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Foreword
Welcome to the fourth research symposium organised by the New Zealand
Centre for SME Research: The people behind the profit.
This is the fourth year in a row where the centre’s research associates have
presented the results of their work to people who may be able to use it –
researchers, policy makers and others who are directly involved with New
Zealand SMEs. Our hope is that these individuals will be able to build upon our
work and answer the questions that still puzzle us (in the case of researchers),
or to use our findings to help them develop more appropriate policies (in the
case of policymakers).
In some instances, those who read and use our research may include those
who are in business themselves. These individuals are not usually the focus of
traditional conferences - or the target readership of most of the research
publications - but they are the implicit target of everything that researchers in
our field do. In particular, these individuals are the focus of the research that
is carried out by the associates of the SME Research Centre: Our aim is to
contribute to the development of a healthy SME sector, through carrying out
relevant research that is of value to end users, and this is consistent with
those values that are of great importance to the university; excellence,
relevance and accessibility.
At today’s symposium researchers will be presenting the results of studies that
have been carried out in the past year, much of which has been funded by the
various funds available within the university. Without access to these funds we
would not be able to carry out projects of this kind – and the knowledge base
on New Zealand SMEs would be the poorer if this was the case.
The proceedings provide attendees with a summary of the presentations made
by the speakers. We hope that you will find this material of value and that you
will consider joining SME-mail - our regular email research alert - and looking
at the wealth of research available through our website (http://smecentre.massey.ac.nz/).

Associate Professor Claire Massey
Director, New Zealand Centre for SME Research
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Programme
9.00 am

Coffee & Registration

9.30 am

Welcome & opening remarks
Professor Andrea McIlroy, Deputy Vice-Chancellor, Massey University
The Hon Trevor Mallard, Minister for Economic Development

9.45 am

Keynote speaker: Professor David Storey, Director of the Centre for Small
& Medium Sized Enterprises at the University of Warwick, United Kingdom

What happens to gazelles? The Importance of dynamic management
strategy
10.30 am

It’s the people that you know: A report on New Zealand SMEs & their
human resource practices
Kate Lewis, Claire Massey, Candice Harris, Alan Coetzer & Alan Cameron

11.30 am

The New Zealand Centre for SME Research: The year in review
Associate Professor Claire Massey, Director, New Zealand Centre for SME
Research

12.00 pm

Lunch

1.00 pm

Telling tales: A report on New Zealand SMEs & their relationships with
banks & accountants
Martin Perry, Claire Massey, Andrew Cardow & David Tweed

2.00 pm

Research snapshots: Reports on current projects from research associates
of the SMERC

The effects of managers on employees’ learning in selected small
manufacturing firms. Presentation by Alan Coetzer
Enterprise performance and written business plans - Is there any
relationship? Presentation by David Tweed
Motivation based policies for life style entrepreneurship. Presentation by
Marco van Gelderen

A new breed? Stories of young New Zealand entrepreneurs. Presentation
by Kate Lewis
3.30 pm

Closing comments & thanks
Associate Professor Claire Massey
Professor Barrie Macdonald, Pro Vice-Chancellor, College of Business,
Massey University

3.45 pm

Tea & coffee available
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The New Zealand Centre for SME Research
In 2000 Massey University established the New Zealand Centre for SME Research in
response to the growing recognition of how important the SME sector is to New
Zealand, and to reflect the contribution that university researchers have already made
to SME development.
A number of these researchers are formally affiliated with the Centre as Research
Associates, and their research has already contributed much to our understanding of the
issues facing the sector in New Zealand. Over the past five years these individuals have
continued to work on a huge range of research projects – all designed to address the
particular needs and interests of those who are actively involved in SME support, and to
touch upon the major concerns for SMEs in New Zealand.
The Associates come from a range of disciplines, including management, marketing,
economics and finance. They have interests in topics that are as diverse as exporting
and internationalisation, e-commerce, government assistance, technological learning,
women and self-employment and the use of clusters as an economic development tool.
As well as the different disciplines that they represent, the researchers are trained in a
wide range of methodological approaches and have experience in a large number of
research projects.
The result of these factors is that the New Zealand Centre for SME Research is able to
put together project teams that are multi-disciplinary, which include experienced
researchers who can carry out all types of research and where the researchers involved
are passionate about SME development.
Research Associates
Wellington

Associate Professor Claire Massey (Director), Dr Martin Perry, Dr
Alan Coetzer, Kate Lewis

Palmerston North

Dr Alan Cameron, Joanne Cheyne, David Tweed

Albany

Professor Anne de Bruin, Dr Marco van Gelderen, Dr Andrew
Cardow, Virginia Warriner
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Welcome & opening remarks
PROFESSOR ANDREA MCILROY
Deputy Vice-Chancellor, Massey University

HON TREVOR MALLARD
Minister for Economic Development
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Keynote presentation
PROFESSOR DAVID STOREY
Professor David Storey leads the Centre for Small and Medium
Sized Enterprises (CSME) - one of the key centres for the
research, teaching and training of SMEs in the UK - at Warwick
Business School. In addition, he is Visiting Professor at the
University of Reading, the University of Manchester and Durham
University Business School and a Member of UK Small Business
Council. Winner of the International Award for Entrepreneurship
and Small Business Research in 1998, David is one of the most
important contemporary researchers in the field, and his
international reputation is based on his extensive publication
record on small business, entrepreneurship, regional studies, and economic policy,
including the widely read book “Understanding the Small Business Sector". He is
currently visiting New Zealand to work for the Ministry of Economic Development on
SME Policy Evaluation as part of developing a Handbook of SME Policy Evaluation for
the OECD.
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What happens to gazelles? The
Importance of dynamic Management
strategy
S.C. Parker: Durham Business School
D.J. Storey: Warwick Business School
A. Van Witteloostuijn : University of
Gronningen

Growth






Four of the largest US companies in
terms of market capitalisation in August
1999 were less than 20 years old
They were : Microsoft, Cisco Systems,
MCI and Dell
Their total value is equivalent to 13% of
US GDP

Source: B. Jovanovic, (2001) New Technology and the Small Firm, Small Business
Economics ,Vol. 16, no 1, pp53-55

This paper
Seeks to explain differences in growth rates
between firms:
Specifically it connects Gibrat’s Law to the
strategic management literature by
 Emphasising dynamic rather than static
strategies












Applies this to a group of firms that
have grown rapidly [Gazelles] to see
what factors influence their subsequent
performance

Four management strategies


Gibrat’s Law and Strategic
Management

Human resource Management [ Huselid,
1995]
Innovation and technology [ Itami and
Numagami, 1992]
Administration and governance [ Daily
et. al , 2002]
Marketing and sales [ Matsuno et al,
2002]

The rate of growth of a firm in one period is
independent of the firm’s size and so has no
influence on the firm’s growth in subsequent
periods.
Strategic Management literature assumes
that firm growth is non-random, with some
firms performing consistently better than
others, at least in part because they adopt
more appropriate strategies given the
environmental context in which they are
applied.

