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Foreword

This report provides the results of a survey based study that examined the policies and practices of human resource management in New Zealand.  The survey is part of the international Cranet network; the Cranet study is a longitudinal, comparative study of human resource policies and practices which involved 34 countries in the 2004 survey round.  This is the second Cranet study conducted in New Zealand; the first study took place in 1997.  As the survey targets organisations of a particular size (normally employing more than 100 people), the information has been provided by medium-sized and large private and public organisations.

This report presents the key findings of the New Zealand study.  The basis of the survey is a questionnaire completed by Human Resource Managers (or equivalent) on behalf of their organizations.  The research reflects policies and practices current at the end of 2004.  The research findings are based on the 292 useable questionnaires that were completed and returned.  The findings can only be related to the responding organisations. 
Additionally, this report provides an opportunity for organisations who took part in the study to benchmark against other New Zealand organisations and to identify trends in human resource management practices.  Further reports will be developed on the basis on the findings of both the New Zealand and overseas surveys.
Executive Summary
The New Zealand Cranet Survey
· The New Zealand Cranet survey is part of the international Cranet survey which has been conducted every 4 to 5 years since 1989.

· The Cranet survey is based on a common questionnaire which surveys Human Resource Management (HRM) practices.  The questionnaire is mailed to medium-sized and large organisations.

· The 2003-2004 Cranet survey was conducted in more than 30 countries. 

· The trends reported below from the 2004 New Zealand Cranet survey are based on responses from 292 organisations, though some questions were not answered by all organisations.  

Organisational Characteristics and Trends
· The survey targeted larger organisations and results were biased, therefore, towards trends in these organisations.  Nearly three-quarters of the responding organisations employed 100 or more people and nearly half employed more than 200 employees.

· There was a bias in favour of organisations operating in the wider manufacturing sector. 24.7% of all respondents were in manufacturing.  Other sectors with a high level of representation were: health services (10.2%), finance and business services (9.5%), education (9.5%) and public administration (8%).

· The workforce of responding organisations is becoming both more mature and better educated. 52.8% of the responding organisations reported that employees in the over-45 age band constituted between 25% and 75% of their total workforce. Most respondents reported that employees’ under-25 years of age made up less than a quarter of their total employee numbers.

· Around a third of the responding organisations registered that more than half of all their employees had at least one undergraduate degree.

· Over 60% of respondents had reported an increase in organisational size while 17% recorded a decline in their total number of staff.  Besides the overall change in staff numbers, the survey found substantial staff changes, including recruitment freezes, voluntary and compulsory redundancies, internal transfers and outsourcing.

· The growing and changing labour market coincided with turnover becoming a significant employer concern.  Nearly 50% of participating organisations had experienced between 10% to 20% annual staff turnover and a sizeable minority (5%) had recorded between 30% and 60% in annual staff turnover.

· Whilst 20% of organisations stated that labour costs accounted for nearly two-third of their total operational costs, another 67.4% of respondents reported that labour costs accounted for between half and a third of their total operational costs.

· There was roughly a three-split in the organisations’ primary product and service markets, with 38.1% having their main market at national level and another 34.4% having their main market at regional or local level.  While a few respondents specified specific overseas markets, 26.7% claimed that their products and service market was world-wide.
· A large majority of organisations (81%) reported that the headquarters of their organisation was based in either New Zealand or Australia.

HRM Activity in the Organisation

· Formalised business strategies are in place in most of the responding organisations. Although this was less the case in terms of formalised HRM strategies. Around 60% of respondents had a written HRM strategy.

· Amongst organisations that had a formalised business strategy, 13% reported that HRM was not consulted in its development. 24% of the organisations had no HRM department.

· In the major areas of HRM practices, the devolution of management responsibilities to line managers could be detected.  The majority of organisations allocated management responsibility to either their line management in consultation with the HRM department or to their HRM department in consultation with line management.

· Line management had the major HRM responsibility in the areas of recruitment and selection and workplace adjustment (with HRM playing a consulting or supporting role.  Only with regard to industrial relations issues had the HRM department the major responsibility.

· Respondents had a significant amount of experience in the field of HRM.  74% reported being the most senior HRM professional within their organisation and the vast majority had worked as an HRM specialist for over 6 years.

· People responsible for HRM activities were often educated in business related studies, though behavioural science and humanities also figured highly in responses.

· The 2004 survey focussed on two particular changes in HRM activities: whether the use of external providers of HRM services had become more frequent and how widespread the use of HRM information systems had become.

· The responses indicated a slow but consistent increase in the use of external providers across a range of standard HRM services.  In the area of training and development, external provision of services had become the norm. 

· Nearly two-thirds of organisations had a computerised HRM information system in place.

Staffing Practices: Recruitment and Flexible Working Practices

· The responses revealed that the majority of organisations had increased their staff numbers and they had done so by using predominantly traditional recruitment and selection methods

· 50.4% of organisations had witnessed an increase in organisational size of between 11% and 100%, with 3% reporting that their organisation had doubled in size over the previous three years.

· There were marked differences across staff groups when it came to recruitment methods.  With the exception of recruitment for management staff, advertisement was still the preferred recruitment method.  Amongst management staff, recruitment agencies had a strong position (used by 41.9% of respondents), while only 23.3% of organisations advertised the positions.

· Organisations also tended to use traditional selection methods, though there was significant variation across staff groups.  The use of interview panels (used by 80.5%) and obtaining references (82.2%) were still the most common methods.

· Assessment centres or graphology were still seldom used, though the use of psychometric tests was high for management (50.3%) and professional (33.9%) positions. 

· Traditional flexible working practices - such as shift work, overtime, part time work, weekend hours and flexi-time - were still regularly used by responding organisations, and more ‘fancy forms’ of flexible working practices - such as teleworking, job sharing and homebased work - were only used in a minority of responding organisations.

· While annual hours contracts were only used by a minority of organisations there were some organisations (9.2%) where annual hours contracts covered a majority of employees.

Employee Development and Appraisal systems 

· 76% of respondents spent less than 4% of their annual payroll costs on training, with 14% spending more than 5% of payroll on training, showing that there are two opposite groups of outliers – spending little or a considerable amount on training.

· It must be of concern that many of these medium-sized and large organisations had spent less than 2% of their annual payroll costs on training.

· Besides the above differences between organisations, there were also major differences within organisations, as there was a tendency to allocate most of the training expenditures in favour of groups of already well-qualified people.

· Overall, HR and line managers pool their resources and expertise to deliver training activities to employees.  However, the influence of HR managers or line managers varied significantly across the phases of defining, designing or implementing training and development.

· Formal appraisal systems are common in ‘white-collar’ occupations (e.g. management, professionals and clerical), and becoming increasingly used amongst manual employees.

· The feedback on the formal appraisal processes highlighted the important role of the immediate supervisor and the employee.  Their input is vital and this input is used for analysing and defining training needs.

· While formal appraisal processes were used for pay determination, they also had a major role in career and HR planning.

