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Editorial: Employment Relations Issuesin Small and M edium
Enterprises (SMES)

M artina Battisti* and David Deakins++

The latest Ministry of Economic Development rept®VEs in New Zealand: Structure and
Dynamics”, lists 474,415 small- and medium-sizetermises (SMES)in New Zealand,
representing 99 percent of the business populdfifinistry of Economic Development,
2010). lItis therefore understandable that the S¥&or is often referred to as the backbone
of the economy. In this issue the emphasis is kalatively overlooked area of research; that
is thepeople who own and operate these firms — the entreprer@uowner-managers — and
their relationships with their employees, rather than the SME. Much of the research te dat
has focused on identifying characteristics of then f(e.g. size, sector, performance and
practices, etc), in an attempt to understand thewival, growth and failure (Massey, 2007).
Yet the characteristics of the entrepreneur andeoimmanager and SME labour force have
attracted far less attention, which is surprisingeg that one of the defining characteristics of
SMEs is their dependence on the entrepreneur oeldmanager as a leader, decision maker,
manager and day-to-day operator of the firm (Stamrey Greene, 2010; or Down, 2010). The
other feature of SME research is the predominaht&ge scale, quantitative surveys which
often fail to capture the complexities and diversitat constitutes employment relations in
this sector (Curran and Blackburn, 2001).

Another criticism of SME research is the lack okdhetical development and focus
(Sarasvathy, 2004; Blackburn and Kovalainen, 200%)e of the possible reasons for these
drawbacks is the heterogeneous nature of SMEs r@ngpeeneurs and owner/managers, who
are as diverse as the businesses they run. A muofbeommentators have begun to
recognise this lack of theory and focus and haggeasted that research in this area should
concentrate just on key aspects. It is argued ithgtead of attempting to research the
entrepreneuand the owner/managend the SME sector, attempts should perhaps be made
to identify commonalities within subgroups and eiénces between subgroups in order to
develop more robust and differentiated theoriesri@uand Blackburn, 2001; Sarasvathy,
2004).

Against the background of these debates, this apmssiue endeavours to unpack the “black
box” of SMEs by presenting papers that examine eympént relations within this sector.
Applying a mainly qualitative research approacle pgapers investigate the motivations of
owner/managers in formulating behaviour and emm@aations. The papers illustrate the
need for additional conceptual developments in HumRasource Management (HRM) and
employment relations that is targeted specificatl bMEs. At the margin, larger SMEs may
share some of the attributes of larger enterptisgverall it is inappropriate to treat small
firms simply as ‘shrunken down’ large firms andapply a “large firm” theory (Massey,
2005). The papers also highlight the need to devetmnceptual frameworks based on the
experiences of entrepreneurs and owner/managé#re tontext of their business.

* Dr Martina Battisti is the Deputy Director of tidew Zealand Centre for SME Research, Massey Usityer
** Prof David Deakins is the Director of the Newaand Centre for SME Research, Massey University

' SMEs are defined as employing zero to 99 staff (@am& Massey, 2004)
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Recognising that the discipline of employment rela is broad, this special issue focuses on
three aspects: human capital; social capital; amdgmal health and wellbeing and draws on
interdisciplinary approaches, theories and theriéss reflects the necessity for multiple
approaches to the study of employment relatiorBMiEs. The papers also share a couple of
characteristics. Firstly, they all focus on therepteneur or owner/manager as being distinct
from the firm. Secondly, they are all exploratonynature which is reflected in the use of
gualitative methodology. However, the five papems different in that each focuses on a
particular group of entrepreneurs or owner/managesiely women, indigenous and small
dairy farm entrepreneurs/owner/managers, set wahiariety of industries. Further, they are
placed in different national and cultural contextsr example, Scotland, Switzerland,
Australia and New Zealand. It should be noted thage of the papers were first presented at
the 2009 SEAANZ Conference in Wellington and fohm basis for the special issue and this
editorial.

The first two papers tackle the difficult and rekhtsubjects of wellness and work-life
balance. In the first paper, Thierry Volery and idanPullich investigate entrepreneurs’
perceptions and awareness of their own health aldbsing and whether this is crucial for
entrepreneurial success. Drawing on a multiple-saisgy of six high growth entrepreneurs,
their findings indicated that the entrepreneurernviewed had a limited awareness of their
health and of the impact that their health statusddc have on the survival and success of
their business. In the second paper, JosephinekBokiarl Pajo and Kate Lewis explore how
women small business owners juggle their twin rasfimlities of their business roles and
caring for their elderly relatives and how this mefs on their business activities. Building on
boundary theory, the authors found that despiteléxbility of self-employment, the often
unexpected nature of elder care did in fact imghote the ability of the woman participants
to organize their roles and activities, thus résglinot only in feelings of both guilt and
frustration but also resulting in decreased busipesformance.

In the next paper, David Deakins and Janette Wypeamine the dynamic nature of
entrepreneurial learning by drawing on two caseysentrepreneurs that have been tracked
over a five year period, from venture formationbecoming global players. Using a critical
incident approach, the authors demonstrate the riawpce of learning from the experience
gained in critical events and the importance ofimgsufficient quality of networks and
advice where previous experience is more limitedhei findings contribute to the
understanding of transformational aspects of ergregurial learning and places importance
on how entrepreneurs transform their experienaeentrepreneurial knowledge.

In the fourth paper, Rachel Lowry and Graham Elkiplore dairy farmers perspectives on
the capabilities required from farm assistance. Doethe changes in dairy farming
technology, the capability profile of farm assistarhas changed resulting in a shortage of
skilled people. Results showed that although tihenee been changes in the skills required
and a need for further training, dairy farmers waiae concerned with the attitudes of dairy
assistants than their skill level.

In the last paper, Dennis Foley sets out to explloeenetworking ability of two indigenous

groups of entrepreneurs — Australian Aboriginal &lelv Zealand Mori entrepreneurs. The

author argues that when the relationship betweeralsand human capital attainment was
addressed within the majority settler society bess culture, the networking ability of

indigenous entrepreneurs can differ.
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Finally, we would like to thank all the contribuspreferees and editors of the NZJER for
their time, commitment and help in putting this@pkissue together.
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Healthy Entrepreneurs for Healthy Businesses. An Exploratory
Study of the Perception of Health and Well-Being by
Entrepreneurs

THIERRY VOLERY"and JANINE PULLICH™

Abstract

With this paper, we want to emphasise the impodaon€ healthy entrepreneurs for
sustainable business development. We contributbedield of entrepreneurship and show
how entrepreneurs assess their own health statecdMebute to the field of occupational
health by explicitly focusing the social dimensioihhealth besides the physical and mental
well-being. Drawing on a multiple-case study of sentrepreneurs, we show that
entrepreneurs’ rarely perceive their health assauee for business performance. Whereas
the concept of physical well-being is relativelyllwenderstood by the entrepreneurs, they
have a very limited awareness and understandingh®f mental and social well-being
dimensions.

I ntroduction

For many people, the opportunity to own and opetsteg own business is seen as the chance
to realise one or more of a number of differentafmities: either to realise a dream, get
adequate financial reward, work with family, or focus on lifestyle aspirations. Such
business operators are a significant group of aopulation. Estimates suggest that
approximately 10% of the adult population in manglustrialised countries are involved in
running a small business venture (Reynolds et @D5® Setting up or running a small
business is a rigorous activity, not only physigdiut also mentally. A clear separation of
work and non-work is generally hard to achieve, ambrmal work day can extend to 10 or
12 hours. This involvement also influences indi@dwvell-being. However, with a few
notable exceptions (Boyd & Gumpert, 1983; Jama®7)Scant research has been conducted
so far about the impact of business ownership updiridual well-being.

Depending on the perspective adopted, the indilsduaolved in business ownership have

been identified in the literature as entreprenesnsall business owner-managers, or self-
employed. The term “entrepreneur” is usually usediéscribe a a person who sets up a
business, taking on financial risks in the hopepoffit (Gartner, 2001). Entrepreneurs

typically invent new products or services and idtroe them to the marketplace by launching
a business venture. The small business owner-mamagemeone who runs a small scale
business, and the self-employed is a person workingneself as a freelance or the owner of

Dprofessor of Entrepreneurship and Director of ths$ Institute of Small Business and Entreprenegpysh
University of St. Gallen, Switzerland; thierry.vol@unisg.ch.

M Research and Teaching Assistant at the Swissutestf Small Business and Entrepreneurship, Usityeof
St. Gallen, Switzerland; janine.pullich@unisg.ch.

This paper was first presented as a working papiiesSEEANZ Conference 2009.
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a business rather than for an employer. By dedinjtan entrepreneur is self-employed, but
someone who is self-employed is not necessarily eatrepreneur. However, both
entrepreneurs and small business owner—managerthareorner stone of their business
ventures and they are required to be familiar withny of the same technical skills and
business concepts (Schaper & Volery, 2007). Thesefalthough we primarily focus on
entrepreneurs in this article, we also included Isibasiness owner—-manager and self-
employed in the scope of the research.

This article is of an exploratory natul&e want to find out whether entrepreneurs are aware
of health, according to the World Health Organi@ai definition of occupational health
(WHO, 1986), and whether this resource is perceagdrucial for entrepreneurial success.
We further investigate what determinants influertbe physical, mental, and social
dimensions of entrepreneurs’ health, and how thawntain a positive life balance. We draw
on a series of in-depth interviews with six entegpgurs.

Health Dimensions

In medical terms, the most widely agreed definitadrhealth is as “... a state of complete
physical, mental and social well-being and not ryetiee absence of disease or infirmity”
(WHO, 1986: 2). MacIntosh, MacLean, and Burns(20@marked that the WHO definition

of health is adequate for most purposes. It offemslistic interpretation of health that is not
rooted in a medical or pathological paradigm solaéty addition, it expresses health in
functional terms as a resource that permits peapldead individually, socially, and

economically productive lives. Nevertheless, théhars criticised that this definition does
not consider the dynamic nature of health.

“The notion of an individual as healthy if they sixin a state in which they feel well
overlooks the reality that well-being is the resaflta series of processes in which the
individual interacts with other people and the emwiment.” (Macintosh et al., 2007:
207)

We support the view that health is a process rdtieer a static state. Furthermore, we would
argue that health is created through the intemactid biological, psychological and
organizational processes (Brief, Butcher, Georddar&, 1993). To view individual health as
a state may unduly limit our expectations of th@apunity to create both health and ill
health within organisational settings. Health hasrbconceptualised in many different ways.
Besides objective indicators for an individual'salie state, such as the number of surgical
operations a subject had undergone, the frequehdpdor visits, the number of times a
subject had been hospitalised, and the total dpgatsn a hospital, self-assessed overall
well-being serves as an overarching concept. Togrghealth involves more than not being
ill. It involves actually feeling well and healttipaley & Parfitt, 1996).

The Influence of Working Conditions on Health

It is widely recognised that employees are affedydexperiences, be they physical,
emotional, or social in nature (Danna & Griffin, 989. Within work and organisational
psychology, there is broad evidence that indivisualaluation of work conditions varies
with their autonomy to shape these conditions. Nooe studies have shown that stressful
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work situations, including high work demands and mntrol, are related to poor individual
health and well-being (Kahn & Byosiere, 1992; LeeA&hforth, 1996; Van der Doef &
Maes, 1999). Therefore, working conditions shouldpport individuals’ engaging
behaviours, that is to channel personal energtespinysical, cognitive, and emotional labour
(Kahn, 1992).

Various studies have shown the importance of p@sgbcial interactions at work and their
influence on the human body (Heaphy & Dutton, 2008kewise, a healthy body is
supposed to be a preliminary condition for soaménactions and cognitive performance at
work. This perspective builds on the established eglatively simple linkage between
individuals’ experiences of positive social intdérags and salutary physiological processes
and their relevance to organisational contextsthia respect, Heaphy and Dutton (2008)
pointed to the importance of ‘physiological res@iutness’ as a form of positive health in
which the body can build, maintain, and repairlitdaring times of rest and can more easily
deal with challenges when they occur. Similarlyr{entag, 2001: 198) remarked:

“... an unfavourable work situation threatens or raan individual’s resources, such
as well-being, health, and functioning in othee Idfomains. For example, during the
process of working long hours, vigour decreasegedsetension and fatigue increase.
Subsequently, individuals will strive to restoreeithresources. To restore one’s
resources, one must invest additional resources.”

The job demand-control-support model (Johnson &,HH88; Karasek, 1979; Morrison,
Payne & Wall, 2003; Van Yperen & Hagedoorn, 20083 become a dominant model of the
relationship between work and well-being. Accordiogthe model, employees working in
jobs characterised by high job demands, low jobtrobrand low social support will
experience a higher than average number of hesdthlggmms over time than workers in other
jobs. The model focuses on specific aspects irctmeplex psychosocial work environment
to explain how individuals perceive and react teirthob. Karasek and Theorell (1990) also
stressed the importance of using a broader pergpdot the relationship between work and
health, and proposed a dynamic version of the ddmantrol model, which integrates
environmental effects with person-based informatsuch as self-esteem. One basic
assumption of the job demand-control-support maglehat the relationship between work
and health is one-directional, such that work otieréstics as measured at one point in time
influence health at a later point in time. De Langaris, Kompier, Houtman and Bongers
(2004) criticise this view and suggests that wohlaracteristics and health may also be
explained by reversed causal relationships.

Overall, Ganster and Schaubroek (1991) noticed thate is indirect support for a
detrimental effect of work stress on individual lieaand well-being. On the one hand,
occupational studies show differences in healthrandality that are not easily explained by
other factors than stress. On the other hand, nvghbbject studies indicate a causal effect of
work experiences on physiological and emotionghoases.

Health and Entrepreneurship

Whilst management and entrepreneurship researchately addressed health-related issues,
occupational health psychology has well establishedstructs and measures to assess
employees’ health status or degree of individudl-being. However, most recent studies in
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this field do not question their implicit understiamg of health. This seems to be problematic
as most of the constructs heave been developedantaxt where mostly employees of large
organisations were under investigation. In addjtibe influences of job characteristics have
rarely been taken into account (Ferrie, Shipleyyivia, Martikainen, Stansfeld & Smith,
2001; Jones, O’'Connor, Conner, McMillan & Fergus@007). The extent to which an
organisation influences the individuals’ healthwall-being has traditionally lay outside the
scope of management scholars. Integrating existimgepts and constructs in order to assess
health-related issues seems to be a promising agipiia the field of management sciences.

Only few studies investigated health-related issnesntrepreneurship, and their results are
ambiguous at best. Eden (1975) conducted a pictedy in the field by comparing national
survey data for 1,902 members and 183 self-employe@dters. While no major differences
were revealed in respect to work values, the suffleyed enjoyed more enriching job
requirements for self-fulfilment, better physicabnking conditions, and more authority over
other persons, and more resources with which tthdgob were amongst the most highly
prized features of job settings. On the surface, sklf-employed reported higher job
satisfaction, but Eden (1975) pointed out that thesy in part be determined by the more
autonomous work performed by the self-employed. Wiiee jobs of the salaried were
statistically adjusted to be equal in autonomy emwtrol of working conditions to those self-
employed, no significant difference in job satisiae emerged. This suggests that salaried
workers in participative structured jobs might lvere more satisfied than the self-employed.
Thus, self-employment, despite its numerous adgastadoes not provide workers with the
greater psychological benefits promised by the Acaerdream.

That study, however, contradicted a similar repaittlished by Naughton (1987) who found
that entrepreneurs reported higher levels of jolisfeation and autonomy than salaried
managers despite the fact that the self-employedtspgnificantly more hours on the job. In
the mid 1990s, Jamal (1997) investigated the diffees between salaried employees and
self-employed people. He found that the self-emgdogxperienced higher job stress, non-
work satisfaction, and psychosomatic health probleend spent more time voluntary
organisations than non-self-employed. However,igoificant differences were found in job
satisfaction and mental health between the selfi@ypd and salaried employees.

More recently, Stephan and Roesler (2009) found ¢nérepreneurs showed significantly
lower overall somatic and mental morbidity, lowéodadl pressure, lower prevalence rates of
hypertension, as well as higher well-being and nfiaveurable behavioural health indicators
in comparison to employees in a nationally reprege@ sample in Germany.

Boyd and Gumpert (1983) used a different reseaesigd and investigated solely the health
status of 450 entrepreneurs. Their study showetl ehtrepreneurs express a high job
satisfaction. However, this comes at a price -eastl once a week 60% of those surveyed
reported back problems, indigestion, insomnia, eadaches. They identified four causes of
stress amongst entrepreneurs: loneliness, immeisi@usiness, people problems, and the
need to achieve.

Overall, there is some evidence that on averadieesployed put in 20 to 30 percent more
time at work per week than the salaried employees Hbwever, the few studies on
entrepreneurs’ health have vyielded rather sketchg a&ontradictory findings. The
contradictions are likely to occur due to the ukdifferent reference groups and the reliance
on self-reported health measures. In other wordss very difficult to ask people about
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subjective things like how healthy or happy they. 8the answers change based on when and
who you ask.

M ethod

In this paper, we use the WHO (1986) definitiorhe#lth to investigate the physical, mental
and social well-being of entrepreneurs. The re$eascof an exploratory nature and a
multiple case study approach was adopted. The sagly is a research strategy which
focuses on understanding the dynamics present rwiimgle settings (Eisenhardt &
Graebner, 2007). It is considered an appropriatgesfy for answering research questions
that ask ‘how’ and ‘why’ and that do not requirenttol over events because such questions
deal with operational links that need to be tracedr time, rather than mere frequencies or
incidence (Yin, 2003). This methodology is a potdht powerful means to examine many
issues across many cases and avoid chance asswi@isenhardt, 1991).

We used a theoretical sampling method to identiy tases. As opposed to probabilistic
sampling, our goal was not the representative capitiall possible variations, but to gain a
deeper understanding of analysed cases and feeilitea development of analytical frame and
concepts (Glaser & Strauss, 1967). We purposefalipse six entrepreneurs from a
population of high growth business ventures. Thes&epreneurs had recently received
various awards for their achievements in the field entrepreneurship, innovation, or
internationalisation. This sampling frame was clnolsecause these achievements are likely
to affect the health and well-being of the entrapte. The six entrepreneurs comprised of
two categories: younger versus older entrepreneargshe one hand, and small versus
medium-sized businesses on the othdl.respondents were male, ranging from 35 to 57
years old. They had launched their own businessuxerand still actively involved in the
operative management. All interviewees were mannid children.

Data were collected through semi-structured ineawvgi with the entrepreneurs. We received
sixty-three responses out of a possible eighty:-fdwelve questions remained unanswered
due to the interviewees’ inability or unwillingnessanswer the questions directly.

Findings
Work load and activities

Popular literature has long stated that entrepmsneork long hours. This is not a myth. On
average, the entrepreneurs in our sample workedobfs per week. This great quantity of
work was performed with little free time for breakshd the entrepreneurs activities were
characterised by brevity and fragmentation.

