33
 

30.5

47.1 
 

54.6 

Promote certification learn
grams (i.e. SAQA accredited) an
ssment activities 

1  
p = 0.4706 

  

0.0 
 

14.9 

.0 

 
 

The researcher focused on establishing th ndents’ fe gs regar the 

co ent and contribut eir careers. The results indicate 

th ondents feel that top ement is not involved in career 

planning activities and committed to life-long  

organisational MCD programm s that are tegrated with strategic HRM 

structures.  

nts’ perceptions about their current 

e respo elin ding 

mpany’s current involvem ion to th

at the majority of resp  manag

learning. This finding indicates a need for

e  nfully i

 

Q30. The question focused on the responde

superior’s management style.  
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Table 5.15: Managers’ perceptions about their current superior’s management 

style 
 
Organisational management styles  

 
NDSGN (Group 1) 

and 
DSGN (Group 2) 

 
No of 

respondents 
 

 
Frequency 

% 

1. Dictatorial approach 
 

Group 1 
Group 2 

40 
73 

46.5 
51.8 

2. Open management Group 1 
Group 2 

26 
30 

30.2 
21.3 

3. Sharing management Group 1 
Group 2 

8 
24 

9.3 
17.0 

4. Participative management Group 1 
Group 2 

12 
14 

14.0 
9.9 

p<0.05 Chi-square significance level p = 0.1684 
 

 

Table 5.15 indicates that there is no significant relationship between the NDSGNs’ and 

DSGNs’ perceptions with regard to their superiors’ management styles. There is a high 

frequency of responses between (51.8 and 46.5 per cent) indicating that a dictatorial 

style of management is used, whereas only 21 to 20 per cent of the respondents 

indicated that an open management style is used. Whether a company’s management 

employ at a DSGN manager’s approach to 

anagement style effectiveness depends not only upon a leader’s power, but also upon 

 his/her own personal characteristics and style.  

SGN/DSGN MCD programme planning 

ocesses. An employee can have a high level of motivation for developing his/her 

dership quality (or lack thereof). 

An organisation’s strategic HRM model’s thrust is what drives MCD planning issues. It 

should stress the total integration of external and internal needs and the alignment of 

resources to the organisation’s strategic business plan approach. That is, the strategy of 

the organisation must be aligned with the mission, goals, beliefs and values that are 

style is effective can be associated with the company’s career development process for 

ees. Van Buren and Werner (1996) propose th

m

how the leader uses his/her influence to encourage subordinates to work towards career 

goals. They also indicate that a significant proportion of a leader’s potential power 

derives from

 

The respondents indicated that their superiors’ management style was mainly dictatorial 

and not fully committed to the effectiveness of ND

pr

career, but will not continue to pursue career goals in the face of obstacles and setbacks 

that lie in his/her superiors’ management style or lea
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characteristic of the organisation. The internal and external needs must also be aligned 

ith the various sub-systems that make up the organisation. Some areas that need to be 

 includ me es ployees are m and , ho

ee ate cision-m ing and dividua areer de lopment 

ation).  

esti reer support effectiveness  

f th nde s of r comp s expe suppo  caree

improvement programmes are set out in Table 5.16 below. 

: Forms of organisational support expected from career improvement  

es 

ional effect in 
are ement 

 
ND (Group 1)

and 
N (Grou

 

 
f 

res nts 

 

 
 
 

w

addressed

much employ

e manage

s particip

nt practic

in de

(how em anaged treated w 

ak  in l c ve

motiv

 

Q39. This qu on concerned ca

 

The results o e respo nts’ iewv thei any’ cted rt of r 

 

Table 5.16

 programm

 
Organisat
management c
programmes  

iveness 
er improv

SGN  

DSG p 2) 

No o
po den

 
 

% 

1. Financial assistance approach Group 1 
Group 2 

15 
30 

17.4 
21.4 

2. Assistance with study loans Group 1 
Group 2 

10 
16 

11.6 
11.4 

 

 

Table 5.16 shows that the form of support respondents most expect from MCD 

programmes is mentorship. MCD needs more HRM structuring: significantly more 

responsibility needs to be taken by the organisation than by the individual concerning 

organisational career development structuring. On-the-job training methods (mentorship 

programmes) are the most common form of support, where a senior manager is paired 

with a junior manager in a supportive role, so that the junior manager can learn the 

ropes and be prepared for increasing responsibility. There is no significant difference 

between the perceptions of the two groups with regard to expected management support 

for their careers (p>0.05).  

3. Mentorship programme Group 1 
Group 2 

55 
87 

64.0 
62.1 

4. None Group 1 
Group 2 

6 
7 

7.0 
5.0 

p<0.05 Chi-square significance level  P = 0.8454 
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The respondents perceived a need for a response to their career needs and financial 

assistance for MCD to be channelled through an established Employment Equity/HRM 

rum or advisory committee. The role of this advisory forum would be to meet 

olicies. It is to be offered in 

njunction with the organisational strategic objectives. The advisory committee should 

n conclusion, this theme was designed to collect information regarding the 

understanding of the term MCD, plans, problems, organisational commitment and 

involvement, and the respondents’ career-pathing suggestions. The respondents 

highlighted clearly that they feel that their superiors are not committed to MCD 

programmes, mainly due to managements’ dictatorial styles, lack of skills and 

ineffectiveness in enhancing the formulation of their MCD future plans.  

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

implementing relevant MCD programmes? 
 

The findings corresponding to questions relevant to this theme are tabulated below and 

the responses are indicated in terms of the frequencies and percentages for each 

statement. 

 

Q17. This question focused on managers’ perceptions about the concept of a career 

within their development programme process. 

  

Table 5.17 (overleaf) set out NDSGNs’ and DSGNS’ perceptions of the meaning of the 

term “career” within MCD advancement activities. 

 

fo

regularly and review needs, assess and evaluate data and offer advice on the type and 

content of HRM management career programmes and p

co

be composed of members from a cross-section of the organisation. This provides 

different perspectives on HRM needs and creates a broader level of support from all 

parts of the organisation. 

 

I
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Table 5.17:  Managers’ perceptions of the meaning of the term “career” 

NDSGN p<0.05  
  

 
Th
perc
term
the org
Variables 

(Group 1) 

(Group 2) 

Chi-square 
ifi

le

Strongly 
Disag

eq
% 

 
Disagree 

 
2  
enc

% 

Neither 
agree nor 
disagree 

3  
quenc
% 

 
Agree 

 
4  
ency

 
Strongly 

ee 

ncy 

e managers’ 
eptions about the 
 “career” within 

anisation 

and DSGN sign cance 
vels 

fr

ree 
1  
uency frequ y fre y frequ

% 
 

agr
5  

freque
% 

1. The property of an 
organisation or 
occu
acco
colle

Group 1 
 

 
p =0.6133 

16.2 
 

17.9 

27.
 

34.3 

.9
 

25.0 

6 
 

20.0 
 

2.9 pation (Sales or 
unting within a 
ge career) 

Group 2  

9 34  18. 2.3 

2. A
(incr
with

0.
 

5
 

4.3 
 

16.4 

29.1 
 

29.3 

33.7 
 

26.4 
 

dvancement Group 1 
easing success 
in occupation) 

 
Group 2 

p =
 
6663 

.8 14.0 17.4 

23.6 

3. St
prof
is sa
care
carpenter is not) 

0.
 

14
 

14.3 
 

53.6 

14.0 
 

15.0 

24.4 
 

14.3 
 

2.9 

atus of a Group 1 
ession (a lawyer 
id to have a 
er, while the 

 
Group 2 

p =
 
4295 

.0 45.3 2.3 

4. Involvement in 
one’
care
extre
the t

Group 1 
.4156

1.2 
 

2.9 

5.8 
 

9.3 

16.3 
 

9.3 

48.8 
 

47.1 
 s work (in a 

er one is 
mely involved in 

ask) 

 
Group 2 

p =0
 

 
 

27.9 

31.4 

5. St
pers
(a se
jobs
describe a career, 
while a sequence of 
unr

 
 =0.

 

3.5 
 

0.7 

15.1 
 

22.1 

22.1 
 

12.9 

34.9 
 

27.1 
 

ability of a 
on’s work pattern 
quence of related 
 is said to 

Group 1 
 

Group 2 p

elated jobs is not)  

 

0376 

24.4 

37.1 

 

The chi-square significance test indicated no significant relationship between the 

NDSGNs’ and DSGNs’ responses towards attitudes with regard to revealing strongly for 

agreed stability in a person’s work pattern (p<0.0376). There is a notion that a career 

encompasses a stable, long-term and organisation-driven position. Further analysis 

vealed no significant differences (p>0.05) that an agreement between “no career is a re

status of a profession” and “no career a property of an organisation”. Both sample 

categories, NDSGNs and DSGNs, agreed that they are primarily responsible for the 

implementation of their own career advancement planning within their occupational 

process career cycle. The overall process of career cycle development can be defined as 

an “on-going process by which individual proceeds through a series of stages, each of 

which is characterised by a relatively unique set of issues, themes and tasks influenced 

by the organisation” (Greenhaus et al., 2000). Respondents agreed that MCD 

programmes are the organisation’s responsibility for both NDSGN and DSGN career 

processes (p=0.6133). Strong involvement in one’s work and the amount of information 
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provided by the organisation can be complementary aspects to career management 

activities and can reinforce each other.  

organisational MCD should be integrated 

ith certain organisational actions were investigated. 

In Table 5.18 nce test indicated no significant 

relationship between SGN  responses in respect of whether MCD should 

p nd comm ent to certain organisationa ctions 

(p>0.05).  

 

Q19. The respondents’ views on how 

w

  

 (overleaf), the chi-square significa

 the ND

proach a

and DSGN

be an integrated a  requires itm l a
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Table 5.18:  The organisational MCD should be an integrated approach with 

certain organisational actions 
  

Action required by top executive 
management  

NDSGN 
(Group 1) 

P<0.05 
Chi-square 

 
 

quency 
% 

 
 

Frequency 
% 

Neither 
agree nor 

 

Frequency 
% 

and DSGN 
(Group 2) 

significance 
level 

Agree 
3 

Fre

Disagree 
2 

disagree
1 

1. Forms part of the 
organisational HRD strategies 

a

 
Group 1 

Group 2 

 
 

 

 
4.7 

3.6 

 
3.5 

2.8 

 
91.9 

 
93.6 

(what do we w nt to achieve?)  p = 0.8799   

2. Identify key management and 
leadership compet

  
encies (what 

type of people do we have?) 
Group 1 

 
 

p = 0.4100 
 

 
2.3 

4.3 

 
96.5 

 
92.9 Group 2 

  
2.8 

 
1.2 

3. Identify these competencies by   
reviews and referrals. Group 1 

 
Group 2 

 
p = 0.0930 

 

 
3.5 

 
7.8 

 
86.1 

 
87.9 

 
10.5 

 
4.3 

4. Be developed by using 
established train

 
ing and Group 1 

 
 

6 
15.1 

 
2.3 

 
2.8 

 
82.6 

 
87.9 

development frameworks.  
Group 2 

p = 0.395
 

 

 
9.2 

5. The organisation recognises 
individual development in (bi-
annual incentive reviews) 

Group 1 
 

 

Group 2 

 
 

p = 0.2402 
 12.8 

 
8.1 

 
7.1 

 
86.1 

 
80.1 

 
5.8 

 

 
The findings revealed that the respondents’ organisations’ top management actions were 

genuinely concerned with the lack of participation and attempts of their HRD 

approaches and commitment to addressing the issues of designated MCD. This is 

indicated by an action average that ranged between 80 and 97 per cent in the tabulated 

responses.  

 

There seems to be some indication of acceptance of the organisational role played in 

CD. Respondents clearly agreed on the identification of competencies by reviews and 

 the 

rganisations’ strategic imperatives, the core drivers to a reappraisal of MCD activities 

M

referrals, establishing a training and development framework and recognition of 

individual development with incentive reviews. One of the MCD challenges faced by 

HRM professionals is aligning career MCD objectives more closely with strategic and 

organisational objectives, something that sounds logical and easy, but is very difficult to 

do. The challenge is that MCD has become a more professional field, with its own 

language, specialties and specialists. The catalyst for this perspective is a focus on

o
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and a greater push for the development of an HRM strategic and systematic approach to 

the function (Greenhaus et al., 2000).  

Q20. The respondents’ views about the quality of HRM strategies in the 

automotive industry were investigated. 

 

Table 5.19:  A manager’s perceptions when thinking about the HRM strategies 

ranked within his/her organisation  

erceptions of 
M strategies within the 

NDSGN 
(Group 1) 
and DSGN 
(Group 2) 

p<0.05 
Chi-square 
significance 

level 

 
Excellent 

1 
frequency 

% 

 
Good 

2 
frequency 
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frequency 

Lowest 
priority 
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5 
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to close the skills gap. Group 1 

 
 

p = 0.5939 
4.7 

 

 
16.2 

 

 
30.2 

 

 
31.4 

 

 
17.4 

 
21.3 

elop all employees    

Group 2 4.3 12.1 37.6 24.8 
2. Foste
pro

 
12.8 

 
23.4 

r MCD 
grammes. 

 
Group 1 

 
Group 2 

 
 

p = 0.3570 

 
2.3 

 
2.8 

 
9.3 

 
9.2 

 
37.2 

 
29.1 

 
38.4 

 
35.5 

3. Improve 
em  1 

 
Group 2 

 
 

p = 0.0101 
 

 
1.2 

 
1.4 

 
17.4 

 
14.9 

 
29.1 

 
37.6 

 
44.2 

 
24.8 

 
8.1 

 
21.3 

the nature of 
ployee relationships. 