· For both managers and non-managerial staff, career development was seen as primarily a responsibility of the individual rather than that of the organisation. 

Compensation and Benefits

· Pay determination moved from a national or industry level towards workplace and individual bargaining after the introduction of the Employment Contracts Act 1991 and this appeared still to be the case under the Employment Relations Act 2000.  Survey answers showed that bargaining at workplace level and individual bargaining were totally dominant, with national, industry and regional collective bargaining having only limited impact amongst professional, clerical and manual staff.

· Overall, variable pay had limited importance amongst the responding organisations.  Even amongst managers, stock options and employee share schemes were relatively rare, covering 8.6% and 14.7% respectively.

· In some organisations, variable and performance-related pay had become more widespread and professional and clerical employees had started to be covered by individual performance pay.

Employment Relations and Employee Communication

· In light of the size of the responding organisations, union representation and collective bargaining appeared limited.
· Over a quarter of the responding organisations had no union members.  21% of respondents assumed that between 51% and 75% of their employees were trade union members and 10% estimated that 75%-100% of their employees were union members.
· However, in nearly a quarter of the organisations, respondents estimated that union influence had increased over the three year period.
· There was a significant increase in the use of written and verbal communication with employees, as well as a great dependence on electronic communication and team briefings.
· Most organisations had put increased emphasis on direct and/or electronic communication with their employees
· While 75% of respondents were members of an employers association, 54% of these felt that their membership was only benefiting the organisation to a small extent or not at all.
New Zealand specific questions
· Nearly 73% of respondents identified that their organisations had a systematic or occasional analysis of their employees’ training needs, and furthermore, 71.3% reported that they monitored the effectiveness of training.

· While variable pay and non-monetary benefits were still used sparingly, variable pay and non-monetary benefits had increased by 34.3% and 20.4% respectively over the past 3 years.

· Amongst the organisations which had work-life balance schemes, Special, Maternity and Paternity Leave were the most common forms of work/life balance schemes offered.

· Most flexible working practices had increased, with traditional forms of flexibility – such as part-time work (39.2%), casual employment (33.8%) and fixed-term contracts (31.3%) – increasing the most. 

· 34% of respondents reported that they were members of HRINZ, with 21.4% of these being certified HRINZ members.
Introduction
The International and New Zealand Cranet Surveys
The Cranet Survey was launched in the United Kingdom in 1989 with the Cranfield School of Management as the co-ordinator.  The 1989 survey focussed on HRM policies and practices in five European countries in order to enhance comparative understanding and allow organisations to assess their own HRM practices against general trends found in the five countries.  Since 1989, the survey has been conducted every 4 to 5 years and there are now more than 30 countries involved.  For a general description of the Cranet organisation, the history of the survey and the methodological approach taken, please see: www.cranet.org or Brewster et al. 2004.

While the content of the questionnaire has varied slightly over the years, it has focussed on five areas of HRM practices.

· Overall HRM function, its strategic and organisational role

· Staffing and flexible working practices

· Employee development

· Compensation and benefits

· Employee relations and communication

The continual focus on these five areas has allowed researchers to develop a unique and comprehensive database.  This database provides the foundation for longitudinal and comparative analyses (for an overview of such analyses, see www.cranet.org/publications/publications.htm ).     

The first New Zealand Cranet survey was conducted in 1997.  This survey was based on 531 returned questionnaires (for an overview of methodology and results, see Johnson 2000, Johnson and Mouli 2002).  The response rate of the survey was 28% and the majority of returned questionnaires (70%) were generated by larger organisations (that is, organisations with more than 100 employees).  

The second New Zealand Cranet survey was conducted in October-December 2004.  As with the first survey, the mail out of 3,000 questionnaires was based on a commercially available database which was bought from a market research company.  Questionnaires were sent to the person in charge of HRM, regardless as to whether that person was an HRM professional or not (in many smaller organisations it is the CEO or financial directors who oversees HRM policies and practices).  Of the original 3,000 questionnaires, a total of 292 usable questionnaires were returned.  As nearly 100 questionnaires were returned unopened, this results in a final response rate of around 10%.  With such a low response rate, it is important to stress that the results below can only be related to the respondent organisations.  It is also important to note that although the majority of respondents completed all the questions there was a small number of respondents who did not answer all the questions.  As a result, the percentage figures given in the tables below may be based on less than all respondents (this will be indicated by N). 
Respondents: Organisational and Personal Characteristics
Organisation size revealed some interesting facts.  Of the 258 respondents who completed this question, around 27% said that their organisation employed less than 100 people.  Just over 18% employed from 100 to 149 employees, while 8.6% employed 150 to 199 employees, and 46% employed over 200 employees.  Thus, nearly three-quarters of the responding organisations employed 100 or more people and nearly half employed more than 200 employees.  In New Zealand, these are considered large organisations.  The bias towards larger organisations is a result of the survey targeting organisations with more than 50 employees.  It is also a result of that the response rate amongst organisations with less than 100 people was particularly low. 
Organisational size is not very important when the distribution of part-time versus full-time employees is considered (see Table 1).  In terms of distribution across organisational size, there is – across the two sexes - limited difference compared to the pattern of all part-time employees in Table 1.  However, it is interesting that the gender distribution of part-time employees is considerably different from the standard large difference found across the labour market: male part-time employees constitute 81% of female part-time employees amongst responding organisations.
Table 1.  Breakdown of Respondent Organisations (N = 258)
	Size of organisation
	Number of employees
	Percentage of respondents
	Percentage of part-timers

	Small-to-medium
	50-99
	27.1%
	27.0%

	Medium
	100-149
	18.2%
	19.4%

	Medium-to-large
	150-200
	  8.6%
	  9.2%

	Large
	200+
	46.1%
	44.4%


The results also highlight that respondents for this study came from a wide array of organisational sectors as shown in Table 2.  Of those who completed the survey, the largest cluster of organisations was in the Other Manufacturing (which includes food products, clothing, processing of rubber and plastics, printing, etc.) which accounted for 15.9% of the total.  This was followed by the Health services sector with 10.2% and Banking, Finance, Insurance and Business services with a 9.5% share.  Interestingly, Retail and Distribution (including hotels, catering and repairs) only equated to 4.9%. Metal manufacturing, Public administration and Education were also well represented with each accounting for over 8% of total respondents.  The results show a bias in favour of organisations within the wider manufacturing sector where almost a quarter (24.7%) of all respondents were located.