Some of the entrepreneurs had regular working h@igs they typically start their day at
8am and leave their office at 6pm) which still amibto 10 hours of work during a ‘normal
day’. However, the number of activities that oftenk place outside regular working hours —
networking events, marketing and sales meetingd, ehibitions which often implied
travelling to clients and partners — often overseasckly increased the number of working
hours.
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There were striking differences in the work-lifddace of the entrepreneurs we interviewed.
While two entrepreneurs (A and C) struggled byrtbain admission to keep a healthy work-
life balance, the others had a rather positivesassent of their health and work. The positive
work-life balance was typically reflected by a higgvel of job satisfaction arising from
intrinsic motivation, varied tasks, a high degréeaotonomy, and the possibility to follow
tasks through from the beginning to their impleraéioh. Entrepreneurs B, D, E and F
enjoyed a high degree of autonomy and decisiotutii the large majority of their activities
was self-initiated. This sense of freedom was ceodd by the mere fact that they could
choose to leave their office earlier in the dayootake a day off — although they rarely chose
to do so. As entrepreneur B remarked:

“Being your own boss gives you a free hand to nm@desions regarding the hours
put in. You can be likened to a manager, but tlilerdince between you two is the
fact that you decide when to go to work. Workinghe corporate world may not give
you control over the timetable.”

The situation of entrepreneur E, a wine merchamis womewhat paradoxical. While this
entrepreneur tremendously enjoyed his job and thoulimagine for a moment doing
something else,” he recognised that his work halkii€h having drinks with clients and
smoking, were not conducive to a healthy life-style

“I sometimes feel the strains of these bad habiis honestly life is short and | really
enjoy every second of it. My work is my passiont bam able to keep my work and
my private life separate. And | know when to takbraak and spend some quality
time my family and friends. That's why I've got aafl work-life balance...”

All the entrepreneurs observed were living in algtaelationship. In addition, all of them
had a family with several children for which thegditated regular time (e.g. an entrepreneur
stressed the importance to have dinner with hislya@very night, to put his children to bed
and to spend regular holidays with his family; d&eotentrepreneur made the commitment
not to work during the weekends). In other wordstrepreneurs can preserve sufficient
regular ‘moments of freedom’ despite their hectiorkvschedule. Further indications of a
healthy life-style were; regular and balanced meadd regular physical training by the
majority of the entrepreneurs observed.

Perception of health and well-being: The results of the semi-structured interviews

Entrepreneurs had a rather vague idea of healthtsakdy dimensions. When asked to give a
personal definition of health, their perceptionsie@ greatly and a range of definitions were
offered, such as: “If you have the necessary entergyork. If you are able to work, then you
are healthy. If you feel mentally vigorous.” or ‘iBg powerful and highly productive, no
absenteeism or sick days.” or “Being free of pahich I'm not.” or “To be able to perform
all the tasks | planned without experiencing toocmexternal pressure. Being able to have
time out and enjoy doing nothing.” There was a galngerception that health is intrinsically
related to the ability to perform their tasks aseatrepreneur. In addition, health was often
described from the negative side —’sickness’, ‘han‘pressure’ are often mentioned in the
definitions offered, thereby emphasising a pathickdglimension of health.
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One entrepreneur had a broader perception of hétlghdefinitely more than the absence of
sickness. We will never be totally free of sicknesgleficiencies. The body must be able to
balance. Health is the basis for a successfubli@ a successful business.” This entrepreneur
was also fully aware of the importance of his peasohealth to successfully run his
company. A summary of the results describing thegsiglal, mental and social dimensions of
health and well-being is shown in Table 1.

There is a significant overlap between the peroep®f physical well-being and the
definitions of health outlined previously. Here ggat is the negative side of well-being
which is often mentioned (‘exhaustion’, ‘pain’, tigue’, and ‘ache’ are prevalent in the
definition offered). Physical well-being is oftenentioned in the context of (physical)
performance, which can relate to work (e.g. “Hawimg energy to fulfill my obligations.”) or

to sport (“Being able to hike up a mountain.”). Térgrepreneurs perceive the main threats to
their physical well-being as being long working hmowand stress at the workplace. In
addition, two entrepreneurs mentioned eating hdbithealthy meals, drinking alcohol) as a
potential cause of their suboptimal physical hesi#tus.

The entrepreneurs were quite aware of the measinieb could improve their physical well-
being. The measures identified were well-knowngeople to have a ‘healthy life style’ and
they fall in three categories: sufficient rest,imgtbalanced meals, and exercising regularly.
We see from Table 1 that only three entreprenewse vable to formulate a definition of
mental or psychological well-being. The definitiooffered are vague at best, such as
“Having a good mental ability, thinking fast, respling to people | come across in a way to
understand them by putting myself in his/her poaiti or “Mind and soul must be in order,
must be well structured. You feel strong if younen world is cheerful.” One entrepreneur
offered a definition which, prima facie, has noedirrelevance to mental health: “Being able
to catch up with innovation and technical advan8ssng a part of society, being informed
about what’s going on in the world.” It was onlyteafthe entrepreneurs were prompted to
describe the threats and opportunities to theirtatemell-being that a broader, meaningful
perspective of this health dimension emerged.

All the threats mentioned by the entrepreneursrali@e with previous research about stress
factors (Danna & Griffin, 1999; Jamal, 1997). Theeits mentioned fall into the three main
categories identified by Boyd and Gumpert (1988jeliness (“There is nobody in the firm
to whom | could fully delegate my tasks and dutiEse job is somehow unnerving. There is
a lot of strain”); immersion in business (“It isrdato relax and get away from business
related problems. Sometimes | work too much”); padple problems:

“I would like to test new approaches or find nedusions and products, but whatever
| suggest it is not appreciated by my colleaguegt ithe feeling that my decisions are
not accepted by the co-owners of the business.tiBey would never state their

opinions frankly. They just show their discomfort.”

10



Table 1: Overview of

erceptions of physical, menta

| and social well-being by entrepreneurs
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Where do you see threats

Where do you see threats

Where do you see threats

Entrepreneur and What does physical ‘well- ) - What does mental ‘well- f What does ‘social well- : .
) ) S to your physical well-being L to your mental well-being S to your social well-being at
business profile being’ mean to you? being’ mean to you? being’ mean to you?
at work? at work? work?
I would like to test new
A Having the energy to fulfill Working long hours; having Being able to catch up with ng(;zsfsr’]esbu;)r W;;Iggever;ev: gr?tredrz%reurﬁartﬁgzztﬁs Tr?ig
55 g e 9y irregular, big meals. Only | . 9 a pw suggest it is not appreciated repre
years | my obligations. Being able to three davs of vacation per innovation and technical by my colleagues. | get the wife, his daughter, and the Bad communication patterns
70 hours/ week walk for quite a while without ear Notybein able to relr;x advances. Being a part of fe?/eliny that mg de(.:isigns are extended family. Friends are between me and fhe co-
married, 1 child feeling exhausted. When | year. €ing ' | society, being informed 9 y also important. It would be
/ , sleeping disorders. Only a , f . not accepted by the co- ; . owners.
14 employees feel vigorous, when | don't few d  the Tob [livi about what's going on in the f the busi B nice to have some friends to
Turnover: €2.7m have any backaches ew days off the jo fliving on world owners of the business. But go on holidays to improve
' the company site]. ’ they would never state their . .
- . my social well-being.
opinions frankly. They just
show their discomfort.
It's all about the time that is
available to be spent with
B Having a good mental abilit family and friends. Friends
57 years ) . ] aving a g ability, ) ) . ) often miss out but they are
Being free of pain, having a . thinking fast, responding to | | perceived my lack of | Keeping a close-knit family, .
50 hours/week d  night | Problems at work influence | : hardi 2 d ltivating friendshi no less important. Once
married 3 children good night's sleep, not my physical  well-being people | come across in a ardiness, optimism, an cultivating friendships, trust | .o "o person | could
’ feeling fatigued, being ) ) " | way to understand them by | self-esteem is a serious | in family and friends. Having :
MBA resilient and able-bodied strain and tension. utting myself in his/her | threat to my mental health a good reputation in societ not work with and that
140 employees ’ positign Y Y 9 P Y: caused a lot of strain. When
Turnover: € 20m p ’ we finally decided to fire her,
| felt this was better for the
business and for me.
C . . . . X
Being able to hike up a " : There is nobody in the firm
gg h Years | ountain. Reaching its peak | Overall, | struggle to keep a Depression the edge of to whom | could fully [ Being well integrated within
ours/ week ) ; darkness, the bane of the ; ;
" : with a small break every now | good work-life balance. | am ! delegate my tasks and | a social network. Having
married, 2 children - } bold and restless. It strikes - 2 } h ; None.
; . and then. Due to my | 10 kilos overweight and duties. The job is somehow | good relationships with my
apprenticeship, exec ed. ] - hard, fast and deep, and no . . ) -
overweight | need too many | have a high blood pressure. o unnerving; there is a lot of | family and friends.
20 employees breaks at the moment one's Immune strain
Turnover: € 3m ) )
D . . _—
35 years Mind and soul must be in It is hard to re_:lax and get If_an employee_ls not |n¥ line
. . . away from business related with me, | think that's a
50 hours ! week Being free of pain, being Long working hours, stress order, ~must ~be ~well roblems. But by seekin None challenge. If we cannot
married, children resilient and powerful. 9 9 ’ ’ structured. You feel strong if p : Yy seexing ’ 9e. -
: . . ) help, | could stop being a settle on a task in the long
apprenticeship your inner world is cheerful. victim of my own makin run. that's a problem
15 employees Y 9- ’ P )
E Being free of pain. When |
42 years | wake up with backaches ora | Dining out, drinking wine and Confronted with the financial | don't feel like | can fully
55 hours/ week head ache | would prefer not | smoking is somehow part of | The absence of depression, . trust my employees. There is
. . ) : ; - . crisis | feel under | None.
married, children getting up at all. Having a | the job [wine merchant], but | anxiety, stress or burnout. considerable strain no one to whom | could hand
apprenticeship good night's sleep, which | | it's definitely not healthy. ' over the business.
4 employees seldom have.
F | have to pay attention to the
54 years | signals of my body. | None. The contrary. [owns
50 hours/ week Everyone needs to find out | his own health centre, works None None None There are people around me
married, children what is good for him or her. | part-time as fitness : ) ’ that can make me sick.
apprenticeship We tend to ignore these | instructor]

50 employees

signals.
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Stress, however, is not exclusively a reaction npleasant experiences, nor does it stop
being a problem after one achieves financial sicCHse entrepreneur must carefully weigh
long hours and personal deprivation against sieeablbut elusive — rewards. Two
interviewees seemed to be well-aware of this trHdésly job is not only about making
money, it's my hobby as well” or “Being successéuhances my mental well-being. But
being successful does not only imply gaining moriegomeone calls and says our firm was
recommended, or if one of our apprentices getsaal ggade that means being successful
too.”

Once entrepreneurs acknowledge that stress is ldepnothey face, they can begin to do

something about it. Two different approaches arggsested to reduce stress. The best
antidote to immersion in business is getting awaynfit at all: one entrepreneur for example

tries to do something that is different to his gatutine, i.e. going to see an exhibition.

Another approach is to find satisfaction througheotactivities outside the company. One
entrepreneur said in this respect: “In the eveningireat and read the newspaper for about
half an hour. | try to be positive about every tdvade; | think every problem can be a

chance.” Another says: “I try to educate myself.”

Social well-being is even less understood than atemell-being. Only three entrepreneurs
(A, B, and C) were able to formulate a definitidnsocial well-being. One entrepreneur says
that social well-being essentially entails “Keepanglose-knit family, cultivating friendships,
trust in family and friends, having a high reputatin society.” Another entrepreneur made
no clear statement, but he mentioned his wifedhigghter, and his extended family. He also
stressed the positive role of friends.

Worryingly, employees and co-owners are mentionetbbr of the six entrepreneurs as one
of the major threats to their social well-being.eCantrepreneur says for example: “I don’t
feel like I can fully trust my employees. Therens one to whom | could hand over the
business.” Another entrepreneur remarks: “Therepa@ple around me that can make me
sick.” Conversely, two entrepreneurs perceived rtieanployees as a source of positive
influence on social well-being: “Good employeegomd team which has a positive impact
on the business and the customer relations,” sagsAnother entrepreneur points out: “My
job and our team encourage me. We achieved a letdent years with the team. That is
empowering and a confirmation that we are on thlet tirack.”

Just as with mental health issues, entrepreneurtotcope with social issues by finding
emotional support — having contact and/or inteoactwith others who show concern,
listening, displaying empathy, or assisting in ssdfeem or the individual sense of mastery
(Joudrey & Wallace, 2009). Three entrepreneurs mmensocial support as a form of
interpersonal coping resources whereby one pers{ps lanother to enhance and improve
their well-being. One entrepreneur says: “I trymeet with all stakeholders on a regular
basis. | try to undertake as much as possible mighfamily, skiing with my children. My
office door is always open for employees.” Anotheantions: “I try to balance work, family
and friends. It's sometimes hard to find this batah Yet another remarks: “I try to balance
work, family and friends.”
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Conclusion

The purpose of this explorative paper was to gahsight into the nature of entrepreneurial
work and to shed some light on the physical, meatal social well-being of entrepreneurs.
Our findings indicate that entrepreneurial workcisaracterised by a heavy workload with
little free time for breaks, and jobs characterid®d brevity and fragmentation. The
entrepreneurs observed worked on average 55 haursvgek. They have a hectic work
schedule, and high decision latitude. Hence, the tmost frequent costs of business
ownership are the overwhelming dominance of prodess life and the personal sacrifices it
entails.

Our findings also suggest that entrepreneurs hauaited awareness that their health is a
resource which can influence their long term bussngerformance. They define health from
a negative side (i.e. not being sick) and perche@th as a means to perform their tasks. In
general, entrepreneurs are mainly aware of theigddydimension of health and well-being,
and able to identify the threats and opportunigiegaining to this dimension. They are less
aware of the mental and social dimensions of he&iken the demand of starting and
growing a business, entrepreneurs often feel tiegt &re too immersed in their business and
are, hence, deprived of outside activities. Coneetiy, stress is a major factor affecting the
mental well-being of entrepreneurs. Consistent witbvious research (Boyd & Gumpert,
1983), we found that stress arises from loneliness)ersion in business, and interpersonal
problems with business associates and subordinatesnority of entrepreneurs were aware
of emotional support as a form of interpersonalimg@and a way to improve their social well
being.

A number of implications have emerged from the ltesof the present study. First, when a
stressful, adverse situation arises in businedsl f®@me preventive strategies such as
enhancement of entrepreneur’s emotional intelligestrengthening cognitive and emotional
regulation coping mechanism (positive perceptigopraisal and expression of emotion,
understanding and analysing emotion) may have &eting effect on the stress. Also,
cultivating interpersonal relations skills in mamagothers’ emotions help people to regulate
moods in positive direction and try to establishinm@acy with them. Strengthening the
internal resources such as hardiness, optimisnitiygsealth and self-esteem will mediate
the choice of coping strategies by altering theviddal’s cognitive appraisal process in such
a way that the entrepreneurs are able to reframeioterpret adverse experiences in their
business venture.

Furthermore, it is evident that entrepreneurs witbh strong internal resources prefer relying
on functional coping strategies such as acceptgma®tive focusing, refocus on planning,

positive reappraisal and putting into perspectvalysfunctional coping strategies such as
self blame, or blaming others which may facilitadetransform cognitively negative event

into a potential growth generating experience. Feohealth point of view, it is expected that
the entrepreneurs who are engaged in problem-fdcusgping strategies generally

demonstrate fewer indication of distress and makidjent.

This study suffers from three main limitations. sEirthe small sample of entrepreneurs
observed and interviewed makes it difficult to gatise the results. Second, we were able to
provide only a ‘snap-shot’ of entrepreneurs’ waokd and their view on well-being. Third,
interviews can provide self-reported answers whictmot always reflect the reality.
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Clearly, given the importance of entrepreneurshigoday’s economy, further research is
needed addressing the well-being of the entreprengho are the corner stone of so many
business ventures. Future research about the he&léntrepreneurs should, therefore,
comprise larger, representative samples and betlmingal. It would also be of interest to
measure key physical health indicators (e.g. blpmebsure, cholesterol, body mass index)
and to control for key factors which have a welbkm influence on well-being (e.g. age,
education, smoking habits, and chronic disease®. pport the view that health is a
process, not a static state. Furthermore, we watgde that health is created through the
interaction of biological, psychological and orgational processes. As suggested by
Macintosh et al. (2007), this approach would allawdetailed and holistic view of the
possible relationship between the individual healtithe entrepreneur and organisational
health.
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Elder care and Work-Life Balance: Exploring the Experiences of
Female Small Business Owners

JOSEPHINE BOURKE KARL PAJO and KATE LEWIS™

Abstract

Many women seek self-employment as a way to betgerage their work and family needs,
particularly when they have children. However, tequirements of self-employment may
compromise work-life balance in ways which are aletays recognised. This is particularly
true with elder care, because the general awaresfes®rk-life balance issues for small
businesses has not translated into understandileg eare. This exploratory study focussed
on a small group of self-employed women with eldare responsibilities, finding that these
women proactively managed their role challengesvéi@r, the complex inter-relationship
between such responsibilities, and the stratediéised to both manage and mitigate their
impact, was found to have implications for both thdividual (in terms of identity and
emotion) and the firm (in terms of performance).

Key words: work-life balance, small businesdder care, women, boundary theory

Introduction

The potential for self-employment to allow womencteate solutions to address issues they
face in managing both work and family responsiletitis well established (Heilman & Chen,
2003; Kirkwood & Tootell, 2008; Loscocco & Smith-Hiter, 2004; Wellington, 2006).
Research in this tradition has frequently focusedh® implications of self-employment for
how women conceive their role (and identity) as athar and how they manage their
responsibilities in caring for children (DeMartirBarbato, & Jacques, 2006; Marlow, 1997;
Parasuraman & Simmers, 2001). However, with changiopulation and social trends, it
may be that now (and in the future) women are yikel spend more time caring for the
elderly than they do caring for children (Doressters, 1994). New Zealand, like many other
developed nations (Maestas & Zissimopoulus, 2088)dn ageing populatiprand statistics
indicate that, alongside a marked increase in tlageel over eighty (Department of Labour,
2007), an age group which often requires signitickily support, there is also a decreasing
availability of non-working women, the group whecepiously provided much of the family
care-giving in the community (Department of Labo2@07; Merrill, 1997). Government
policy, which favours ‘active’ or ‘productive’ aged’, also relies on family support to be
successful (Gadson, 2003; Ministry of Social Pqligp01) yet there appears to be little
understanding of how these changes will affect wagykvomen, and more particularly, what
the impact might be on female small business owriés is a critical gap in understanding
given that New Zealand has a business populati@nishdominated by small firms (97% of

" Josephine Bourke is a Lecturer in the School dfifRss at the Open Polytechnic of New Zealand.
. br. Karl Pajo is a Senior Lecturer in the SchddWlanagement at Massey University.
Dr. Kate Lewis is a Senior Lecturer in the Schddlanagement at Massy University.
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all enterprises employing fewer than 20 people) 8680 of the total number of self-
employed are women (Ministry of Women’s Affairs &imistry of Economic Development,
2008). It is, therefore, important to explore méulty the challenges associated with elder
care and the implications it may pose for femaleegmeneurs looking to manage their lives
and grow their businesses, especially given that @ainthe dominant reasons women enter
self-employment is to find the flexibility that wiallow them to better juggle their multiple
roles (Smith, 2000).