The issue of “fit”






The four functional or specific strategies are
then complemented with generic strategies
…competitive positioning decisions
But these internal influences must “fit” with
the external context
Rules of thumb in one period may not work in
a second because the context has
changed…dynamic management strategies
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Data I

Data II

Middle Market UK companies







Non subsidiary, UK- owned companies
Sales in 1996 of between £5m and £100m
Four years of financial records [ 7203]



Ten Percenters :




The fastest growing 10% of the distribution [708]
Average annual sales growth is 36% pa
Interviewed in 1996 [156]

Hypotheses H1 and H2




H1 :Growth rates in one period will be
uncorrelated with growth rates in a
subsequent period [ Gibrat’s Law]
H2 :Management strategy and external
environmental variables have
predictable influences on performance.

Outcomes 1996-2002
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44% of companies continued to be
middle market
8% survived and grew beyond £100m
8% survived but declined below £5m
13% were liquidated
27% were acquired





All Ten Percenters financial performance,
ownership and survival are tracked until 2002
A distinction is made between survivors and
those liquidated.
A second distinction is made between
survivors and acquired.
A third distinction is made between the
survivors that are small, medium and large.

Hypotheses H3 and H4




H3 : A sufficient condition for different
mean firm growth rates in different time
periods is different environmental
circumstances
H4 : Adoption of static management
strategies will not increase a firms long
run growth rate

Results I






Average sales growth 1991-5 was 36%
per year
Average sales growth 1996-2000 was
8% per year
Average sales growth of surviving
middle market UK company 1996-2000
was 8% per year

Econometric models to explain
firm status and growth
Multinomial Logit model to explain
Status in 2001: defined as
 0=liquidated
 1 if Ti <£5m
 2 if £5m < Ti < £100m
 3 if £100m < Ti
 4 if i is acquired

Determinants of firm status in
2001:Table 4






For each status group and independent
variable the log-odds ratios (L-O) and
marginal effects are provided.
Parsimonious model, but not possible to
pool status types
Model performs well – likelihood ratio
test, actual and fitted numbers in each
status group

Management Strategy Factors influencing end
period status in 2001: Table 4

Table 4: End period status

Marketing Strategy

External Environment




Firms relying on Customer complaints are less likely to survive
Firms with a Marketing Department are less likely to be a small survivor
and more likely to be a large survivor or be acquired.

Technology Strategy


Firms developing new products are less likely to survive

Corporate Strategy


Firms selling internationally are less likely to survive.

HRM Strategy




Controls




Governance and Admin Strategy

Table 4: What characterises
firms?
Small survivors


Old, manufacturers with overseas customers who do not innovate. They are
Trundlers” who revert to type after a burst of growth








They also don’t develop new products, but they do have a marketing Dept. and
a main product that is a major contributor to sales.

The acquired
These are young but with a Marketing dept. The mixture may be because
acquisition occurs for positive and negative reason.

Firms with low Sales are less likely to survive
Manufacturers less likely to be acquired
Service firms less likely to be a small survivor
Old firms less likely to be acquired and more likely to be small
survivor

Explaining growth in sales 1996-2001:
Management Strategies
HRM


Workforce share ownership slows growth

Innovation and Technology


The true gazelles

Past sales growth (-) for large survivor and acquired
Increased sales concentration (+) for small survivor

Developing new products slows growth

Administration and governance


Firms that share ownership with either new directors or external institutions
have slower growth

Marketing and Sales


Use of customer surveys is associated with growth

Corporate Strategy


Selling to other businesses is associated with growth
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Explaining growth in sales 19962001:External Environment and controls
External Environment


Firms whose sales in recently years have varied considerably are more
likely to grow

Controls



Firms located in south west England and Wales grow more slowly
Manufacturing firms grow more slowly

Static and Dynamic strategies
H4 : Adoption of static management
strategies will not increase a firms long
run growth rate
One “test” is to see if the same type of
strategies work in both time periods…..if they
don’t it suggests that “best practice” derived
from past experience may lower growth

Table 7 : explaining 1992-6 growth using
the variables significant in 1996-2001

Conclusions I

Significant

Economic and Strategy approaches to
explaining firm growth





Firms whose sales in recently years have varied considerably are more
likely to grow
Selling to other businesses is associated with growth

Not Significant


All other variables








Conclusions II
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Others have “interesting” signs – shares owned by
Directors
But there is a plausibility in the characteristics of
Trundlers and Gazelles, in comparison with those
liquidated
It also highlights that it is the risky firms that grow
fastest

Firms that grow fast over one four year period return
to “industry average” in a subsequent four year
period.
The factors that “explain” growth in one four year
period are not the same as those that explain growth
in the previous four year period
Some factors never appear – the HRM variables
Some factors have the “wrong” sign – new product
development

Implications




It points to the importance of the choice of
time period over which growth is measured
It points to the hazards of observing excellent
performance, observing practice in that
business, and assuming that a continuation of
these practices will lead to continued
excellent performance

It’s the people that you know: A report on SMEs
& their human resource practices
Initial findings from interviews with 50 firms employing fewer than 50 staff. Project
team: Claire Massey (project leader), Alan Cameron, Alan Coetzer, Candice Harris &
Kate Lewis.

ALAN CAMERON
Alan is a Senior Lecturer in the Department of Management at Massey University in
Palmerston North and a Research Associate of the New Zealand Centre for SME
Research. He has been involved in the SME sector for over 20 years and has published
over 60 articles on SMEs, entrepreneurship and advisors to small business. Alan’s
current areas of research include family business and a survey of enterprise education in
New Zealand tertiary institutions.

ALAN COETZER
Alan is a Lecturer in the Department of Management and Enterprise Development at
Massey University in Wellington and a Research Associate of the New Zealand Centre
for SME Research. Alan has a special interest in human resource development issues in
small firms and has recently completed a PhD on the effect of the manager on
employees’ work-related learning in small firms.

CANDICE HARRIS
Candice is a Senior Lecturer in the Department of Management and Employment
Relations at the Auckland University of Technology.