Table 2: Main Sector of Operation (N = 283)
	Sector of Industry
	Percentage

	Agriculture, hunting, forestry, fishing
	3.9%

	Energy and Water
	2.8%

	Chemical Products; extraction and processing of non-energy
	0.4%

	Metal Manufacturing; mechanical, electrical engineering, etc.
	8.8%

	Other Manufacturing
	      15.9%

	Building and Civil Engineering
	3.5%

	Retail and Distribution; Hotels, Catering and Repairs
	4.9%

	Transport and Communication
	5.7%

	Banking, Finance, Insurance, Business Services
	9.5%

	Personal, Domestic, Recreational Services
	1.4%

	Health Services
	      10.2%

	Other Services
	2.5%

	Education
	9.5%

	Social Services
	3.9%

	Public Administration
	8.1%

	Other
	8.8%


The survey findings indicate that the workforce of the responding organisations is becoming both more mature and better educated.  The over-45 age band represented a very significant part of the workforce: 52.8% of the responding organisations reported that employees in the over-45 age band constituted between 25% and 75% of their total workforce.  This includes 32% which have 50% or more of their employees in the over-45 age band.  In contrast, young employees – under 25 years of age – constitute a minor part of the organisations’ workforce.  Most responding organisations – 80.7% - identified that young employees accounted for less than a quarter of their total employees.  Furthermore, in half of all organisations – 49.8% - young employees were nearly absent since they were 10% or less of the organisation’s workforce.  
The more mature workforce coincided with a high level of education achievements, though with major variations across organisations (see table 3). Around one third of the responding organisations (33.6%) reported that between 0% - 9% of their workforce had at least one tertiary undergraduate degree. Another one third of organisations identified that 50% or more of their total workforce had at least one undergraduate qualification.  As expected, postgraduate qualifications were less prevalent.  Almost two-thirds of responding organisations (62.3%) recorded that less than 10% of their workforce had a postgraduate qualification.  However, there were a small percentage of employers (2.5%) which stated that 50% or more of their workforce had at least one postgraduate qualification.  Overall, the results show that there were many organisations where a major proportion of their workforce had at least one tertiary qualification.  Having at least one undergraduate tertiary qualification has become the norm in the vast majority of responding organisations, indicating the importance that both employers and employees place on tertiary qualifications. 
Table 3: Percentage of Workforce with Tertiary Degrees (N=152)

	Percentage of Workforce with Degrees
	Undergraduate
	Postgraduate

	0% - 9%
	33.6%
	62.3%

	10% - 19%
	17.1%
	15.6%

	20% - 29%
	8.5%
	27.9%

	30% - 49%
	6.6%
	19.6%

	50% +
	34.2%
	2.5%


Most of the participating organisations had experienced substantial growth in their number of staff.  Around 17% had recorded a decline in their number of staff, 20% had experienced no change, and over 60% had increased their staff numbers.  While there has been an overall increase in number of staff amongst the majority of the participating organisations, it is important to stress that this involved substantial staff changes, including recruitment freezes, voluntary and compulsory redundancies, internal transfers, and outsourcing.  The survey also indicated that annual staff turnover has reached a significant level in the majority of organisations.  Around a third of participating organisations had recorded 9% or less annual staff turnover, nearly 50% of all organisations had experienced between 10% and 20% turnover and a sizeable minority – 5% - had recorded turnover between 30% and 60%. As these organisations are large organisations by New Zealand standards, and, thus, with a disproportional impact on employment patterns, it indicates that staff turnover has become a major employer concern in New Zealand. 
The survey revealed that labour costs are a major part of the responding organisations’ total operational costs. A clear majority of organisations – 67.4% - reported that labour costs accounted for more than one-third of their total operational costs.  Labour costs accounted for over half of operational costs in one-third of organisations, whilst labour costs accounted for nearly two-thirds of total operational costs in 20% of the responding organisations.
While staff turnover was clearly a major issue this was not the case with staff absenteeism.  The majority of respondents – 69.2% - recorded that their staff absenteeism was 5 days or less on average.  A very small percentage (2.7%) reported that average absenteeism per employee exceeded 10 days.

While high labour costs and in particular the level of staff turnover could be a concern for many of the responding organisations, the respondents placed their organisation in a favourable light when it comes to outcomes such as revenue, quality, productivity and innovation.  Almost half – 48.4% - claimed that their organisations gross revenue was well in excess of costs.  Another 42.7% estimated that gross revenue had been sufficient to make a small profit.  Only 3.1% felt that gross revenue had been insufficient to reach a break even point.  A favourable evaluation of service quality, productivity and innovation may be influenced by the large size of responding organisations (see table 4).  In terms of service quality, an overwhelmingly high percentage of respondents – 95.6% - estimated that their organisation was in the upper half of all organisations operating in their sector.  
Table 4: Indicators of organisational performance (N=273)
	
	Service Quality
	Level of Productivity
	Profitability
	Rate of Innovation

	Top 10%
	53.5%
	30.6%
	29.4%
	39.2%

	Upper Half
	42.1%
	58.1%
	37.8%
	41.9%

	Lower Half
	4.0%
	6.4%
	17.2%
	14.3%

	Not Applicable
	0.4%
	4.9%
	15.6%
	4.5%


The highest proportion of organisations (38.1%) reported that their main market for products and services was on a national level.  Only 0.7% reported that their products and services were mainly orientated towards the European market, however 26.7% claimed that their products and service market was world-wide.  Organisations, that reported that their products and services market were on a regional or local level, equated to 34.4% of total respondents.  In analysing data relating to growth of sector markets, almost 70% of organisations reported that they felt that their market was growing, with only 24.9% commenting that the market they serve was the same, and 5.9% claiming that their market was declining. 
Many organisations identified a number of changes within the previous three years.  Of the 292 respondents, 71 (24.3%) organisations had been involved in process of acquisition of another organisation. 9.9% of respondents had been taken-over by another organisation, with 9.6% reporting to having been or in the process of being part of an organisational merger.  Additionally, 9.6% of organisations reported to relocating, and only 2.4% of all respondents reporting to be involved in a de-merger.  Of the organisations that reported any of the previous changes (that being acquisition, taken-over, merger, relocation and/or de-merger), 52.3% stated that the HR/Personnel department was involved in the process from the outset. Another 21.6% reported HR department to being involved through consultation, whilst 12.6% reported to involvement on implementation.  Alarmingly, 13.5% of respondents stated that the HR/Personnel department had not been consulted at all during the process of these changes.

The majority of organisations - 81% - reported that the headquarters of their organisation was based in either New Zealand or Australia.  The European Union and North America accounted for 8.5% and 6.2% of the total respondents respectively.  Only 4.3% reported that their organisational headquarters was in Europe (outside the EU) or in South East Asia.  
Table 5: Policies Determined (N=143)
	Issues
	International HQ
	National HQ
	Subsidiary/ Department/ Division
	Site/ Establishment/ Local Office

	Pay and Benefits
	11.9%
	53.1%
	12.6%
	22.4%

	Recruitment and Selection
	6.3%
	41.5%
	18.3%
	33.8%

	Training and Development
	7.0%
	41.5%
	19.0%
	32.4%

	Industrial Relations
	5.2%
	51.1%
	14.1%
	29.6%

	Workforce Expansion/ Reduction
	8.8%
	49.3%
	14.7%
	27.2%

	Management Development
	12.3%
	45.7%
	16.7%
	25.4%


Whilst overseas ownership is important, the survey found a surprisingly high level of HRM policy determination at the National Head Quarters (see Table 5).  In fact, the local level was the next most important contributor to decisions relating to key HRM policies. The policy influence of the International HQ is surprisingly low, considering that many large New Zealand organisations are overseas owned. 
HRM Activity in the Organisation
The HRM function and its strategic role

It has long been a contested issue whether organisational strategic planning involves a strategic role of HRM.  Many HRM texts present a normative case for an early, institutionalised role of HR managers and HRM strategies but this has been disputed by other researchers.  It has also been argued that HRM often involves ‘second or third order’ decision-making (Purcell and Ahlstrand 1994).  This means that other strategic decisions – for example, financial or locational decisions – determines or ‘drives’ HRM strategies.  The Cranet survey has focussed on the following areas as indicators of HRM having a strategic role:

· Are strategic intentions well developed?