Despite the growing likelihood of an increase imlegl care responsibilities for many
individuals, including small business owners, selfployed and other entrepreneurs; elder
care issues have largely escaped the attentioesefarchers interested in the dynamics of
work-life balance. Nevertheless, there exist a kmanber of studies that have highlighted
significant personal and work-related issues fopleyees with elder care responsibilities
(Davey & Keeling, 2004; Fast, Williamson, & Keating999; Merrill, 1997). The present
study extends this research through a small-sexigloratory project that concentrates on
examining the lived experience of elder care on whuek-life balance of self-employed
women. We were especially interested in documgntiow female small business owners
establish and negotiate boundaries between domhow, they seek to harmonise their
multiple roles, and to understand the impact etiee responsibilities might have on their
business. In addressing these questions, we akgmorrd to calls for more in-depth,
gualitative studies investigating the dynamics obrikvife integration (see Kreiner,
Hollensbe, & Sheep, 2009) and look to contributethl® embryonic body of knowledge
pertaining to elder care and work-life balance d gpecifically in relation to entrepreneurial
women who own their own business. The remaindéneintroduction and literature review
is organised as follows; firstly, we provide a brrationale for the relevance of studies
investigating work-life balance issues for self-éoypd female entrepreneurs. We note that
the potential impact of elder care has not beerelyithvestigated before reviewing the only
major New Zealand study that has addressed elderacal employment issues. We conclude
with a discussion of boundary theory; highlightitwgo recent studies that provide useful
theoretical concepts to frame our analysis.

Elder Care and Self-employment

While the relationship between work and non-workivitees has sparked the interest of
commentators and researchers alike for many decades (Eby, Casper, Lockwood,
Bordeaux, & Brinley, 2005; Kossek & Ozeki, 1998),is also the case that work-family
issues have been a particular concern of investig@ngaged in entrepreneurship and small
business research. Jennings and McDougald (20@dg d@hat investigations into the work-
family nexus are highly relevant to entrepreneuaiad small business scholarship for at least
three reasons. Firstly, they note that there isresiderable body of research suggesting that
many small business owners are motivated to skesit hew ventures by a concern to
enhance congruence between their work and non-ln@s Secondly, there is also evidence
that achieving work-life balance remains an impartabjective for many small business
owners, and features prominently in assessmentheobuccess of their start-ups. Finally,
Jennings and McDougald (2007) note that numerawdies have demonstrated that elements
associated with the family or non-work domain caftuence activities and outcomes in the
work sphere. Moreover, they go further and proghaeaspects of the work-family interface
may partially explain pernicious gender differendesthe ‘success’ of male-headed and
female-headed business ventures that have notfblgmaccounted for by existing theories.
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More specifically, Jennings and McDougald specutlaéé female small business owners are
likely to experience much greater levels of workiily conflict than their male counterparts,
and are therefore more likely to respond by adgptioping strategies that inhibit business
growth and development.

Consistent with Jennings and McDougald’s thesi®T20studies that have examined work-
life balance issues for female entrepreneurs aftentify care-giving roles (primarily those
related to children) as being associated with ees in the intensity of work-life conflict
and as affecting the intentions and practices wfale small business owners (Kim & Ling,
2001; Stoner, Hartman, & Arora, 1990). What is bteahowever, is that these studies have
paid scant attention to the possible effects oéretiire responsibilities despite widespread
acknowledgement of changing population demographiciEh suggest that older women
will remain involved in the workforce for longer, hite continuing to have increasing
responsibility for elder care (Davey & Keeling, 20Ministry of Women’s Affairs, 2008;
Statistics New Zealand, 2005). This is not surpgsgiven that the impact of elder care on
work-life balance in general has attracted onlyitleh interest (Murphy, Schofield,
Nankervis, Bloch, Herrman & Singh, 1997; Nikzad,riaPearlin & Gaugler, 2005;
Romoren, 2003). Moreover, much of the publishedassh has concentrated on investigating
health issues for the elderly, with only passintgraton given to families and to the
implications of elder care for the working careqgivor small business owner (Fast, et al.,
1999; Gilhooly & Redpath, 1997; Matthews & RosnE®888; Merrill, 1997). Researchers
who have addressed elder care issues from the guéirgp of the working carer have
suggested that it might lead to a loss of incommecéwe givers if they have to give up work
(Bacik & Drew, 2006; Evandrou & Glaser, 2004; Wakgdshi & Donato, 2005), difficulties
in making a return to the workforce if they takeadi out for care-giving (Merrill, 1997) and
could contribute to personal health issues (Fast, €1999; Kossek, Lautsch, & Eaton, 2006;
Lee, Walker, & Shoup, 2001).

The major published New Zealand research thatrhesstigated work-life balance issues for
employees with elder care responsibilities sougfdrimation from participants employed in
two large city councils (Wellington and ChristchygDavey & Keeling, 2004). It was
estimated that elder care was a relevant conceragdproximately 10% of the employees,
and although this may not seem like a large nummest of the respondents reported that
their involvement in elder care was ongoing andytrm. While attitudes towards care-
giving were generally positive, many participanigressed concerns for what the future
might hold and it was notable that those with ggrabmmitments were much more likely to
report negative attitudes, emotions and experieri¢ases associated with care giving were
common, with many of the respondents indicating thase often necessitated taking time
off work. Consistent with Jennings and McDougal(?§07) arguments for the salience of
gender, women were much more likely to report grekavels of involvement in elder care
(in terms of type of care, hours invested, and desgy) than their male counterparts,
highlighting the importance of further studies tli@tus specifically on the experiences of
women. Finally, although the two councils that seinas case-study organisations for Davey
and Keeling’'s study were generally perceived agsue of their employees’ efforts to
manage work and elder care commitments and while-gi@ing responsibilities were not
overly intensive, nonetheless, it was also evidbat balancing work and elder care often
resulted in considerable strain and stress. Ndtiegneed for further research, Davey and
Keeling (2004) suggested that investigations it implications of elder care in a wider
variety of workplaces would be useful.
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Boundary Theory

Much of the existing work-family literature has tmsed individuals’ experiences of the
work-family interface, and especially on conflictdanegative spillover between role domains
(Clark, 2000; Jennings & McDougald, 2007). Thisessh stream tends to view the
competing demands of the different spheres ofddencompatible and regards individuals’
efforts to reconcile their various life roles adda with difficulty and inherently problematic.
Efforts to satisfy the responsibilities and exptotes associated with different roles creates
tension and strain and can lead to negative cagsitiemotions and behaviour spilling from
one domain to another. Many of the researcherBignttadition are interested in quantifying
strain, measuring the negative outcomes associai#id conflict, and specifying the
determinants of work-family interference (Eby, &t 2005). However, the preoccupation
with negative spillover and work-family interferentas been criticised for overlooking
possibilities for cross-domain enrichment and featibn, for treating individuals as mostly
passive recipients of environmental influences, famdbbjectifying the work and non-work
spheres of life and encouraging the reificationwairk-life balance (Clark, 2000; Cohen,
Duberley, & Musson, 2009; Frone, 2003; Lewis, Gamaplk Rapaport, 2007; Parasuraman
& Greenhaus, 2002).

However, work-family researchers have also beeerasted in exploring individuals’
conceptions of work-life integration and investiggt how they cope with, transition
between, or manage multiple role demands. Bountteryry has often been applied in this
research tradition (Clark, 2000; Cohen, et al.gifer, et al., 2009; Nippert-Eng, 1996). Itis
generally accepted that conceiving and enactingtbaues around the different realms of our
life allows us to impose a measure of order andst@ssis in making sense of the world
(Ashforth, Kreiner, & Fugate, 2000; Nippert-Eng989. Boundaries are useful because they
set limits on the parameters of a given domain.ofnmon approach amongst boundary
theorists is to distinguish between boundaries @natstrong (or thick) versus those that are
weak (or thin) (Ashforth, et al., 2000; Kreiner,at, 2009). Strong boundaries are evident
when role domains are impermeable (that is, whanadlas cannot exert influence on one
another) and when there is very little scope fexibility or individual control. Strong
boundaries both reflect and promote segmentatind, emcourage individuals to view the
realms of work and non-work as separate and quggndt entities. In contrast, weak
boundaries are those that are highly permeablenffigrg cross-domain influence) and allow
for considerable flexibility and autonomy. Weak hdaries both reflect and promote
integration between domains, and encourage us @w ¥he various spheres of life as
interconnected.

Like others who have explored relations betweerdttraains of work and non-work we use
boundary theory as an orientating conceptual fraonkewo inform our understanding of how
our participants might create, maintain, and exgmee the different spheres of elder care and
work (for examples see Clark, 2000; Nippert-Eng@@)9 We believe that boundary theory is
an especially useful heuristic device as it plaeegphasis on the agentic, negotiated and
socially constructed nature of efforts to differatéd, and to manage transitions between,
various role domains. Boundary theory directs &itberto how individuals attribute meaning
to their various roles, how they negotiate withesthto delineate domains, and the highly
dynamic and situated nature of this process.
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Two recently published qualitative studies utilgsirboundary theory provide helpful
frameworks to guide our own research agenda. Infiteeof these studies Kreiner et al.,
(2009) drew on the experiences of Episcopaliargglér develop a grounded model of work-
home boundary work. They proposed that individuelse generalised preferences for the
type of boundaries that they enact, but that pesies for either segmentation or integration
interact with environmental affordances to creatdeptial mismatches. Incongruence
between an individual’s desired level of segmeatatr integration and what is experienced
affects overall levels of work-home conflict botimetttly, and indirectly through perceptions
of specific behaviors, events or episodes thatat@oboundaries. These specific boundary
violations can either be intrusions, where efféatsnaintain segmentation are unsuccessful,
or they can be distance violations, where greatéegration is desired in the face of
segmentation. However, most relevant to our reke@rdreiner et al's (2009) exploration
and categorisation of various boundary work tacti respondents use to address work-
home boundary violations and to reduce work-homlich. These tactics include a variety
of interrelated behavioural, temporal, physical anchmunicative strategies that individuals
adopt to respond to, and to preempt, the negatfeete of work-home challenges. Because
boundary work tactics appear to play a pivotal roléhe experience of work-life conflict we
felt they would provide a useful lens to interprhd better appreciate how female
entrepreneurs actively negotiate and manage tlur eare and work responsibilities.

Our study was also informed by the autoethnograplticount of home-work dynamics
presented by Cohen et al. (2009). They suggesttaptmarical framework for understanding
work-life experiences that distinguishes betweea broad groupings reflecting contrasting
levels of control over the work-home interface. Tingt broad grouping, which they labeled
‘maintaining order’, entailed the purposeful usestrhtegies that enabled feelings of control
and the exercise of personal agency. In contrastattitional conceptualisations that view
segmentation and integration as polar oppositesaandflecting quite distinct modalities for
addressing relationships between home and work K8ppert-Eng, 1996), Cohen et al
(2009), instead, highlight how both are conscidustegies that can be used jointly to create
a sense of orderliness. The second broad groupvhgzh Cohen et al (2009) labeled
‘experiencing disorder’, is distinguished by thewtence of episodes and events that lead
individuals to feel a loss of control over conneos between the different realms.
Experiences of disorder can range from relativeilg moss of control (seeping) to situations
where control is perceived as virtually non-exist@verwhelming). Cohen et al (2009) note
that a key characteristic further differentiatinations associated with an increasing sense
of a loss of control is a corresponding escalaitiotihe emotional intensity of the experience.
The framework developed by Cohen et al (2009) sharany similarities with Kreiner et al
(2009)’'s model of work-home boundary work. More @peally, the purposeful strategies
used to maintain order correspond to boundary wackics and experiencing disorder is
analogous to the concept of boundary violationss Buggests that focusing on these key
features of the home-work nexus is appropriateaddition, Cohen et al (2009)'s study
highlights the potentially vital contribution of @gcy, control, emotions and identity to the
lived experience of home-work dynamics.

Using qualitative and narrative approaches we aunae on exploring how female small-
business owners conceive of and manage their elterand business roles. We focus on the
implications of elder care for business activitieBjcidate common boundary work tactics
and consider the role of emotions and identitysdrdoing this paper responds to recent calls
for more research on the work-home interface fdrepmeneurs and the owners of small
firms (Jennings & McDougald, 2007) and to appealdioaden the work-family research
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agenda to include more in-depth, qualitative swidleat explore different dimensions of
work-home conflict (Kreiner, et al., 2009).

Method

The study was small-scale and exploratory in nafuee seeking to identify patterns and
themes) (Collis & Hussey, 2003). The chosen dathea®mn strategy was in-depth

interviewing with key informants (Kvale, 1996). Shthoice was consistent with the type of
study and research question, as well as being gengmwith the interpretive perspectives
underpinning the study (Schwandt, 2000). This apgnoallowed for an emphasis on the
different voices, perspectives and experiencef®iself-employed women who participated
in the study.

A purposive sampling approach (Patton, 1990) wkentdo identify self-employed women

with elder care responsibilities who might wish garticipate in the study. Recruitment
strategies utilised included advertisements andag-mvitations to lists of members of

organisations (e.g. Chambers of Commerce). Howdlvennost effective approach proved to
be a combination of word-of-mouth and snowball siamygMarshall & Rossman, 2006).

The interviews were semi-structured and focused anmber of themes including: the self-
employment experience; multiple roles and overtapsions between them; and, work-life
balance needs and strategies. Interviews took teaevariety of locations and the choice of
venue was made by the participant in order to mtevany nervousness they might be
feeling, and to ensure they felt safe when revgaleir experiences to the interviewer. On
average, the interviews were one hour in lengtforined consent was obtained via a written
form and anonymity, along with other rights, wasuasd. With the permission of each
interviewee, the interviews were recorded and tnaped in order to facilitate effective data
analysis.

Data analysis was an inductive process that cordhteeative cycles with processes of data
reduction (Miles & Huberman, 1994) and focused amtent and thematic analysis.
Emphasis was given to the identification of patem the data and quotations from the
interviewees have been used to illustrate and stifp@themes/ideas that are presented.

Participants

The participants in this research were eight worfrem the Wellington region of New
Zealand. These women owned a variety of businessesppredntly in the service sector.
Most of these ventures were micro-businesses, avithtwo employing additional staff. The
participants had a wide range of business expeaFjancluding several who had just recently
started new ventures and others who had been oggtheir business for many years. Most
of the women reported ongoing involvement in eldare for the last 5-6 years (for a
summary see Table 1).

! No real names have been used.
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Table 1: Description and background characteristicof participants

Name No. of Employees Business Style Years in| Eldercare | Yearsin
(including owner Business | involvement| elder care
(approx)

Dorothy 1 Self-employed 15 Mother 5

Stephanie 1 Self-employed 2 Mother 5

Jocelyn 1 Self-employeg 9 Mother 5

Terri® 1 Self-employed 20 Mother 20

Mary 1 Self-employed 8 Mother 6

Jasmine 22 (including | Owner/Manage 3 Parents 6
part-time)

Charlie 1 Self-employed 1 Father 6

Jackie 4 (plus Owner/Manage 6 Father 6
contractors

Most of the participants had already dealt with lties of one parent at some stage and their
surviving elder(s) were now requiring consideradsistance, with several in rest home care
and others needing ongoing support from their famild also from external care providers.
We briefly elaborate on the background of eachigpant below:

Dorothy is the only sister still available in her mothdan@me town, although she does have a
brother who is within commuting distance. She tgidier mother daily (she lives in|a
residential care facility) even though there ardfiadlilties with increasing dementia.
Dorothy’s business is focussed on individual clieméraction and she needs to be available
when appointments are made.

Stephaniehas a brother who is active in sharing their ettiee responsibilities, although|it
appears that Stephanie is often the first pointatif Stephanie’s mother is still in her own
home which is about twenty minutes away. Stejghhas a fairly new home-based writing
business which she is actively seeking to grow.

Jocelyn’s mother used to live some distance away, but wiitberagement from her adult
daughters, has now moved closer to them. Shaluey eare responsibilities with her sisters,
Jocelyn is a self-employed contractor who worka @slicy analyst.

D

Terri has a successful business which requires her t@vadable for clients in th
workplace. Terri’'s mother has recently moved iato apartment within a residential care
complex, but still has her own home. Terri hasnbiegolved in caring for her grandmother
and then her father, so has had considerable experin managing elder care alongside self-
employment.

Mary, the eldest in a large family, runs her own bussngs a consultant. Mary’s siblings are
very active in their care of their mother, who Bv&ome five hours’ drive away from Mary's

own home, in a residential care facility. Mary traots in the human resources industry, and
is well-established as a service provider in théaa

% Terri had been involved in caring for her grandreothnd father before her mother
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Jasmine is the only sibling in her family still living ilfNew Zealand, with both paren|ts
requiring support, and a business in its early sie#@lone among the participants, Jasming is
supporting both parents, who live in their own honmea smaller centre some five hours’
drive away. Dealing with full-time employment taipport the business development,
Jasmine is partner in a medium-sized retail busines

Charlie manages the support of her elderly father wha ieesidential care in another city.
Although Charlie has brothers located in the sameas her father, she nonetheless take
much of the care-giving responsibility herself. afle has recently started up her own
business providing personal services, but also svpest-time while she seeks to get herself
established.

Jackie makes a special journey every Saturday to vigitehderly father, who lives alone.
The journey is about an hour, and Jackie has ersigto lives closer, and who is usually the
first to be called in an emergency. Jackie hasmber of employees who work for her small
consultancy business.

Results and Discussion

The aim of this exploratory study was to examine lived experience of self-employed
female business owners who also manage elder W&#edo so by considering three vital
aspects of this experience. Firstly, we considerittplications of elder care for the owner’s
business. Secondly, we elucidate boundary workctased to address challenges associated
with managing elder care and a business at the saraeFinally, we consider emotional and
identity-related aspects of elder care. We folmesé three aspects of the work-family nexus
to be closely interconnected, often with reciproeationships. For example, decisions to
limit business growth often had emotional and idgmelated consequences, and
simultaneously aspects of identity and the emotiassociated with elder care could also
shape owners decisions to prioritise elder carporesbilities. Likewise, boundary work
tactics implemented to address boundary violatemm$ work-home conflict associated with
elder care and business responsibilities enabled respondents to mitigate negative
emotional spillover, and were often focused on log opportunities or space for
continued involvement in the work domain. We elaberon the main findings in relation to
each of these elements in the relevant sectiomsvbel

Elder Care and Business Performance

It is notable that many of our respondents soughet¢oncile the competing demands of elder
care and self-employment by prioritising the nordewvdomain and adopting strategies that
were likely to restrict the performance and/or ptigd of their firm. lllustrative of this are
several women who had elected to severely limit thgsiness commitments, often at a time
when business growth was eminently possible. Famgite, Mary, a contractor in human
resources, indicated that in response to a crisecated with her elder care responsibilities
that she had completely relinquished her businasa Eignificant period of time. Moreover,
upon resumption of her business role she electaahly accept contracts that would allow
her the necessary flexibility to provide care far lmother when it was required. Mary
commented that she..had to factor Mum, and the fact that | might néedchave time out or
flexible time. | actually turned down some wbdnd was matter of fact in her assessment of
those lost opportunities to grow her business. il8rhy, Dorothy, who had been successfully
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running her own small business for many years, indecided that she needed more
flexibility and time to cope with her elderly mothéccordingly, she limited the number of
appointments she made with clients and over timduglly reduced her business to virtually
nothing.