 
Group

4. Create 
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cultur p = 0  

29.8 
 

41.8 

 

 
13.5 

a new life-long 
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e. 

 
Group 1 

 
Group 2 

 
 
.2376 

 
2.3 

 
5.0 

 
15.1 

 
9.9 

 
24.4 

 
36.1 22.1 

5. Indiv
tow
stability.  p = 0.3630  

1.4 
 

12.8 
 

29.8 
 

36.9 

 
15.1 

 
24.8 

idual entitlement 
ards job security and 

 
Group 1 

 
Group 2 

 
 

 
3.5 

 
10.5 

 
40.1 

 
30.2 

6. Indiv
pro
promotion and  

15.6 
 

46.1 

 

 
24.8 

idual career 
gress in terms of 

incentives. 
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Group 2 

 
 

p = 0.0279 
 

 
1.2 

 
3.6 

 
15.1 

 
9.9 

 
30.2 

 
38.4 15.1 

7. P  
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12.8 

erformance feedback  
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13.6 

 hard and stay out 
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4.7 

 
6.4 

 
14.0 

 
17.9 

 
44.2 

 
36.4 

 
26.7 

 
25.7 

10

9. Creat
“diversi t 
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Group 1 

 
 

 
3.6 

 
15.5 

 
34.5 

 
31.0 

 
15.5 

 

e a new 
ty” employmen

tionship.  
Group 2 

p = 0.7870 
 

 
4.4 

 
15.6 

 
33.3 

 
25.2 21.5 

 
 
The

low growth and relative power over all career development 

resources. The respondents were not very positive, as indicated by the frustration 

expressed in individual responses. There is a significant tendency for organisational 

HRM strategy to give preference to the improvement of the nature of employee 

 majority of the respondents felt that the organisational HRM strategies have very 

 implications for personal 
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relationships and individual career progress in terms of promotion and incentives in 

nce to MCD. The chi-square significance test revealed a significant relationship prefere

of 0.0279 in this regard.  

 

nk between MCD activities and strategic HRM structure. 

RM  
Managers’ perceptions of organisational linkage requirements 
w

High priority ranking 

 

Table 5.20 (below) indicates the respondents’ perceptions about whether to encourage a

li

 

Table 5.20: The responses to favour the MCD linkage to strategic H

ithin HRM strategy NDSGN       DSGN 
frequency %      frequency % 

Develop all employees to close the skills gap (p=0.5939) 48.8 46.1 
Foster the issues of career development programmes (p=0.3570) 51.2 58.9 
Improve the nature of employee relationship (p=0.0101) 52.3 46.1 
C
(p=

reate a new life-long learning organisational culture 
0.2376) 

58.2 55.3 

I
(
ndividual entitlement towards job security and stability 
p=0.3630) 

45.3 61.7 

I
(
ndividual career progress in terms of promotion and incentives 
p=0.0279) 

53.5 70.9 

Give performance feedback (p=0.7241) 44.7 39.8 
C 46.7 reate a new “diversity” organisation (p=0.7870) 46.5 
 

In a recent survey of organisational HRM strategies, minimising lay-offs was viewed as 

the most likely action to promote a high level of skill and career development efforts 

among managers (Charness & Levine, 2000). At the same time, there is strong 

agreement that under the new Skills Development Act, Act No 97 of 1998 (Republic of 

South Africa, 1998b) employers should provide opportunities for skills development, 

training and career development and employee involvement in decision-making, 

assistance with career management (for example, by offering coaching and mentoring) 

and performance-based compensation (Roehling et al., 2000).  

 

MCD can be a key aspect of top management’s efforts to carry out HRM strategy. Top 

management can make an attempt to achieve and improve their goals over time by 

creating a “new” employment environment that enhances career assignments and career 

management activities. Performance management and appraisal can be a helpful catalyst 

for real career learning and represents an important aspect of organisational 

transformation towards greater empowerment of staff (Alimo-Metcalfe, 1998:43).  
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Whenever a diagnostic approach is adopted, the outcome is usually a more thoughtful 

ent targets for the individual, and specified MCD and training aset of developm ctivities, 

perha  a persona ccording

DSGN

lpful en

ic ct o

t of staff. The espondents’ held s

uen

of “average”, “low o

s to highlight the respondents’ percep

r  M

gi commitmen

In summary, the respondents’ views about MCD needs, responsibilities and the 

SG wing

ondents were convince w ex eir career 

tions are. 

 these ria positions require the 

creation of a new life-long le ure for MCD purpose

� The ranking of HRM strategy wes . 

This should be addressed, in re  

communication, up-the-career-ladder promotions, job insecurity and the 

organisation’s own vision for MCD in order to establish the required types of career 

ns will be about strategic MCD processes when the 

organisations’ strategic HRM department introduces systems like an advisory focus 

ps incorporated into l development plan. A  to the NDSGN and 

 respondents, overall low research ratings using formal performance appraisals that 

can be associated with a he

an organisational HRM strateg

towards greater empowermen

the sum of the three freq

combination 

catalyst (performance agreem

 plans and policies will affe

t) for real learning were 

n MCD transformation 

 r eparate views regarding 

th the NDSGN and DSGN 

cies data percentage scales that are presented as a 

est priority” and “poor” with b

pact on MCD. reveal weaknesses to make an im

  

The aim of Theme Two wa

to obtain information with rega

their opinions on HRM strate

addressing MCD issues.  

tions with regard to and 

CD processes, ranking 

t of top management to 

d to the individuals’ in-house

es, actions a d the n

 

expectations of individual ND

� Resp

NS and DSGNS were the follo : 

ctly what thd that their superiors kno a

needs and expecta

� Respondents felt that  new challenging manage

arning cult

l 

s. 

 indicated that it was the lo

especially the skills gap 

t organisational priority

pect of MCD internals

resources. 

� Respondents’ perceptio

group to expose respondents to different departments or disciplines to build transfer 

learning design networks.  
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5.3.3 Theme Three: If there is a standardised MCD model (of any nature) in 
is there a difference between its ef
ers?  

place, fectiveness for the NDSGN and DSGN 
manag
 

he findings corresp  to q s re o the me a ate e 

ica s u  es statem

espondents needed to identify what factors they would rank as the most 

em  of motio nd its e ctivenes

 

Table 5.21 (overleaf) sh ws the indica d by the N SGN and DSGN respondents 

f comm factors contributing to promotion, com encies the 

organisation’s progress toward an integrated MCD approach. The ranked findings 

g evide there is  lack of supportive contributing factors leading to 

promotion within th ny for DSGNs. The as a si cant relationship between 

s  

ant responses otion, manageme ompet s, per  perfo e, 

greater responsibility and comm the fu  develo  D   

T onding

ted in term

uestion levant t

encies and

 the

percentag

re tabul

 for each 

d and th

responses are ind

 

Q25. R

 of the freq ent. 

important to th in terms  their pro n a ffe s  . 

o  rankings te D

in respect o itment pet and 

provide stron nce that  a

e compa re w gnifi

the two groupings of managers’ and the organisations’ attitude t wards the mosto

import  to prom nt c encie sonal rmanc

itment to ture pment of SGNs.
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Table 5.21: Ranking the importance of what both groups perceive to be 
contributing factors to their promotion within the company  

 
First most important 

(ranked from highest to lowest) 
 

 

1
e
a m
n
with e
a
p
 
2 Perceptions created with no 
i  Employment Equity due to 
h
decision-m
favouritis
affirm
g
are st
E
w
s
 
3. Co
 
4. Po
empl
p sitions. 
 
5
 
6
respon
 
 

 

 

 

 

. Workplace competencies and 
xperience transfer learning through 

entorship programme, industry 
etworking and rotational learning 

xternal technical knowledge 
nd expertise to achieve business 
lan objectives. 

Second most important 

. 
nterest in
igh white dominance amongst 

akers, i.e. too much 
m with the absence of 

ative action and the issue of 
ender consideration – white females 

rategically promoted by 
mployment Equity (advertisement 
here candidates are already pre-

elected). 

mpetence, efficiency and merit. 

sitive personal performance and 
oyee impact on available 

o

. Attitude and capability. 

. Willingness to accept greater 
sibility (tenacity).  

(ranked from highest to lowest) 
 

 
1. Skills and academic record in 
appropriate education levels, 
relevant competencies and skills. 

 
2. Accountability, commitment and 
positive track record. 
 

3. Diversity in w

Third most important 

orkplace: breaking 
cultural barriers and white 
domination factor with 

 with the right 

assertiveness, drive 
nality. 

 
7. Quality of human relations.  

getting rid of past failures and 
political baggage. 

 
 

Employment Equity in place. 
 
4. Networking
people for affiliation in mentorship 
programmes (who you know) and 
for transferring skills. 

  
5. Responsibility of leadership 
skills with career-pathing and 
succession planning “to walk the 
extra mile”. 

 
6. Stability, 
and perso

 
8. Remain behind to assist in 
solving problems that occur and 
not leave when work day is 
completed. 

 
9. Having the right attitude and 

(ranked from highest to
lowest)

 

 
1. Political Employment Equity
affiliation may be favoured.  
 

2. Being in the right department
contributing towards 
organisational stability, 

 

, 

profitability and growth that is 
value-adding to the organisation 
(longitudinal communication). 
 

 

performance to full potential 
ce 
n as 

different aspects in terms of 
performance output levels. 

n 
ople holding such 
 availability of 

 
5. Aptitude, dedication and 
accountability. 
 

 

subordinates, firm but fair. 
 
 
 

3. A track record in delivering
projects (job experience, 

qualifications, time, attendan
and profitability), can be see

 
4. No recognition for promotio
for black pe
position (no
positions). 

6. Self-motivation with 
sabbatical leave. 
 
7. Marketing skills and talents in
leadership. 
 
8. Good relationship with 

 

Q26. The respondents’ views were asked on each of the important factors that 

ntribute to job success. 

 

The information in Table 5.22 (overleaf) shows that approximately 90 per cent of the 

respondents in the DSGN management group regard education as necessary for job 

success in management positions. The NDSGN management tends to opt more for 

contributing factors such as individual effort and job experience. The chi-square 

significance test confirmed this difference as being highly significant (p<0.05).  

co
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Table 5.22: The respondents’ assessment of the most important factors 

contributing to their job success 

 
  
T
vi
m
factors to their job 
success 

NDSGN 
up 1) 

SGN 
roup 2) 

Ch are 

level 

Very
im

 

frequen
% 

U
po

 

frequency
% 

th
a

nor un-

frequency 
% 

tant 

 

equency 
% 

Very 
important 

 
 

frequency 
% 

he respondents’ 
ews regarding the 
ain contributing 

(Gro
and D
(G

p<0.05 
i-squ

significance 

 un-
portant im

 
cy 

n-
rtant 

Nei
import

 import
 

er 
nt 

Impor
 

ant  
fr

1. ndividual effort Group 1 
 

Group 2 
p = 7 

2.3 
 

2.1 

1.2 
 
- 

1.2 
 

2.1 

39.5 
 

41.8 

55.8 
 

52.5 

 I  
0 561.

2. Education Group 1 
 

Group 2 
p = 0 0434 

3.5
 

1.4

3.5 
 

1.4 

15.1 
 

7.8 

43.0 
 

41.1 

34.9 
 

48.9 

 
.

 

 

3. Experience  Group 1 
 

Group 2 
p = 0 1875 

4.7
 

0.7

- 
 

1.4 

5.8 
 

6.4 

55.8 
 

50.0 

33.7 
 

41.4 

 
.

 

 

4. Connections Group 1 
 

Group 2 
p = 0 4736 

7.0
 

12.

15.1 
 

12.8 

29.1 
 

22.0 

26.7 
 

25.5 

22.1 
 

27.0 

 
.

 

8 

5. Heritage  Group 1 
 

Group 2 
p = 0 5187 

18.6
 

22.

23.3 
 

15.6 

31.4 
 

32.6 

18.6 
 

24.1 

8.1 
 

5.7 

 
.

 

0 

6. Luck Group 1 
 

Group 2 
p = 0 4740 

20.9
 

27.1

27.9 
 

19.3 

22.1 
 

25.0 

16.3 
 

12.9 

12.8 
 

15.7 

 
.

 

 

7. Tricks Group 1 
 

Group 2 
 

32.6 
 

35.0 

37.2 
 

35.7 

24.4 
 

21.4 

3.5 
 

4.3 

2.3 
 

3.6 

 
p = 0.9527

8. Race  Group 1 
02 

15.1 16.3 
 

10

20.9 
 

13.5 

24.4 
 
.4 

23.3 
 

27.0 
 

Group 2 
p = 0.33

 
 

20.6 .6 28

9. Ideology (the way 
o inking) 

Group 1 
 

Group 2 

 
p = 0.7486 

14.3 
 

12.2 

10.7 
 

6.5 

23.8 
 

24.5 

44.1 
 

46.8 

7.1 
 

10.1 
f th

1 26.1 
 

25.8 

0. Other  Group 1 
 

Group 2 

 
p = 0.1627 

43.5 
 

25.8 

30.4 
 

25.8 

- 
 

6.5 

- 
 

16.1 

 
Table 5.23: Respondents’ views about factors contributing to job success 
 
Respondents’ views about factors contributing 
to job success 

High agreement 
Frequency % 

NDSGN Group 1 

High agreement 
Frequency % 

DSGN Group 2 
Individual effort (p=0.5617) 
Education (p=0.0434) 
Experience (p=0.1875) 
Ideology (way of thinking, p=0.7486) 

95.3 
77.9 
89.5 
51.2 

94.3 
90.0 
91.4 
56.9 

 
Table 5.23 reveals no significant differences between the views of NDSGN and DSGN 

managers with regard to perceptions about individual effort, experience and ideology, 

which seem to be perceived as important determinants of job career success. Most 

NDSGN and DSGN respondents in this sample seem to rank the first four career success 
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factors as meaningful in the interpretation of respondents’ commitment to MCD in their 

organisations. In Table 5.23 (previous page), the first four factors with high priority 

efforts can be motivators to assist managers to determine future training and career 

ation on job vacancies, career-

As noted by Woodall and Winstanley (1998), 

e been inclined to adopt structured career development 

sment centres, career planning workshops and psychometric testing. 

rm a strong foundation that link career development 

D programme.  

seem to characterise what researchers 

describe as the need to be adaptive:  

raining and development education have a major impact on managerial career 

development paths (career reviews, relying on inform

paths and fast-track programmes). 

however, more organisations hav

tools like asses

Typically, the above categories fo

priorities to a meaningful MC

 

Chan (2000) has identified four elements that 

� changes and uncertainty in the work situation create novel and ill-defined problems; 

� problems make new work demands on individuals; 

� established and routine behaviours that were successful in previous work situations 

become irrelevant, suboptimal, or less useful in the new situation; and 

� adaptive behaviours in some qualitatively different form are established routines and 

are successful in the new situation.  