KATE LEWIS
Kate is a Lecturer in the Department of Management and Enterprise Development at
Massey University in Wellington and a Research Associate of the New Zealand Centre
for SME Research. Her research interests include youth entrepreneurship, sources of
business assistance and their impact on enterprise development, enterprise education
and programme evaluation. Kate is currently undertaking a PhD on youth
entrepreneurship.
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It’s the people that you know:
A report on NZ SMEs & their
human resource practices
Kate Lewis, Claire Massey, Candice Harris, Alan
Coetzer & Alan Cameron
Presentation at the Fourth Research Symposium
of the NZ Centre for SME Research
February 21, 2005

Research objectives
o

o
o
o

Understand the issues relating to the “human
resource practices” in a set of 50 small New Zealand
firms.
Describe the barriers and drivers of human resource
practices in these firms.
Explore the relationship between firm characteristics
(e.g. stage of the lifecycle) and the HR practices.
Explore the relationship between performance and
productivity and human resources in New Zealand
SMEs.

Background
o 4th set of 50 interviews undertaken as part
SMEasure
of BusinesS
o Focus of this project developed from 1 of
the key themes of prior interviews –
where managing people seemed to be
fraught with problems
o Set against considerable international
research on this topic

Planning the research
The research team followed the protocol
established for BusinesSMEasure, which
ensured a uniform process for:
 recruiting the firms
 gathering data
 processing the data

Recruiting the firms

Gathering data

o Based on our knowledge of existing research,
& taking into account the need to limit the
number of sampling dimensions, we recruited
firms according to two dimensions:

o Each firm was visited & the owner interviewed
using a structured schedule which was designed
to help the interviewee:

 Size (up to 50 FTEs)
 Industrial sector (‘manufacturing’ &
‘service’)
o Those selected were spread throughout NZ
(Kaitaia to Invercargill)

 Describe the HR practices used by them
 Identify their ideal practices
 Identify any barriers to their undertaking these
ideal practices
o The interviewees were also asked a number of
questions e.g. about work-life balance
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Who we interviewed
o
o
o
o
o
o

Mostly men (9 women)
Age of firm varied (3-135 years old)
36 companies, 3 sole traders, 7 partnerships
20 family firms
Size (by turnover) ranged ($100k-$20m)
A large number of interviewees had prior
experience of self-employment
o 19 were currently operating another firm
o 2 exporters

The situation
o Asking about hiring led to interviewees
telling us about their context – i.e. the
situations in which they are hiring staff
(both in terms of their firm and their
industry).
o Especially: shortage of labour, staff
turnover, an inability to find staff & the
situation regarding apprentices.

o Higher turnover was reported in the
firms where tasks were repetitious or
menial i.e. largely unskilled.
“The tanning industry is very dirty and a
repetitious type of industry to get
involved in…the type of person that you
attract to this industry are…probably not
long term or loyal staff if you
like…generally speaking we have quite
a large turnover.” (Owner 6)
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The first part of the interview
dealt with practices to do with

HIRING STAFF

o A shortage of skilled labour was
described – especially in ‘the trades’ &
manufacturing industry.
“…there’s a national shortage of pipefitters and welders. When you’re open
you could take on another five hundred
people, but you just can’t get ‘em.
Nobody can get them. (Owner 23)

o Lower turnover in firms in small towns or
those that were run as ‘family’ firms.
“I don’t have any turnover at all. I have
been here four years with the same
staff. So I don’t have that problem. My
systems seem to work….Getting to
know their personal life I think is the
major reason why they are still there…I
take an interest in their life really…do it
how I would like to be treated.” (Owner
7)

o Lack of available labour was described
as inhibiting firm growth.
“Oh we can do the tender easy…but it’s
just we haven’t got the labour to do it.
Bloody embarrassing.” (Owner 23)
“…it has been our biggest sort of
handbrake if you like in the last 2 or 3
years…Lack of skilled labour…We still
haven’t got over it…It’s held us back for
the last 2 or 3 years.” (Owner 44)

o Large numbers of interviews use apprentices
in their firms.
o Many told stories of the difficulties around
finding, keeping & developing them
adequately.
o Exceptions to this were usually in firms in
smaller towns, or who had family involvement.
o Frequently negative comments were made
about the infrastructure/system that surrounds
apprenticeships:
E.g. “…they’ve got to get back to subsidising
apprentices….If they don’t do that…this
country’s going to be buggered.” (Owner 15)

Finding staff

Other methods

o Method of preference is word-of-mouth.
Thought to be expected in firms based in
small towns, but also surprisingly common in
firms in cities too.
“Word of mouth is probably the only recruitment
I would ever use really…It would be unusual
to use advertising to find staff, because
Invercargill is so small, everybody knows
everybody.”(Owner 7)

o Advertising – pursued despite poor
responses. Still considered a very poor
cousin to finding someone you know!
o Local papers over regional and national.
o Websites infrequently used – typically by
firms looking for individuals with
specialised skills or overseas
candidates.

o Walk-in contenders:
“Oh, I actually favour the people that
actually come looking for a job…I have
advertised, haven’t had a great lot of
success there, but I seem to get on a lot
better if somebody’s actually either rang
up, or just walked in and wanted to do
the job.” (Owner 50)
o WINZ used by a number of interviewees
– but described as ‘useless’ by virtually
all of them.

o Often the only option was to headhunt/poach. i.e. which implies the labour
pool is insufficient.
“If we want experienced people we have
to pursue them off another company.”
(Owner 35)
o Personnel agencies virtually never used
(only by a couple of interviewees and
typically for temps).
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The hiring process

Interviews?

o CVs typically called for – but in reality
seldom used.
o Instead decisions based on ‘gut feeling’
or ‘intuition’ were emphasised.
“I never listen to references, and I never
really pay any attention to a CV. We do
a lot on sort of gut-feeling.” (Owner 22)

o Yes, but not as you might know them.
o Often informal, non-work or action-oriented.
“Nah, I don’t believe in CVs, only old-fashioned
skill…if we had a welder come through here,
I’d just say ‘well, you go down there, and weld
a pipe up’ and I could tell within two minutes
whether he’s a welder or not.” (Owner 23)

Who gets the job?