Other respondents were less extreme in their ragpém the demands of elder care, but
nonetheless adopted strategies that were likelgetaletrimental to business growth. For
example, Terri, who chose to work a four-day weestimated that losing a full day of
appointments had cost her upwards of $20,000 inyeae. Jocelyn, a business contractor,
had also felt the impact of elder care, pointingtbat the time she took off work to assist her
mother directly impinged her income as the follogvquote illustratesl'm self-employed, so
when I'm not at work | don’t get paid Jasmine, who was involved in the establishmerat of
new business with her husband, had reluctantlydeecto invest more time caring for her
elderly parents. She was conscious that this adecisad taken her away from her husband
and their business at a critical time and was awoeckthat her husband had been trying to
run the business with “. absolutely no support from anybody for this.\While not able to
specify the commercial effects as clearly, Chals® noted that her developing business had
been affected by her elder care commitments, wipls to tend to her elderly father living in
another city requiring her to block out periodstiofie and to make herself unavailable to
clients.

It was apparent that even for those women who sttestrongly focused on expanding their
business that elder care was perceived as a sigmnificoncern with potential to hinder
continuing growth. For example, Stephanie was figdhat her elderly mother was placing
increasing demands on her for support and caréghé\tsame time, Stephanie was keen to
grow her client base and was mindful of the impm&aof reputation in the marketplace for
her emergent business. Not wanting to turn dowrkvaod unwilling to advise clients of her
need for flexibility, because as she indicatéch“at the stage in my business when | want to
look pretty damn reliable” Stephanie was simply starting work earlier in orttefree up
time during the day to manage her elder care adegfy that did not appear to be a sustainable
in the longer term. Likewise, Jackie was awaréhefimportance of founder involvement and
personal input as a factor in the success of hanbss, but also realised that maintaining this
involvement was going to be challenging as herretdee responsibilities increased. Her
dilemma is clearly captured in the following qudtgou are part of the ongoing viability of
that business, so | think that there is a cumutatifect over time that you keep having to
sustain your business and put that energy in, lmut'we got an additional load that is
increasing.”

Several aspects of our data are consistent withidgs and McDougald’s (2007) conceptual
model of the likely effects of gender on entrepreisework-family interface experiences,
coping strategies and business performance. Fon@era Jennings and McDougald suggest
that female entrepreneurs are liable to experidrigber levels of work-family conflict
because they tend to own businesses in the retdiparsonal services industries, and that
these client-centered businesses offer less opptytéor work schedule autonomy and
flexibility. It is notable that the majority of woam in our study operated businesses requiring
considerable client contact and interaction, amd thany explicitty commented on the strain
that this imposed when also trying to meet the dewaof elder care. Jennings and
McDougald also suggest female entrepreneurs amept® greater levels of work-family
conflict as a consequence of gendered role expacsat That is, because women are
generally expected to fulfill nurturing and carevigg roles they are likely to feel more
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pressure to assist with elder care and to feelttieat business role is incongruent with care-

giving responsibilities. This was evidently the ed®r several of our respondents, who

despite having brothers who lived closer to theeydparent had nonetheless assumed
responsibility as the primary care giver. Othedsts have also shown that women are much
more likely to take up elder care duties than aee (Davey & Keeling, 2004).

The tendency amongst the women we interviewed itwifise elder care and to scale back
their business involvement is congruent with Jegmiand McDougald’s (2007) suggestion
that female entrepreneurs are more likely to mal@mamodations within the work sphere
rather than the family domain. This is not necasanexpected as extensive literature and
empirical research describes how, for female entdregurs and small business owners, the
decision to move to self-employment and to stagirtbwn business is often driven by a
desire to enhance overall quality of life and inyarowork-life balance (Boden, 1999;
Wellington, 2006). In pursuing this goal, womerieof adopt a strategy of compromise,
settling for a capped growth environment and retstig their aspirations for business
development (Loscocco & Robinson, 1991; Watson,3208lowever, whereas previous
research has suggested that as childcare obligatiearease, women may look to develop
their personal lives and business opportunitiess{ien®& Hunt, 2009; Grady & McCarthy,
2008), we show that elder care responsibilities gy lead women to decide to limit or
reduce their work commitments. This raises the ggosthat for some female entrepreneurs
the opportunity or time frame available for themctmcentrate on expanding their business
may be quite narrow.

Boundary Tactics, Agency and Autonomy

Our findings are consistent with a growing bodyre$earch that challenges conventional
notions of individuals as passive recipients — $ympacting to the assorted stressors and
tensions associated with efforts to integrate theous spheres of work and family (Clark,
2000; Cohen, et al., 2009; Kreiner, et al., 2009)he participants in this project were
proactive agents whose attempts to gain contrtthemr own lives underscores the complex
and nuanced nature of work-home relationships,iquéatly when elder care is involved.
Consistent with the propositions of Kreiner et20(9) and Cohen et al. (2009) we found that
the women we interviewed enacted a range of speté#ctics to manage challenges
associated with elder care and business owner3higse tactics appeared to be a critical
vehicle through which the women were able to examtrol, reduce uncertainty and
unpredictability, and where necessary restore @eseari orderliness to the work-family
interface.

Kreiner et al. (2009) classify tactics into sevelpabad categories, reflecting a variety of
behavioral, temporal, physical and communicativeatsgies that can be implemented
proactively in anticipation of potential conflictand also reactively in response to specific
boundary violations. Our respondents identifiedesalvof these tactics that they also used.
One of the most commonly employed strategies wad#havioral tactic of actively ‘using
other people’ as a resource to address boundafiraten Many of our respondents spoke of
the significant contribution of spouses in suppwtand assisting them to fulfill work-related
and elder care role demands. Likewise, some paatits used extended family networks to
help with elder care obligations. For example, Mawgntioned how she coordinated with her
siblings and used rosters to facilitate the careenfelderly mother. Others commented on the
important contribution of professional care giversrking in residential care facilities. In
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other studies (see Davey & Keeling, 2004; Kreineale 2009) mobilising support from
managers and work colleagues has been mentionpthyag a crucial part in employee
efforts to maintain work-home balance. Howevers thinderlines the distinctive context of
self-employment and small-business ownership whech resources may not be available or
are more difficult to marshal.

Another behavioural strategy commonly used was tiidinvoking triage’. Kreiner et al.
(2009) describe this as the ongoing process ofripsiog competing demands from the
different spheres of life. Entailing a kind of mantalculus carried out ‘on the fly’ it was
used by our participants to diagnose the urgengyrablems or issues and as a trigger for
appropriate action. Stephanie articulated thiatestyy when she noted that she would often
have to compromise her work because of her motheesls, but she tried to do this only if it
was urgent. She went on to comm#far minor health issues, bog-standard sort of hel
juggle that — you know, get her to wait. If it'sajor, | would get the work to wait.Of
course, these decisions were not always easy aoritiping one domain often entailed costs
for the other. Jasmine summed up this dilemma wéten explained that her efforts to
prioritise demands in the different domains was tmstimes to the detriment of the
business and sometimes to the care that | wouddtbkgive to my parents, but most of the
time you're able to manage.”

The salience of temporal tactics (‘controlling wditkie’ and ‘finding respite’) for boundary
management was also obvious from the comments ofregpondents. As Kreiner et al.
(2009) note, individuals are able to make strategaces regarding the use of time including
when, and how much time is devoted to activitiedifferent spheres. ‘Controlling work/care
time’ was a commonly employed tactic used by owpoadents that was manifested in
several ways. For example, as already discussedy Bteacted regular scheduling of her
elder care duties via the use of rosters so as itomise disruptions to work. Jocelyn
protected her work time by refusing to take persaads while at work while Terri’'s
approach was to reduce her normal working weeket® fip an additional day to care for her
mother. The second major temporal tactic identifigdKreiner et al, ‘finding respite’, was
not often pursued by our participants. This is twosay that the prospect of ameliorating
strain by taking breaks from work and/or elder cagponsibilities was not recognised as
important as the following quote from Jasmine matlear;“Occasionally, | will say to my
husband that I've got absolutely no ‘me’ time. @btly no ‘me’ time”.However, it seems
to be the case that the intensive demands of sgifegyment and small business ownership
coupled with the strong emotional ties and impeeatiof elder care make it difficult for these
women to truly get away or to take time off. Thiation of Charlie illustrates this point. Her
new business typically required her to work weekerathd during this establishment phase
she was also undertaking separate paid part-timk tecallow her to meet her own income
requirements. Moreover, although her father wasegsidential care in another city Charlie
often found that her father's needs were uppermmogter mind as the following quote
reveals;‘lt's because he does occupy my headspace. Natiad way, but just thinking, you
know, | should be making more contact; | shoulddbng more proactive things. But you
know, | just need to get ahead and build this bessi

We found that the communicative tactics of ‘settaxgectations’ and ‘confronting violators’
(Kreiner et al., 2009) were not used extensiveheré were of course, some exceptions. For
example, Mary typically made it a point to commuatécher preferences and expectations for
flexibility to clients before accepting work. Howay this was quite unusual and
communicating with key stakeholders regarding pretelevels of work-home integration or
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confronting those that punctured boundaries weltetatics preferred by the women we
interviewed. We note that negotiating boundary gne&ices can be more complex in the
context of elder care as older persons are oftepated by a number of external agencies
and other providers that may not be as responeitieet desires of the care giver. Moreover,
other family members are often significant actord the dynamics of family relations, which
can sometimes be fraught (Davey & Keeling, 2004pynmake implementation of
communicative tactics challenging. Finally, we alied that in some cases the elder person
may have dementia or other conditions that makestfeetive use of communication tactics
problematic.

Emotions and identity

While some researchers have been critical of appesawhich emphasise the emotional
links or connections between work and family (CJ&®800), we observed that emotions were
very much central to the lived experience of wafkafly conflict amongst the women we
interviewed. In fact, one of the main reasons fgaaticipants experienced some difficulty in
segmenting work and elder care appeared to beitelévels of emotional involvement
associated with elder care. Emotions that werhligigted by the participants included guilt
and frustration, sorrow and loss, and love and eondllustrative of the strong emotional
connections is the following quote from Dorothy whehe talks about the emotional fallout
related to her mother’s iliness and gradual declihdon’'t want to feel happy....I don’t feel
happy... | don’t feel lively at times....I don’t feidel talking at times, because I'm going
through losing my mother.”

Feelings of guilt, frustration and inadequacy walseo common amongst our participants. In
some cases, efforts to juggle demands in both sphmeant that they felt that they were not
giving enough to any of their roles. For examplefla commented thatl ‘sometimes have
feelings of guilt that | don’t do either welllh other cases, participants indicated that they
would like to spend more quality time with theideis, but expressed frustration that instead
they often ended up doing practical things suclprasiding transport to appointments or
sorting clothing. In addition to feeling guilt anilustration at times, all participants
mentioned feelings of sorrow, grief and loss. Bieglings came from seeing the increasing
dependence of their elderly parents, and havingotoe to terms with the eventual loss of
beloved members of their families. Dorothy exprdsgs in the following way;You want

to scream and cry and say ‘life’s really not thait.

Although there are situations that can arise whergratitude can easily take on a taste of
bondage...” (Lewinter, 2003:359), the emotions aroefder care were not all negative.
Most participants indicated that they had strorgjifgs of love and gratitude towards their
elders, and a desire to reciprocate the care peduiol them in earlier times. Lewinter (2003)
has commented on the value and importance of gaeerational reciprocity, but most work-
life balance research has concentrated on negatillever between the domains of work and
home. In the following quote, Dorothy encapsulates importance of reciprocity as she
reflects on her decision to limit her businessvatgti

“...it's something | wanted to do, because she wasetlor me... She was always

there for me, no matter what. And | feel that saerificed a lot of her time and her
life for me, and it's my turn. It's something I mtdao do and | enjoy doing it”.
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Unsurprisingly, since boundary work is intimateledt to identity (Cohen et al., 2009;

Nippert-Eng, 1996), we found that the emotional eatp of elder care often sparked
fundamental reappraisals of self-identity. For soof our participants the move from

daughter to caregiver was a stimulus for them &ssess their relationship and role vis-a-vis
their elderly parent. Jackie felt this change keeasl the following quote shows;

“It's very difficult, watching your parents lose @l independence, and watching
them struggle. To actually accept that there ardain things that they just can’t do
any more, and that you are going to have to hegnthdo those things, or find
someone else who can.”

Charlie was also conscious of how her relationshigh her father had altered as a
consequence of assuming care responsibilitiesc8menented as follows] very much felt
that change of role — that | became the parent, @nslas like parenting a child in some
ways”. All of the women we interviewed indicated that thiientity as businesswomen was
salient for them, but some (like Dorothy) were digaecasting themselves and constructing
‘new’ identities in response to the demands of retdee. For others, elder care appeared to
have much less of an impact. For example, whendabkev she viewed herself and her
various roles Stephanie offered the following comtnél think of myself as a business
woman who is a daughter. | don’t want another egireng tag (I was a mother for such a
long time). She’s pretty important, but | don’eusto define myself.”

Conclusion

All of the self-employed women in this researchidadd that they had achieved some form
of balance in their lives. However, their pursoitsome quality of life and work-family
balance appeared to involve what other researchnbted as being significant personal
negotiation and also compromise (Dallimore & Mick2006). Work-family border theory
suggests that, in seeking some balance in thess limost people are proactive or enactive
(Clark, 2000), yet while the participants in thisoject were trying to be proactive in
managing their commitments, this appeared to dendarg confrontation with the various
requirements of their activities. The often unetpd nature of elder care impacted the
ability of the participants to organise their rokesd activities, and appeared to force them
into reactive behaviour in all domains.

The continual disruption of the efforts of thesemvam to proactively seek some organisation
in their lives was leading to lack of balance, amtteasing feelings of guilt and frustration.
The frustration alluded to in the women’s storibswg that they experienced difficulties in
identifying their roles. They all found it diffitiito move from a ‘child’ role to caregiver for
an elderly parent. They also often found it hardeal with the attitude of the border keepers
— those people who influenced their ability to mdetween roles (Clark, 2000). There
included the elderly themselves, but also formaégaers, medical staff and others whose
expectations of the family caregivers were oftaggnigicant.  Further research into these
areas would be useful. Additional studies explptime interface between elder care and self-
employment for participants from a wider variety afltural and economic backgrounds
would also be valuable (Davey & Keeling, 2004; Tem@nawa Hauoroa, 1997). Although
all the women who patrticipated in this study intiéchthat they felt some measure of success,
this appeared to be very much an individual peroepgempered by the strategies they had
adopted to manage their lives. Their feelings o€cess may have arisen from an
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understanding that they had reached an acceptahpromise on a daily basis. The
emotional cost of elder care was also profoundllggsarticipants indicated that they carried
their many roles with them, and usually respondethédiately to the needs of their elder
(often putting their own health issues second)is Hlso particularly interesting to note that,
despite the increased flexibility of self-employmeavery participant indicated that their
business had been affected by their elder car®nesglities. The businesses were not going
to grow and develop, and in some cases they waiteksiy — the constraints of family
commitments combined with the flexibility of selfrployment may simply have contributed
to the need to work longer and harder just to atagnall business.

Notes

' The number of New Zealanders aged 65 years and®v¢j has doubled since 1972, to 510,000 in 2TB6.increase is expected to
continue with the population aged 65+ years likelgxceed one million in the late 2020s and reaé# fnillion by 2061. The largest
growth will occur between 2011 and 2037 as the Hadmmers move into this age group. From the la#20the 65 years and over age
group will make up about one-quarter of all NewI&eders, compared with 12 percent in 2006. (Stegidew Zealand, 2008)
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A Longitudinal and Dynamic Approach to Entrepreneurial Learning

DAVID DEAKINS " and JANETTE WYPER:

Abstract

The paper analyses in depth qualitative case raftémi the light of previous research and in the
context of a dynamic, longitudinal approach. Thalgsis takes a longitudinal approach to a small
number of case studies that have been trackedamvextended period of time to yield insights into
the nature of entrepreneurial learning over sucteraporal period. It is arguable that previous
research, even where qualitative case studiestheem used, has been limited in terms of longitudina
and dynamic insights (Harrison & Leitch, 2005). Tiesearch has followed the development of the
key entrepreneurs involved in the case studies faymation, through discontinuous growth periods,
innovative product development, critical incideritem local to global player.

The paper contributes to our understanding of d@réiqular role of critical incidents in the procesfs
entrepreneurial learning. It takes a dynamic fraoré&wapproach to entrepreneurial learning (Cope,
2005) to examine the nature of entrepreneuriahlagrin two case study firms that have undergone
considerable transformation from the developmenédfinology-related products. The two case study
firms have been the subject of a series of in-dep#rviews over a period of five years, allowing
unique insights into the nature of entrepreneudeatning over an extended period of time. The paper
contributes to our knowledge by developing incrdasederstanding of the process of entrepreneurial
learning specifically through the tracking of smathovative and technology-based firms from start-
up to global player over an extended period of tifftee importance of entrepreneurial learning and
knowledge acquisition in such growth has been fggked recently by Fletcher (2010) and pointed to
a research gap in longitudinal work in this arehisTpaper provides a contribution to that research

gap.

Key words:

Entrepreneurial learning, internationalisationhtealogy-based small firms, longitudinal study

Introduction

This paper systematically reviews the academicalitee and research evidence on entrepreneurial
learning in order to place in-depth case studyam$ein context and provide a basis for further
research and investigation into the nature of entreeurial learning. Recently, several articlesehav
attempted to provide conceptual frameworks to buijgbn earlier but limited research into
entrepreneurial learning (Cope, 2005; Politis, 2006orpe, Gold, Holt & Clark, 2006; Zhang,
MacPherson & Jones, 2006). Each of these artidhlased from a premise that existing learning
theories are not adequate for providing an exptagatonceptual framework for entrepreneurial
learning. For example, Thorpe et al, (2006: 233)sater that “current learning theories often fail t
adequately account for the social, historical anllucal contexts in which people learn”. The paper
will review these recent conceptual developmehis nature of previous research and reflect upon the
case study analysis in the light of this literatudes the title of the paper implies, we consider it

" David Deakins is Professor of Small Business, NERE, Massey University Wellington. d.deakins@masseyz
** Janette Wyper is a Researcher, PERC at the Usityeof Paisley, Paisley, Scotland
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necessary to take a dynamic approach to underdtengbrocess of entrepreneurial learning. We
concur with Politis, who considers that to do s& (inderstand learning) there is a “need to move
away from static approaches to more dynamic on280%: 400) In a recent paper, Kempster and
Cope (2010) argue for dynamic entrepreneurial lagrapproach for explaining leadership in the

entrepreneurial context.