 

T

advancement. Human capital in terms of education and work experience, but also 

mental ability, can be related to career choices for more prestigious and professional 

jobs and short tenure and a frequent change of jobs, which in turn increases MCD levels 

(Melamed, 1996).  

 

Q33. The respondents’ perceptions were asked regarding which department, in 

terms of competencies, is more capable of contributing to organisational survival.  
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Table 5.24:  Managers’ perceptions of the most important departments 

contributing to organisational survival (control over resources) 

 to 
organisational survival and 

 

NDSGN (Group 1) 
and 

DSGN (Group 2) 

Most 
important

1 
Frequency 

% 

 most 
ant 

quency 
% 

Th
im

Freque

 
Departments making 
important contributions

control over resources 

 
Second

import
2 

Fre

ird most 
portant 

3 
ncy 

% 

 
1. Staff de
 

partments  
Group 1 

 
Group 2 

 
10.6 

 
9.2 

 
9.1 

 
9.3 

1

1

 
3.3 
 

3.2 
  
2. Service departments 

Group 1 
 

Group 2 

38.8 
 

30.5 

20.8 
 

23.3 

1
 

25.6 

8.7 

  
3. Production departments 

Group 1 
 

Group 2 

23.5 
 

26.2 

20.8 
 

23.3 

13.3 
 

8.5 

  
4. Marketing departments 

Group 1 
 

14.1 
 

9.1 
 

6.7 
 

Group 2 12.1 4.7 5.4 

  
5. Finance 

Group 1 
 

Group 2 

8.2 
 

12.1 

20.8 
 

19.4 

32 
 

38.8 

  
6. Engineering 

Group 1 
 

Group 2 

4.7 
 

7.8 

19.5 
 

20.2 

16.0 
 

8.5 
 

  
7. Don’t know 

Group 1 
 

Group 2 

- 
 

2.1 

  

 
P<0.05 Chi-square significance level 

 
p = 0.5649 

 
 

 
p = 0.8719 

 
p = 0.4014 

 

Table 5.24 shows that NDSGN respondents (38.8%) and DSGN respondents (30.5%) 

favoured the service departments (for example, organising/planning and production 

control) as high priority disciplines for MCD. The chi-square significance test was 

highly insignificant differences between both the groups (p=0.5649, p=0.8719, 

p0.4014). Both groups of respondents indicated a need to develop service and 

production managers in automotive firms with the above abilities, competencies and 

skills similar to those of their counterparts in medium-sized and large firms, which are 

under greater pressure to develop multi-functional competencies. Many companies 

operate within strong resource constraints and have a limited range of responsibilities. 

Therefore their MCD needs are likely to be both specialised and more intense. This is an 

area that has been fairly well researched in terms of basic management skills. The 

research by Bolton (1971) on eight areas more than a quarter of a century ago still 
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seems to be valid in terms of career management targets today, although the content and 

ance of these eight areas has certainly charelative import nged considerably. These eight 

areas are: 

n  

nt ation; 

 and on; 

n use eval; 

ag

ch d 

tion sched d purchase contro

ort in gathering and knowledge managem has 

ormously for today’s companies and the bureaucratic side of personnel 

made room fo haviourally-based ideas wi gard to

ally ct in th s entire study). The respondent this stu lso 

 that the ne l organisations and all manag ges 

 i d e y as applica  of ne formation and 

communication tech  have proliferated.

over eals, th re is a strong response in relation to the functional 

ageme ice nts). There is also strong emphasis on the 

ro sch nd pu ase con (Produ  depa  

 on finance, cost control of information (Finance). Lastly, there is a need for 

reater technological change competencies and skills (Engineering). Both groups of 

� raising and usi

� costing and co

g finance;

rol inform

� organisation

� marketing; 

 delegati

� informatio

� personnel man

and retri

ement; 

� technological 

� produc

ange; an

uling an l. 

 

Clearly the imp

incre

ance of formation- ent 

ased en

management has r more be th re  HRM 

(which is basic

indicated

the subje i s in dy a

ed for al ers to keep abreast of chan

in technology has ntensifie normousl th  e tions w in 

nologies   

 

As Table 5.25 (

areas of man

leaf) rev e

nt (Serv  departme

development of p

and

duction edul g ain rch tr l o ct oni rtments)

ing and 

g

respondents’ main interests appear to reflect a stronger reliance on the organisational 

internal provision of MCD support (informal courses, mentoring and coaching, on-the-

job-training and so on). 
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Table 5.25: Respondents’ views about MCD importance for sustainable business 

growth 

nisation rtance 

 

ency % 

nce 

y % 

Important career development for orga

survival (p=0.5649) 

al High impo

Group 1

Frequ

High importa

Group 2 

Frequenc

Service department .8 

23.5 

32.0 

19.5 

8 

2 

Production department 

Finance 

Engineering  

38 30.5 

26.2 

38.

20.

 

Q34. The aim of the question was to get respondents to identify the important 

attributes for job-related factors in their employing organisations.  

 

The following section is devoted to the respondents’ impressions of their employing 

organisations with regard to empowerment-related issues. Control over valued 

resources, having access to important people, having the right to make decisions and the 

right to make suggestions (see Table 5.27, overleaf), were highlighted as significant to 

both the groups.  
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Table 5.26:  Respondent’s impressions of the main important contributing job 

factors in relation to the organisation  
  
The
about main contributing 
job factors in relation to 
the organisation.  

roup 1) 
and DSGN 
(Group 2) 

0
Chi-square 
significa

level 

gree 

1 
frequency 

 
Disagr

2 
frequency

% 

Neither 
 nor 

gree 
3 

frequency 
% 

4 
frequency 

Strongly 
agree 

 
5 

frequency 
% 

 respondent’s views 
NDSGN 

(G
p<0. 5 Strongly 

Disa
nce  

% 

ee 
 

agree
disa

 

 
Agree 

 

% 
1. I have control over 
valu
information. 

Group 1 
 

Group 2 

 
p = 0.0496 

3.5 
 

14.2 

15.1 
 

18.4 

18.6 
 

10.6 
ed resources like 

4.7 
 

4.3 

58.1 
 

52.5 

2. I 
import
orga

 
Group 2 

 
p = 0.0136 

14.0 
 

12.1 

5.8 
 

17.7 45.4 

30.2 
 

18.4 

have access to Group 1 
ant people in my 

nisation.  

1.2 
 

6.4 

48.8 
 

3. Relativ g, 
my 
influ ntial and 
pow

Group 1 
 

Group 2 

 
p = 0.4935 

12.8 
 

17.0 

19.8 
 

20.6 

22.1 
 

17.7 

ely speakin
departments are 
e
erful. 

7.0 
 

2.8 

38.4 
 

41.8 

4. M
the department is 
me
con

 
 

p = 0.8812  
4.3 

12.8 
 

12.1 

16.3 
 

19.9 

48.8 
 

51.1 

16.3 
 

12.8 

y position within Group 1 

aningful in terms of 
trol. 

Group 2 

5.8 

5. I
im
org

32.6 
 

26.2 

 know who the 
portant people in my 
anisation are.  

Group 1 
 

Group 2 

 
p = 0.2671 

3.5 
 

1.4 

9.3 
 

5.0 

8.1 
 

13.5 

46.5 
 

53.9 

6. I 
con

30.2 
 

27.0 

have the right to 
sultation. 

Group 1 
 

Group 2 

 
p = 0.0759 

2.3 
 

3.6 

14.0 
 

5.0 

11.6 
 

21.3 

41.9 
 

43.3 

7. 
dec  

2.8 
 

14.9 
 

24.8 
 

43.3 

22.1 
 

14.2 

I have the right to co-
ision. 

Group 1 
 

Group 2 

 
p = 0.3482 

2.3 11.6 16.3 47.7 

8. ve the right to 
ma  decisions. 

Group 1 
 

 
p = 0.0497 

- 
 

5.8 
 

16.3 
 

53.5 
 

24.4 
 

17.0 

I ha
ke

Group 2 2.8 15.6 19.2 45.4 

9. I 
ma

44.2 
 

25.7 

have the right to 
ke suggestions. 

Group 1 
 

Group 2 

 
p = 0.0001 

- 
 

3.6 

15.1 
 

3.6 

1.2 
 

10.7 

39.5 
 

56.4 

10
tha
wo

17.4 
 

11.4 

. I can change things 
t affect my life at 
rk. 

Group 1 
 

Group 2 

 
p = 0.1972 

5.8 
 

5.0 

11.6 
 

7.9 

17.4 
 

30.7 

47.7 
 

45.0 

 

Tables 5.26 and 5.27 indicate, a highly significant level of disagreement responses 

within the three contributing factors in relationship to employees’ empowerment 

transformation to the employing organisations. These findings emphasise management 

empowerment by allowing managers access to important people in the organisation, the 

right to make suggestions and control over valued resources like information (P<0.05).  
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Table 5.27: Respondents’ views about job-related factors (ranked on a five-point 

scale) 

espondents’ views about job-related High level of 

Frequency 
% 

High level of 

Frequency 
% 

R
factors with significance level (p<0.05) agreement (Scales 

4 and 5 added) 
Group 1 

agreement (Scales 4 
and 5 added) 

Group 2 

Control over valued resources like 

k s
to mak io

 

7
77.9 
8

 
63.1 

 
63
62.4 
82

information. 
Access to important people in my 

76.7 
 

organisation. 
The right to ma
The right 

e decision
e suggest

. 
ns. 

9.0 

3.7 

.8 

.1 
 

spo job iews accoun  respon  who s high 

ese factors cted to have stron sitive feelings about their positions with 

x

anagers to m

 

n career development activities and not 

anagement support that is important. 

Taking the re

on th

ndents’ -rela d vte into t, the dents core 

are expe g po

the employing organisations. The decisive role is measured by the e tent to which 

managers, on such work issues, are indeed empowering designated m ake 

progress in the workplace. This data provides a snapshot of respondents’ situations, 

usually measuring some potential or existing problem areas and stimulating change in 

the organisation. 

 

Q36. Respondents were asked to identify the responsibility for MCD within the 

respondents’ organisations. 

 

As can be seen from Table 5.28 (overleaf), the majority of the NDSGNS (52.9%) and 

DSGNS (54.6%) favoured human resources development, individual responsibility and 

top management commitment for individuals as a high combination priority for MCD 

programmes. The chi-square test results were insignificant (p>0.1813). Some 

respondents (NDSGNS, 24.7 % and DSGNS, 20.6%) felt that it is the individual’s 

responsibility and control over his/her ow

reliance on organisation’s top m
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 Table 5.28:  Managers’ perceptions about who should be responsible for MCD 

within the organisation 
Responses on MCD responsibility 
within the organisation.  

NDSGN (Group 1) 
and 

DS 2) 

 
No of 

nde
 
 

 
Frequency 

GN (Group respo nts % 

1. Your own resp
 

onsi
Gr  2 

21
29 

bility Group 1 
oup

 24.7 
20.6 

2. Management G
Gro p 2 

9 
7 

 
0 

roup 1 
u

10.6
5.

3. Human resources  Gr 1 
Group 2 

10 
28 

 
19.9 

development oup 11.8

4. External consultant  Group 1 - - 
Group 2 - - 

5. Combination Group 1 
Group 2 

45 
77 

52.9 
54.6 

 
P<0.05 Chi-square significance level 

 
p = 0.1813 

 

The researcher’s experiences and observations confirm that the automotive sector often 

ives managerial careers, and that new technology facilitates managements’ future 

n that management careers in the 21st century no longer involve 

org n careers, with limited 

cross-functional and intern

man nt (including career-planning and time management). Continuous learning 

managerial careers in cellular organisations

seen as do-it-yourself projects: the organisations of the future will have fewer 

that the respondents of both groupings and th

appear to be responsible for MCD programmes. On the other hand, 20 per cent of the 

spondents accept responsibility for their own career development. 

dr

competency requirements, therefore should be linked to the MCD business plans. 

Organisations will become increasingly cellular structures were managers become 

leaders of team cells, responsible for a range of activities, development of career 

management and self-governance skills.  