o Those with commitments or who can
demonstrate they are settled do.
“If they’ve got a…family then that always is good
too, because that’s quite a settling thing for
them.” (Owner 24)
“…I think my best bet is to train somebody like
her who’s steady, who has a family who will
stay with me for a long time.” (Owner 27)
“I just want people that have got
commitments…They’re more inclined to
work.” (Owner 44)

o Not the young!
“I think sadly we have gone for the older person
rather than a younger person, simply because
young people are not accountable today.
They have a late night they are not likely to
turn up for work the next morning…they’re
useless.” (Owner 2)
“Everybody I’ve had sort of between 16 and 22
their ethic just isn’t there.” (Owner 20)
“They just don't have the right attitude. School
leavers are just shocking, absolutely
shocking, can't believe it.” (Owner 48)

o Skills were infrequently described as
being the critical factor in appointing
staff. More often the term ‘fit’ (i.e. with
the firm & existing staff) was used as the
basis of the decision – as was attitude of
the individual.
“So we try and find out a lot more about a
person as a person as well, not just their
skills, because obviously in a small team
they need to get on, so fit is really
important.” (Owner 22)
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“At the time of the interview I spend a lot
of time thinking how the person will gel
into the organisation, not necessarily
their technical abilities but will they fit?”
(Owner 8)
“…Actually don’t really ask much about
work to be quite…To me it’s more about
attitude. We can teach anyone to glaze,
you know.” (Owner 42)

Employment contracts
o All but a small number of the
interviewees had written employment
contracts with their employees.
o Rationales for the existence of the
contracts varied from a necessary evil
cf. a means of protection for both
parties.

“All the contracts are for me is a legal way of
getting rid of them if I want to.” (Owner 12)
“Yeah, I’m not that good on that. [LAUGHS]. I
keep saying, yes, I’m going to do that. Some
of the old ones have got them, some of the
new ones haven’t.” (Owner 15)
“Yeah we do, because legally we have to. I say
to the guys, here’s your contracts. I’m not
giving them to you because I want to you to
have them, it’s because it’s the law.” (Owner
17)

Trial periods
o Nearly all the interviewees described
giving their new employees trial periods
within their contracts.
o Though the rationale for this was not
always positive.
“The trial period is just really a means of
me being able to dismiss them if I don’t
like them, or if they’re not fitting in.”
(Owner 12)

Retention
o Keeping staff was frequently described
as more of a priority than developing
them.
o Pay seen as the primary way of
achieving this (majority of interviewees
reported paying ‘above average’).

The second part of the
interview dealt with practices
to do with DEVELOPING STAFF

o Other key method described of keeping
staff was cultivating a certain type of
workplace:
“…you spend most of your time at
work…no point making it a hardship…I
might call them slaves occasionally! In
fact, for my last birthday card they gave
me, it said ‘From your Slaves’!” (Owner
11)
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o Other retention tools included ensuring
flexibility of hours or non-work ‘training’.
“We are trying to be flexible in an employment
context... We often try to build loyalties that
way…for example there are a couple of guys
that we are sponsoring their yacht master
certificates…it’s ultimately a motivational
factor more than anything else. It doesn’t
make them better employees, but it might
make them more satisfied employees.”
(Owner 28)

o Bonuses as an aid to retention were
described as having mixed effects.
“…that’s the good thing about having the
bonuses because you can give it and
take it and you can’t do that with a
straight hourly rate. (Owner 6)
o A negative impact was more often
described in firms employing fewer staff.

Health & safety
o Health & safety typically brought up as part of
training.
o Firms were usually at either extreme of the
continuum of awareness of their obligations &
commitment to them – i.e. no middle ground.
E.g. “What could endanger their health and
safety in here?” (Owner 2)
cf.
“Actually health and safety is the very first thing
we teach.” (Owner 3)

o But, no major health & safety incidents
reported by any interviewee.
o Area of HR interviewees were most
willing to accept outside assistance with.
Could be seen as positive, or conversely
related to how burdensome they find it.
E.g. “How do you eat an elephant? It’s
huge…It is really, really difficult to
implement and time consuming.” (Owner
42)
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“It would take you a week to read our
health & safety…it’s just a bug bear of
mine that it has to be done properly. We
have procedures for everything. Even
tea towels for God’s sake!” (Owner 42)

Performance management
o Characteristically informal.
o Regular but typically undocumented or
unreported to the employee.
o Frequently part of a ‘chat’ – usually about
something other than that employee’s
performance! i.e. a sidebar.
o Viewed as necessary only if there is problem.
o Salary reviews more regular than appraisals
or performance reviews.

“It would probably be over a coffee or over a
beer on a Friday night or something like you
know. (Owner 3)
“I like the more casual approach. I think you get
more out of people who are happy in what
they’re doing rather than the ones who are
always looking over their back to see if you’re
sneaking up to see what they’re up to.”
(Owner 11)
“I wander around and couple of times a day and
talk to people and so on, and have a joke or
whatever.” (Owner 13)

“You have to weigh up whether the course they
go on is actually going to benefit them here or
are they going to be of more benefit to have
stayed here and be working and learning
here.” (Owner 9)
“Well, it just means one-on-one for a while,
show them a small bit you can do 100
times…so it still keeps them busy for the
whole day, or maybe two days, and then
when he’s mastered that, we can show him
another bit.” (Owner 16)

Training
o Usually informal, in-house, on-the job &
incremental.
o Formal training described only in the
instances of apprentices, by firms with strong
affiliations to industry associations, or firms
that could be described as outliers (in this
group).
o Reason given for lack of training typically
resource scarcity (e.g. cost, time, labour to
cover). Frequently it was perceived that the
benefit of the training might not necessarily
outweigh the cost.

The third part of the interview
dealt with practices to do with

STAFF LEAVING

Staff leaving

The goodbye

o Around half of the interviewees have
had to fire a staff member. Generally for
incompetence – at least half a dozen
times for theft.
o Often don’t pursue prosecution as too
difficult or costly.
o A handful of interviewees had to make
people redundant due to ‘restructuring’.
o A similar number had staff retiring.

o Again, informal but in some ways better
documented than other steps in the process.
i.e. as a safeguard.
o How they leave (i.e. the ‘farewell do’) is often
portrayed as more important than finding out
why the person is leaving.
o This sounds disturbingly casual, but the reality
is most interviewees said they knew why the
person was leaving before they even told
them they were!
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“We don’t do exit interviews if that’s what
you’re looking for. We are a small business.
It’s very personal… and loss of face is
important. You want people to leave with
dignity.” (Owner 28)
“We always make sure we put on a shout and
have a cake and a couple of beers…I know
people have like leaving interviews and
stuff, but I’d like to pride myself as being so
close to the staff I know why they’re leaving.
I don’t have to talk to them once a year like
TVNZ!” (Owner 20)

o The need to ‘get rid of’ employees was the
primary reason interviewees sought help with
HR.
o The sources described as being most helpful
were the various industry associations the
interviewees were affiliated with.
o Other sources included the EMA, DoL website
and helpline – and typically as a last resort,
employment lawyers.