In this paper, we examine case study evidence takena period of time where we have been able to
track a small number of entrepreneurial case studitiese cases were originally developed to
underpin new curriculum development, but have simeen explored through repeated interviews as
an interest as developed in the process of dynanicepreneurial learning. The case study
entrepreneurs have been tracked from formationldbad) players. In terms of internationalisation,

dynamic entrepreneurial learning helps us to undeds knowledge acquisition of SMEs and the

development of strategy (Jones, Dimitratos, Fletcdrel Young, 2009; Fletcher, 2010). Research
interviews have been analysed with the assistahtteedQSR Nvivo software to shed further light on

how entrepreneurial learning informs the actionsrafepreneurs in the selected case study firms.

In summary the paper aims to:

» Systematically review the literature on entrepremudearning to inform on-going case study
research.

* Analyse selected case study material.

» Discuss the analysis in the light of the existibgyature.

* Review the paper’s contribution and identify furthesearch issues.

Review of the Academic Literature

The existing academic literature, as mentioned, reasntly expanded as interest has grown rather
belatedly in this area, which has an important oation to make to explaining entrepreneurial
behaviour. However, the literature can usefullydhaded into the following three main areas:

1. From the application of theories of adult learning;
2. From the application of environmental and socigllerations;
3. From applications of organisational behaviour dnghe) organisational learning theories.

These headings are used in this section to organisgeview of the academic literature. Further
illustration of this framework is provided later Trable 1 which provides a summary of the academic
literature using this framework.

1. Application of Theories of Adult Learning

Despite the comment by Thorpe et al (2006) on thé&ies of such theories for explaining
entrepreneurial learning, much of the conceptuakdiure in this area draws upon and modifies
theories of adult learning. Partly, this is becagisgepreneurial learning is assumed to be expaien
in nature. Politis (2005) considers that there imed to consider how experience (gained) is
transformed into knowledge. Cope (2006) considé entrepreneurs adapt and develop new
behaviours over a period of time so that thereneed to consider adult learning theories thatallo
for the cumulative nature of learning. Within tkisin of experiential learning, Kolb’s learning cgcl
(Kolb, 1984) has been adapted by a number of wgriter explain the self-reflective nature of
entrepreneurial learning over time, as illustrateBigure 1 (Corbett, 2006; Cope, 2005).

36



New Zealand Journal of Employment Relations, 38):35-47

Figure 1: Kolb’s Experiential Learning Cycle

Concrete Experience

Changed behaviour Personal reflection
and experimentation

Conceptualisation
and identification of
actions

The insights provided by some writers is to examine nature of the entrepreneurial learning
experience and note how this differs through @aitlearning ‘episodes’ or ‘events’ (Rae & Carswell,
2001; Deakins & Freel, 1998). It is recognised ttet experience provides an essential ‘situated
learning’ context within which these developmenéwvén been formulated (Zhang et al, 2006). The
importance of this situated learning experienca tamporal context has been emphasised recently by
Politis (2006: 399), “[This] implies that the coregl process by which entrepreneurs learn from past
experience is of great importance to consider if ame to increase our understanding of
entrepreneurial learning.”

Thus, it is arguable that dynamic, rather thanicstatd longitudinal, rather than cross-sectional or
survey approaches are necessary to increase oarstamading of entrepreneurial learning. In Rae’s
(2003) study, he focused upon the life storieshef interviewed entrepreneurs to understand how
individual respondents learned to develop entreqareal behaviour. In a related paper, Rae and
Carswell (2001) suggested that such ‘learned erngoirial behaviour’ could be identified through
the dynamic nature of ‘learning episodes’, involyidiscrete extended periods of time in which
entrepreneurs drew upon learning and reflectiormfrexperiences that have formulated their
approaches and behaviour. Other writers have ftkeshtilynamic ‘critical events’ as the catalyst for
learning and changes in entrepreneurial behavibaeKins & Freel, 1998). Cope and Watts (2000)
and Cope (2003) have applied critical incident mdtiogy to a longitudinal case study approach and
claim that, although very diverse in nature, catiprovide the basis for the development of ‘higher
level’ learning, where the concept of deep learnsthe outcome of the experience of the identified
critical events leading to changed entreprenebeakviour. However, Cope and Watts also conclude
that, because of the complex and diverse naturentkpreneurial learning; “in terms of theory
building we are a long way from the developmensufficiently broad-based frameworks to illustrate
this diversity” (2000:118). Kempster and Cope hawelertaken recent work on entrepreneurial
learning, but conclude that further work on the amance of dynamics of entrepreneurial learning is
required and conceptual developments (of entreprealéearning) are still “embryonic” (2010: 9).
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2. Environmental and Social Explanations

Environmental and social explanations of the natdrentrepreneurial learning identify behavioural
factors affecting both the firm and the entreprenédithin these approaches, there are social
constructionist theorists that recognise entrepreaklearning as a product of the social environine
within which the entrepreneur operates. These ar@ecessarily separate from the conceptual writers
mentioned in the first category and elements ohsajgproaches have been used by Rae (2000) and
Cope (2003). However, another sub-category is thvalse place the emphasis and influence on
external factors in the entrepreneurs’ environmamd include notably Gibb’s (1997) stakeholder
model of entrepreneurial learning in which the epteneur does not progress unless they ‘learn’ from
stakeholders in the external environment. Howether ,emphasis of such approaches may also be on
the nature of the individual entrepreneur to adapd learn from their environment. For example,
Thorpe et al. (2006) take a constructionist apgdrdaat that the ability of entrepreneurs depend on
their ‘maturity’, a complex concept that indicateg extent of among other things the ability of the
entrepreneur to self-reflect from their interactwith the environment.

More clearly within this approach are those writgr® explain entrepreneurial learning from external
networks and social capital approaches. For exaripidor and Pandza (2003) have applied network
theory and a number of writers have started to aeplthe influence of social capital on
entrepreneurial behaviour (Rose, Cope & Jack, 2005 and Jones (2008) have also identified the
importance of the role of social networks for eptemeurial learning at the start-up and early stdge
business formation. The contribution of evolutigndheories (or organisations) have also been
identified within this category, although such thes may perceive the entrepreneur as tied inathr p
dependent, within their technological developmeNel¢on & Winter, 1982). However, such
approaches do support the necessity of dynamicoapprto entrepreneurial learning (Deakins &
Freel, 1998).

3. Organisational Learning Theory Applications

Finally, in this section, we have separated thoséers who have adopted organisational learning
(OL) theories to explain small firm behaviour asedb are less clearly situated within social
constructionist and environmental approaches. @irsgy OL theories stem from explanations of
collective learning within large organisations (&alsy-Smith, Crossan & Nicolini, 2000), however,
more recently Zhang et al have used an OL apprtaaxplain learning processes on innovation
within manufacturing SMEs and claim that: “[Ounhdiings confirm early studies on the importance
of organisation-wide (intra-organisation) learninginnovative firms” (2006: 312). They also claim
that the application of OL theories in SMEs helpgxplain those that were ‘innovative’ compared to
those that were ‘stable’. A number of writers, udihg the present authors, have questioned the
relevance of OL theories for explaining entreprei@wehaviour, but an earlier study by Wyer,
Mason and Theodorakopoulos (2000) have also artheedOL theories can provide insights into
‘collective learning’ within small firms.

Although we have used a framework of three categaio systematically discuss and categorise the

published academic literature; it should be noted there is considerable overlap and that a number
of papers cover more than one of these categ@asafiustrated and summarised in Table 1.
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Table 1: Categorisation of the Academic Literature

Paper Adult learning Environmental | Organisational | Research
theories and social learning theories| evidence

Kempster & Cope 2010 | v (

Lee & Jones 2008 v v

McPherson & Holt 2007
(review paper)

Devins et al 2006

<[«
\

Thorpe et al 2006

<

|

Zhang et al 2006 V

Cope 2005

Corbett 2005

Politis 2005

||

Cope 2003

Taylor & Pandza 2003

Rae & Carswell 2001

Cope and Watts 2000

<K<

< ||

Rae 2000

Wyer et al 2000 V

<Lk

Deakins and Freel 1998

< |<

Gibb 1997

The Nature of Previous Research Evidence

Despite the recent increase in the number of papdise academic literature, the previous research
evidence directly on entrepreneurial learning mited and recent papers have been conceptual,
aiming to provide a framework for further reseaocho set a research agenda (Cope, 2005; Corbett,
2005; Politis, 2005). Given some of the featurethefnature of entrepreneurial learning, which have
been discussed in the academic literature, it isarising that the investigations that have ned
direct research evidence have been based upoylauitative approaches and with the main focus
on entrepreneurial case studies. For example, Gi88) reported findings from six case studies and
Rae (2000) reported narrative life stories fromid2rviews. However, more recent research has
employed programmes of interviews or surveys; kaneple, Thorpe et al. (2006) report the findings
of 44 e-mail ‘postcard’ responses and Zhang €2806) discuss the analysis of 26 interviews.

A strong common feature of previous research has liee use of critical incident methodology to
identify key learning events or episodes in thatehlaeen significant in entrepreneurial learningisTh
techniqgue has been used by Deakins and Freel (1898 and Watts (2000) and Zhang et al (2006).
In addition, the research has been conducted wétlsiocial constructionist paradigm to investigate t
reality of entrepreneurial experience, developmantl learning (see Thorpe et al. 2006, for
discussion).

In summary, previous research has been charaddrssimilar approaches, by necessity, often have
small number case design with interpretative mathagies and analysis.
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Research Method

Our research methodology is no exception to previdovestigations by adopting a social
constructionist paradigm and a qualitative casedystapproach. Although with case study
investigation, it is difficult to avoid the retrosgtive nature of the of the research interviews e
entrepreneur; by maintaining tracking studies alsthcases that we have been able to track over a
period of time, it is arguable that we have beele @b develop and verify a realistic record of
entrepreneurial learning. As commented upon by faeen that learning is a continuing process,
there is a need to follow people over a periodroétrather than relying solely on perspective” (00
150). We have been able to achieve such trackihgwdh the initial design of the research was to
achieve the development of course and curriculusedhanaterial. The initial interviews have been
supplemented by further interviews to supplemem thaterial on entrepreneurial learning. In
addition, we have continued to use a ‘critical deeit’ analysis which has previously been beneficial
in gaining initial insights into the nature of tpeocess of entrepreneurial learning, which is e li
with previous research work in this area (Rae aaswell, 2001; Cope, 2003).

The qualitative software QSR Nvivo has been empuldgeassist analysis but at this stage, it should
be noted that this paper provides some first stagings. A framework was utilised to provide
guidance for analysis (see the following secti@ithough this was not meant to be prescriptive and
further work will allow a more ‘grounded approacfhe intention is to continue to utilise the
contacts established with identified case studwydifor additional research interviews, which wil b
continued to achieve the tracking and provide aememmplete dynamic and longitudinal analysis.
The aim has been to achieve a comparative casg atadlysis as suggested by Yin (2003). Links with
the key entrepreneurs in the case study firms leen carefully nurtured over a period of time,
which has helped to overcome issues of access @ryrA006). Repeated interviews with key
entrepreneurs have enabled the verification andatadn of research data (Easterby-Smith, Thorpe &
Lowe, 2002).

For this paper, we focus on the discussion of tasecstudies. Uniquely, we have been able to track
their development over an extended period of tifren inception through to global operations.
Although technology-related issues are not the doofi this paper, both case study firms are
technology-based and have had to deal with isselated to new product development, innovation
and IP-related areas.

Discussion of Findings

We adopt a framework suggested by the lead authmesious research and work and by the
academic literature to discuss the initial findingghis framework consists of the nature of
entrepreneurial learning from three sources: frotpeeence and critical events; from social and
business networks and from the entrepreneurs’ puevexperience.

1. The nature of entrepreneurial learning from expence of critical events

Previous research work by the authors and fronataglemic literature has suggested that insights can
be gained into the nature of entrepreneurial legrfiiom the experience of significant critical etsen

In essence, the argument is that the entrepreadarded to reflect upon existing practice or stygt

to consider alternative strategies and ultimatelgliange behaviour. Such significant critical esent
have concerned problems with employees, with custeymwith accounting for liabilities such as
taxation and the experience from dealing with neadpct markets. For example, with one of the
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cases, one of the founding entrepreneurs commenteccritical incident with an employee in dealing
with regulations as they sought to expand theiraipens in a new entry country, Italy:

“One major incident [occurred] with an Italian emoypée where there was a total
misunderstanding on who was responsible for whhi¢chvgot us into significant issues with
the Italian tax authorities, because he was supgbtmspay tax — and he didn’t, things like that
make you much more wary”.

The importance of reflection on the experience frontical events was also important for this
founding entrepreneur who commented that issuesowmes mulled over during times when she and
her founding partner could get together with somee ftime; one opportunity for this process was
when they were travelling:

“The best time for reflection is on a plane on agldnaul flight, you have a chance away from
the phones and everything else, to think what we lzhieved so far, how we can achieve it
differently, where we would like to go — and wentto consider...

With the economy crashing in 2000, it made us thvieky hard about if we wanted to sell the
business, but we decided we were too young — tvase a lot of learning to do, lots of new
processes to explore.”

Both the case study firms became internationalgvkyapidly in their development so-called ‘born
globals’, Fletcher, (2010) has pointed to the ingrace of the role of entrepreneurial learning in
internationalisation. In both cases, technology aed product development was at the forefront of
their development. In one firm, this meant sevemhrs of development of dedicated software
development which was funded by the re-investeditprivom the operation of an internet provider,
whilst their development (R&D) arm was loss-makibgiring this stage, they took every opportunity
to “learn from contacts, from seminars and fromnése However, the founding entrepreneurs
quickly learned that they needed additional asstetdo break into “larger customers” and then dloba
markets. Yet, despite attempts to talk to advisswsh as consultants and business angels, during a
period a founding entrepreneur described as a fwinid of meetings”, they considered that their
development internationally was always a strategi to “create a global company”, but learning
came from ‘experience’, from dealing with overseastomers and contacts. When faced with a
critical period of development, there was insuéiti local experience that could provide advice; as
one of the founding entrepreneurs commented: “Thslydo not have what it takes to grow a global
company, that is my biggest gripe against the [lecgencies], they do not have the right level of
contacts to grow a global company”.

The technological environment was significant fothbof the case study firms in critical events that
affected the process and nature of entreprenel@aahing. Both firms were in developments that
required IP protection. The nature of having tocagbpatents, across global markets and across time
became critical events. For example, a foundingeentneur commented on the experience of the
expiry of protection from patents.

“In the first 10 to 12 years of our existence, veel la patented product that was protected and
therefore, we didn’t have to deal with competiteomd one our biggest learning moments was
when the patent expired — having to deal with carmgrs in the market place”.

Overall, in comparison to alternative stimulantsetatrepreneurial learning, the nature of critical
events provides the basis for reflective ‘deep sy suggested by Cope (2003) and Rae and
Carswell (2001), which in turn is the basis for aripd of significant strategic change and
entrepreneurial development.
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2. The nature of entrepreneurial learning from sadiand business networks

It is arguable that a relatively under-researclred a entrepreneurial learning and developmetitas
role of social networks and more specifically sbcapital (Lee and Jones, 2008). In both our case
study firms, the role of social networks were intpat for their initial development but surprisingly
perhaps, these social networks continued to playngortant role in the later strategic development
of both the case study firms. The nature of thenieg process that this involved was commented on
by one of the founding entrepreneurs as providugpert during the learning process:

“At the start, all the people employed were all fignand friends or people who knew — [the

two founding partners]. Both had a wide social ety and it was them who came to start
with and some of them are still with us today. Tloayne in to do any job that was needed,
there was no demarcation on what was done and eve fgom there. So that was the learning
bit. You had made your mistakes with friends”.

In the second case study firm, which had more foughéntrepreneurs (four), social networks were
wider, but also more close knit. They received supfrom their close families at start-up, having
given up promising careers in alternative occupatid\lthough the founding entrepreneurs were keen
to learn from business networks, the role of sauélvorks remained important during later phases of
development of the firm, bringing in close contaatsheir social community to provide development
stage finance as they were seeking global expang&inwithout a direct advisory role “They are
shareholders and do not have seat on the Boardjaweed hands off investors and they trust us to go
forward-it is absolutely hands off. We said to thdmare is the proposition, if you want to take part

it, that is the deal on the table”. Such networksuld seem to have diminished importance for
entrepreneurial learning in this case, althoughntiemtoring role may have been understated by the
founding entrepreneurs. The role of social capitdeed can be contradictory, other research has
suggested that acts as hindrance (or restrictiomyedl as a benefit at different stages and iredffit
circumstances in entrepreneurial development (Dsakshaq, Smallbone, Whittam & Wyper, 2007).

It is arguable that business networks are a mopmitant influence on the nature of entrepreneurial
learning. Within this category we include Gibb’'salstholder learning model which includes
customers, suppliers and funders. For both setswfding entrepreneurs from our two case study
firms, events that brought them into contact witlstomers, competitors and suppliers, such as
exhibitions and trade shows had important rolethelearning process. One founding entrepreneur
commented:

“In fact one of our bigger learning places is thaede shows. Trade shows and customers’
plants. The [technical product] has so many apptina in so many industries that we are very
fortunate that that we get into different typesptdnt — we have a great bank of technical
experience which enables us to find solutions orktlef new products. That's been the main
learning...”

Contact with funders through raising finance orhwaidvisors on raising finance was a further area
referred to by both sets of founding entreprenatifzarticular stages in their development, although
in both cases, each had a distinct strategy towaidmg external finance. In the first case, ana, f
which had relied on their social networks for furfds their early stage development but delayed
raising bank finance for five years until a contaith a business adviser, changed their approadh an
also increased their confidence to approach extérnders.

“It was an issue of confidence more than anythisg e we believed in the product, believed
in our skills and there was a buzz about high tcthe time. We employed X as an adviser,
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you could say it was because of the employment ab)a financial adviser. He advised us to
raise money, at the time it was the shortest rtmutaising finance.”

The second case study firm also commented thater& s one major learning curve that [the firm]
has been through; raising outside finance.” It appehat the mere experience of raising finance,
especially venture finance, provides a learningvgunot just in preparation for dealing with the
funder, but from new relationships and perhapsrtiposition of new financial disciplines.

The entrepreneurial learning process was alsoenflad, in both firms, by the need to protect and
patent the IPR involved in their NPD worldwide. Fome of the case study firms, the learning
experience had caused them to reflect and changiegyt in line with the process suggested adult
learning theory. For example one of the foundingegreneurs commented from their experience
that:

“It has made us think very carefully about the stage apply for protection. We decided that
we applied too early, when we reviewed the wholeidgfue — but we believe that it is
worthwhile to do it, but we now do it later — begkning curve, but it has made us stronger”.

In summary, both case studies demonstrated thabriet and the interaction with ‘stakeholders’ had
significant dynamic roles in the process of entepurial learning over time. Their role varies
temporarily and can affect the way that learningtigh time is transformed into knowledge and
therefore, they do have a key role in the transé&tional aspect of entrepreneurial learning idegdifi
for example, by Cope’s (2005) conceptual paper. Wiauld seem also to be significant is that
entrepreneurs need to have a strategy that allexgifity and reflection from this experience to
absorb the knowledge gained from such contacteaperience.