 

Kotter (1999) has show

hierarchies, but cellular organisations more akin to minimalist, professional service 

anisations. Respondents may increasingly control their ow

assistance from and reliance on an organisation’s knowledge-based technical specialty, 

ational experiences, collaborative leadership, self-

ageme

traits such as flexibility, integrity and trustworthiness are key attributes of successful 

. Managerial careers can increasingly be 

employees but more tools to advance careers. In Table 5.28, in each case, it is suggested 

e organisation or rather a combination 

re
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Q37. and Q14. Respondents were asked to rate their own managerial skills for an 

tive career. alterna

t. 

  
The respondents’ 
o n skills 
a

(Group 1) 
and DSGN 

Chi-square 
significance 

 
1 

d 
 

2 

Good 
 

3 

Average 
 

4 

Poor 
 

5 
requency 

% 

  

Table 5.29 (below) shows no difference between the ratings of NDSGNS and DSGNS with 

regard to managerial skills and their commitment to future organisational career 

developmen

 

Table 5.29:  Respondents’ ratings of their managerial skills  
NDSGN p<0.05 Excellent Very Goo

w
ssessment. (Group 2) 

 
levels Frequency 

% 
Frequency 

% 
Frequency 

% 
Frequency 

% 
F

 
Ind
r

1.2 
 

0.7 
ividual skills 

ating 

Group 1 
 

Group 2 

 
p = 0.9939 

2.3 
 

2.9 

17.4 
 

17.9 

55.8 
 

54.3 

23.3 
 

24.3 

 
The results show that ratings between good and average for NDSGNS’ (55.8%) and 

DSGNS’ (54.3%) management responses are given. This supports the research argument 

that furthering the MCD programmes in both management groups is a matter of 

urgency.  

 

Kotter (1999) maintains that some organisations make a conscious effort to provide 

their potential managers with opportunities to learn, grow and change, in the hope of 

, a cadre of managers with the skills necessary to function 

effectively in the organisation. Respondents felt that MCD should be seen as a specific 

priority for the particular organisation and that it should be directly linked to the HRM 

activities and business plan strategy, that is, it must meet the organisation’s business 

needs if it is to be a sound human capital investment and ultimately successful. MCD 

can be described as having three main components: management education, 

management training and on-the-job experience. 

 

Table 5.30 (overleaf) shows that there is no significant relationship between the rating 

on the individual status of the NDSGN and DSGN respondents with multiple managerial 

skills in terms of alternative employment (in case of company downsizing) and their 

commitment to future organisational career development (p=0.4616). 

 

producing, in the long term
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Table 5.30:  Respondents’ rating of their multiple skilled status for alternative 

employment or a career change in case of job loss or retrenchment 

 The respondent’s 
own skills 

NDSGN 
(Group 1) 

p<0.05 
Chi-square 
gnificance 

Excellen
 

1 
freque

% 

Very Goo
 

2 
quency 
% 

3 
ncy 

% 

A e 

fre  

Poor 
 

5 
frequency 

% 

 

assessment in case 
of his/her job loss 
or retrenchment  

and 
DSGN 

(Group 2) 

si
level 

t 

ncy fre 

d Good 
 

freque

verag
 

4 
quency
% 

 
Individual multi-
skilled rating 

Group 1 
 

G

 
p = 0.4616 

roup 2 

11.9 
 

6.4 

21.4 
 

20.0 

40.5 
 

45.7 

23.8 
 

22.1 

2.4 
 

5.7 
 

 

A positive result is displayed for own 

DSGN (45.7%) managers, followed by 

skills ent in both NDSGN (40.5%) and 

ratings een 23.8  22.1 pe t on 

 researc ent for the urgency for furthering 

ement groups f obility.  

  

eme Three covered the respondents’ perceptions regarding a 

standardised MCD model and differences in mpanies. The 

tle opportunity r growth. If an opportunity does 

rise, they are not given the chance to enquire about the vacancy. The following 

 For a candidate to be identified in the MCD process plan, he/she must acquire 

 

assessm

 of betw  and r cen

average respectively. This supports the

MCD programmes in both manag

h argum

or career m

In conclusion, Th

its effectiveness within co

respondents felt that there is lit  for areec

a

assessment and outcomes set out in Table 5.30 (above) reveal what managers’ 

perceptions were: 

� The respondents felt that added learning through mentoring/coaching with external 

knowledge should be part of the standardised MCD model. 

�

appropriate educational levels, potential competencies and establish the right career 

goals. 

� The respondents felt that they have no control over valued resources, little access to 

important people, little right to make suggestions and few opportunities to discuss 

their career plans with their superiors.  

� The respondents felt that the responsibility for MCD programme contribution within 

the organisations must be a combination between the efforts of the individual, 

management and HRM strategy.  
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5.3.4 Theme Four: Are the DSGN MCD programmes aligned with employment 

equity expectations, and are these programmes monitored? 

15. The respondents’ opinions were elicited on what should be done to improve 

MCD programmes for employees in their organisations. 

  

Table 5.31 (overleaf) indicates that both manager groups feel that upgrading the 

organisations’ current performance management systems forms part of the respondents’ 

development at the HRM strategic monitoring level. Most of the respondents’ opinions 

indicated that more successful implementation of programmes with upgraded 

performance management or psychometric testing/assessment systems should be linked 

to the business plan. This process should result directly in an effective opening-up of 

communication channels and increased sensitivity to cultural and gender differences. 

The respondents also indicated the need for compliance with the Employment Equity 

Act, Act No 55 of 1998 (Republic of South Africa, 1998a) and the Skills Development 

Act, Act No 97 of 1998 (Republic of South Africa, 1998b), as revealed in Table 5.31 

(overleaf).  

 

 

The findings corresponding to the questions relevant to the theme are tabulated below 

and the responses are indicated in terms of the frequencies and percentages for each 

statement. 

 

Q
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Table 5.31:  Respondent’s opinions on what should be done to improve MCD 

programmes for employees in management in their organisation  
me

y  
NDSG  1) 

d D up  of 
pondents

 

 
requen

% 
 

Respondent’s opinion on MCD program
improve employees within the compan

s to 
an

N (Group
SGN (Gro

2) 
 

 
No

res  
F cy 

1. Upgrade the current performance 
t of the 

 business process plan and 
t an executive 

RD strategic level that monitors and evaluate
ammes.  

Group 1 

Grou  2 

49 
 

76 

59.0 
 

54.3 
management system that will form par
organisational
monitor employees’ careers a
H s 
the MCD progr

 
p

2. Incorporate diversity in MCD programmes 
ployment equity strategy 

r DSGNS. 

Grou  1 

Grou  2 

13 
 

25 

15.7 
 

17.9 
with the company’s em
fo

p
 
p

3. Conduct an in-house survey to establish MCD 
programme needs and interests in order to create 

 opportunities for a

Gro 1 

Grou  2 

7 
 

23 

8.4 
 

16.4 more employee mobility and  
learning organisation.  

up 
 
p

 
4. Develop the current managers with ongoing 

er support 
Grou  1 

Grou  2 

1 
 

4 

1.2 
 

2.9 
mentoring and coaching care
programmes. 
 

p
 
p

5. Integrate/implement rotational train
identified MCD plans. 

ing with Group 1 
 

Group 2 

13 
 

12 

15.7 
 

8.6 
 
P<0.05 Chi-square significance level 

 
p = 0. 42 21

 
 

Both the management groupings favoured improved career programmes. Of the 

at rotational training should be part of the organisational 

 DSGNS, 17.9 per cent identified with incorporating the 

 MCD program ith th y’s em yment equity strategy plan.  

 

about maintaining effecti e performance management and 

nce terest, not only with regard to eliminating 

uring that good perfo ance re s effect  or bec  

t employees should be ewarded for effective performance, 

nd superior performers should be provided with the necessary support and 

NDSGNS, 15.7 per cent felt th

career development plan. Of the

diversity me w e compan plo

Respondents’ views v

encouraging superior performa  is of in

poor performance, but to ens

even better. This implies tha

rm main ive omes

 r

a

opportunities. Anthony et al. (1996) indicate that motivational approaches, including 

career goal-setting, job re-designing, employee participation programmes and the like 

are ways of increasing employees’ sense of ownership of their performance, thereby 

encouraging them to remain successful.  
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Q22. The aim of this question was to identify whether respondents have adequate 

skills to achieve the business goals of their current functions. 

 

Table 5.32 (overleaf) shows that 47.9 per cent of the DSGNS feel they are not adequately 

a significant difference 

etween the two groups (p<0.05). 

trained for their current jobs, whereas 54.5 per cent of the NDSGNS feel they are 

adequately trained. A chi-square significance test produced 

b
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Table 5.32:  Respondents’ views about whether they are adequately trained for 

their present job functions 
The respondent’s views about whether 
or ot he/she is adequately trained in 
hi

 
ND  

re nts 

 
ND

 
r ents 

SGN 

 
 

 n
s/her current job.  

P<0.05 
Chi-square 
significance 

level 

Group 1
SGN

No of 
sponde

Group 1
SGN 

% 

Group 2 
DSGN 
No of

espond

Group 2 
D

% 

a. Are you trained adequately for this 
pr
1.
 
2. Don’t know 
 
3. Adequately trained 
 
4.   

 

p=0 024 

 

 

47 

 

 
 
.3 

.6 

.5 
 

 

 
 

48 
 

 

 
 
.9 

.7 

34.3 
 

esent job?  
 Not adequately trained 

 Over-trained

 
 
 

.0
 

 
 

20
 

10
 

 
9
 

23
 

11
 

54

10.5

67 
 

15 
 

10

47
 

10
 

7.1 

b. t adequately trained: 
i. 
in
1. Wo
te
2. 
m
fi ce 
m
 

 

P=0 91 
 

 

  
 

6 

 
 
6 

.4 

If no
In what areas do you think you are 
adequately trained? 

rld-class management 
chniques and HR policies. 
Informal learning on IT 
anagement, decision-making, 
nance management and performan
anagement.  

 
 
 

.29

 
 
 

3
 

31

 

 
8.8 

 
91.2 

 

 
73 

 

7.
 

92

ii. h 
sk
1.
w
pr
2. y internal mentorship 
an ove 
D

p=0 8076 
 
  

10 

 

 
29.4 

 
 

 
 
 

25 

 
 

30.9 

What can you do to acquire suc
ills? 
 Enrolment for informal education 
ith tertiary institutions or service 
oviders 

 companThe
d training programs can impr

SGN’S career development plans.  

 
 

.

 
 

24 
 

 
 

 
 

70.6
 

56

 
 

69.1 

iii. Does the company have succession 
pl ning?  Yes 

an

No 

 
 

p=0.2415 
 

 
 

13 
 

 
 

15.1 
 

 
 

14 
 

 
 

9.9 
 

73 84.9 127 90.1 
iv. If YE
1
com
i
2 leade
p
h

 S, please specify: 
. Currently, Senior Top Management 

petencies are identified for 
nformal career education. 
. Succession plans for rship 
rogrammes for senior levels and 
igher positions only. 

 
 

P=0.4640 

 
 

12 
 

5 
 
 

 
 

70.6 
 

29.4 

 
 

24 
 

6 

 
80.0 

 
20.0 

 

Both the management groups indicated that they feel they are inadequately trained in 

 they must enrol with tertiary educational institutes or service 

terms of information management, decision-making, finance management and 

performance management. A chi-square significance test produced an insignificant 

difference between the two groups (p=0.2991). Both management groups indicated that 

to acquire such skills
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providers. Of the NDSGNS, 84.9 per cent, and of the DSGNS, 90.1 per cent indicated that 

their organisations did not have a proper staff succession planning process for MCD (a 

chi-square significance test produced an insignificant result of p=0.2415).  

able 5.33 (overleaf) shows a breakdown of the in-house training programmes in which 

difference (p=0.1708). The indication is that 71.8 per cent of NDSGNS and 62.9 per cent 

of DSGN managers are involved in so  of in in- aini ort co

i d o d are dg

 

Q31. The aim of this question was to identify the respondents’ involvement in any 

company in-house development and training programmes. 

 

T

the respondents participated. The chi-square significance test shows no significant 

me sort

rganising an

formal house tr ng (sh urses 

n team leadership, planning an IT softw  knowle e). 

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



 212

Table 5.33:  In-house development training programmes and activities that 

require the respondents’ participation 
 

elopment activities in 
 

p<0.05 

level 

NDSGN 

No of 
respondents 

 

NDSGN 
 

% 

DSGN 
 

No of 
respondents 

DSGN 

% 
 

 
The respondent’s involvement in 
the career dev
the company.

Chi-square 
significance 

 
Group 1 Group 1 Group 2 

 
Group 2 

a. The respondent’s involvement in 
the MCD programme activities in 
the company.  Yes 

No 

 

 
 

 

24 

 

 
28.2 

 

 

 
52 

 

 
37.1 

 
p=0.1708 

 

 
61 

 

 
71.8 

 
88 

 
62.9 

b. If “yes”, hav  
you led the Yes 

e

project?    
No 

 
p=0.1452 

 

 
8 
 

70

 
10.3 

 
22 

 
17.7 

 
 

89.7 
 

102 
 

82.3 
c. What types of training practices?  

 
  

1. Logistical in-house training. 7
 

13.0 7 
 

8.9 
 

2. On the job training for IT 
software analysts and technical 
training improvement.  

24.1 18 22.8 
 
 

13 
 

3. World class techniques, skills 
and quality training systems. 

7 13.0  

 

11 13.9 

4. Health and Safety Training. 5 .3 9 8 10.1 

5. Short courses in team leadership, 
lanning and organising 

16 29.6 28 35.4 
p
disciplines.  
 
6. Management project skill 

 

 
 
 
 

 
p=0.8804 

 

6 
 

11.1 7 8.9 
practice.  
 