Legislation

Result

o Legislation that drew frequent comment
was that pertaining to ‘firing’ employees.
o It was variously described, typically in
negative terms. E.g. especially by those
who had been taken to the Employment
Tribunal by a staff member who had
committed wrongdoing against their
employer.

o Two groups of interviewees emerged: 1)
those who thought legislation was
necessary to a fair partnership with staff
(‘do unto others’) & 2) those who
thought it inhibited their rights to deal
with staff as they saw fit (‘I’m the boss’).
o Resulted in two types of behaviours: 1)
‘Flouters’ and 2) ‘Followers’.

E.g. A flouter’

E.g. A second ‘flouter’

“I actually stand my ground. If I want to
get rid of somebody, I deal with them
instantly and I worry about the courts later
because the person can cost me a
customer and I’ve only got 23 of them. So
that person, I’ll just ask them to leave on
that very day. And I think at the time there
was about a 2 or 3 year queue in the
courts.” (Owner 20)
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Assistance

“… if I don’t do things exactly as they
should be, and I make an error in what I
do, then I can be had by the employee
and go through an employment
tribunal…To me that is…absolutely
shocking. I cannot see why an employee
can dispense with my services and my
employment, yet I cannot dispense with
an employee.” (Owner 33)

E.g. ‘Followers’
“Like to me it works both ways which is how it's
designed to work…if you're fair to your staff and
they're fair back to you there shouldn't be a
problem so no, I don't have a problem with it.”
(Owner 47)
“I think that if you’re fair and you’re straight-up, and
you’re honest…and you obey the procedures, it’s
not really that big a threat.” (Owner 12)

Conclusions
o The HR practices of the majority of this group of SME
owner-managers are informal.
o But, this informality belies focus & attention. They
know what works, and more importantly why it works.
o Size is frequently used as a justification for practice –
but in a positive sense not a negative one.
o There is an explanation for the outliers in the group –
in these instances it related to individual history or
business relationships.
o Where interviewees have ‘been’ and learnt counts.

Or there is just ‘rough justice’
“If a guy doesn’t fit in, I have completely no
worries because these guys in here will get rid
of him…the very last guy we had, he was all
talk, and really didn’t come up with the goods.
The guys just picked up on it immediately,
didn’t want to work with him so I said, listen, I
can’t fire him, you sort it out. Which they did
and I think they put the guy mixing concrete in
a barrow for a day and a half…and the guy
just walked off!” (Owner 17)

Implications
o Do small firms need large firm practices?
o There is such a thing as ‘the small firm way of
doing things & this is not always necessarily
wrong or inferior.
o We need new ways of thinking about HR in small
firms i.e. new typologies, frameworks, lenses for
examining:
o E.g. ‘Dads/Big Brothers’ have ‘Families’, ‘Bosses’
have ‘Staff’ & ‘Mates have ‘Teams’.

Questions?
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The New Zealand Centre for SME Research: The
year in review
ASSOCIATE PROFESSOR CLAIRE MASSEY
Director of the New Zealand Centre for SME
BA, MBA, PhD
As Director of the NZ Centre for SME Research, Claire has considerable experience as a
practising researcher and as an SME owner. Her primary research interest is improving
current approaches to ‘enterprise development’. This includes studying the processes of
development at a firm level (including technological learning, decision-making,
extension and consultancy), the agents of development (those working in business
and/or development, agricultural extensionists and consultants), and systems for
effective economy-wide development (government-led industrial policy, community
development, and the contribution of SMEs). Claire has published widely on these and
other subjects relating to SMEs and enterprise development, including three books (two
of these with colleague Alan Cameron), and over recent years has been responsible for
a number of projects undertaken on behalf of clients.
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The year in review for the
SME Research Centre
Associate Professor Claire Massey
Presentation at the Fourth Research Symposium
of the NZ Centre for SME Research
February 21, 2006

The NZ Centre for SME Research
o Established in 2000 to provide a focus for
the research being undertaken on this
important group
o Since then, researchers associated with
the Centre have been working on a wide
range of research projects
 on their own behalf
 in partnership with clients
 within the Centre’s own research programme

Background
o Small firms are important in NZ, contributing both in
economic & social terms
o It is likely that this contribution could be increased,
by improving the performance of individual firms
o Firm performance is based on the choices made &
actions taken by the firms’ owners and/or
managers
i.e. the behaviour of some 400,000 diverse
individuals!

In 2005
o We continued to work with colleagues at MED on
management capability & the DoL on firm productivity
o The 12 PhD students associated with the centre kept
working on their theses - & some of them finished
o The Centre was a co-host of the 3rd AGSE International
Research on Entrepreneurship
o We presented at conferences around the world & made
these papers available through the Centre’s website
o We contributed our knowledge & experience to the
Business Capability Project (BCP)
o We published a new book on SMEs & entrepreneurship in
New Zealand

The site visits
Allows us to
o gather data over time
o be responsive to emerging issues
o undertake in-depth analysis of a large number
of firms, through



site visits & interviews with the firm’s owner &/or
manager
An ongoing survey

o During 2003-2005, a team of
researchers have visited 250 NZ SMEs
(made up of 5 sets of 50 firms) &
interviewed the owners
o Each investigation has had a particular
focus but there has also been an explicit
link to the other investigations in the
series through the repetition of key
questions
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The survey
o Once all 250 firms have been visited, all
interviewees will be invited to become part
of a cohort who will take part in the survey
element of the study
o Will be conducted as an online
questionnaire (with print versions available
for those without Internet access) and
repeated at six-monthly intervals for 5 years

What we want to know (ideally!)…
What are the points at which
‘purposive action’ can be taken, either
by the firms’ managers or by external
bodies (such as government agencies
and/or industry associations), which
will result in a positive impact on the
firm’s performance.