3. The nature of entrepreneurial learning from thentrepreneurs’ previous experience.

In the two case studies, the nature of previousmrepce of the founding entrepreneurs was very
different, although in both cases, the way that éngepreneurs adapted behaviour as a result of
acquired experience was similar. In both casesjad case of observing how others operated and
learning from that. One founding entrepreneur comtett on how their present strategy had been
partly derived from previous experience.

“He had worked for other companies and saw how theytheir businesses, but the way [the
case firm] runs is probably different from othenuuoercial businesses. It is because he wants
to do it his way. He has a philosophy he believay wtrongly in. Although what we make is
very technical, this is a sales and marketing campavho sells technical products and
develops technical products. He knows the saleséss he knows what customers want and
how to negotiate with them and I think it is onetbé biggest things - a lot of start up
companies, start up entrepreneurs don't necessanly sales skills. JK is a really, really good
sales person and negotiator and because of thditbecause of his technical knowledge as
well, he is able to combine these two skills, baethas had to learn what sells any particular
product, but he has a sales formula he uses ahdtivdy we were able to get the product into
the market relatively quickly.”

The second case study’s founding entrepreneurditiagrevious experience, being relatively young
and moving from careers in different sectors. Hosvein terms of entrepreneurial development, there
were distinct transformational stages that havenbiedowed. The initial start-up was a small
publishing company where the admitted objective t@again and learn from business experience. A
second stage was the formation of an ISP comphayphjective being to gain revenues that could be
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invested in R&D. This company was eventually sofete the founding entrepreneurs had gained
sufficient knowledge and experience to break idtdbag markets. It was the lack of preparation that
forced the founding entrepreneurs to gain additiad@ice and experience eventually leading to the
appointment of leading consultants. They considetedl critical stage when they were attempting to
break into global markets and develop and proteg that: “Our biggest barrier to achievement is
[getting the right] technology people — and getfitig right] global advisers.” The nature of theith

growth of this firm meant that there was little &@rto learn from experience, their networks, comstact
and advisers became crucial to gaining additionalledge and developing new global strategies.

Further Discussion and Conclusions

Given that this is a developmental paper, therehsiously the need for further research with
additional insights to verify some of the concepf@pers discussed in our review of the academic
literature, that have been a welcome addition i®literature. However, the discussion of the dyitam
nature of the case study evidence, drawn from virgess conducted over a period of time,
demonstrates in one case, the importance of leafrom the experience gained in critical events and
in another, the importance of having sufficient lguaof networks and advice where previous
experience as more limited. Networks may be pathefkey to understanding the transformational
aspect of entrepreneurial learning identified ia tonceptual papers (Cope, 2005; Politis, 20059. Th
findings provide support for Cope’s suggested fiveas of significance for entrepreneurial learning
illustrated in Figure 2.

Figure 2: Cope’s Five Areas of Entrepreneurial Leaning

Learning about oneself

Learning about the business Learning about small
business management

Learning about the Learning about the nature
environment and and management of
entrepreneurial networks relationships

It is arguable, however, that from our discussiwat &lthough these five areas are reflected incispe
of the findings from the two case studies, theyiasafficient to capture the full dynamic nature of
entrepreneurial learning over time. For examplé @rguable that with technology-based companies
there is a further dimension of entrepreneurialfiggy that is shaped by the nature of the technolog
and its uses in customers and by how to deal WghIPR process. It is arguable that this should be
classified as an additional area. It is also argutiat some firms may grow very quickly as witreon
of our case studies and some areas are constranaeoly-passed. Therefore, the nature of technology
and the IPR process adds an additional dynaminilggadimension.

Our discussion of findings from the case study ysislalso give some support to Politis’ (2005)
concept of the importance of the transformatiorsgleats of entrepreneurial learning as illustrated i
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Figure 3, which places a focus on how entreprengansform their experience into entrepreneurial

knowledge.

Figure 3: Politis’ Transformational Concept of Entrepreneurial Learning

Entrepreneurs’
career

experiences

Transformation
Process

A 4

Factors influencing
the transformation
process

Entrepreneurial
knowledge

However, we argue that this is an incomplete repriegion of the entrepreneurial learning process.
Although it is important to understand the factaffecting the transformation process, the model, as
presented in Figure 3, does not include the initradger which leads to reflection and the

transformation required to acquire entrepreneknalwledge.

We suggest a refinement of earlier work, which @themphasis on critical events as triggers for
transformational change, to include the additiammadcept of transformational change as suggested by
Politis’ article. This is represented as Figurentl gjives a more dynamic and cyclical model of

entrepreneurial learning.

Figure 4: A Dynamic Model of Entrepreneurial Learning

Trigger Event:

Such as contact with customers,
action by employees, contact with
competitors, action by
competitors, technological change
and the IPR process, raising
finance, contact with advisers
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Implementation and
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Reflection and
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\ 4
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into new entrepreneurial
strategies
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The emphasis in this model is still on experiengakrning through trigger events. Further rese&ch
required on how entrepreneurs are able to transtbeninformation acquired and successfully reflect
on this cyclical process. We will then be able &ingoetter insights to the dynamic nature over tiahe
the process of entrepreneurial learning.
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Using the Human Capability Framework and Opinions of Dairy
Farmers to Explore the Shortage of Dairy Assistants in the New
Zealand Dairy Industry

RACHEL LOWRY"and GRAHAM ELKIN"

Abstract

This article uses the Human Capability Frameworkpg@tment of Labour, 1999) to explore
dairy farmers’ perspectives on the failure to matahour capacity (supply of labour) and
labour opportunities (demand for labour) in the N&saland dairy industry. A severe matching
failure is reported by dairy farmers (both in teraisiumbers of people, and in the knowledge,
skills and attitudes (KSA) of dairy assistants).isTkgap was explored through structured
interviews focusing on the KSAs required by daaynfiers. The results focus attention on a gap
in terms of personal characteristics (attitudef)amathan knowledge and skills. The education
and training provision in the industry was alsoraikeed and a number of changes identified
which might reduce the gap and facilitate the gloeftthe industry.

I ntroduction

The New Zealand dairy industry has been an impbopan of the economy since the early
1800s. The industry employs approximately 34,000pfe equivalent to 31,500 full-time
employees and produced almost 20% of total merébarekports and 33% of the world dairy
trade (Dairy Insight, 2007). Moreover, the dairgdustry has expanded considerable since the
1980s, driven by the economic growth in New Zedkdian markets and the emergence of
dairy consuming middle classes in these countBgs2020, the Chinese middle classes will
increase in number by 200 million and will begincimsume dairy products. The expansion in
the industry (both in volume and in new technolodngs fuelled demand for new and
differently skilled staff. Dairy farmers report estne and growing difficulty in appointing and
retaining dairy assistants. This may slow the dgwalent of the industry and the New Zealand
economy.

Dairy farming is becoming a complex process thdtgavily reliant on the knowledge, skills
and attitudes (KSAs) possessed by those who worthénIndustry (Dairy Insight, 2007;
Valentine, 2005). The increase in demand for gkillabour has not been met by a
corresponding increase in labour supply. This spde periods of less than full employment in
New Zealand. Anecdotal evidence from farmers suggésy are becoming frustrated with the
shortage of skilled farm workers, which acts asbstacle to expanding milk production. Little
research has been done into this pressing needk(C808).

“Rachel Lowry, Statistics New Zealand.
Associate Professor, Department of Managemenyddsity of Otago, PO Box 56, Dunedin, New Zealand.
graham.elkin@otago.ac.nz

48



New Zealand Jour nal of Employment Relations, 35(1):48-64
We briefly explore five areas:

1) The Human Capability Framework as applied to theydadustry.

2) The changes within parts of that framework thatehlad to the lack of sufficient capacity in
the New Zealand dairy farming industry.

3) An exploration of dairy farmers perceived need$iwéispect to dairy assistants.

4) The performance gap between the current level pdilwéity and opportunities.

5) Farmers’ views of New Zealand’s formal agricultunaining for dairy assistants in New
Zealand as a matching mechanism.

The Human Capability Framework (HCF)

Tipples (2004) wrote about the launching of the &&pent of Labour's Human Capability
Framework at the ninth New Zealand Labour, Emplaynaad Work Conference in 1999 as a
surprise to many. He says it was put forward asngortant research model that was to guide a
range of different government employment and sqméity. The Department of Labour (1999)
noted that the term capability is about the abititypeople to do things — not just the capacity
but the opportunity to do things as well. Sen tiite Tipples, 2004) suggested that the use of
the framework moves discussion beyond the humaitatagieas. This human capital literature
is difficult for some people as it may be seenmply the commoditisation of people and
treating them as economic objects or things. Taméwork was claimed to be a more open and
holistic and realistic for research. Bartley, Diugp&i de Bruin (2001) crystallises this by saying
the HCF allows a view of individuals that is leseahanistic and sees them as embedded in
social relations that can lead to choices that ree necessarily economically rational. He
subsequently used the HCF to explore future damnfemployment (Tipples, Wilson, Edkens
& Sun, 2005).

Figure 1: Human Capability Framewor ks Components (Department of Labour, 1999:4)

OPPORTUNITIES

Tipples (2002) defined capacity as to do with tmewledge skills and attitudes that people
have to bring to the labour market. Opportunities the alternatives available to people to
profit from their capacity and matching processek people’s capacity to the opportunities.
Each of these processes is unpacked in Figure Rafieent of Labour, 1999). In 2010, the
framework remains on the Department of Labour weles central to the labour market policy
of the government.

49



Figure 2: Elements of the human capability framework (Department of Labour, 1999, p.

19)
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Changesto the Labour Market Opportunitiesin Dairy Farming

Many changes impacted on the labour market oppytand are identified through the HCF
when applied to the dairy industry. A large numibave occurred in the past 20 years,
particularly in the past 10 years. Most of the demhave been outside the immediate control
of the farmer. The HCF identifies eight influentlkat have changed the opportunities available
in the industry: entrepreneurial attitudes, innawatthe international environment, technology,
the business environment, the regulatory enviromménance and capital and consumer
preferences. These categories clearly overlap. sudy explored an overlapping subset of
these: technology (with some innovation includeidg, macro business environment (including
capital, finance and the international environmentf)e regulatory environment and
international factors.

Technology has played a pivotal role in the devalept of the New Zealand dairy industry
since the mid-1980s and is likely to continue tosdaClark, 1998). Developments are evident
under the broad areas of information technologymahhealth and communication methods.
Technological advances have provided farmers wadtvet production costs, increased
productivity and greater financial success (El-Gstd Morehart, 2000). Some economists also
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suggest that such changes were a major deternwhdiné structural change within the global
dairy industry, which has seen a shift towards feared larger dairy farms (Cochrane, 1965;
1979, as cited in EI-Osta & Morehart, 2000). Nevaldad dairy farmers are now able to access
milk quality test results and synchronise herd résousing the internet (Livestock
Improvement Corporation, 2006); prevent the spiashrmful disease (Rosenberg & Cowen,
1990); and spend less time milk harvesting (Cla898). Innovation has led to an increase in
the technical efficiency of dairy farms, suggestthgt farmers are adopting more advanced
levels of technology and becoming better at usin{@Jaforullah & Whiteman, 1999). The
discovery of low-fat milk producing heifer cows (MBC, 2007) has also led to a new level of
specialisation.

When technology changes in any business, the dgpémi KSAsS) needed by employers
change, which in turn requires some form of respangerms of a matching of the supply to
the new demands. Typically this is in the formrafrting and development (Delahaye, 2005).

The macro-economic environment, with its concerith wflation, interest rates, the recession

(Bartol, Tein, Matthews & Martin, 2003) has affettihe cost and availability of finance and

capital. The mid-1980s marked the start of an &émconomic reform in New Zealand dubbed

“The New Zealand Experiment” (Barnett & Pauling,08Q 1984-1996 was marked with the

liberalisation of the economy, with the removalimrest rate and foreign exchange controls;
the floating of the exchange rate; deregulatiotheflabour and financial markets; and the sale
of a number of state-owned assets (Barnett & PguR005). All of these changes impacted

upon the dairy industry, including the abolitionsaibsidies to agricultural producers and tariffs
on agricultural imports (Barnett & Pauling, 200Spme of these things required change which
came about through innovation and a growth in @nérgeurial attitudes.

The New Zealand dairy industry came through thgdescale changes of the 1980s relatively
unscathed due to prior efforts in the 1960s and4®¥ the New Zealand Dairy Board (NZDB)
to develop and consolidate markets for their préglut Asia and Europe (Stringer, 2000) and
to provide a united and coherent governance streithat allowed the dairy industry to flourish
under a neo-liberal arrangement. This resultechimarease in farm conversions to dairy and
the intensification of the dairy process over @ kwo decades (Barnett & Pauling, 2005).

Economic and political changes have consequencelhdiw farmers manage their business.
Dairy farmers were no longer protected from outdioieees with subsidies or tariffs. This
revolutionised the farming structure and forcedriars to consider their farm as a business,
rather than a way of life (Reid, Gray, Kelly & Kem99). This led to a shift towards larger
farms and the increased costs associated withiegtigre industry. Larger dairy farms require
more land, cows and capital to make them profitaislevell as time to complete various farm
tasks (Clark, 1998).

Legal-political regulatory factors also impact twe bpportunities for the industry. They include
the influence of government and the legal systeatiaddal legislation such as The Resource
Management Act 1991; The Employment Relations AGO® and The Dairy Industry

Restructuring Act 2001, (which saw the creatior-ohterra), were all important because they
provide the foundations that ultimately guide tiedviour of New Zealand dairy farmers and

o1



New Zealand Jour nal of Employment Relations, 35(1):48-64

also impacted upon desired capability (the KSAsdairy farm assistants) (Lamm &
Rasmussen, 2004; Barnett & Pauling, 2005). Thexealo government policies that impacted
the New Zealand dairy industry such as an immigragiolicy that seeks to reduce the skilled
labour supply shortage within the industry. Essdiytiit was an attempt to raise capacity.
Within the government agencies which provide sewiand monitor whether dairy farmers are
complying with laws and regulations at local, regiband national levels there have been a
number of significant regulatory changes (Bartalet2003). This means that farmers are more
involved with local and regional governments, thimistry of Agriculture and Fisheries and the
Department of Labour.

The final element in the change of labour markegiosfunity was international trends, which
fuelled expansion and drove the demand for moreamuoapability. Three key changes have
been identified — China’s booming dairy market,hwitairy products becoming recognised as
an essential part of any healthy diet; a growingketafor high protein foods and global
warming. There is increasing demand for New Zealdaidy products. Global animal diseases
such as Foot-and-Mouth lead to a premium on cleaengNew Zealand dairy production
(Cheung & Grant, 2006). Each of these changes lmasability to affect demand for New
Zealand dairy products, driving up the demand kdfesl farm assistants.

Capability Influences

The capability (level of KSAS) in the potential dorce is very significant. Societal, cultural,
community (iwi) and whanau (family) influences saund the availability of the capability.
The macro-environment has a socio-cultural elemenmcerned with the attitudes, values,
norms, beliefs and behaviours that characteriseven ggeographic area (Bartol et al., 2003).
There were three areas of change; changes to facoilgmunity changes, and the changes in
the nature of dairy farming models — particulaHg growth in technological sophistication and
size.

One change reported in the literature suggestslactien of the skilled rural labour supply
Dairy (Dairy Insight, 2007; Penno, 1999; Reid et #B99; Tipples et al., 2005). In the early
1980s, prior to the economic reforms that transémmew Zealand and the dairy industry, the
family who owned a farm were able to provide a# thbour that was required (Penno, 1999).
Dairy farming was a family business! This is nogenthe case (Reid et al., 1999). As average
herd and farm size have increased (Livestock Imgmeant Corporation, 2006), so too has the
demand for skilled dairy farm labour (Reid et &4B99). This has not been matched by supply.
Part of this supply problem can be attributed tcaachanges, which include both the women
and children of dairy farmers seeking careers anay the home (Reid et al., 1999). Whereas
in the past, women have helped their husbands bkimgpon the dairy farm, they are now
pursuing other employment opportunities, as arer tbleildren. This change is important
because their absence from the industry removes the dairy farm employer an important
source of skilled labour. This is recognised in tHEF as growing non-labour market
opportunities. In fact they are different and n@irgl farming opportunities that reduce the pool
of potential employees by giving a choice of ocdigra
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There has been a shift to larger farms. Larger $aend to have a completely different social
structure to smaller dairy farms and as a redudtjrivolvement of family changes (Fairweather,
1994). This shift from a ‘family’ to an ‘industrialarm, has also seen greater levels of labour
specialisation; a more businesslike approach tkehe dairy farmer; an increased importance
of labour; and less scope for family involvementil§ért & Akor, 1988, as cited in Fairweather,
1994). It is no longer adequate to have a familynimer who is able to help out on the
weekends because due to larger properties, farnogment structures have altered, rendering
it more difficult for them to fit into the farm lalir pool even when they are available
(Fairweather, 1994). This is a profound changemalkrural communities and on family farms.
The informal skill development methods where arddobn and young people learned how to
be a farmer from infancy are declining. They ardipalarly lacking where the farmer is older,
less technologically switched on and more speeédllsnowledge is required. The ‘learn on the
job from the experience of a lifetime’ approachidikely to work as well as it did in the past.

As labour becomes a more significant and specalkisenponent of the dairy farming system,
so too does the need not just to have more peopldaa them to stay, but to have employees
who are equipped with the necessary qualitativealgitity (KSAs). With increased levels of
worker specialisation on larger dairy farms, it niscome necessary to have employees who
are familiar with the knowledge and skills requifeda smaller number of tasks. This can have
major implications for the need to develop capabili

Fonterra (the dairy corporate which accounts forartbat 90% of the milk produced) is the
dominant customer but some registered companids asi®Vestland and Tatua exist. Changes
that have occurred include the merging of dairyoperatives under the Dairy Industry
Restructuring Act 2001 and the introduction by eora of a tactical milk pricing regime in
areas such as Waikato in an attempt to fight commpet(Barnett & Pauling, 2005). Fonterra
inevitably has a huge impact on the industry.