 

 

 

 

 

 

T ent of th  NDSGNS and 62.9 per cent of the DSGNS) 

perceived their organisations  on informal educational 

development. They saw their organisation as giving t  high p rity in t ear 

ture. Of the NDSGNS managers, 89.7 per cent and 82.3 per cent of the DSGN managers 

wo-thirds of respondents (71.8 per c

 as placing a high priority

e

 hi  as rio he n

fu

have not led any in-house development and informal training within their departments.  

 

There should be a strong commitment in larger firms to supply resources for informal 

training and development, mainly due to the shift in competencies on the part of multi-

national parent companies to an on-going supply of new in-house career development 

interventions.  
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Q35. The respondents were asked whether they aim to map out their career goals 

to identify their own competency needs.  

 

Table 5.34 (below) shows that both the NDSGN (90.7%) and DSGN (85.8%) management 

groups currently lack the skills needed for promotion, and require added competencies 

nd skills development. A chi-square significance test produced no significant findings 

level No of 
respondents 

% No of 
respondents 

% 

a

(p=0.2779). 

 

Table 5.34:  Managers’ responses on additional competencies required for 

promotion 
 
The respondents’ requirements 
regarding added competencies for 
promotion.  

P<0.05 
Chi-square 
significance 

NDSGN 
 

Group 1 

NDSGN 
 

Group 1 

DSGN 
 

Group 2 

DSGN 
 

Group 2 

a. Are there any competencies that 
you are required to develop to be 
promoted?   Yes 

No 

 
 

 
 

p=0.2779 
 

 
78 

 
90.7 

 
 

 
8 

 
 

 
9.3 

 
 
 

121 
 

20 

 
 
 

85.8 
 

14.2 
b. If “yes”, do you have the means or 

 
 

opportunities to 
acquire them? Yes 

No 

  

 
39 

 

 
46.4 

 

 
84 

 

 
60.9 

p=0.0358 
 

 
45 

 
53.6 

 
54 

 
39.1 

c. If “no”, what are the constraints? 
o available funds 

 
- 
 

 
- 

 
6 

 
6.8 1. N

 
2. Company’s disapproval  5 

 
11.9 4 

 
4.6 

3. No career-pathing 
 

36 85.7 77 87.5 

4. Other: Time constraints for 
furthering your studies due to work 

 
 

 
1 

 
2.4 

 
1 

pressures and social life 

 
p=0.1457 

 

 
1.1 

 

 
 
 

 

The study indicates a chi-square significance test difference between the two 

anagement groups regarding the means of acquiring added skills for promotion 

n hey

training resources. The third section of 

is question attempted to find out the constraints to further development. The chi-

square significance test showed no significant differences (p=0.1457). NDSGNS (85.7%) 

m

(p<0.05). Of the NDSGNS, 53.5 per ce t indicated that t  have the means to acquire 

opportunities for added competencies and for promotion, whilst 60.9 per cent of DSGNS 

indicated that they had no means of acquiring 

th
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and DSGNS (87.5%) indicated that constraints lie in the fact that there is no 

career-pathing for either group of managers.  organisational 

 

Q38. The respondents’ views were elicited about their own MCD path for the next 

five years.  

  

Table 5.35 (below) indicates the NDSGN and DSGN anagers’ views and decisions about 

years

iews about their next five years’ advancement 

 the company 

d 
 

NDSGN
Group 

No of 
responde s 

 

 
Frequency

% 
 

 
DSGN 

Group 2 
No of 

respondents 
 

 
Frequency

% 
 

 m

their MCD skills planning for the next five .  

  

Table 5.35:  The respondents’ v

MCD plans within  
 
The respondents’ views about their improve
MCD skills over five years plan within the 
company  

 
1 

nt

  

1. A career plan to reach a departmental head 10 
 
 

11.6 
 
 

23 16.4 
position  
 
2. Own MCD planning in ways to reach the 
top or alternatively look outside for next 

ities  

31 
 
 

36.1 
 
 

29 20.7 

career opportun
 
3. A career plan to reach a senior consultant 
level 
 

1 
 
 

1.2 
 
 

4 2.9 

4. A career plan to reach a general managerial 
level 
 

11 12.8 
 
 

19 13.4 

5. Unsure of company’s future – Uncertainty 32 37.2 63 45.0 
five year career planning for advancement 
because the company’s future employment 
equity infrastructure and strategic plans are 
not in place 

 
 

 
 

6. A career plan to reach the position of an 
executive member at board level 

1 
 

1.2 
 

2 1.4 

 

The respondents from both the NDSGN and DSGN groups (36.1 and 20.7 per cent 

respectively) have different views about their own future MCD for internal career 

planning. If internal management positions become saturated than external career 

s will be the next career options. The ND  respondents indicated that a higher position

proportion of the MCD for future m

SGN

anagers’ planning was then aimed at internal 

promotion but alternative external market positions will be of a mobility career 

challenge for the staff’s future interest. These figures indicate that about a third of the 
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companies’ NDSGN managers planned to reach career mobility after five years of MCD 

planning. The opinions reflected in Table 5.35 indicate that NDSGN (31.8%) and DSGN 

managers (34.1%) have a proper future attainment strategy plan to influence their MCD 

skills and will benefit from their long-term career goals (that is to become Departmental 

Head, Senior Consultant, General Manager and Board Executive).  

cess factors of employment equity – a network 

 needed to retain personnel and develop future managers’ career development plans, 

st be supported by open and regular MCD communication with all the role 

� erational 

nd there has to be a 

 

In addition, top management must commit itself to an equitable system of equity 

 

Q4

MC

 

 

The results on individual MCD planning constraints indicate that NDSGN (37.2%) and 

DSGN (45%) managers’ views about their company’s operational uncertainty will affect 

their long-term MCD five-year plan and that they find it difficult to assess their future 

career opportunities within the new labour legislation environment. Business Times 

Careers (2002a) highlights the critical suc

is

so that the following criteria are met: 

� diversity and change should be properly managed; 

� a sound system of MCD consultation and participation must exist; 

� it mu

players; 

scientific data must be gathered on scarce MCD skills to satisfy business op

requirements; and 

� employment equity should have its own support structures a

continuous MCD evaluation and equity monitoring. 

employment, which forms part of the organisation’s MCD strategic plan.  

1. Respondents’ views were elicited on how to increase awareness for individual 

D. 

Table 5.36 (overleaf) shows the NDSGN (37.2%) and DSGN (60.1%) respondents’ views 

on institutionalising the MCD system and linking it to the organisation’s strategy and 

operational activities for a sustainable business.  
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Table 5 re 

aware of the importance of individual MCD 

 

Respondents emphasised the need for organisations to assist and monitor NDSGN and 

DSGN participation in the implementation of MCD, in their initial self-assessment, goal-

setting and planning programmes. Secondly, 52.3 per cent of the NDSGNs and 32.1 per 

cent of the DSGNs indicated that career fairs must be set up to assist employees learn 

about various areas in an organization. Representatives from each division should be on 

hand to talk with employees about MCD opportunities in their areas of interest. Such 

fairs often begin with an overview of the MCD planning process and general career tips 

for establishing an individual development plan process.  

 

Furthermore, the respondents indicated a need to automate the company’s skills data 

base inventories that act as an individual support base, in line with the organisations’ 

MCD strategic planning, forecasting and succession planning. These data base 

 
 
Respondent’s views on improving MCD skills 
awa

NDSGN 
Group 1 

respondents 
 

Frequency 
% 

DSGN Group 
2 

respondents 
 

Frequency 
% 

.36:  Respondents’ views on how the company can make employees mo

    

reness and its importance within the company  No of  No of  

1. C mmunication through institutionalising the MCD  
 system linked to the organisational strategies and  
 activities. 

32 
 
 

37.2 
 
 

84 
 
 

60.1 
 
 

o

2. The company cannot be responsible but the  
 individual is primarily responsible for his/her  
 own future, helped and facilitated by  
 management, but the initiative lies with the  
 individual. 
 

7 
 
 

8.1 
 
 

8 
 
 

5.7 

3. The management commitment is to drive and  
 communicate on career management and  
 development participation programmes via  
 equity forums or committee networking  
 links.  
 

1 
 
 

1.2 
 
 

3 
 
 

2.1 
 
 

4. Offering incentives and funded study programmes. 1 1.2 
 
 

- 
 
 

- 

5. Advertising successful projects with practical  
 HRD examples. 
 

- 
 
 

- 
 
 

- 
 
 

- 
 
 

6. Strategic HRM should develop automated career  
 data systems and set career fairs for individual MCD  
 action plans with top management support.  

45 
 
 

52.3 
 
 

45 
 
 

32.1 
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inventories will contain information on employee skills, abilities, experience and 

education updates to give employees information on current and future options with 

r gard to future MCD and adva eli to-da  skil ntorie

e full of i talen  e of

used in planning shorter-term project or rotational assignments.  

 

Communicating and implementing individual action plans p tes top gemen

support. One on one advisory discussions about MCD strategies can help bridge the gap 

between individual present needs and the organisation’s vision of the future. The 

support of the organisation in promoting internal MCD advisory group approaches to 

guide the career system y be helpful.  

 

In conclus ed at establishing whether or not responde ’ curren

MCD programmes were aligned with their organ ions’ stra ic HRM ctation

and whether those programmes were monitored. The responses can be summarised as 

f

� e successful implementation of personal career 

sin and ind idual dev ent plans. 

� r their present job functions. 

� rojects were ot led by N manag

� petencies are requ ed for prom ost DSGNs feel that they 

th is mainly due to the absence of individual 

r plans. 

� t gainin the suppor a ment is t t it is an

nd sup orting the ent of individual career needs; 

eveloping and maintain g the pro througho ; and fo

g and updating change with the organisation’s MCD system. 

Most respondents were unsure about a five-year career plan and had no sense of job 

security due to the lack of MCD plans and the fact that futur al vaca cies wer

already saturated. Therefore, respondents emphasised the need for organisations to 

e ncement. R

 advantage 

able up- te MCD ls inve s 

nable organisations to take nside t in recruiting and ar ten 

romo mana t 

 ma

ion, this theme was aim nts t 

isat teg expe s 

ollows: 

 There is an indication that th

programmes is linked to bu ess plans iv elopm

 It appears that many DSGNS are not adequately trained fo

 Most of the in-house p

 Additional com

 n DSG ers. 

ir otion and m

have no means to acquire 

caree

em. This 

 Respondents’ views abou g t of top m nage ha  

essential task for ensuring a p attainm

creating the vision; d

maintainin

in cess ut r 

 

e intern n e 

assist them and to monitor NDSGN and DSGN participation in the implementation of 

MCD, during their initial self-assessment, goal-setting and planning programmes.  
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5.3.5 Theme Five: What are the effects of employment equity on DSGNS’ MCD? 

 
The findings corresponding to the questions relevant to this theme are tabulated and the 

responses are indicated in terms of the frequencies and percentages for each statement. 

 

Q10. The respondents’ perceptions about informal corporate clubs and gaining 

membership were gauged. 
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Table 5.37:  Respondents’ opinions about informal clubs and corporate 

membership 
 
 
The respondents’ opinions about 
corporate club memberships 

P<0.05
square 

significance 
level 

SGN 
oup 

No
responde

NDSGN 
Group 1 

quen
% 

D
Gr

resp

D
G

qu  
% 

 Chi- ND
Gr 1 

 of 
nts 

Fre cy 

SGN 
oup 2 

No of 
ondents 

Fre

SGN 
roup 2 

ency

a. Are there any informal corporate 
lubs?  c Yes 

No 

 
 

p=0.82
 
 
 

 
 

64 
 

22 

 
 

74.4 
 

25.6 

 
 

103 
 

38 

 
 

73

26.9 

05 .1 
 

b. Are you a member of any of 
hese clt ubs? 

Name the clubs: 
1. Football Club 

Yes  
 

 
2. Golf, Tennis and Action Cricket 
clubs 

No 

 
=0.03

 
 
 

p=0.7148 

 
 

34 
 

49 
 

18 
 

44 

 
 

41 
 

59 
 

29 
 

71 

 
 

38
 

102 
 

27 
 

72

27

72.9 
 

27.3 

72

p 29 
 

 

 
 
.1 
 

 
.7 

c. i. Part one (1st reasoning): Give 
t a 

mited membership due to old 
stablish white clubs. 

2. Talents & interests are different. 
o clubs 

. Work pressures on project 
mily 

 
 
 

8 
 

17 
14 
5 
 

 
 
 

18.2 
 

38.6 
31.8 
11.4 

 
 
 

40 
 

20 
27 
6 
 

 

43.0 
 

21
29.0 
6.5 

two reasons why you are no
member. 
1. Li
e

3. N
4
deadlines and fa
commitments.  

 
 

.5 

c. ii. Part two (2nd reasoning): Give 
two reasons why you are not a 
member. 
1. Limited membership due to old 
established clubs. 
2. Talents & interests are different. 
3. No clubs 
4. Work pressures on project 
deadlines and family 
commitments.  

 
 
 
 

4 
9 
5 

22 
 

 
 
 
 

10.0 
22.5 
12.5 
55.0 

 
 
 
 

8 
41 
1 

37 
 

 
 
 
 

9.2 
41.1 
1.2 

42.5 

c. iii. Do you think there is 
anything you can do to become a 
member? 
 