Recruiting the firms
o Taking into account the need to limit the
number of sampling dimensions, we
recruited firms from a commercial
database of NZ firms
 with fewer than 50 FTEs
 from the manufacturing & service sectors
 that are spread throughout NZ
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The benefits of this approach
o Each of the on-site investigations has
produced a set of ‘stand-alone’ results that
address a particular issue
o Analysis ‘across’ the sets is possible given
that each set has been selected in the same
way from the same database
o The survey data will complement the data
gathered through the site visits & provide a
rich picture over time of
 The performance of individual firms
 The behaviour of the owners &/or managers

Research team
o Research of this type needs a large,
committed and experienced team
o To date 14 Massey researchers have
been involved:
Claire Massey, Kate Lewis, Martin Perry, Candice
Harris, Alan Coetzer, Virginia Warriner, David
Tweed, Alan Cameron, Mary Ashby, Terry Auld,
Robyn Walker, Jo Cheyne, Andrew Cardow,
Catherine Wallace

Visiting the firms
o Each firm is visited by a member of the research
team & the owner interviewed using a structured
schedule which has been designed to:
 address the specific questions of the set of interviews
 collect a standardised set of demographics (on the
firm as well as the owner &/or manager)

o This structured approach ensures comparability
between the various interviewers

Progress to date
1st

o In 2003 we visited the
set of 50 firms, in the
project Lifecycles & Transitions
o In 2004 we visited the 2nd & 3rd sets of 50 firms
in the project SMEs & the Assistance
Infrastructure & the project Business Excellence
& Micro-enterprises
o In 2005 we visited the 4th & 5th sets of 50 firms
in the project SMEs & HR Practices & the
project SMEs & their Relationships with Banks
& Accountants

Lifecycles &
Transitions
Interviews undertaken in
2003, reported at 2003
symposium

SMEs & the Assistance
Infrastructure
Interviews undertaken in
2004, reported at 2005
symposium

Business Excellence &
Micro-enterprises
Interviews undertaken in
2004, reported at 2005
symposium
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SMEs & HR Practices
Interviews undertaken in
2005, reported today

SMEs & their
Relationships with
Banks & Accountants
Interviews undertaken in
2005, reported today

Our travels to
date….
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Who we interviewed
o Mostly men (47 women)
o Age of firm varied (from a few months to 140 years old)
o 184 companies, 21 sole traders, 17 partnerships
o 104 family firms
o Size (by turnover) ranged ($30k-$35m)
o 85 interviewees were currently operating another firm
o 36 firms were exporting

Now what?
o The project archive consists of 250 transcribed
interviews with the owners of NZ firms
o This resource already allows us to compare the
responses between the groups
o By the beginning of 2007, this qualitative data
will be supplemented by a series of time related
responses from the survey
o To date this research has been entirely
supported by Massey University

Becoming involved
o There are opportunities to become
involved in the project & to gain access
to the data collected
o Contact Claire Massey
c.l.massey@massey.ac.nz
04 8015799

Introducing the
research associates
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Telling tales: A report on New Zealand SMEs &
their relationships with banks & accountants
Initial findings from interviews with 50 firms employing fewer than 50 staff. Project
team: Martin Perry (project leader), Andrew Cardow, Claire Massey, David Tweed.

MARTIN PERRY
Martin is Acting Head of Department of the Department of Management and Enterprise
Development at Massey University in Wellington and a Research Associate of the New
Zealand Centre for SME Research. His research interests include small business
development, business clusters, regional development, public policy evaluation, business
and environmental management, employment relations and organisational change.

ANDREW CARDOW
Andrew is a Lecturer in the Department of Management and International Business at
the Albany campus and a Research Associate of the New Zealand Centre for SME
Research. He has recently completed a PhD on the topic of corporate entrepreneurship.

DAVID TWEED
As a member of the Department of Management at the Palmerston North campus David
has been involved in SME development and undertaken related research for more than
fifteen years. He is a Research Associate of the New Zealand Centre for SME Research
and has published research on a wide range of subjects including managerial
competence, gender, innovation, technological learning and SME longevity.
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Telling tales: A report on NZ
SMEs & their relations with
banks & accountants
Andrew Cardow, Tanya Jurado, Claire Massey,
Martin Perry & David Tweed
Presentation at the Fourth Research Symposium
of the NZ Centre for SME Research
February 21, 2006

Motivations for the study
1. A ‘must have’ relationship
2. Prior SME Centre research identifying banks
& accountants as 2 of the 3 most frequent
sources of support
3. Prior research on SMEs and bank switching

Background
o 5th set of 50 interviews undertaken as
part of BusinesS
SMEasure
o Sample-led research, drawn from a
randomly selected cross section of the
UBD small firm database (up to 50 FTEs)
of ‘industrial’ enterprises
o Follow on investigation from prior
investigation of the sources of support
utilised by SMEs

Research on bank switching
among SMEs
o High percentage think about switching
o A low percentage actually switch
o Bank relationships persist in the face of
negative attitudes

4. Bank-SME interface changing

General reasons for
stability
o Relatively, small firms face high
switching costs
o ‘Trigger’ events needed to shift the costbenefit balance

Role of personal
relationships
Banks customer orientation
(Helpfulness, information
sharing & flexibility)

Interface continuity
(account managers remain
to develop long term
relations)

o High growth firms are ‘informationally’
captured
Propensity to switch –
through instrumental &
relational considerations

37

o

o

o

Switching may be good or bad

Accountants included

Increased flows of information created
by longer banking relationships lead to
an asymmetry of information between a
firm’s current bank & potential other
banks

o Help identify whether there are some
firms that switch service suppliers more
frequently than others
o Identify possible substitution processes
between banks & accountants
o Compare the extent to which switching
is sensitive to satisfaction levels

Research objectives

Who we interviewed

How far business owners believe that a personal
relationship with a bank and accountant is needed to
convey a good understanding of their business and how
far a personal relationship is seen to contribute to a
satisfactory level of service.
What differs between enterprises that have switched a
bank or accountant or both and enterprises that have
considered switching but have not actually done so.
Whether the absence of switching or a desire to switch
reflects satisfaction with the existing relationship or
impediments to switching and how this experience varies
with other enterprise characteristics.

o
o
o
o
o
o
o

Mostly men (9 women)
Age of firm varied (2-43 years old)
42 companies, of which 21 family owned
Size (by turnover) ranged ($100k-$7.6m)
24 were currently operating another firm
12 exporters
11 had professional or trade qualifications, 22 had
completed school & 10 were tertiary qualified
o 1-22 FTEs
o Located from the North Shore to Gore

A sample of non
conformists

A stereotype
Small enterprises are entrapped with banks
through a mix of inertia, information capture & a
lack of bank competitiveness. This enables
credit rationing that restricts small enterprise
growth.

38

o
o
o
o

Business is self financing
Business operates in untroubled waters
The enterprise is part of a business group
The group is owned by members of the NBR
rich list
o Business & personal wealth are combined
o The bank is a customer
o The business helps the bank

How long have you dealt with your current bank?