· Is the head of HR a member of the board of directors?

· Is HR involved in the development of business strategy?

· Is HR decision-making being decentralised?

As indicators of strategic intentions, the questionnaire asked whether the organisations had a mission statement, a business strategy, an HRM strategy, and a corporate value statement.  It was also asked whether these statements or strategies were written or unwritten.  The vast majority of responding organisations had instituted a formal, written mission statement (88%) and a written business strategy (86%).  While very few organisations had no mission statement (7%) or no business strategy (3%), there were some organisations (10%) where the business strategy was unwritten.  These responses indicate that formalised strategies are in place in most of the responding organisations.  However, it is another matter when it comes to formalised HRM strategies.  Written HRM strategies were less common, with around 60% having written HRM strategies.  Around 21% did not have a formalised HRM strategy.  The low level of formalised HRM strategies is probably related to the fact that 24% of the responding organisations had no HRM department.

Amongst the organisations with a formalised business strategy, over half of the organisations (53%) involved from the outset the person responsible for HRM in the development of business strategy.  There were also indications of ‘second or third order’ decision-making since around a quarter of the organisations (26%) only involved HRM through consultation and an additional 8% only involved HRM on the implementation of strategies.  Interestingly, amongst the 13% which had a formalised business strategy, HRM was not consulted in the development of business strategy.  

The status of HRM within an organisation can also be detected by organisational position of HRM.  In this survey, it was asked whether the head of HRM had a place on their respective organisation’s Board of Directors.  This was the case in 40% of organisations.  It was also asked where the most senior HRM professional was recruited from.  Only 8% of organisations stated that the HR director was recruited from within the HR department while 43% of organisations recruiting an HRM specialist from outside of the organisation.  Other organisations accounting for over a third of respondents had recruited a non-HRM specialist from either within the organisation (23%) or outside of the organisation (12%).

Organisations were asked who had the primary responsibility for five key HRM decisions.  As can be seen from Table 6 below, the majority of responding organisations allocated responsibility to either their line management in consultation with the HRM department, or to their HR department in consultation with their line management.  The results show that there were two types of HRM responsibilities - recruitment and selection and workplace adjustment - where line management had a major influence. Very rarely was HRM given sole jurisdiction of policy. Only with regard to Industrial Relations issues had HRM been given the major responsibility (22% and 31%).  Table 6 indicates that the devolution of HRM responsibility to line managers has progressed considerably in the responding organisations and the HRM department played predominantly a consulting or supporting role.
Table 6.  Primary Responsibility for HRM Policy decisions (N=143)
	
	Pay & benefits
	Recruitment & selection
	Training & development
	Industrial relations
	Workforce adjustments

	Line mgt.
	29.0%
	23.0%
	28.0%
	21.0%
	31.0%

	Line & HR *
	30.0%
	42.0%
	33.0%
	26.0%
	44.0%

	HR & Line**
	31.0%
	29.0%
	33.0%
	31.0%
	20.0%

	HR dept.
	10.0%
	6.0%
	7.0%
	22.0%
	5.0%

	Total
	100%
	100%
	101%
	100%
	100%


* Line management in consultation with HR department
** HR department in consultation with line management

Educational Background of HRM Professionals
Finally, the survey identified the respondents’ own organisational position and educational background.  The gender response rate was relatively even, with males constituting 47.3% and females 52.7%.  Importantly, 74.7% reported to being the most senior human resources professional within their organisations and a majority of these respondents have worked as an HRM specialist for more than 6 years (see Table 7).
Table 7: Time as an HRM Specialist (N=177)
	Years in Specialist HR role
	Percentage

	1 – 5 years
	26.6%

	6 – 10 years
	24.8%

	11 – 15 years
	20.9%

	16 – 20 years
	17.5%

	20+ years
	10.2%


The survey indicates that people responsible for HRM activities have a growing propensity to be educated in business related studies (see table 8).  Although individuals come from diverse academic backgrounds, business studies and behavioural sciences account for the majority of respondents with an academic degree.  The recent popularity of a degree in psychology as a precursor for a career in HRM will have influenced the high score of humanities.  
Table 8: Field of First Academic Degree (N=277)
	First Degree

	Percentage

	Business Studies
	42.3%

	Economics
	  1.6%

	Social or Behavioural Sciences
	15.9%

	Humanities/Art/Language
	23.8%

	Law
	  2.6%

	Engineering
	  3.7%

	Natural Science
	  4.2%

	Other
	  5.3%


Changes in HRM Activities
The 2004 survey focussed on two particular changes in HRM activities: whether the use of external providers of HRM services has become more frequent and how widespread the use of HRM information systems has become.  As can be seen from Table 8 below, there has been a slow but consistent increase in the use of external providers across a range of standard HRM services.

Table 9 shows that external HRM provision of services remained largely the same over the previous three years in the majority of services.  Still, there was a further rise in external provision of HRM services, since there was a uni-directional change as decreases in the use of external provision of HRM services were seldom recorded.  In particular, there was a significant increase in the external provision of Training and Development Services and HRM Information Systems.  In the area of training and development, external provision of services was the norm, with only 6% of responding organisations not using external providers at all. 

Table 9.  External provision of HRM services (N=282)
	HRM Service
	Increased
	Decreased
	Same
	Not used

	Payroll
	12.0%
	5.0%
	48.0%
	35.0%

	Pension
	10.0%
	2.0%
	39.0%
	48.0%

	Benefits
	13.0%
	4.0%
	44.0%
	39.0%

	Training & development
	56.0%
	4.0%
	34.0%
	 6.0%

	Workforce adjustments*
	19.0%
	5.0%
	38.0%
	37.0%

	HR info systems
	40.0%
	2.0%
	38.0%
	25.0%

	Other services
	35.0%
	9.0%
	30.0%
	26.0%


* The questionnaire asked about workforce outplacement or reduction

The growth in the implementation of HRM information systems was illustrated by nearly two-thirds of organisations having a computerised HRM information system in place, with 40% having an independent HRM information system and 24% having their HRM information system integrated with the wider management system.  Organisations with an HRM information system primarily used a client server network to access it (95%), although a minority of organisations – 22 – used the World Wide Web to access the information system. When organisations have an HRM information system it is mainly deployed in one-way communication (46%) or with limited employee ability to access and update information (42%). 