 
 
  

Yes 

No 

 
 
 

p=0.0190 
 
 
 
 
 
 

p=0.0010 
 
 
 
 
 
 

P=0.3206 

 
 

56 
 

18 
 

 
 

75.7 
 

24.3 

 
 

92 
 

41 
 

 
 

69.2 
 

30.8 

 

In Table 5.37, respondents’ opinions about corporate club membership revealed that 75 

per cent of the NDSGNS are members and only 27 per cent of the DSGNS are members of 

such clubs. This seems to be due to the NDSGNS’ talents and interests being different. In 

respect of membership constraints due to the fact that such clubs are old established 
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white clubs, 43 per cent of the DSGN respondents revealed they had no problem in 

managerial lev formation may be exchanged in such 

situations, as stated by Greenhaus et : inf n ab caree ings, 

i b d ics gan This

may result in visibility, better performance ap d a higher 

promotion. In short, club membership may provide information that may increase the 

i , by promoting mobility, it may directly increase their 

p er as well. The usefu he “ol oys’ network” or “o chool” 

s ese findings pose a challenge to both D S and N NS to take another 

look at the corporate culture and how enabling or disabling that could be to all its 

members.  

 

Q11. Respondents’ opinions were asked about the relevance of formal wr

d

 

becoming a full member of the club (an indication of the increase in freedom of club 

association with accompanying attitudinal and social changes).  

 

Corporate clubs do influence the perceptions of interpersonal relationships at 

els. Three general types of in

 al. (2000)

functions an

ormatio out job  r open

nformation needed to perform jo the polit of the or isation.  

praisals an probability of 

ndividual’s expert power and

osition of pow lness of t d b ld s

till exists. Th SGN DSG

itten job 

escriptions.  
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Table 5.38:  Respondents’ opinions about formal written job descriptions  
 
 

des

p<0.05 

level 

NDSGN 

No of 
respondents 

NDSGN 

Frequency 
% 

DSGN 

No of 
respondents 

DSGN 
 

roup 2 
Frequency 

% 

The respondents’ views about written job 
criptions 

Chi-square 
significance 

 
Group 1 

 
Group 1 

 
Group 2 G

a. Are there any formal written down job 
ptions?  descri Yes 

No 

 
 

 
67 

 
77.9 

 
96 

p=0.1286    

 
68.6 

 
31.4  

 
 

19 22.1 44 

b. If “yes”, is the job description tight or 
loose? 
 
 

TIGHT 

LOOSE 

 
p=0.4267 

 

 
30 

 
43 

 
41.1 

 
58.9 

 
41 

 
75 

 
35.3 

 
64.7 

c. If “yes”, who compiled the job 
description?  
1. Myself 

 
13 

 

 
17.1 

 
21 

 

 
16.0 

 
2. My immediate superior 

 
53 

 

 
69.7 

 
87 

 

 
66,4 

  
3. My predecessor  1 

 
1.3 

 
9 

 
6.9 

 
 
 
4. Don’t know 

 
 
 
 

p=0.4548 
 
 

 
9 

 
11.9 

 
 

 
14 

 
10.7 

 
 

 

According to Table 5.38, in respect of formal written job descriptions, 69.7 and 66.4 per 

cent of NDSGNS and DSGNS have indicated that top management compile and evaluate 

their job description. The descriptions should be flexible or change according to the 

circumstances relating to job functions. The chi-square significance test revealed an 

insignificant difference (p=0.4548). In most cases it appears that the immediate superior 

compiles the job description. There is manager involvement and a shared responsibility 

for MCD, competency-based MCD and a higher usage of personnel development plans.  

 

Some 58.9 per cent of NDSGNS and 64.7 per cent of DSGNS have loose job descriptions 

which accommodate flexible time periods for internal career development. The chi-

square significance test revealed an insignificant result (p=0.4267). Lastly, most 

NDSGNS and DSGNS claimed that a formal job description is in place. This is one of the 

strong pre-requisites for a performance management appraisal system for this sector.  
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Q12. The respondents were asked whether the written job description measures up 

onsibilities, and how often the job descriptions are reviewto the job resp ed.  

 

T ni  t  d ons ei

lly or
 P<0.05 Chi-

square 
significance 

NDSGN 

Gro
No f 

resp nts 

NDSGN 

Gro p 1 
Fre  

D N 
 

Gr p 2 
f 

res ents 

DSGN 
 

G p 2 
Fre ncy 

 

able 5.39:  Respondent’s opi

reviewed periodica

ons about

 not.  

heir job escripti  are b ng 

 
The respondent’s views about written 
job descriptions.  le l ve

 
up 1 
 o

onde

 
u

quency
% 

SG

ou
No o
pond

rou
que
%

a. How often is the job description 

p=0 07 

 

 

23 27

 

 

 

 

.4 

.4 

reviewed with you?  
1. Once a month 
2. Bi-annually  
3. Once a year 
4. Not at all 

 
 

.58
 
 

 
11 

29 
20 

 
 

13.3 
.7 

34.9 
24

 
.1 

 
25
37 
37
36 

 
18.5 
27
27
26.7 

 
b. And reviewed by whom? 
1. Immediate manager/superior 
2. Senior manager 

 
. Unsure or not at all 
. Reviewed by senior HR dep nt 

 
 
 

43 
12 

64
17
1.

9.0 

 
23 
2 

8 

 
.0 

2.6 
0 
9 

 
7.7 

3. Chief executive officer 
4. General manager
5
6 artme

 

 

1 
- 
5 
6 

 
.2 
.9 
5 

- 
7.5 

 
53

3 
3 

1

52
2
2.
2.
2.9

1
c. Do the job responsibilities measure 
up to your job 
description? Yes 
 
 

No 

Don’t 
know 

 
 
 

p=0 54 

 

42 
 

27 

14 

50.6 

32.5 

 
57 

 
2 
 

 

 
42.2 

 
1.1 
 

26.7 

.22
 

 

 
 

 

 
 

 

 
16.9 

 

4

36

 

3

d. If “no”, give two reasons why you 
think this is so. 

s more professional 

n are endless an inaccurate 

  

1 

16.4 

 
 
 

 
 

 
 

 
 

 
 
6 
 

 
.6 
 
.1 

1. Insufficient responsibility and power 
2. Job expect
direction and support. 
3. Additional responsibility does not 
form part of the job description.  
4. Responsibilities on the job 
descriptio
activities 

 

 
32 

 
12 

 
28 

 
 

1.4 
 

43.8 
 

 
38.4 

1

76

33

43

0.

49.7 

21

28

 

It is shown in Table 5.39 that most DSGNS’ job description reviews occur bi-annually or 

once a year, and that they are done by the immediate manager (52%). In some cases it 

can be measured against the job functions, for (42.2%) of DSGNs, but some negative 

responses to job descriptions were given by DSGNS (98.6%) and NDSGNS (99.4%), 

mainly due to the fact that 
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� job functions requires expert knowledge with more closer professional support and 

direction;  

� additional responsibility does not form part of job description; 

t work functions are outsourced due to a lack of internal skills.  

his job function is done in order to seek more professional direction and support, since 

significance te , p=0.1925, p=0.2254, in 

all cases job descriptions are reviewed periodically or not. Some of the sponden

a tions d o ary- tion  (2

reveals that managers today cross bound een o nisations, department

l sets, eit ion

that reflect a fundamental shift in thinking (see Fi ure 3.5).  
 

Q16. Should a manager like yourself be given more inte  MCD to epare t

w motion up the corporate career la er? 

 

� responsibilities on the job description are endless an inaccurate activities; and 

� large projec

T

their job description of the respondents is of a specialised nature. The chi-square 

st revealed an insignificant finding of p=0.5807

re ts’ 

pproaches to job descrip  were base n bound less func s. Vicere 001) 

aries betw rga s, 

evels, functions and skill her voluntarily or through organisational decis s 

g

nsive  pr he 

ay for pro dd
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Table 5.40:  Respondents’ views about whether their career planning and 

development leads to promotion up the corporate ladder 
 
 
The respondent’s views about whether 
his/her career planning will lead to 
promotion.  

p<0.05 Chi-
square 

significance 
level 

NDSGN 
 

Group 1 
No of 

respondents 

NDSGN 
 

Group 1 
Frequency 

% 

DSGN 
 

Group 2 
No of 

responden
ts 

DSGN 
 

Group 2 
Frequency 

% 

a. Should a manager like you be given 
intensive career development for 
promotion up the 
corporate ladder?  Yes 

No 

 
 

p=0.0001 
 
 
 

 
 

57 
 

28 

 
 

67.1 
 

32.9 
 

 
 

126 
 

14 

 
 

90.0 
 

10.0 
 

If “yes”, briefly explain why. 
1. Top management is highly white 
dominant. 
2. Acquired own career planning goals 
advancement. 
3. Intensive mentorship with immediate 
manager. 
4. No career development in place for 
advancement. 

 
 
 
 

 
31 

 
4 
 

22 
 

3 
 

 
51.7 

 
6.7 

 
36.7 

 
5.0 

 

 
79 

 
10 

 
35 

 
1 
 

 
63.2 

 
8.0 

 
28.0 

 
0.8 

 
b. Does this activity take place within 
your organisation? 
 
 

Yes 

No 

 
 
 

p=0.0741 
 
 

 
 

21 
 

64 
 

 
 

24.7 
 

75.3 
 

 
 

21 
 

118 
 

 
 

15.11 
 

84.9 
 

If the answer is “no”, briefly explain 
why. 
 
1. Employment Equity organisational 
alignment policies and plans are very 
slow.  
2. HRD/IR old policies and systems are 
in place. 
3. No supporting structures exist in top 
management within the HRD strategy.  
4. There is a lack of low training 
recruitment with no MCD application 
system. 
5. Lack of top skilled managers to drive 
the system 

 
 
 
 

 
 
 

16 
 
 

5 
 

35 
 

3 
 

5 

 
 
 

25.0 
 
 

7.8 
 

54.7 
 

4.7 
 

7.8 

 
 
 

36 
 
 

5 
 

68 
 

3 
 

6 

 
 
 

30.5 
 
 

4.2 
 

57.6 
 

2.5 
 

5.1 

 

Table 5.40 indicates that 90 per cent of DSGNs should like to be given intensive career 

MCD opportunities for promotion up the corporate ladder and 67.1 per cent of the 

NDSGN would like the same option. A chi-square significance test reveals highly 

significant findings (p=0.0001). A large number of respondents implied that top 

management levels are highly dominated by NDSGN managers. As many as 84.9 per cent 

of the respondents felt that the implementation of the Employment Equity Act is being 
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delayed by upper management and 57.6 per cent of the respondents indicated that no 

ctures exist within the organisasupporting stru tional HRM strategy.  
 

Q equen tin  th dia ger

i

 

T lationship with immediat senior managers w th 

regard to review meetings at the workplac

 senior 

P<0.05 Chi-
square 

significance 
level 

ND  

Gr 1 
No f 

respondents 

N 

 1 
Fre ncy 

 

 
 
up 2 

o of 
respondents 

 
 
up 2 

Frequency 
% 

23. The respondents’ fr

nvestigated.  

cy of mee gs with e imme te mana s were 

able 5.41:  Respondent’s re e i

e 
 
 

eview meetings withR
management  

SGN
 

ou  p
 o

NDSG
 

Gr upo
que
%

DSGN

Gro
N

DSGN

Gro

a. How often does your senior 
management mee

 
t with their 

subordinates?  
1. Weekly 

 
p=0.0415

2. Once a month  
3. Bi-annually 

 
 

4. Once a year 
5. Not at all 

 
 39 

2
17 

 

 
 
 

48 
39 
29 
8 

17 

 
 
 
.0 

7.7 
.6 
.7 
.1 

 
 
 

5 

4 
1 

 
 
 

45.4 
29.1
19.8 
4.7 
1.2 

34
2
20
5

12
b. How often does your senior 
management walk the shop-
floor? 

 
 

1. Daily 
2. Weekly 

onthly 
 Not at all 

 

p=0.4599 
 20 

22 
34 

23.3 
25.6 

 
 

 
 
 

12 
17 

 

 
 
 

8.5 
12.1 

.6 

.9 
 

3. M
4.

 
 
 

10 
 

 
 
 

39.5 
11.6

84 
28 

59
19

 

According to Table 5.41, there is a significant relationship between NDSGN and D N 

managers’ frequency of review meetings with their immediate seniors (as the 

respondents have indic , 45.4 per cent of N NS and 34 per cent of DSGNS  

weekly sessions. Once a month and bi-annual me ings occur

D DSGNs meet with their m ment is significa here w o signi t 

relationship between the views of NDSGNS (3 %) and GNS (59.6%) on senior 

m mmit shop-floor on a monthly basis (p=0.4599). 

Most of the NDSGN respondents (48.9%) reported that senio nageme oes wa  

shop-floor on a daily/weekly basis.  

 

Q24. The respondents’ views w  their promotion status compared to 

that of departmental colleagues. 

SG

ated DSG  have

et  less. The number of times 

SGNs and N anage nt. T as n fican

9.5  DS

anagement’s co ment to walking the 

r ma nt d lk the

ere asked of
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In Table 5.42 (overleaf) sets out the respondents’ views about their promotion status up 

the corporate ladder compared to that of departmental colleagues. 
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Table 5.42:  Respondent’s views about their promotion status compared to that 

of departmental colleagues  
 
 
The respondent’s views about 
his/her promotion within the 
department. 

P<0.05 
Chi-square 
significant 

level 

NDSGN
 

Group 1 
No o

respondents 

SGN
 

oup 1 
ncy 

% 

SGN 
 

Group 2 
No o

respondents 

SGN 
 

oup
ncy 

% 

 ND

f 
Gr

Freque

 D

f 
Gr

Freque

D

 2 

a. Do you think that your promotion 
status is as follows compared to that 
of departmental colleagues:  
1. Faster 
2. The same 
3. Slower 

. Difficult to assess 4
 

 
 

p=0.0002 

 
 
 

20 
22 
34 
10 

 

 
 
 

23.3 
25.6 
39.5 
11.6 

 

 
 
 

12 
17 
84 
28 

 

 
 
 

8.5 
12.1 
59.6 
19.9 

 
b. Give reasons for your assessment. 
1. High white dominated management with 

th.  

motivated person. 
6. Flat management structures - colleagues are 
working at same levels. 
 