The conversion of sheep and beef farms into dangpgrties as this industry becomes
comparatively more profitable changes the capaetyired (Reid et al., 1999). As more farms
are converted into dairy properties the desiretl s& changes as the capabilities required for a
dairy farm are different to those needed on a sbed&gef farm

There have been a number of changes leading tocasased gap between the demand for and
supply of skilled dairy farm employees. The natidaour market is aging, more diverse and
more female. There has been an absolute declitteeirural population (Dairy Insight, 2007).
Traditionally, employees in the dairy industry haween male, ethnically European workers
aged between 15-35 years (Dairy Insight, 2007)tissitzs New Zealand projects that between
now and 2016, there will only be a small increasethe workforce, but that this long-
established source of farm labourers will at bestain static (Dairy Insight, 2007). Tipples et
al (2005) suggested that future capability is canpsed by a small and declining number of
entrants from a more urban and ethnically diversa pf potential staff. Retention rates were
poor and the number of people reaching competeneelequate. He suggested more
mechanisation and once a day milking may help msatt&/e roughly trace changes that have
lead to a human capital shortage in the industfigare 3.
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Figure 3: A developing human capital capability and opportunity gap
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The Study

Twenty-four dairy farmers participated in this stué snowballing sampling technique was
used, described (Saunders, Lewis & Thornhill, 2882 non-probability sampling procedure in
which subsequent respondents are obtained fronmniafiton provided by initial respondents.
One participant lead to another and a researchlsamgs built up. In order to ensure we had a
national sample, we asked 28 farm consultants tpgran different geographical areas to
suggest farmers in their area who met the critmianclusion. This initial contact produced
seventeen names and contact details of New Zedtanters who were then contacted and
asked to suggest the names of other farmers tintly participants were found. Participating
farms had to be dairy farms (according to the aatsgtion used by Jaforullah &
Whiteman,1999) and employ at least one farm assistapilot study involved four dairy farm
owners to validate the interview structure. Intews were used to collect the information
because they allow for the complex social orgamsadf farms and the variation between
properties to be captured, while still allowing ftre research questions to be answered
(Fairweather, 1994). The dispersion of farms thhouwg New Zealand made face-to-face
interviews difficult. Some interviews were carriedt face-to-face, some by telephone. Semi-
structured interviews were used because they atldeaethe creation of questions that would
fulfil research objectives while still providing gge for the discussion with each farmer to
develop accordingly (Saunders, Lewis & ThornhiD03; Silverman, 2000). They allowed for
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additional questions to be asked that were in \ita the development of the interview and
information being collected, so that a richer sewtdata was gained.

The interview had three parts. Part one of thenwage/ concerned the things farmers sought
when seeking dairy assistants. In the second gatheointerview we conducted a formal
training needs analysis (TNA) for the dairy assitgtan the participating farms. A task analysis
approach was using job analysis, job descriptiod,@erson specification information provided
by Dexcel (2003). This was supported by informatanilected from New Zealand Career
Services (2007) and discussions with dairy farmEraployers were also asked to describe
what frustrated them most about the current perdmce of their farm assistants and the things
that they were unable to d®he third part of the interviews collected datanfralairy farm
employers in regard to formal training and develeptprogrammes in New Zealand for dairy
assistants. In particular, they were asked whaly thieed and disliked about current
programmes; suggestions for improvement; whetheln puogrammes prepared farm assistants
for working in the dairy industry; and whether thesign of these programmes has kept up with
changes in the industry.

Results

Participating dairy farm employers were first askeddentify the most important things that
they look for when employing a farm assistant. Eoypts made sixty references to
characteristics which are shown in Table 1. We hglvewn them as first, second and third
order priorities.

Table 1: First, second and third order characteristics desired of dairy farm assistants by
dairy farm employers. (First order > 11%; second order 6-10%; third order <5%)

First order Characteristics Second order Characteristics Third order Characteristics

Can perform farm

Overall personality (15%) tasks/experience (10%) Takes pride in work (1.7%)
Honesty (13.3%) Willingness to learn (6.7%) Comnaation skills (3.3%)
Reliable (13.3%) Gets along with me (6.7%) Can follow instruction (1.7%)
Positive attitude (13.3%) Wants to be in industry (6.7%)  Punctual (1.7%)

Conscientious (1.7%)
Consistent (1.7%)
Personal values (1.7%)

The most commonly looked-for characteristics fata&ry farm assistant are personal attributes
such as honesty, reliability, overall personalityla positive attitude. Their ability to perform
farm tasks and the amount of previous experienceaatairy farm appeared to be less
important. This is shown in the division of thodsaracteristics according to frequency into
first, second and third order characteristics.

The most frequently cited desirable characteristis the farm assistant’s overall personality.

‘Personality’ is the “relatively stable pattern loéhaviours and consistent internal states that
explain a person’s behavioural tendencies” (McSt&af@avaglione, 2007: 52). Personality is
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important because it helps to determine how weaatewith one another or in this case, how
the farm employer and the farm assistant work toget

So, whereas one might expect that dairy farm engptoyare looking for a farm assistant
displaying an all-round balance of appropriate kieolge and skills, they actually place more
of an emphasis on attitudes.

The Training Needs Analysis: Knowledge, Skillsand Attitudes

While accepting the importance of personal charsties to farmers, we used a formal
framework based on published material and our @rgjuiries of farmers to investigate the
knowledge and skills part of capability. From aktamalysis, eighty six different tasks were
specified by employers as important. Within thege fasks stood out: milking (referred to by
21%), feed management (17%), animal health (1686 fand vehicle maintenance (16%) and
stock work (14%).

Knowledge Required

Results suggested that the top four things for iy darm assistant to know (in order of
importance) are a knowledge of pasture managent@yledge of how to milk cows;
knowledge of animal health; and a knowledge of fawomtines, which includes specific
processes that a dairy farm might follow and thesoas for doing so. This list is significant
because it relates well to the important tasksiptesly identified. For example, milking was
seen to be an important task for farm assistardstlais is supported by them needing to have
knowledge of how to milk cows, animal health anchfaioutines.

One of the most interesting findings was that fassistants needed to have knowledge of farm
specific routines, which is something that can obfy gained once the assistant is on a
particular farm. This is an important finding besaufarm-specific knowledge cannot be

formally taught to farm assistants.

Table 2: Important knowledge for dairy assistants

Types of knowledge Frequency mentioned
Knowledge of pasture management 10 (16.4%)
Know how to milk cows 9 (14.8%)
Knowledge of animal health 8 (13.1%)
Knowledge of farm routines 7 (11.5%)
Know how to drive farm vehicles 5 (8.2%)
Maintenance knowledge 4 (6.6%)
Feed management knowledge 4 (6.6%)
Safety knowledge 4 (6.6%)
Know how to ask questions 4 (6.6%)
Know how to operate machinery; know how thess than 5%
ask listen; knowledge of milk quality; know how

to take responsibility for tasks.
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Skills

Skills have an important place in the role of aryldarm assistant according to dairy farm
employers. Eighty-three references were made ttisskiy dairy farm employers. They
considered driving (16.9%) and stockman skills 3%4). to be the most important for farm
assistants to possess. Once again, this confirmse#ulier findings, which require farm
assistants to be able to drive around the farmwaor® with animals!

Table 3: Important skillsin therole of a dairy farm assistant from the per spective of dairy
farm employers

Types of skills Frequency mentioned
Driving skills 13

Stockman skills 11

Maintenance skills 9

Other

9
Milking a cow 8
Administering medication 7
Communication skills 6
Machinery skills 6
Literacy skills 5

Space prevents discussion of the theoretical m(kekcel, 2003) since it contains 11 major
categories and 60 elements listed by KSAs. Howewesn compared with the list of skills in
the theoretical model for the role, there werergdanumber of these that dairy farm employers
did not mention. However, driving and stockmanlskdre evident in the majority of the tasks
listed in the theoretical model, which suggestd thay are important. The identification of
these skills as being important is significant luseait pinpoints the type of things that need to
be included in training and development programnageted at the New Zealand dairy
industry.

Attitudes
Important attitudes in the role of a dairy farmistsgt were also sought by farm employers, the
results of which are shown in Table 4. In total,pboyers made seventy-four references to

different attitudes.

In this long list, five attributes stand out frohetothers as being more significant — reliability,
honesty, commitment, an ability to think for thess; and a positive attitude.
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Table 4: Important attributesin therole of a dairy farm assistant from the per spective of
dairy farm employers

Aptitude Frequency mentioned
Reliable 16

Honest 12

Committed 7

Thinks for themselves 5

Positive attitude 5

Motivated; gets along with others; commonsensentehess significant attributes (l.e. mentioned
player; efficient; hard-worker; adaptable/flexibleyy less than 5 employers)
responsible; calm; punctual; willingness to learn;

confident; respectful; takes pride in their worknse of

humour; focus

The Gap

Employers made 32 references to key shortcomingdairy assistants. 25.7% of these were
concerned with farm assistants who ignored tasks nlkeeded doing, while a further 20.8%
refer inability to do the unasked tasks and tokHor themselves as an issue. These problems
are interesting, given that they are not actualkadge or skills problems identified formally.

Results regarding this current performance gap lmancombined with earlier findings, to
produce a model providing an overall summary ofghgormance gap in New Zealand dairy
farm assistants. Figure 4 shows the most impottekis in the role of a dairy farm assistant in
the outer ring of the diagram. In the middle is pegformance gap, in that farm assistants are
unable to do the unasked things and ignore thoat ribed doing. In other words, farm
assistants are doing the tasks that are askeckwf, thut are not being proactive while they are
completing one task, being able to incorporate rottary farming skills to complete others
simultaneously. For example, if a dairy farm assisis getting the cows in (fulfilling the task
of milking) and fails to check and therefore fixetiwvater-trough which is leaking water (the
task of farm maintenance), then this is a probleitheé eyes of dairy farm employers.

Results from this study again suggest that empsowent an all-round dairy farm assistant who
is able to combine a number of important tasksttegeand while doing one, still be able to
complete others. This is important because if ihihat employers in the New Zealand dairy
industry desire, then formal training and developimerganisations need to design their
programmes to cater for such needs.
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Figure 4: The performance gap within New Zealand dairy farm assistants from the per spective of
dairy farm employers
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Dairy Industry Formal Education and Training - A Matching Opportunity

52% of dairy farm employers had no formal agric@tuqualifications. 42.9% of farm
assistants also had no formal qualifications, aighothe majority of this group were studying
towards an Agriculture Industry Training OrganisatiCertificate. This suggested that formal
agricultural qualifications were not necessaryha past for success in the New Zealand dairy
industry, as represented by those that own their famms. Given that many farmers gained
their skills before the development of substarit@ihing regimes their remarks and views may
apply more to the past than the present. TraddfiCatés were phased out in the 1990s with
the introduction of industry training organisationsy the New Zealand Government
(Agriculture Industry Training Organisation, 2004).

Participating farms allocated no more than 10% hafirt total expense budget towards the
training and development of their farm assistab#%.2% of participants quoted that they
allocated 0.0% of their budget towards this areasfdite this majority, this study found that
some dairy farm employers do pay for the trainind development of their staff.

Overall, this suggests that New Zealand dairy famployers do not contribute much
financially towards the formal training and devetggnt of farm assistants. This suggests that
either the costs of attending formal courses owhsithe benefits; that formal training and
development is perceived to be the responsibilitthe farm assistant; or there are other more
favoured and less costly ways to train farm assista
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The state of formal training and development wasluwated through the collection of
information (opinions) from dairy farm employershi3 is reflected in the force field analysis
of the results shown in Figure 5.

Force field analysis was developed by Kurt Lewin tfeerapeutic use in the 1930s (French &
Bell, 1984). It allows thinking about an issue ambat drivers (the upward arrows) would

improve things if they were not held back by thetr@ners (the downward arrows) It shows the
status quo as a line part way up a scale. In @s®,cit is a scale of satisfaction with industry
education. The horizontal line represents the divezault and is located halfway along the

satisfaction scale, due to the presence of bothiyp®sand negative feelings from dairy farm

employers, creating an ‘in two minds’ feeling. Thexre ambivalent towards the state of
formal dairy farm training and development in Neealand.

Figure5: Force-field analysis of dairy farm employer opinionsregarding the state of dairy
farming education and training in New Zealand
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In this graphical illustration, the upward arrovepresent positive forces that will increase the
level of satisfaction that dairy farm employers éanith training and development. Downward
arrows portray the negative forces that drive ddivese levels. The different widths and
lengths of the arrows symbolise the different sgjtea of each factor, so the more popular the
answer was from farmers, the thicker and longetitieewas.
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The positive forces identified in this study wereatt formal training and development
programmes exist; they are readily available; ther@ large amount of variety in the types of
courses available; they cater for a wide varietypebple; they are well publicised; and they
offer recognised qualifications.

The feeling that course content of training prograes is inappropriate was the most common
answer from dairy farm employers. By pinpointingedh positive and negative forces,
opportunities for improving satisfaction levels &nds formal training and development can be
taken by either capitalising on the positive foragsmitigating the negative ones.

One of the interesting findings was that New Zedldairy farm employers were satisfied with
the processes associated with the courses, rét@ertiheir content. This is significant because
when one refers back to the force field analysignhl training and development programmes’
course content was something that dairy farm engptowere unhappy with. ‘Course content’
refers to the types of KSAs that are taught (as @acapability) within such programmes and,
in particular, refers to the differing amounts bkaretical and practical training that these
provide. Employers felt that courses were gettwgyafrom the basics; they taught trainees to
have too much of a reliance on technology; theréitie emphasis on the importance of
commonsense in dairy farming and the standardsseésament are inappropriate. These
negative points are worthy of note because they nede mitigated if dairy farm employer
satisfaction levels with formal training and dey®ieent programmes are to be increased. To
discover ways this could happen, dairy farm emptoyweere asked to make suggestions for
improvement

Of the 49 suggestions made for improvements to dtraining and development programmes,
the most common suggestion made was to include mpaaetical training in them. This
supports the earlier finding that dairy farmers andappy with the current course content of
these programmes. Dairy farm employers do not thinat there is a large enough practical
component, which is significant given that manyh®m consider dairy farming to be a job that
can only be learnt by doing. This has repercussionsdairy industry training providers
because to earn employer credibility, they neebetgroviding courses that have the practical
component integrated into it, to teach trainees twactually be a dairy farmer.

Conclusions

We have used the Human Capability Framework totifyetihe changes in the environment that
have led to a gap between capacity and opportumitige dairy interest. While some of these
changes are likely to be one-off adjustments, tloeldvhas changed and there is a critical
shortage of people and skills likely to hold thdustry back.

Although there is a shortage of people — the nedd not only address the shortage of people
but to build the right attitudes rather than therent an emphasis on knowledge and skills. Our
study made it clear that although there have beereshanges in the skills required and a need
for further training, dairy farmers were more camesl with the attitudes of dairy assistants

than the skills required. While the tasks have ci@nged greatly there has been a significant
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change in that more and more dairy assistants r@ablel to, or chose not to, carry out tasks
unasked of them. One suggestion we make is thatghgnual breaking down of the job to
smaller and smaller components has led to whagarded by educationalists as reductionism,
by which we mean the assumption that if you knowhe component parts you know a whole
job and can be successful at it.

Further research could now explore how to devetomded aptitudes and characteristics in the
industry.
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The function of Social (and Human) Capital as antecedents on
| ndigenous entr epreneur s networ king

DENNIS FOLEY

Abstract

A possible knowledge gap in entrepreneurship liteea became evident during a
comparative qualitative study of two Indigenous ugr® of entrepreneurs; Australian
Aboriginal and New Zealand-Aotearoaabti entrepreneurs. When the relationship
between networking and social and human capitalrettent was addressed within the
majority settler society business culture it woaftpear that the networking attributes of
Indigenous entrepreneurs differ. This suggests thatunderlying social and human
capital attainments are unique to their individoaltures. Possible differences between
the attainment of social and human capital is tlye®lated to the ongoing impact of
colonial practice which has directly influenced thetworking ability of the Indigenous
entrepreneurs and their business positioning witomparative markets. This paper
seeks to provide discussion and preliminary datéutore modelling and development of
human, social, financial and natural capitals fatigenous entrepreneurial success.

I ntroduction

Indigenous enterprise development has been a aaiclior successive governments
around the globe that strive to repair the poventg social injustice that have been
forced on Indigenous people under the tyranny adrgéal dominance combined with the
desire among many of the world’s 300-500 millioigenous people to rebuild their
communities or to provide for their families (Unisgy of Minnesota 2003; Peredo,
Anderson, Galbraith, Hoing, & Dana, 2004). Withihist process, all too often,

government practice is short-term, reactionarykifag empirical evidence to support
economic and social policy. It is proposed, if istwork we can understand the inter-
relationship between human and social capital awigénous entrepreneurial activity,
then Indigenous driven research may assist progtamelopment to deliver rigorous

Indigenous economic reform for Indigenous busindsssed on socio-cultural

understanding. As Brough and Bond have arguedlalgm exists whereby;

“...the deficit-based, non-Aboriginal ideologies sumding Aboriginal identity
and communities, social capital can be in dangesiraply being added to a long
list of shortfalls in Aboriginal resources ... Poarcgl capital becomes a marker

" Professor Dennis Foley is a Research Academiueirsthool of Humanities and Social Sciences at the
University of Newcastle. Faculty of Education andsAUniversity Drive, Callaghan, NSW 2305,
Australia. Dennis.foley@newcastle.com.au

65



New Zealand Journal of Employment Relations, 35(1):65-88

of inactive citizenship ... it is not long before thha&ferior characteristics of
Aboriginal social formations once again become gbarce of scrutiny from a
‘superior’ non-Aboriginal position” (Brough & Bon2009: 248-9)

This is compounded by the limited research in Aalstrinto social capital (Brough &
Bond 2009) and this is why Australia and its neaighbour Aotearoa (New Zealand)
have been chosen for this study. The aim of thigept is a comparative analysis that
examines Indigenous networking, levels and typek @y connection between human
capital and social capital. Understanding Humantahis important from the Indigenous
standpoint as the majority of our Aboriginal youwtll only obtain a primary level
education (Australian Bureaus of Statistics 20B8jpr to 1972most of the authors’ own
generation were institutionally un-educated — etkdcanly to be labourers, unskilled
people with nominal human capital. When you argadigcstratified at the sub-terrain of
human society; the difficulty of the climb up, cft poverty and freedom from welfare
dependency is then exacerbated. If we can understanv successful Indigenous
entrepreneurs overcome this colonial impediment mdti-generational manufactured
social phenomena then, as mentioned previouslyganeetter inform the policy maker.

Previous studies (Evald, Klyver & Svendsen 2008e¥,02005b; 2006) have shown that
cross-cultural interaction and the legacy of cadatipn can impact on the Indigenous
entrepreneur’s day-to-day operations. An importenating of this research, which has to
date received little attention — an exception beheyAustralian Taxation Office (2009),
is the possible relationship between human andakoapital and environmental factors
such as discriminatory practices and racial stgpdog in business. This social
impediment, when combined with reduced levels ofiless expertise (when the
Indigenous entrepreneur is compared to settleresgcand vastly inadequate financial
resources both in savings and access to borrowiaghe environment within which
Indigenous entrepreneurs operate (Australian Temaffice, 2009; Foley 2008a)
highlights the difficulty that the Indigenous emreneur faces. Social norms and cultural
practice shape business practices and decisioragngtocesses, and these are the key
attributes to social capital for mainstream setfleciety (Burt 2005; Keast, Brown &
Guneskara 2009; Putman 1993). Yet for the Indigemmirepreneur little is known.