Staffing Practices: Recruitment and Flexible Working Practices
Recruitment
The responses revealed that the organisations had predominantly increased their staff numbers and they had done so by using traditional recruitment and selection methods.  From the data obtained from responding organisations, it was found that 61.6% of organisations had experienced at least some level of increase in full-time employee numbers over the previous three year period. This was vastly greater than organisations that reported static or decreasing levels of employees, which only equated to 19.7% and 16.8% respectively.  Overall, the high level of respondents reporting workforce growth was in line with official statistics that identified New Zealand having low unemployment, strong employment growth and high levels of skills shortages in many industries. 

Of organisations that reported an increase, many - 46.5% - had identified an increase between 1% and 10%.  This was followed by the majority - 50.4% - of respondents who had witnessed an increase in organisational size of between 11% and 100%, with only 3% of respondents reporting an increase of greater than 100% over the three year period.  In organisations, that reported a decrease in the size of their work-force, the overwhelming majority (84.1%) had experienced a decrease of between 1% and 20% and for most organisations (54.5%) the decrease in staff numbers was less than 10%.  This shows that in the majority of instances where a decrease in employee numbers had happened, these decreases tended to be relatively minor.
If organisations reported a decrease in staff numbers, then they were asked what methods had been used in reducing their number of employees.  The most common process of reducing employee numbers was achieved by compulsory redundancies, with 85% of respondents reporting to having used this method. Additionally, non-renewal of contracts, recruitment freeze and internal transfers were also popular processes of personnel reduction, each being utilised by around 60% of organisations that had reduced their workforce.  Around 50% of organisations had reported to using voluntary redundancies and outsourcing as a method, whilst early retirement proved the least favoured method of reducing employee levels with only 22.2% of respondents claiming to have used this system.
Nevertheless, the data supported the general picture of strong employment growth.  The organisations were asked how they filled the available positions and whether that varied across groups of employees.  Management positions were typically filled by employing through recruitment agencies (41.9%).  This was significantly higher than the next most popular method for recruiting management which was through internal means (28.5%) and advertising the role (23.3%).  Other means of filling management positions - including website (1.5%), word of mouth (2.2%) and external job websites (2.2%) - were largely unused.  However, for the recruitment of professional/technical, clerical and manual vacancies, advertisement was the most popular means of filling a vacancy.  Recruitment agencies were also a popular method of filling positions in both professional/technical and clerical with 33% and 22.1% respectively.  In each of the four employment categories, the use of website recruitment (on the company website or an external job website) was a relatively seldom used means of recruiting.  Overall, responding organisations were still largely in-favour of traditional methods, particularly advertisement and using recruitment agencies, and they had yet to embrace the internet as a means of recruitment.
With regard to selection methods, there was again a significant variation across types of positions, as can be seen from table 10.  However, the reliance on references was high across position types.  When employing management, the use of an interview panel (80.5%) and obtaining references (82.2%) were by far the most common methods of selection.  Psychometric testing (50.3%), analysing application forms (60.6%) and one-to-one interviews (46.6%) were also commonly used in selecting managers.  However, assessment centres and graphologies were not used to the extent as the other methods, with only 11% and 2.4% respectively.  For the professional/technical category, there was far greater consistency across the various selection methods used.  While traditional selection methods scored high - application forms were used by 65.1%, interview panels by 63.7%, one-to-one interviews by 53.8% - it was interesting that psychometric testing was used by 33.9%.  While similar trends appear for clerical and manual staff, it was noticeable how the use of psychometric testing dropped off markedly.
Table 10. Selection Methods Used Across Occupational Groups (N=282)
	
	Management
	Prof / Tech
	Clerical
	Manual

	Interview panel
	80.4%
	63.6%
	53.0%
	31.1%

	Interviews
	46.6%
	53.8%
	56.2%
	47.3%

	Application forms
	60.6%
	65.0%
	68.8%
	57.8%

	Psychometric tests
	50.3%
	33.9%
	14.7%
	7.8%

	Assessment centres
	10.9%
	7.5%
	5.8%
	2.3%

	Graphology
	2.3%
	1.7%
	1.0%
	1.3%

	References
	82.1%
	79.7%
	78.4%
	56.8%


Organisations were asked to indicate to what extent they had affirmative action programmes.  Between 80% and 90% of organisations answered that they did not have affirmative action programmes in place.  Of those that did, the most common was related to minority ethnicities (19.6%), disabled persons (17.1%), women (14.9%) and older workers (10.7%).  The results demonstrate that New Zealand organisations place a relatively low importance on the use affirmative action programmes.

Flexible Working Practices
While flexible working practices have been discussed a lot in the HRM literature, they were used sparingly by the responding organisations (see Table 11).  In particular, the more ‘fancy forms’ of flexible working practices – annual hours contracts, job sharing, teleworking, compressed working week – were only used by a very small minority of respondents.  More than three-quarters did not use any of these flexible working arrangements.  On the other hand, the traditional practices – such as shift work, overtime, and part-time work – were still used regularly.  This was also the case with weekend hours and flexi-time, indicating that the “24/7 mentality” has become more common.  Interestingly, Table 11 also shows that annual hours contracts covered a majority of employees amongst a significant proportion (9.2%) of organisations.  
Table 11: Flexible Working Practices (N=270)
	