 
 

14 
 

3 
 

6 
 

44 
 

14 
 

4 
 

 
 

16.5 
 

3.5 
 

7.1 
 

51.8 
 

16.5 
 

4.7 
 

 
 

82 
 

2 
 

6 
 

42 
 

7 
 

2 
 

 
 

58.2 
 

1.4 
 

4.3 
 

29.8 
 

5.0 
 

1.4 
 

conservative approach that fears Employment 
Equity policies. 
2. No company statistics available in terms of 
promotion.  
3. Have more experience, exposure and 
acceptable performance and a clear career pa
4. No succession plan, and promotion is slow. 
5. Good performance, well qualified and 

c. If Faster, 1. Were you trained for 
the position? 
  Yes 

No 

 
 

p=0.5112 

 
 

31 
 

55 

 
 

36.1 
 

63.5 

 
 

57 
 

84 

 
 

40.4 
 

59.6 
 

2. Are you comfortable in the 
position?  Yes 

No 

 
 

p=0.0312 

 
 

52 
 

34 
 

 
 

60.5 
 

39.5 

 
 

64 
 

76 
 

 
 

45.7 
 

54.3 

3. Do people 
ccept your 

position?  

Yes a
No 

 
 

p=0.0044 

 
63 

 

 
73.3 

 

 
76 

 

 
54.3 

 
23 26.7 

 
64 45.7 

 
3.1 Subordinates? 
 

Yes 

No 

 
p=0.7424 

48 
 

38 

55.8 
 

44.2 

75 
 

65 

53.6 
 

46.4 
 

3.2 Superiors?   Yes 

No 

 
p=0.0094 

 
54 

 

 
62.8 

 

 
63 

 

 
45.0 

 
32 37.2 77 55.0 
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The DSGNS feel they are promoted much more slowly than their NDSGN counterparts 

(59.6%) and the reason for the respondents’ perception is that the division has a highly 

hite-dominated management with a conservative approach to employment equity 

organisation’s negative impact on staff succession planning and to the fact that 

promotion is slow 02).

 

T th ery ble in eir positi s (60.5% feel 

accepted by colleagues (73.3%) and feel accepted by superiors (62.8 owev  55 

p arg by the . There was a highly signific chi-squa est 

l .0044.

 

n that their promotion will give them 

w

policies. The NDSGN’ views about a slow rate of promotion are mainly due to the 

(p<0.00

ed that 

 

he NDSGNs claim ey are v  co ortamf  th on ), 

%). H er,

er cent felt m

evel of p<0

inalised  DSGNS ant re t

  

Q27. The respondents’ belief and expectatio

full decision-making powers was investigated.  

 

Table 5.43 (overleaf) sets out the responses regarding the respondents’ views about their 

promotion expectations and whether they expect to attain decision-making powers. The 

respondents were asked to give two reasons to support their responses regarding their 

future decision-making powers.  
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Table 5.43:  Respondents’ views about their promotion status and expectations 

regarding full decision-making powers 
 
 

he respondent’s views about his/her 
us 

P<0.05 
Chi-square 

nificance 
vel 

NDSGN 
Group 1 

No of 
ndent

NDSGN 
Group 1 

quency 

DSGN 
Group 2 

No of 
ndents 

DSGN 
Group 2 

Fre ncy T
expecting decision-making powers stat
and promotion 

sig
le respo s % 

Fre
respo

que
% 

a. How does your experience or 
promotional status influence decision-

rs 

making powers 

 
.0004  

25 
61 
- 
- 
 

 
 

29.1 
70.9 

- 
- 
 

 
14 
116 
5 
5 
 

 
 

0.0 

6 

making in the company?  
1. Full decision-making powe
2. Some decision-making powers 
3. Don’t know 
4. No decision-
 

 

P=0

 
 

  
 

 

1
82.9 
3.
3.6 

b. Part one: Give first reasons for your assessment. 
rship qualities 

rotected against reporting structures.  
er after a 

llow-up operational 

 the right scarce technical 

ents place limitations on decision-

aking power is influenced and determined 
al 

 
 

23 
 

11 
4 
 

16 
 

8 
 

23 
 

 
 

27.1 
 

12.9 
4.7 

 
18.8 

 
9.4 

 
27.1 

 

 
 

68 
 

8 
13 

 
14 

 
18 

 
20 

 

 
 

8.2 
 
7 

 
9 
 

 

1. Rigid senior management with dictato
p
2. Top management fears losing control of pow
job transfer.  
3. Still to report to managers on fo
issues.  
4. Field experience and
competencies enable full decision-making.  
5. Policy requirem
making power.  
6. Decision-m
by the management structure levels over operation
resources.  

4

5.
9.2 

9.

12.8 

14.2 

b. Part two: Give second reasons for your assessment. 
1. Rigid senior management with dictatorship qualities 

ter a 

l 

ble full decision-making.  

er.  
mined 

onal 

 
 

25 
 
- 
4 
 

23 
 

5 
 

28 
 

 
 

29.4 
 
- 

4.7 
 

27.1 
 

5.9 
 

32.9 
 

 
 

53 
 

3 
22 

 
19 

 
6 
 

38 
 

 
 

7.6 
 
1 

5.6 

3.5 

3 

7.0 
 

protected against reporting structures.  
2. Top management fears losing control of power af
job transfer. 
3. Still to report to managers on follow-up operationa
issues. 
4. Field experience and the right scarce technical 
competencies ena
5. Policy requirements place limitations on decision-
making pow
6. Decision-making power is influenced and deter
by the management structure levels over operati
resources.  
 

3

2.
1

 
1

 
4.

 
2

 

Table 5.43 sets out the NDSGNs’ and DSGNs’ assessments and views their future 

decision-making choices. There is a difference between management empowerment and 

decision-making power choices with regard to their perceptions they hope to achieve 

through promotion. DSGNS’ perceptions are negative (48.2%) and NDSGNS’ perceptions 

reveal that decision-making about operational resources is determined by management 

structure levels (27.1%). 
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Q28. The respondents were asked about the type of relationship they have with 

their immediate superiors.  

 

Table 5.44:  Respondents’ assessment of the relationship with their immediate 

 
The respondent’s 
own relationship 
ssessment with 

mediate 

(Group 1) 
and DSGN 
(Group 2) 

Chi-
square 

significan
ce level 

e 
(friendly, 
accepting, 

 

Lukewarm 
 
 

cy 

Difficult to 
access 

 

 

No 
relationship 

 
 

4 
ncy

Negative 
 
 
 

ncy 
 

superior 
NDSGN P<0.05 Positiv

a
im
superior.  

and honest)
1 

Frequency 
% 

 
2 

Frequen
% 

 
3 

Frequency
% 

Freque
% 

 Freque
%

5 

1. Individual’s 
relationship 

Group 1  

ratings with 
 

Group 2 
p = 0.0054 

 
 

44.7 

 

7 

2 

- 
immediate 
superior  

67.4 27.9
 

42.6 

3.5 
 

5.

1.
 

7.1 

- 
 

 

 

Table 5.44 shows that 67.4 per cent of the NDSGNS el that  have a positive 

relationship with their immediate superiors, whilst more of the DSGNS reflect a positive 

response (44.7%) than a lukewarm resp .6%) ut the onship  their 

immediate superiors. Significant levels emerged on a chi-square significance test 

difference between the two groups (p<0.0054). The DSGNS group reveals that their 

i ip opinions w e evenly represented between friendly and 

lukewarm relationships. If MCD efforts are truly to rovide  and a to an 

organisation’s success there m  be a connection with immediat nagers and to the 

usiness strategy, as was argued forcefully by Seibert and Hall (1995). 

 fe they

onse (42 abo relati with

mmediate superior relationsh er

 p value dd 

ust e ma

b

 

Q29. The respondents assessed their relationship with immediate colleagues.  
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Table 5.45:  Respondents’ assessment ratings of the relationship with their 

colleagues 

 

The 
rel
col significance 

level 
No of 

respondents 
Frequency 

% 
No of 

respondents 

 
 

up 2 
Frequency 

% 

 
respondent’s assessment of their 

ationship with immediate 
leagues. 

 
p<0.05 

Chi-square 

 
NDSGN 
Group 1 

 
NDSGN 
Group 1 

 
DSGN 

Group 2 
DSGN

Gro

a. What type of relationship do you 
have with your colleagues?  

Positive (friendly, co-operative, 

Lukewarm. 

 
 

p=0.3894 

 
 

55 
 

 
 

64 
 

 
 

81 
 

571. 
accepting, honest). 
2. 
3. Difficu

5. 
 

29 33.7 

- 
 

52 

- 
 

 
 
.5 
 

36.9 
7 

- 
 

lt to assess. 
4. No relationship. 

Negative (unfriendly and tense). 

2 
- 
- 
 

2.3 
- 

8 
- 

6.
- 

b. Part one: Give two reasons for your choice. 
1. The Employment Equity Act enforces challenge 

 attitude change and diversity. 
utual respect and honesty supports the spirit of 

 
 

25 
 

 
 

 
 

on
2. M

3. No
as 

5. 
tog
exp

 
13 

29.4 
 

 
15.3 

 

31 
 

 
33 

 
 

 
 

22.0 
 
.1 
 

23.4 
 
.9 

co-operation at work.  
t friendly, just get the work done and operate 

an individual. 

2 2.4 3 2

4. Good team spirit for a common goal and 
objectives.  

Not highly friendly or integrated but just work 
ether on problem-solving and sharing work 
eriences. 

 
41 

 
4 
 
 

 
48.2 

 
4.7 

 
69 

 
5 

48
 

3.6 

b. Part two: Give two reasons for your choice. 
 

4. Good team spirit for a common goal and 

blem-solving and sharing work 

 

 

 

38 
 

 

 

44.7 
 

 

 

72 
 

 
 

2.1 
 
.6 
 

37.1 
 
7 
 

51.4 
 

1. The Employment Equity Act enforces challenge 
on attitude change and diversity. 

 
3 

 
3.5 

 
3 

2. Mutual respect and honesty supports the spirit of 
co-operation at work.  
3. Not friendly, just get the work done and operate 
as an individual. 

 
10 

 
28 

 
11.8 

 
32.9 

 
5 
 

52 

3

objectives.  
5. Not highly friendly or integrated but just work 
together on pro
experiences. 

6 
 

7.1 
 

8 
 

5.

 

Table 5.45 indicates that there are no significant differences between DSGN and NDSGN’s 

relationships with their colleagues (p>0.05). Both NDSGNS and DSGNS share the same 

views of a positive collegial relationship. In both groups, 48.9 per cent indicated that a 

ood team spirit for a common goal and objectives is shared. Lastly, some respondents 

from both the management groups (44.7 and 51.4 per cent of NDSGNs and DSGNs 

respectively) indicated that they do not have friendly relations with colleagues, but that 

they just work together and share job-related activities or operate as an individual.  
 

g
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Q40. The respondents were asked about their career goals, whether their 

s aware of theirorganisation i  development needs and whether it does forms part of 

t eir performan aisa

 

Table 5.46: Respondent’s views abo d t e

of their career goals and needs  

 

’s v t his/her 
d needs awareness on the 
ager. 

P<
Chi-  
signi e 

level 

ND

Gro
 

No of 
respondents 

ND

Gr
 

Frequency 
% 

D

Gr  

No of 
respondents 

G  
 

Frequency 
% 

h ce appr ls. 

  ut awareness by the epartmen al manag r 

 
 
The respondent
career goals an
part of the man

iews abou

0.05 
square
ficanc

SGN 
 
up 1 

SGN 
 

oup 1 

SGN 
 

ou  2p
 

DSGN 
 

roup 2

1. Is your manager aware of your career 
goals and needs?  Yes 

No 

 
 

p=0.7719 

 
 

58 
 

28 

 
 

67.4 
 

32.6 

 
 

97 

43
 

 
 

 
 

69.3 
 

30.7 
 

2. Have you been on any career 
MCD/training within the 
company?  Yes 

No 

  

 
75 

 

 
 

11.8 
 

88.2 

 
 

30 
 

110 
 

 
 

21.4 
 

78.6 

 
p=0.0660 

 
10 

3. Does career development form an 
integral part of your performance 
evaluation and appraisals?  Yes 

No 

 
 

P=0.0599 

 
 
 

29 
 

57 

 
 
 

33.7 
 

66.3 
 

 
 
 

65 
 

75 

 
 
 

46.4 
 

53.6 
 

 

 

There is no significant relationship between the NDSGN’S (67.4%) and DSGN’S (69.3%) 

erceptions of awareness by top management of staff career needs and the commitment 

f departmental activities linked to career goals. Table 5.46 indicates that top 

anagement is perceived to be aware of respondents’ career goals and the needs of both 

e NDSGNS (88.2%) and the DSGNS (78.6%), but the organisations do not appear to 

p

o

m

th

favour MCD and training and MCD does not form an integral part of the staff’s 

performance appraisals and evaluations. Some 66.3 per cent of the NDSGNS and 53.6 per 

cent of the DSGNS held this view. The chi-square significance test had insignificant 

results (p=0.7719, p=0.0660 and p=0.0599).  
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In conclusion, Theme Five aimed to establish and highlight the importance of 

respondents’ views of Employment Equity effects on DSGN’S and NDSGN’S MCD, as 

ttached to their identified career paths. The following main points arose: 

op ls 

(IDP) for identified individual career needs and staff career advancement (see Item 3 

� A l

cau ision-making powers of 

managers (see Item 1 in Table 5.46). 

ial competencies (see Item 2 in Table 5.46).  