Use of bank
Bank used for
money
management
No. of firms

Bank used
for finance

39

Bank used
for both

27

Time with bank

More than
one bank
used

27

12

Less than
3 years

3-9
years

10-20
years

More than
20 years

4

14

10

11

No. of firms

Refusals of or unreasonable conditions
Had bank
refusals
No. of firms

Yes

No

Unreasonable
conditions/charges

Yes

No

Don't
know

8

29

No. of firms

12

25

1

Bank switching
With same bank
since started
No. of firms

Changed bank

29

6

“I know how the system works ... if you don’t give me
what I want I’ll find someone else who will and I know
there are heaps that will” (Owner 27)

Personal vs. hands off relationship with bank
Bank has assigned individual to firm
Individual
assigned to bank

None assigned

34

5

No. of firms

No. of firms

Personal
relationship

Hands
off

No
preference

32

3

2

Bank as a source of business advice
Bank as source of advice

Change in individual
in the last 3 years

Change at any time

8

8

No. of firms

Yes

No

Unsure

11
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1

“I don’t consider him my business advisor per se. I get my business advice
elsewhere. He understands enough but he wouldn’t know and I would
probably rather only tell him the good stuff too” (Owner 27)

Meetings with account manager in the last 12 months
No. of visits in the last 12 months
None

1 to 3
times

4 to 7
times

More
than 7
times

No. of firms with account manager
visits to business

22

13

5

1

No. of firms with face-to-face
meetings at bank

19

16

3

1

No. of firms who met account
manager at another location

28

5

2

2

To what extent has the bank customised its
normal service to meet your business needs?
Bank has
customised
service

1
Not at
all

2

3
Some

4

5
A lot

Don't
know

No. of firms

21

3

4

4

2

3

“I’d like to see a little bit more interacting, to hear from them occasionally”
(Owner 36)
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How confident are you that you could judge your
bank’s response to your need before making a
request?
Could judge
bank's
response

1
Not
at all

2

1

4

No. of firms

3
Some

4

2

15

How far do you feel that you could freely share
business concerns and problems with your bank?

5
Very
confident

Don't
know

N/A

10

5

1

Could share
business concerns
with bank

1
Not at
all

2

3
Some

4

5
A lot

Don't know/
not prepared
to answer

6

2

6

9

13

1

No. of firms

“Yeah, with that particular person I probably would” (Owner 32)

“Well put it this way, they wouldn’t be the bank I would be
going to tomorrow if they said no” (Owner 51)
“We know the limits” (Owner 28)

How satisfied are you with the service you receive from your
bank?

How well does bank understand your business?
Bank
understands
business

1
Not at all

No. of firms

6

2

3
Well
enough

4

8

11

6

5
Very well

Don't
know

8

0

1
Very
unsatisfied

2

3
Acceptable

4

Satisfied with
bank service
No. of firms

3

5

3

16

5
Satisfied
Very
with
satisfied branch
11

4.5

How much effort do you think that the bank has made to
establish a supportive relationship with your business?
Bank
supportive
relationship

1
Not at
all

2

3
Some

4

5
A lot

Don't
know/
No need

No. of firms

6

6

5

10

8

1

Have you considered switching from your current bank to
another bank?
Considered changing banks

No. of
firms

Total

In the last 12
months

In the last 3
years

Changed
bank

10

7

5

3

“Banks sell money. Accountants sell advice” (Owner 13)

Reasons for not switching
Reasons for not switching
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Enterprises & Accountants

Knows account
manager
personally

Time
and
effort

Expect bank to
improve

Other

2

5

1

1

How important is your accountant relative to other business advisers?
No. of firms with
accountants
36

Most
Important

Most or
very
important

Second
most
important

No. of Firms

14

1

8

Of some
importance

No. of visits in the last 12 months
Not
important

9

4

“Extremely important” (Owner 23)

How long have you dealt with the accountant you currently use?
Time with
accountant

Meetings with accountant in the last 12 months

Degree of importance of accountant

Less than 3
years

3-9 years

10-20 years

More than 20
years

2

14

12

8

No. of firms

None

1 to 3
times

4 to 7
times

More
than 7
times

14

12

7

3

No. of firms with face-to-face
meetings at accountant’s office

6

15

8

6

No. of firms who met accountant at
another location

25

6

1

2

No. of firms with accountant visits
to business

How well does your accountant understand your business?
How far do you feel that you could freely share business
concerns and problems with your accountant?

Accountant understands business

No. of
firms

1
Not at
all

2

3
Well
enough

4

5
Very
well

Don't
know

N/A

1

1

5

10

17

0

1

Shares business concerns with accountant
1
Not at all

2

3
Some

4

5
A lot

Don't
know

2

0

1

7

25

0

No. of
firms

How much effort has your accountancy firm made to
establish a supportive relationship with this business?
To what extent has accountant customised its normal
service to meet your business needs?
Accountant supportive relationship

Accountant has customised service

No. of
firms

1
Not at all

2

3
Some

4

5
A lot

Don't
know

No
need

12

2

5

4

7

4

1

No. of firms

1
Not at all

2

3
Some

4

5
A lot

0

5

4

10

15
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Have you considered switching from your current
accountant to another accountancy firm?

How satisfied are you with the service that you receive
from your accountant?
Satisfied with accountant's service
1
Very
unsatisfied

2

1

1

3
Acceptable

4

5

8

Considered changing accountants

No. of firms

5
Very
satisfied

Total

In the last 12
months

In the last
3 years

7

7

2

Reasons for not switching
Reasons for not switching

No. of
firms

17

No. of
firms

Bank – Accountant comparison
o SMEs can find accountants like
themselves
o Accountants can be creative, but creativity
not always sought
o Accountants fill a role banks are not
playing
o Tendency to think of switching accountants
lower than with banks, but more likely to
produce a switch

The serial switchers
Business with high project-based funding
needs that frequently breach normal bank
lending limits:
 SME cultivates personal relations & invests
in networking
 Desire the bank to be loyal to maximise
their choices
 Strategy success important for business
growth
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Knows
accountant
personally

Time
and
effort

More chance of
getting better
relationship
with current
accountant

Expect
accountant
to improve

1

2

0

2

The switched off
The predominant bank-SME relationship
characterised by:
 Low use generating low status
 Stable because the present is the ‘best of a
bad bunch’
 Not a source of advice or support, use the
accountants
 Unaffected by personal ties

Relationship chasers
SMEs that value dealing with trusted persons:
o Switch branches not banks
o May not have high demands or a need for
support
o Infrequency & variability of demands makes
knowing the firm important
o Banks may recognise their managers with
followers

Independents
Resource-rich enterprises that seek to
keep the bank in its place:
 Stable, personal relations never produces
complete trust
 Sensitivity to the bank’s capacity to earn at
their expense
 Strategies employed to make the bank
think switching is a prospect

Conclusions
o Bank relationships endure through the
absence of trigger events
o Investment of bank effort follows demand
o Businesses can adjust to the relationships
on offer
o Trust and personal relations do not
guarantee stability
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The effects of managers on employees’ learning
in selected small manufacturing firms
Presented by Dr Alan Coetzer.