	Not Used
	0-5%
	6-10%
	11-20%
	21-50%
	50%+

	Weekend hours
	27.0%
	24.4%
	14.8%
	9.6%
	11.5%
	12.6%

	Shift work
	33.8%
	13.6%
	10.3%
	8.5%
	14.3%
	19.5%

	Overtime
	15.6%
	21.1%
	15.2%
	15.2%
	18.9%
	14.1%

	Annual hours contract
	75.2%
	6.9%
	3.4%
	  1.9%
	  3.4%
	9.2%

	Part-time work
	  6.6%
	43.2%
	20.3%
	15.5%
	  7.4%
	7.0%

	Job sharing
	62.7%
	34.7%
	1.1%
	0.4%
	  0.7%
	0.4%

	Flexi-time
	43.7%
	24.8%
	8.9%
	7.4%
	  4.4%
	10.7%

	Temporary/casual
	11.9%
	52.2%
	24.1%
	8.5%
	  2.2%
	1.1%

	Fixed-term contract
	20.1%
	56.5%
	14.9%
	5.9%
	  1.1%
	1.5%

	Homebased work
	86.5%
	12.8%
	0.4%
	-
	  0.4%
	-

	Teleworking
	80.6%
	14.8%
	1.5%
	1.1%
	  1.1%
	0.8%

	Compressed working week
	79.0%
	15.6%
	2.7%
	1.1%
	-
	1.5%


Employee Development 

Developing Investments and Decision Making
When the survey was conducted, New Zealand was in the grip of considerable skills shortages across a number of industries and occupations.  It has frequently been discussed whether organisations are spending enough on employee training and development.  Amongst the responding organisations, around three-quarters (76%) spent less than 4% of their annual payroll costs on training.  Of these, 32% spent less than 2% of their annual payroll costs on training while 54% spent from 2% to 4% annually.  A sizeable minority - around 14% - spent more than 5% of annual payroll costs on training. Thus, there were two groups of outliers – spending little or a considerable amount on training and development.  Considering that the responses come from large or medium-sized organisations, it is of concern when many spend less than 2% of their annual payroll costs on training.
Besides quite a spread in the spending of training and development, there were also a considerable spread across the training and development indicators reported below (the wide degree of variation amongst respondents was associated with large standard deviations).  Thus, there are major differences between the training and development efforts of respondent organisations and there are major differences within the organisations, with a bias favouring already well-qualified people.  Furthermore, the number of respondents who didn’t answer the questions was also high.  For example, in Table 12 below, around two-thirds of respondents didn’t answer the question.

The responses indicate that line managers and the HR department shared the decisions about training and development.  There was, however, considerable differences regarding the various phases of defining, designing and implementing in the respondent organisation.  When it came to defining training needs, this was mainly done by line managers (66%) and the individual employee (26%) with the HR department playing a fairly limited role (7%).  In the design of training activities, the HR department had the key role (50%) together with line managers (44%) while employees had limited influence (6%).  A similar pattern is found in the implementation of training activities: the HR department had the most influence in 46% of organisations, with line managers had most influence in another 44% and employees in 11%.  While line managers predominantly tended to perform the initial assessments, the design and implementation are more a joint effort.  Overall, this suggests that HRM and line managers pooled their resources and expertise to deliver training activities to employees.

As shown in Table 12, external providers were fairly common in training and development.  Nevertheless, employers were predominantly using internal training as a means of up-skilling and developing their employees (see Table 12).  This was indicated by the lower mean for external provided training, compared to the mean for internal training.     

Table 12:  Employees receiving providing internal and external training (N= 187)
	
	Internal training
	External training

	0-25%
	20.9%
	62.1%

	26-50%
	21.9%
	23.1%

	51-75%
	12.3%
	8.2%

	76-100%
	44.9%
	6.6%

	Mean
	61.4%
	26.6%


As can be seen from Table 13 below, there was considerable variation in the number of training days undertaken by different occupational groups.  Generally, organisations appeared to favour the already well-qualified staff in management or professional/technical roles.  Thus, clerical and manual staff would seldom get more than 5 days training and development annually; only around 6% of clerical staff received more than 5 days annual training and development.  This compared to nearly 25% of professional/technical staff who received more than 5 days a year.

Table 13:  Days of Training Undertaken by Different Occupational Groups (N=180)
	
	Management
	Prof/technical
	Clerical
	Manual

	No training
	 1%
	 1%
	 4%
	 6%

	Less than 3 days
	22%
	27%
	54%
	53%

	3-5 days
	28%
	21%
	23%
	17%

	5 days
	32%
	28%
	16%
	13%

	6-10 days
	 5%
	 7%
	 2%
	 1%

	10 days
	 9%
	12%
	 3%
	10%

	More than 10
	 4%
	 5%
	 1%
	 5%


Appraisal Systems
Appraisal systems were often an integrated part of employee development and the Cranet studies have shown that this has increased over time.  However, there were considerable differences across groups of employees, who were involved in the appraisal system and what the findings of the appraisals were used for.   Table 14 shows that formal appraisal systems were common for white-collar occupations – management, professionals and clerical.  These systems had also started to become more frequently used amongst manual employees.  
Table 14: Formal Appraisal System used across Occupational Groups (N=251)
	
	Formal appraisal system
	No formal appraisal system

	Management
	86.0%
	5.5%

	Professional / Technical
	84.2%
	6.5%

	Clerical / Administration
	85.3%
	6.2%

	Manual
	60.3%
	13.0%


For organisations who indicated that they engaged in formal appraisal systems there was a significant degree of variance in relation to the people involved in the appraisal process. Table 15 indicates that data or information was most commonly sourced from immediate supervisors, followed closely by the employees themselves in addition to the supervisor’s superior.  There were only a very small number of organisations who did not involve either the individual employee or the supervisor.  A number of organisations sourced information beyond these three variables to include subordinates, peers and clients perceptions; however this had yet to become common across all organisations. 
Table 15:  Individuals making an input into formal appraisal process (N=266)
	
	Yes
	No

	Immediate supervisor
	263
	3

	Supervisor’s superior
	188
	37

	The employee him / herself
	253
	9

	Subordinates
	128
	84

	Peers
	148
	84

	Customers
	134
	90

	Others
	15
	1


Table 16 outlines the reasons organisations provided for using the information gathered from the formal appraisal process.  The information gathered was most commonly used in relation to assessment of training needs of individual employees, pay determination and career guidance.  Only a small number of organisations did not use the information for these purposes.  While organisations also utilised this information for human resource planning and organisation of work it was not to the same extent as the former three.

Table 16: Reasons for the use of Formal Appraisal Systems (N=230)
	
	Yes
	No

	HR Planning
	144
	86

	Analysis of training needs
	255
	13

	Career
	204
	30

	Pay determination
	208
	44

	Organisation of work
	138
	82


Tables 17 and 18 show that involvement in projects or cross-organisational interactions were common ways of developing both managers and non-managerial staff.  Participation in project teams scored highest amongst both groups.  There was a distinct difference when networking was considered as this was much more prevalent amongst managers.
Overall, the data suggests that the responding organisations could put more emphasis on formalising career development processes for their management staff.  When they did, it was centred on specific project management and building relationships within the organisation.  This suggests that, for both managers and non-managerial staff, career development was still seen as primarily an individual responsibility rather than a responsibility of the organisation. 
Table 17: Managerial Career Development (N=275)
	
	Not at all
	To a small extent
	To a large extent

	Special tasks/projects to stimulate learning
	12.7%
	59.3%
	28%

	Involvement in cross-organisational/disciplinary/functional tasks
	12.6%
	57.8%
	29.6%

	Participation in project team work
	5%
	52.9%
	41.4%

	Networking
	12.8%
	56.9%
	29.2%

	Formal career plans
	34.7%
	49.3%
	16%

	Assessment centres
	77.8%
	19.9%
	2.3%

	Succession plans
	41%
	46.2%
	12.4%

	Planned job rotation
	65.2%
	29.6%
	4.9%

	“High flier” schemes
	75%
	20.1%
	4.9%

	Secondments to other organisations
	69.9%
	28.6%
	1.5%


Table 18: Non-Managerial Career Development (N= 275)
	
	Not at all
	To a small extent
	To a large extent

	Special tasks/projects to stimulate learning
	9.8%
	61.8%
	27.6%

	Involvement in cross-organisational/disciplinary/functional tasks
	13.2%
	58.2%
	28.2%