5.3
 

resp

 

asc

The tions about their 

organisation. The results are shown in Table 5.47 (overleaf). 

a

� T  management must direct MCD communication through performance appraisa

in Table 5.46). 

ack of knowledge about basic career planning and practical experience in MCD 

ses ineffective career advancement and limits the dec

� Current yearly job reviews with superiors are not effective in giving professional 

advice, direction and support (see Item 3 in Table 5.46). 

� There are no focus group discussions every month where DSGNS can voice their 

experiences and problems (see Item 2 in Table 5.46). 

� There is a lack of communication with DSGNs on an intensive MCD plan and career 

agreement policy (see Item 2 in Table 5.46). 

� The respondents stated that the top management are the primary decision-makers on 

designated MCD activities and action plans supporting Employment Equity 

manager

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

The findings corresponding to the questions relevant to this theme are tabulated and the 

onses are indicated in terms of the frequencies and percentages for each statement. 

Q42. The respondents’ perceptions of and feelings towards the organisation were 

ertained. 

 

 respondents were shown “face” images corresponding to emo

organisation, and were asked to choose the one that most accurately depicted their 
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Table 5.47: Respondents’ first “face” impressions or feelings about their 

organisations  
 NDSGN P<0.05 Very Unhappy Neutral at Happy at Very 

ppy at 
rk 

5 
ncy 

% 

The 
respondent’s 
feelings about 
his/her 
organisation.  

(Group 1) 
and DSGN 
(Group 2) 

Chi-square 
significance 

level 

unhappy at 
work 

1 
frequency % 

 
 

2 
frequency 

% 

Work 
 

3 
frequency 

% 

work 
 

4 
frequency 

% 

ha
wo

freque

1. Individual’s 
ratings on 
feelings about 
his/her 
organisation.  

Group 1 
 

Group 2 

 
p = 0.0324 

11.8 
 

11.5 

19.1 
 

33.7 

16.1 
 

25.0 

20.6 
 

13.5 
 

32.4 
 

16.4 

 

 

Table 5.47 shows that 33.7 per cent of the DSGN’S feelings about the issues in their 

 

gs and asked to 

hoose the one that best depicted the feelings of most people like themselves about their 

organisations, the DSGNS’ response was to improve their frustrations by involving 

themselves in MCD. NDSGNS’ satisfied response was attributable to the fact that 

previously advantaged staff had over the years gained a wealth of managerial 

competencies and experience, which can be an advantage to the organisation and can 

organisations were unhappy, whilst 32.4 per cent of NDSGN’ had positive “very happy” 

perceptions. The chi-square test revealed a highly significant result (p<0.0324): 

 

DSGNS’ face impression (Frustrated) about their organisation. 

 

 

 

 

 

 

NDSGNS’ face impression (Satisfied) about their organisation. 

 

 

 

 

When presented with different face options that reflected different feelin

c
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help the organisation to transfer this career support knowledge by bridging the MCD 

gap to e frustrated 

 

5.4 FACTOR ANALYSIS RESULTS OF CAREER DIMENSION SURVEY 

 

.4.1 Theme Seven: The career dimension survey is aimed at discovering key 

 in the 

orkplace. The concepts of MCD are not always well understood by all levels of 

employees and misconceptions may prevail regarding career expectations. This is 

highly an effective MCD system that will unite the employees’ aspirations with the 

strategic direction of the organisation. Factor analyses were performed on all the 

variables listed below to examine the organisations’ ability to build a successful MCD 

process resulting from underlying patterns, understanding and communicating the 

following:  

�  to determine the future MCD perspective trends in the organisation and their 

implications for NDSGN and DSGN managers; 

� to determine the influence of the organisational systems, practices, management 

resources and human resources development initiatives that interact and support the 

MCD system;  

� to determine the variables in the work design in the organisation in relation to the 

degree to which respondents find their work satisfying and motivating;  

� to determine the level of management support in the organisation and the ability of 

managers to support the development of their staff and teams; and 

� to determine individual concerns in the organisation and the ability of individuals to 

self-manage their careers. 

 

To establish the number of factors to be extracted the latent root criteria were used as a 

guideline. Only factors with latent roots or eigenvalues greater than one were 

considered significant; all factors with latent roots or eigenvalues less than one were 

considered insignificant and were discarded. In viewing the eigenvalues for the factors 

 assist th DSGNS.  

5

dimensions that need to improve an investigating outcome that enable an 

organisation to build a successful MCD process model. 

 

The intention of this underlying structure trends is to engage in the effective and 

scientific development of a MCD model for previously disadvantaged managers

w
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in this study, two factors emerged. These factors were Factor 1: Future perspective of 

the organisation, and Factor 2: Organisational systems and practices.  

 

Factor loadings represent the correlation le and its factors. 

Factor load  greater than ±0.30 w sidered to meet the um level; 

loadings of ±0.40 were considered more tant; and if the loadings were ±0.50 or 

greater, they were considered practicall ficant. Because a fact ing is the 

correlation of the variables and the fa e squared loading is m of the 

variable’s total variance accounted for b ctor (Cooper & Hair, Cooper & 

Hair (1998)  that 0.80 and above is ical and that the practical significance of 

the loadings is an important criterion whe ample size is 100 or lar

 

When a satisfactory factor solution has b ived, some meaning mu ssigned to 

variables, w involves substantive interpretation of the pattern of factor loadings for 

the variables. While all significant factor gs are usually used in rpretation 

process, it i gested that, as a rule of , variables with loadings less than 0.30 

(Cooper & Hair, 1998) be ignored. 

 

Factor rotation is a process of manipulating or adjusting the factor axes to achieve a 

simpler and pragmatically more meaningf The orthogonal VARIMAX 

normalised r es are maintained a ) was performed to obtain a clear pattern 

of loadings, in other words factors were arked by high loadings for some 

variables and low loadings for others in acco ce with Cooper & Hair (1998). 

 
s was later discarded when it was determined 

at although the eigenvalue of Factor Two was below 1, the loadings were lower than 

 between an original variab

ings ere con minim

 impor

y signi or load

ctor, th  the su

y the fa 1998). 

 argue not typ

n the s ger. 

een der st be a

hich 

 loadin the inte

s sug  thumb

ul factor solution. 

otation (ax t 90°

clearly m

rdan

One of the factors work design dimension

th

0.5. For the purposes of this study, only loadings equal to or greater than 0.5 were used. 

The factor retained represented 40 per cent of the variance of the original variables. In 

Table 5.48 (overleaf) the results for the extraction of factors are set out. 
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Table 5.48: Results for the extraction of factors 

Factor Eigenvalue Percentage of 
ariance 

Cumulativ
percentage

variance
v

e 
 of 
 

1   3.855 5.965 0.2978

2 2.912 1.513 0.3735 

 

An obliqu hen performed to obtain a clear pattern of 

loadings – les

low loadi rearranged so that, for each successive 

fa loa e 

replaced by zero. See Table 5.49 (overleaf) for the results on the factor loadings. 

 

e rotation (direct oblimin) was t

 that is, factors were clearly marked by high loadings for some variab

ngs for others. The rows have been 

 and 

ctor, dings greater than 0.50 appear first. Loadings less than 0.25 hav been 

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



 238

Table 5.49: Factor loadings for the Career Dimension Survey  

Item Factor 1 
Future  of the 

organisation 

Factor 2 
Organisational sys

and practices
 perspective tems 

 
C7 0.762 0.000 

C4 0.734 0.000 

C5 0.706 0.000 

C12 0.627 0.000 

C10 0.620 0.000 

C6 0.555 0.000 

C17 0.000 0.818 

16 0.000 0.629 

C15 0.000 0.589 

C8 0.000 0.551 

C20 0.000 0.496 

C11 0.000 0.449 

C3 0.269 0.395 

C18 0.281 0.347 

C1 0.000 0.342 

C9 0.443 0.282 

C14 0.409 0.266 

C13 0.468 0.000 

C19 0.000 0.000 

C2 0.403 0.000 

Cronbach alpha for all variables = 0.8802 

 

In terms of what is suggested by Cooper & Hair (1998), it was expected that the content 

eige

men

 

Tab ults for each individual factor and its 

 

would be a significant factor in organisational MCD process choice. Although the 

nvalues on the factor were above 1, the loadings were lower than 0.5, and as 

tioned, only loadings equal to or greater than 0.5 were used. 

les 5.50 and 5.51 (overleaf) provide the res

factor loadings, as identified from the factor analysis. 
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Table 5.50: Factor 1: Future perspective in the organisation 

 

ms 

 

Statements 

Factor

loadingIte

 

s 

C nager advises me on my career options and alternatives 0.762 7 My ma

within my organisation. 

C  4 My manager encourages me to develop skills that will qualify me 

for other jobs in my career field. 

0.734

C5 My organisation/division uses succession planning to identify and 

prepare candidates for key positions. 

0.706 

C f my standing in the succession plan for key 

positions in my division. 

0.627 12 I have been told o

C10 This division’s expected work force requirements for the next two or 

more years have been explained to me. 

0.620 

C6 Information moves easily between my division and the senior of 

management of the organisation. 

0.555 

 

The above statements were expected, according to the literature, to reflect how 

ortant the respondents are when top management has to choose to encourage career 

elopment skills and use succession planning

imp

dev  for future planning requirements, 

for 

 

e explained by statements by Saunders et al. (1997) that 

oth the organisation and the respondents should develop an understanding of the 

organisational strategic HRM information flow from top management to others in the 

organisation.  

 

  

development skills career preparation for key positions and logical thinking processes 

management strategic information flow.  

The outcome can possibly b

b
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Table 5.51: Factor 2: Organisational systems and practices in the organisation 

 

 

Items 

 

Statements 

Factor 

loadings

C17 In my work, I am involved with many different tasks and/or 

projects. 

0.818 

C16 My manager has informed me of his/her personnel assessment of 

my current competence and ability in the past three months. 

0.629 

C15 I have initiated career discussions with my co-workers. 0.589 

C8 My job allows me to decide how I am going to do my work, as 

long as I meet certain recognised standards. 

0.551 

 

imension assessments and evaluations by the respondents should contain a statement 

f equality, and are always assumed to be true unless they are rejected because of the 

ctor testing and analysis procedure. These statements were expected, according to the 

terature, to reflect how important the respondent is in the organisation’s MCD process 

hoice. Contrary to the expectations of the researcher, the variables emerged as 

nderlying variables on the various organisations used to develop managers’ careers and 

lso used in succession planning for designated and non-designated managers. These 

variables formed part of MCD planning requirements linked to the strategic HRM 

formation flow.  

 Statement C10 appears to be unimportant for the expected work force requirements 

for the next two or more years and has not been discussed with the designated and 

non-designated respondents in terms of their future plans. The views of the future 

held by the respondents who work in these organisations play a significant role in 

determining their choice of action. Organisations need to work at communicating 

their future needs in order to develop new competencies. 

 Statements C17 and C8 appear to be unimportant to respondents’ involvement with 

multiple projects and lack of decision-making empowerment to a significant degree. 

Organisational systems and practices do have an impact: MCD cannot succeed in a 

vacuum. MCD must be integrated with the organisation’s strategic HRM career 

programmes and reviewed planning process. 

 Statements C5, C12 and C6 reflect the degree to which respondents find their work 

satisfying and motivating. A low score in this section indicates a need to restructure 

jobs and foster employee involvement. 

D

o

fa

li

c

u

a

in

�

�

�
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� Statements C16, C7 and C4 ref pport in the organisation, in other 

words, the ability of managers to support the development of their staff and teams. 

A low sco crease their 

eff

� Sta eflects that to a significant degree ind

as unimportant in initiating career discussions with managers and the ability of the 

eir career. A low score in this factor could indicate a 

ment support and individual concerns findings influence 

respondents’ MCD strategic planning process. 

� Future research on the influence of South African organisational culture in 

promoting life-long quality learning commitment is recommended.  

s plans. 

upport by top management and commitment to life-long learning is also required. 

lect managerial su

re in this variable could indicate a need to help managers in

ectiveness. 

tements C15 r ividual concerns are regarded 

individual to self-manage th

need to encourage employees to take responsibility for their own career 

development. If employees fail to acquire new skills, the organisation cannot keep 

ahead of the competition.  

 

In conclusion, Theme Seven aimed to establish and highlight the importance of 

respondents’ views, to assess and evaluate organisational applications of MCD models 

linked to a strategic HRM planning process. The following variables were extracted and 

signify the impact of automotive organisations’ efforts on respondents’ professional 

career development, linked with the organisations’ strategic plans:  

� It seems that organisational future perspectives, systems and practices, work 

designs, manage

 

5.5 CONCLUSION 

 

The findings of this empirical research provide clear support for the argument that 

NDSGN and DSGN MCD must be linked to organisational HRM strategic busines

S

Development programmes, techniques, interventions such as special project 

assignments, job rotation, special projects, on-the-job training, coaching/mentoring and 

in-house MCD programmes are likely to bear fruit, especially if there is strong support 

in the form of an internal monitoring focus group. Such a group should oversee strategic 

HRM to ensure that it plays a positive role in creating programme momentum, to 

promote regulatory functioning of frequent feedback, continuous improvement of HRM 

techniques and top management commitment and dedication to MCD programmes.  
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The next chapter highlights the conclusions of the study and makes practical 

recommendations, including suggestions about directions that future research could 

take. 
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