ALAN COETZER
Alan is a Lecturer in the Department of Management and Enterprise Development at
Massey University in Wellington and a Research Associate of the New Zealand Centre
for SME Research. Alan has a special interest in human resource development issues in
small firms and has recently completed a PhD on the effect of the manager on
employees’ work-related learning in small firms.
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Assertions in the Literature
THE EFFECTS OF MANAGERS ON
EMPLOYEES’ LEARNING IN
SELECTED SMALL
MANUFACTURING FIRMS
Alan Coetzer
New Zealand Centre for SME Research
Symposium
21 February 2006

1. The workplace is a major location for
adult learning and development
2. Learning is a significant source of
competitive advantage
3. Managers should foster learning
4. Informal and incidental learning are
prevalent forms of learning
5. Small firms prefer informal learning
processes

Focal Question
In selected small
manufacturing firms,
what effects, if any,
do managers have
on employees’
learning?

Initial Qualitative Study
• Contributes to an
understanding of the
multiple ways
managers
intentionally seek to
foster learning.

Methods
• Qualitative
– Semi-structured interviews
– Content analysis

• Quantitative
– Self-administered questionnaire
– Statistical analysis

Initial Qualitative Study
• Contributes to an understanding of
how management practices in small
firms may influence learning.
– The study uncovers positive ‘side effects’
of managers:
• using informal recruitment and selection
practices (low formalisation).
• providing access to a wide range of
workplace activities (low specialisation).
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Quantitative Study
• Contributes to an understanding of
contextual factors that support learning
in small firms.
– The study identifies:
• Work environment conditions and workplace
supervisor behaviours significantly associated
with satisfaction with learning.

Quantitative Study
• Contributes to an
understanding of
how diverse groups
of employees
perceive their
workplaces as
learning
environments.

Conclusion
• The research provides a descriptive
account of how:
– Managers in small firms act out their
employee development role.
– Employees perceive their workplaces as
sites for learning.
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Quantitative Study
• Contributes to an understanding of
learning processes in small firms.
– The study casts light on:
• Who is involved in employees’ learning
(sources of learning).
• Ways in which employees learn at and through
work (methods of learning).

Limitations
• Study did not adopt complete
published scales.
• Most measures were perceptual,
rather than objective.
• Most managers in the study were
men.

Enterprise performance & written business
plans: Is there any relationship?
Presented by David Tweed.

DAVID TWEED
MBA (Hons), DipAcc, BAgrSc, DipBusStud, ANZAM, ANZIM, CA, AMINZ
As a member of the Department of Management at the Palmerston North campus David
has been involved in SME development and undertaken related research for more than
fifteen years. He is a Research Associate of the New Zealand Centre for SME Research
and has published research on a wide range of subjects including managerial
competence, gender, innovation, technological learning and SME longevity. In 2004 he
headed a large nationwide study of more than 1,500 New Zealand Enterprises.
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"Enterprise Performance
and Written Business Plans
- Is there any relationship?"
David Tweed
Presentation at the Fourth Research Symposium
of the NZ Centre for SME Research
February 21, 2006

Gibson and Cassar (2002)
o Incidence of formal planning in Australia
o More than 3,000 enterprises
o Around 1 in 3 enterprises have a formal
plan
 31.9% had formal plan in 1995
 37.3% had formal plan in 1996
 34.9% had formal plan in 1997

Why Plan?
o
o
o
o
o

The logic of planning
Demonstration of ideas to others
Evidence to support decisions
Teaching/training tool
Consulting/advisory argument

o Seen as necessary to get resources
o Risk reduction
o Do most owner/managers plan?
 Written versus not written

Planning and performance
o Few studies of small enterprises
o Conflicting conclusions
 View 1:
 Structure for decision making, take the
long view, general benefits

 View 2:
 No potential payoff, to high level,
conceptual, no effect on financial
performance

Questions for New Zealand

A New Zealand study

o What is the incidence of formal planning
in NZ SMEs?
o Is there any relationship between formal
planning and enterprise performance?

o Survey instrument sent to a final sample
of 4,091 enterprises
 Randomised sample drawn from Telecom
Yellow Page listings

o 1517 responses received
o Response rate of 37.1%
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Plan incidence
o “Do you have a current written
business plan?
 Answered by 1488 of the respondents

o 28.4% answered “yes”
o 71.6% have no written business
plan

Results
o Compared planners versus nonplanners
o Formed contingency tables
o Used a chi square test for
independence
 Compared actual cell counts with
expected cell counts

Planners and non-planners
o 12 months on there were no differences in
o Operational measures
 Operating costs
 Investment in new plant and machinery

o Market measures
 Numbers of competitors

o Financial measures
 Level of debt
 Return on capital invested
 Cash in the bank
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Examining performance
o Compare planners versus non-planners by a
range of performance variables
o “For each of the following compare your
current situation with 12 months ago”
o Scale






Much lower (-20% or less)
Lower (-5 to -19% less)
About the same (-4 to +4%)
Higher (+5 to +19% more)
Much Higher (+20% or more)

12 months on planners had:
o Market measures





A higher number of customers
Higher total sales revenue
Higher current market share
Higher spending on advertising

o Human Resource measures
 Higher numbers of employees
 A higher level of staff satisfaction

o Financial measures
 Higher profit before tax

Summary
o Written business plans are completed by
1 in 4 SMEs
o Planners do better than non-planners in
a range of performance areas
o There appears to be a strong
relationship between planning and
performance
o This relationship depends on what is
measured

A new breed? Stories of young New Zealand
entrepreneurs
Presented by Kate Lewis.

KATE LEWIS
Kate is a Lecturer in the Department of Management and Enterprise Development at
Massey University in Wellington and a Research Associate of the New Zealand Centre
for SME Research. Her research interests include youth entrepreneurship, sources of
business assistance and their impact on enterprise development, enterprise education
and programme evaluation. Kate is currently undertaking a PhD on youth
entrepreneurship.
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Motivation based policies for life style
entrepreneurship
Presented by Dr Marco van Gelderen.
Marco is a Lecturer in the Department of Management and International Business at the
Albany campus and a Research Associate of the New Zealand Centre for SME Research.
He has degrees in economics (Erasmus University Rotterdam) and psychology
(University of Amsterdam). His PhD is from the Free University of Amsterdam, and
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