	Participation in project team work
	5.8%
	58.5%
	34.7%

	Networking
	36.2%
	50.6%
	13.2%


Compensation and benefits

Organisations were only asked 3 questions with regard to compensation and benefits: firstly, to outline at what level basic pay was determined; secondly, the extent and use of share schemes; finally, the degree to which variable pay was used for each of the four employee categories of: management, professional/technical, clerical/administrative and manual staff. 
Table 19 clearly illustrates how pay determination has moved from a national or industry level towards workplace bargaining since the introduction of the Employment Contracts Act 1991.  Obviously, this hasn’t changed under the Employment Relations Act 2000.  In fact, table 19 shows that workplace level and individualised bargaining was very dominant, although national, industry and regional collective bargaining were still having some impact amongst professional, clerical and manual staff. 
Table 19: Level of Pay Determination (N=213)
	
	Management
	Professional/ Technical
	Clerical/ Administrative
	Manual

	National/industry-wide collective bargaining
	7.2%
	14.0%
	13.0%
	18.5%

	Regional collective bargaining
	3.1%
	10.3%
	-
	16.4%

	Company/division, etc
	32.5%
	34.6%
	36.6%
	27.1%

	Establishment/site
	11.6%
	15.1%
	15.1%
	18.5%

	Individual
	72.9%
	60.3%
	57.2%
	31.8%


As seen in table 20, variable pay had limited importance amongst the responding organisations.  Even amongst managers, the use of employee share schemes and stock options was relatively low and profit sharing covered less than a quarter of the responding organisations.  Stock options had yet to become part of variable pay for most staff categories. 
Table 20: Variable Pay – share schemes, profit sharing and stock options (N=64)
	
	Management
	Professional/ Technical
	Clerical/ Administrative
	Manual

	Employee share schemes
	14.7%
	8.9%
	8.2%
	6.2%

	Profit sharing
	21.9%
	14.7%
	12.3%
	9.6%

	Stock options
	8.6%
	1.7%
	1.0%
	1.0%


Table 21 illustrates the bias in favour of individual performance and managerial staff which were also found in Tables 19 and 20.  Interestingly, professional and clerical staff had begun to be covered by variable pay in some organisations.
Table 21: Variable Pay – level of determination (N=122)
	
	Management
	Professional/ Technical
	Clerical/ Administrative
	Manual

	Team/department performance
	18.2%
	12.7%
	9.2%
	9.2%

	Individual performance
	41.8%
	33.9%
	23.6%
	12.3%

	Company-wide performance
	32.9%
	22.3%
	16.4%
	12.7%


Employment Relations and Employee Communication
Trade Union Membership and Influence
When it comes to trade union membership, the results show that over a quarter of responding organisations members have not any registered trade union members (see Table 22).  Around 67% of responding organisations assumed that between 1% and 50% of their employees were registered trade-union members.  However, a significant proportion of respondents (21%) assumed that between 51% and 75% of their employees were affiliated with a trade-union through membership.  The level of union membership was probably influenced by the responding organisations being large and, in some cases, in the public sector.
Table 22: Proportion of employees who are members of a trade union (N=281)
	Level of Employee Membership
	Percentage

	0%
	25.3%

	1-10%
	14.2%

	11-25%
	13.5%

	26-50%
	14.2%

	51-75%
	21.0%

	76-100%
	10.0%

	Don’t know
	1.8%


In respect of collective bargaining, 31.5% of respondents reported that they did not recognise unions in the collective bargaining process.  This must be of concern for unions as they have targeted large organisations in their recruitment campaigns.  Still, the survey identified that there had been a growing influence of unionism.  Table 23 highlights that union influence had increased in nearly a quarter of all responding organisations, though a similar proportion indicated that unions had no influence at all in their organisation. 
Table 23: Change in the influence of trade union on the responding organisation (N=277)
	Level of Change in Trade-Union Influence
	Percentage

	Increased
	24.2%

	Same
	39.4%

	Decreased
	8.7%

	No Influence
	27.8%


Employee Communication
In the last decade, it has been a constant research finding that New Zealand organisations have put a concerted effort into improving their information and communication.  Table 24 illustrates that there was a significant increase in direct communication methods over the past three years.  There was a major increase in the usage of verbal and written communication, as well as an even greater increase in the use of electronic communication and in team briefings.  This shows that direct communication was used extensively within organisations, and that, over the three year period, more and more organisations had put increased emphasis on communicating directly with their employees, rather than through a third-party such as a representative or union staff body.
Table 24: Change in Communication of Major Issues to Employees (N=265)
	
	Increased
	Same
	Decreased
	Not Used

	Through Representative Staff Bodies
	14.4%
	46.4%
	3.2%
	36.0%

	Verbally, Direct to the Employee


	43.4%
	53.9%
	1.5%
	1.1%

	Written, Direct to the Employee


	40.7%
	53.7%
	4.1%
	1.5%

	Electronic Communication
	62.3%
	28.7%
	0.8%
	8.3%

	Team Briefings


	48.9%
	48.1%
	1.1%
	1.9%


The results of Table 25 highlight, probably unsurprisingly, that an employee hierarchy is clearly evident with regard to the communication of business strategy, financial performance and organisation of work.  Management was briefed on all of these issues by most organisations and professional/technical staff were also briefed frequently.
Table 25: Employee Categories Who Are Formally Briefed On Issues (N=271)
	
	Business Strategy 
	Financial Performance
	Organisation of Work 

	Management
	92.5%
	92.8%
	82.9%

	Professional/Technical
	73.3%
	67.8%
	79.8%

	Clerical
	54.8%
	54.5%
	74.3%

	Manual
	36.0%
	38.7%
	58.6%


Similarly, respondents were also asked to comment on the change in the ways in which employees communicated their views to management over the past three years.  This revealed that employees were embracing electronic communication (i.e. the email) as a preferred method of communicating with their supervisors and management.  As Table 26 highlights, over 53% or the organisations reported that electronic communication had been used more over the past three years and only amongst 17.7% of respondents was it not used as a means of communication.  The majority of communication methods had remained static over the three year period.  The clear outlier was the very low use of Works Council (probably related to that works councils are not prescribed by legislation) and, to a lesser extent, suggestion schemes which were not used by 47.7% of respondents. 

Table 26: Change in Employee Communication to Management (N=278)
	
	Increased
	Same
	Decreased
	Not Used

	Direct to Senior Managers
	29.0%
	65.6%
	4.0%
	1.4%

	Through Intermediate Supervisor
	25.2%
	73.4%
	0.7%
	0.7%

	Through Trade-Union Representative
	17.1%
	39.8%
	9.3%
	33.8%

	Through Works Council
	4.8%
	19.8%
	2.0%
	73.4%

	Through Regular Workforce Meeting
	28.1%
	51.7%
	3.0%
	17.2%

	Team Briefings
	34.1%
	59.3%
	1.5%
	5.1%

	Suggestion Schemes
	15.6%
	31.6%
	5.1%
	47.7%

	Attitude Surveys
	29.0%
	34.9%
	3.3%
	32.7%

	Electronic Communication
	53.1%
	29.2%
	-
	17.7%


The results also highlight that over three quarters (75.7%) of responding organisations were members of an employers’ association.  However, what is interesting is that over half (54%) of respondents felt that their membership was only benefiting the organisation to a small extent or not at all.  This was in stark contrast to organisations who felt that membership to an employers association was meeting their needs in its entirety, with only 3.3% reporting this as being the case.
New Zealand Specific Questions
The New Zealand questionnaire contained a number of additional questions which did not feature in the international questionnaire.  The additional questions repeated a number of questions from the 1997 New Zealand Cranet survey and will allow, therefore, for a comparison with results between 1997 and 2004.
In terms of a systematic evaluation of the performance of the personnel/human resources department, over 42.2% reported to having a systematic evaluation, 38.4% reporting that their personnel/human resources department did not have a systematic evaluation of performance, with 1.1% of respondents being unsure.  The lack of systematic evaluation is probably associated with that 18.1% of all responding organisations did not have any form of personnel/ human resources department.  Of the organisations that did have a personnel/HR department that was systematically evaluated, the following criteria were used.
Table 27: Personnel/HR Department Systematic Evaluation Criteria (N=276)
	Criteria of Evaluation
	Percentage

	Number of employees per personnel staff member
	11.0%

	Cost of personnel function per employee
	7.2%

	Numbers recruited
	12.7%

	Numbers trained
	12.7%

	Performance against budget
	22.6%

	Performance against objectives
	36.3%

	Feedback from line management
	32.5%

	Other
	2.4%


Nearly 73% of respondents identified that their organisation had a systematic or occasional analysis of their employees’ training needs.  The methods and how often they were used are listed below.
Table 28: Analysis of Employee Training Needs (N=202)
	
	Always
	Often
	Sometimes
	Never

	Analysis of projected business/service plans
	23.5%
	30.1%
	31.3%
	15.1%

	Training Audits
	13.8%
	29.3%
	34.1%
	22.8%

	Line Management Requests
	23.3%
	62.4%
	11.6%
	2.6%

	Performance Appraisal
	52.5%
	37.6%
	8.9%
	1%

	Employee Requests
	19%
	52.4%
	27.5%
	1.1%


In relation to the monitoring the effectiveness of training, 71.3% of respondents reported to monitoring the effectiveness of training, whilst 24.6% did not and 4% were unsure if their organisation did.  Of those who did monitor the effectiveness of training, the methods and how often they were utilised are detailed below in Table 29.  It shows that whilst tests were not monitored at all within 36.1% of all responding organisations, that formal evaluation of some months after training, informal feedback from line managers, and informal feedback from trainees were monitored at least sometimes within over 93% of all respondent organisations. 
Table 29: Monitoring Effectiveness of Training (N=189)
	
	Always
	Often
	Sometimes
	Never

	Tests
	12.0%
	19.5%
	32.3%
	36.1%

	Formal evaluation of some months after training
	40.8%
	35.1%
	17.2%
	6.9%

	Informal feedback from Line managers
	29.4%
	54%
	15.5%
	1.1%

	Informal feedback from trainees
	33.0%
	51.1%
	14.8%
	1.1%


The change in total reward package (Variable Pay & Non Monetary Benefits) over the past three years was also interesting.  Table 30 shows that both variable pay and non-monetary benefits were on the increase, up 34.3% and 20.4% respectively over the past three years.  This increase in pay and non-monetary benefits has also been identified in other surveys, reflecting a tight labour market with substantial skill shortages.  Still, 51.3% reported that variable pay was at a similar rate to what it was three years ago, whilst 65.3% identified similar non-monetary benefit levels to that of three years ago.
Table 30: Total Reward Package Change (N=271)
	
	Increased
	Decreased
	Same
	Don’t know

	Variable Pay
	34.3%
	6.6%
	51.3%
	7.7%

	Non-monetary benefits
	20.4%
	7.2%
	65.3%
	7.2%


The results from respondents also identify those work/life balance schemes that were offered by respondent organisation in excess of statutory requirements.  Special, Maternity and Paternity leave schemes were offered by many of the responding organisations (see Table 31 below).  Besides considerable public debate and government encourage, workplace childcare and childcare allowances were offered in less than 7% of organisations.  In comparison, career-break schemes were offered by more organisations (10.3%).
Table 31: Work/life balance schemes (N=181)
	Scheme
	Percentage

	Workplace childcare
	6.5%

	Childcare allowance
	4.5%

	Career-break scheme
	10.3%

	Maternity leave
	47.6%

	Paternity leave
	4.4%

	Cafeteria (flexible) benefits
	21.2%

	Special leave
	62.0%


24.6% of organisations reported to have a joint consultative committee, whilst 75.4% did not.  Of those that did have a joint consultative committee, 69% had this committee established more than three years ago.

As can be seen from table 32, Flexible Working Practices had been on the increase in almost all of the 12 categories covered (with the exception of annual hours contracts, to which only 3.2% of respondents reported an increase in).  Interestingly, 39.2% of respondents reported an increase in part-time work, whilst only 5.9% of organisations reporting a decrease in this area.  Temporary/casual and Fixed-term employment were similar with an increase of 33.8% and 31.3% respectively.  Additionally, table 32 also shows that both Part-time and Temporary/casual practices were significantly lower in comparison to other practices in the ‘not-used’ category.  Over three-quarters of respondent organisations did not use home-based work or tele-working, however neither practice was identified by respondents as decreasing.  
Table 32: Flexible Working Practices (N=252)
	Scheme
	Increased
	Decreased
	Same
	Not used

	Weekend Work
	26.1%
	5.8%
	49.6%
	18.5%

	Shift Work
	18.7%
	5.9%
	48.4%
	27.1%

	Overtime
	26.3%
	10.0%
	51.5%
	12.2%

	Annual hours contract
	3.2%
	1.6%
	22.6%
	72.6%

	Part-time work
	39.2%
	5.9%
	46.5%
	8.4%

	Job sharing
	15.0%
	3.0%
	23.3%
	58.6%

	Flexi-time
	22.6%
	0.8%
	34.1%
	42.5%

	Temporary/casual
	33.8%
	9.0%
	49.2%
	7.9%

	Fixed-term contracts
	31.3%
	9.7%
	40.7%
	18.3%

	Home-based work
	10.5%
	-
	13.2%
	76.3%

	Tele-working
	16.3%
	-
	8.2%
	75.5%

	Subcontracting/outsourcing
	24.6%
	4.7%
	34.8%
	35.9%


The results from the study also identified that 34% of respondents stated that they were a member of the Human Resources Institute of New Zealand (HRINZ).  However those that were certified members of the 34% were even lower.  Only 21.5% of those who were members reported to being certified members of the institute.
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