Literature Review

The wealth of literature on social capital is déseul as a slippery concept (Jones, 2005),
and those who use it are often accused of adoptiegtionable means of measurement
without sufficient regard to the theoretical undenings to ensure its validity or
reliability. A lack of theoretical precision hasdléo general confusion about what is
social capital (Durlauf, 1999; Portes, 1998; St@@)1). It seems that it has also been so
widely applied that it is often referred to as #ms#c term, or umbrella that can account
for a wide range of socially based phenomena (Ketaslt 2009). It is acknowledged that
there is no consensus on the aspects of interaegtdidity and merit that the label ‘social
capital’ describes (Grootaert, 1998), however,aesl deserve investigation, especially
when applied to Indigenous economic development.
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A comprehensive literature review is beyond thepscof this paper so a focused review
of literature will be applied. A solid knowledgedeaexists in the literature about social
networks and entrepreneurship (see Hoang & Antorafl03 and O’Donnell, Gilmore,
Cummins & Carson, 2001) and it is generally acagpbat social networks can have a
strong influence on entrepreneurial activity, iefeing the decisions which
entrepreneurs take and their chances of successdé3an & Honig, 2003; Evald et al,
2006; Greve, 1995; Jack & Anderson 2002; Jenssedl;2Jenssen & Greve, 2002;
Jenssen & Koenig, 2002). Entrepreneurs obtain ressufrom those in their social
networks (Greve & Salaff, 2003; Jenssen, 2001;s&sng Koenig, 2002) and it is the
composition of an entrepreneur’s network that deilees available resources. Different
social networks provide different resources. Howgtlds paper does not address social
networking, for to do so would complicate the kegues, and it will be evident that the
Australian Indigenous entrepreneur has two dissiecial networks in the early stages of
the business lifecycle; the cultural — communitgmily kinships, and the business
networks that are within the dominant ‘settler stgisociety. The Mori social networks
between family and business are more homogenolgreth somewhat, so that business
networks are an extension of cultural networks.

Developed social networks for the Indigenous Alistnaincorporating both cultural and
business networks appears to be a safige the entrepreneur acquires satisfactory levels
of human and social capital, possibly related toadaure phase of the business life-cycle
(and the subject of future research).

To discuss the function of social (and human) ehpais antecedents on Indigenous
entrepreneurs networking in general, it is impdrtarunderstand the distinct relationship
between human and social capital in the Indigerscesario.

What is Social Capital?

Social capital can be a set of horizontal assamatibetween people consisting of
networks and associated norms that have an effetiteoproductivity of those involved,
limited to positive associations in the developmehtparticipants (Grootaert, 1998;
Putman, 1993). From an economic perspective, saapltal can be framed in the
context of the distribution of knowledge. Leibemste (1968) X-efficiency theory
focused on the role of information and the ine#fi@y of dissemination, acquisition and
collection of information that leads to gaps in Whedge within networks of people, thus
creating entrepreneurial opportunities. Yet, howyda measure it as “... there has been
little agreement in its measurement, or in termsvbich elements of social capital are
core to the concept, and which are peripheral (OByden & Edwards, 2009: 152)

The complexities of measuring social capital weaetlp addressed in Australia when
Onyx and Bullen (2000) developed a scale of socagdital aimed at the community
structure. Their more recent work involves the exaton of empirical data of casual
paths towards social capital development. Signifi¢endings indicate social agency and
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trust as the most important casual factors (OnylleB & Edwards, 2009). These
findings, however, are based on the examinationooimunity participation linking to
family, friendship and neighbourhood connectionghaiit ethnic sample data or
specifically analysis of the individual. The finds suggest that communities differ in
their social profile and the factors contributirmy“social capital development also vary
from community to community” with “historical faats/’ influencing the process (Onyx,
Bullen & Edwards, 2009: 166). They espouse firitigt, “the structure of social capital
is remarkably stable across communities and groapsl’ secondly “it is possible to
identify plausible causal paths to the developnansocial capital” (Onyx, Bullen &
Edwards, 2009:168). This research appears unrdiatixds paper, however, their need to
identify the implications of the causal paths ire thevelopment of social capital is
indirectly the very aim of this paper. Before welesbs these issues further, exploration
is required defining social capital.

A simplified entrepreneurial scholarly definitiori social capital is “... investment in
social relations with expected returns in the migleee” (Lin, 2001:19). This definition
reflects the entrepreneurial school of scholarshijpings on social capital (Bourdieu,
1983; Bourdieu and Kreckel, 1983; Burt, 1992; Caenil988; Lin, 1982; Portes, 1998).
Burt (2000), however, distinguishes two classemofiel of social capital. One is based
on network closure as a contingency factor esdemwtigalising the value in agency and
is derived from the writings of Bourdieu and Colem@d991). The second focuses on
structural holes and advantage through social tsirei¢hat accrues through brokerage or
combination of resources (Burt, 2005). When thisréiture is applied to Indigenous
entrepreneurs, social capital is the complex icteoa of networks that channel and filter
information about the Indigenous entrepreneur’stucal identity — the complex
brokerage or combination of resources describedBbst (2005). This controls the
allocation of the meagre resources that are avaikabindigenous entrepreneurs (Foley,
2000). If social capital shapes behaviour (Fernai€dly & Schauffler 1994), one
would expect a positive interaction with culturalwes; hence the stronger the presence
of social capital, the result is an increased I@fetultural values. Correspondingly, the
utility function of a ‘relationship good’ that iofind within culture ensures that it is
consumed only with others and is trust-intensive bmth its production and the
corresponding consumption of the relational goodt@&i, Sabatini & Sodini, 2009).

It would seem that the stronger the presence dalkoapital within Indigenous groups

then the stronger the level of cultural values.sTiBia positive foundation that enables
policy makers to build a platform from which to w@mstand Indigenous economic
development. Yet in doing so, it is important tolide Schuller's (2007) argument that
social capital cannot be reduced to economic dapltme. For the values of social

capital may depend on human, financial and natigpital and social capital are, indeed,
capable of producing positive outcomes beyond emin@advantage such as improved
health, good educational outcomes, lower incarteraand crime rates and a stronger
community overall (Halpern, 2005). These are figdicommensurate with the author’s
previous publications on the social impact, or émme’ of successful Indigenous

entrepreneurs (Foley, 2000; 2003a; 2005ab; 20083 &4x).
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If we accept that positive social capital developtis attributable to positive social
attributes (Halpern, 2005) then we need to defioeias capital from the Indigenous
entrepreneurs’ standpoint. Commencing with the \wetwn Naphapiet and Ghoshal’s
(1998:243) definition of social capital as a platfip which is:

“the sum of the actual and potential resources eadx within, available
through, and derived from the network of relatiapstpossessed by an individual
or social unit. Social capital thus comprises hbibeh network and the assets that
may be mobilized through that network”

When we begin to understand the impact of contiswmlonisation (Pearce, 2010:14) on
the Indigenous entrepreneur that is touched oharfdllowing case studies and based on
the authors previous research in the specialised af urban based Indigenous

entrepreneurs, then a definition of social cafitain the Indigenous standpoint would

be:

“For the Indigenous entrepreneur social capitathis sum of the actual and
potential resources, both embedded within and aiailthrough their own socio-
cultural networks, that to a large degree is subjeccolonisation and the
contemporary socio-cultural environment within theminant society. The
dominant society determines the Indigenous entnepnés ability to function

outside of or within structures of cultural oppiiess often born of negative
stereotypes. Social capital is also subject to Baothterial’ and ‘relational’

functions within a varying trust-intensive relatsbmp between the subject
parties”.

If you are Indigenous, social capital is a variabependent (Halpern, 2005; Schuller,
2007) subject to the levels of ‘social inclusioritiin the wider ‘settler’ society which is

in the two case studies the dominant culture. limigortant to remember that Bourdieu
(1986) was among the first to discuss social chp#aa concept in other than economic
terms, encompassing elements that include trushnean values, norms and social
resources within a social structure. We have takento include both ‘material’ and
‘relational’ functions within a varying trust-inteive relationship (Antoci et al, 2009).
Indeed, social capital is “iterative” as the mdrean be developed then the more can be
developed (Onyx et al, 2009:166). The specificdgéin of social capital used in this
paper is a development of this concept based oigdndus entrepreneurs obtaining
resources from their social networks that allownthi® survive within a post-colonial
environment, which will differ from country to coump and possibly region to region
depending on the social carnage that is the direstlt of aggressive colonisation
practices (Reasons & Pavlich, 1996pr the nascent Australian Indigenous entrepreneur
financial capital and natural capital and to areektleveloped human capital within their
own cultural ‘kinship’ networks is very low to nadstent(Foley, 2008c; Fryer-Smith
2002) The emphasis in this discussion is that the Aliatr Aboriginal entrepreneur is
forced to develop social capital connections froatside of their own cultural base
(Foley, 2008c).
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Before closing this section, it would be remissn@# not to repudiate one of the urban
myths held by some within the Academy. Not all Agwral people have access to strong
kinship systems and networking alliances througlomimunity’ associations as
commonly believed. My research over the last 15s/€Boley, 2000; 2003a; 2005ab;
2006; 2008a) has revealed that the majority of Walish Indigenous people have
relatively low social and human capital within thédigenous personal networks that
are applicable to commercial ‘business’ undertakintn traditional (pre-European
contact) Aboriginal social networks through complkiship, relations were well
established. However, the impact of colonisatioispalssession and urbanisation has
resulted in the destruction of many cultural tiesl araditional practices (Fryer-Smith,
2002). Traditional kinship based levels of sociatl &auman capital are diminished to
unrecognisable levels in the colonised urban enwment (Fryer-Smith, 2002). In an
entrepreneurial context, the urban Indigenous lassirperson is forced to seek social
capital, business assets and human capital in éasexpertise from within the dominant
settler society networks through a shared relatipn&lyver & Foley, 2010; Ottoson &
Klyver, 2008).

In conclusion, it is important to recognise tha thajority of literature, to date, on social
capital has been based on the loosely defined anckeptualised “virtuous cycle” (Onyx
et al, 2009: 166) called the ‘community’ which eafity is, “... largely [a] white, middle-
American notion ... romanticised, ethnocentric ide@rough & Bond, 2009: 248).
Having stated this as the foundation or basis athraf the known social capital research
to date, it is also despairing to read that it wicappear that social capital as a concept in
Australia is in decline, reminding “us of the urtforate resemblance between scholarship
and fashion” (Brough & Bond 2009: 247). It is notgrising to read that there has been
“... limited research into the nature of social cap#énd its meanings for Aboriginal
[people]” (Brough & Bond, 2009: 249). It is impontathat the reader recognise that this
paper qualifies the individual Indigenous entrepregnand is seeking to understand
gualitatively social capital issues impacting ore tthdigenous entrepreneunot
‘community’ issues. This paper is striving to ast@escholarship that Altman, Biddle and
Hunter (2008) write of, in that it is seeking a neWgcourse emphasising “evidence-
based” over “anecdote or ideology” (2008:18). Theklof evidence based research has
plagued Indigenous research and neo-conservatuenggions (Brough & Bond, 2009)

The Influence of Human Capital on Social Capital

It is the author’s belief that if we are to discusscial capital regarding Indigenous
entrepreneurship, then we should include a corsider of human capital literature, as
one has an impact on the other (Ottoson & Klyvé&08). Social capital is, to some
extent, predicted by human capital (Boxman, Degfadélap, 1991; Ottoson & Klyver,
2008) as, while we acquire human capital, sociglitahis co-produced. Classical
sociological literature links the two as complense(®Rooks, Szirmai & Sserwanga,
2009). To take education as an example, it not ordgtes human but also social capital
(Fedderke, De Kadt & Luiz 1999; Ottoson & Klyvef)B). Human capital, in economic
terms, generally describes a person’s productitrébates. In entrepreneurial terms, it is
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measured by classifying the elements of human aafhat include the investment in
education, the cost of attaining management sldligl training, acquiring industry
knowledge, obtaining entrepreneurial knowledge skillls, the cost of business start-up
experience, and how these can be translated i@ased economic returns on the
investment (Becker, 1993; Dyke, Fisher & ReubeB2)9To extend this, some scholars
(Greve, Benassi & Sti, 2006; Ottoson & Klyver, 2D@®stulate that entrepreneurs need
the investment in human capital to take advantdgeal capital.

As mentioned in the introduction, for Indigenouss&alians the ongoing colonisation
process until the late 20th century ensured humapitad was only developed in
education that relegated Indigenous Australianséaial labour and transient existences
(Connell et al, 2007). These educational policressgen as a major contributing factor to
the enforced welfare dependence of Indigenous Alistys, a history that continues to
contribute to socio-economic disadvantage (Berdskod Partington 2003).

Understanding this aspect of Australian history,mest then consider the development
of Aboriginal human capital in relationships thaatter based on people’s happiness or
overall well-being. The individual's social sphewdl influence their economic position
and action (Antoci et al, 2009). Antoci et al stHtat “... a social environment rich of
participation opportunities which allow people teehfrequently, creates a fertile ground
for nurturing trust and shared values” (2009: 4jci8l interactions are a vehicle in the
diffusion of information and trust that impacts @onomic activity, creating social well-
being (Smith, 1763/1978).

Accepting that social capital emerges from the pmetworks and relationships of the
social structure (Coleman, 1988), we must consedenicity as a distinct form of social
capital constructed on people’s cultural endowmemwtsligations and expectations,
information channels and social norms (Giorgra®02@hou & Bankston 1ll, 1994). The
hypothesis is that colonisation destroys or sulipgyanost if not all Indigenous nations,
and eradicates whole generations, destroying timeplex Indigenous social networks
that pre-existed the colonisation process and evhling Indigenous educational
practices. Hence, the human capital that onceezkist nourish and endow the resource
base of Indigenous social capital would evaporatéowing ongoing processes of
genocide, denial of language, destruction of hghitaarceration (including on missions
and reserves), which would ensure that any attéonpsuscitate social capital would be
difficult and dependent on the benevolence of tbmidant — ‘settler’ — society. This
paper allows the reader to gain an ‘insider’ viemo iAboriginal society through the pen
of the Aboriginal researcher. How this is achieigedxplained in the methodology.

M ethodology

Exploring phenomena in theoretically sparse figh®lves moving from empirical data
outward toward generalised theory and is referoeastan inductive process (Eisenhardt,
1989; Glaser & Strauss, 1967; Strauss & Corbin,019%or this research, a cross-
comparative case study approach has been applied 2002; Eisenhardt, 1989) to
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emerge theory through the empirical examination d#ta. Two representative
independent groups of minority/dominant contextuldcated cultural case-studies were
contrasted. These were characterised by 60 Indigernsustralian, and 25 #bri
entrepreneurs. Each study involved a range of clataction techniques such as review
of official documents, review of mass media docutsesociety observation, interviews
with experts, and interviews with the entrepreneurs

Grounded theory (Strauss & Corbin, 1990; 1998) ey a useful base that informs the
study. However, the research departs from thet sapplication of grounded theory by
adopting a semi-structured interview format witle ihdividuals representing each case
study to attain commonality in key data sets amdngthen validity, consistency and
reliability (Weiss, 1994). A two-step process whsert used to analyse the one-on-one
interviews with Indigenous entrepreneurs who werepraesentative of the
minority/dominant cultural cases and the officialanedia documents, observations and
expert commentary. First, substantive coding (opeding and constant comparative
coding) was used (Glaser, 1992) and second, thegsis was applied to collate and
contrast the findings between the representatite skts of the two individual countries.

Due to the relative low number of Indigenous eneapurs and the specialised
methodology required in identifying them and gagntheir participation in research, it
was considered that a quantitative research appraathis point of time would not be
rigorous or effective. Instead, this research egeidloqualitative methods to explore, in
relative simple parameters, the existence and @isso@al capital by examining the
networking activity of Indigenous entrepreneurgamtrasting cultural environments. An
important contribution is the use of Indigenousn8fmint Theory (IST) (Foley, 2002;
2003bc) that features an epistemological process tlespects Kaupapa aki
epistemology (Smith, 1999). IST is flexible and laggble for numerous Indigenous if
not all-Indigenous nations. It is deliberately ewmipatory and not a blanket clone of
existing discourses. The theory has arisen frommudsons with Indigenous peoples of
several lands, from Indigenous academics, the @&ed( the non-educated in western
formal schooling (but well versed in Indigenous Wedge), and seniors including
‘Elder’ Indigenous advisers.

The Australian study is ongoing and is based orrsé\prior research projects (Foley,
2000; 2003a; 2005ab; 2006) spanning a period ofcxppately 10 years. It involves

sixty ‘snowball selected’ urban Indigenous entreprtes from geographical regions
ranging from Hobart to Darwin. The participants emd a broad range of industries,
several of them far removed from the art, craft aodrism ventures that are
stereotypically associated with Indigenous busireeswvity. This included entrepreneurs
in the motor vehicle industry, trade and retaithie building industry, manufacturing and
service industries. Selective review was undertakereduce industry concentrations of
participants.

The Aotearoa research is also ongoing, howeveth®purposes of this paper, only case

studies undertaken from July 2007 until January828@ included. Participants were all
from the North Island in a geographic area thduished the Northlands, East Cape, down
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to Napier and Hawkes Bay, and across to Taupo @nsurrounds. Snowball sampling
was also applied with 25 participants selectedresmtative of a broad range of
industries that included financial services, maaotufang, transport, information
technology, and engineering, hospitality - tourismat included bed and breakfasts,
motels and established tour operations.

Participants were sole traders, partnerships, agistered corporations. Interviews

involved individuals, partners, families or sentorporate partners. No trusts, Indigenous
‘community’ type groups or Indigenous groups essdigld on a communal basis were
studied. Participants were stand-alone commerpiataiors.

For the purposes of this paper the specific rebequestion investigated islow does
social and human capital influence the networkihgndigenous entrepreneurs?

The research question findings are explained Wrigfl the following case study
summaries and further summarised in Table 1 below.

Comparing the case studies

On analysis of the data and comparing the two s¢épdndigenous groups, five key
indicators of discussion emerged from the caseiedud’hese are: cultural links with
networking; the existence of second generationeprgneurs; education levels; role of
family; the business relationship between social bnsiness spheres. The comparative
data is summarised in Table 1 and explained in rdetail in the following discussion
sections.

Table 1: Comparative analysis of the cases

Australian Indigenous Maori entrepreneurs
entrepreneurs
Cultural links with Weak. Subject to acceptance Very strong. Culturally accepted
networking in dominant society. interwoven within existing belief
A necessity. systems. An extension of daily
practice.
Whether second 16% of total Some 80% family members
Generation
entrepreneurs
Education levels Approx 75% tertiary Approx 20% tertiary
Role of family Negligible, most cases Very important and
negative. Supportive.
Business Relationship Separated. Dependent on theHighly integrated.
between social and dominant society, therefore | Numerous relationships, some
business spheres there is a power imbalance | very personal, they take an avid
interest in their networking
partners
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Case study 1: Australian Indigenous Entrepreneurs

To better understand the research findings, let firs understand some brief
demographics of Indigenous Australia. The IndigenAustralian population represents
only 2.4 percent of the whole (Australian InstitateHealth and Welfare, 2003), some
500,000 people of whom:

« 160,000 live and work in cities in towns, and asdatively well educated
enjoying a wide range of occupations. Proud of acuiture, they enjoy
mainstream living standards and participate fufly Australian society. Their
children have educational opportunities on a path veuburban middle class
Australia.

« 250,000 (approximately half of the population) &rig on the fringes of towns
and cities or in the major city ghettos. They &re low labour force participants,
suffering high unemployment and high welfare deperg with poor education
and poor health. They often live in overcrowdecdetiet public housing with their
everyday life prone to violence, substance abusesanietal dysfunctions. Their
children have poor access to education opportsnitie

« 90,000 live in some 1,200 ‘homeland’ settlementat#ished in remote Australia
from the 1970s. These are the most deprived grasymlly totally dependent on
welfare, with generational gaps in western eduoadielivery, appalling health in
sub-standard housing, poor sanitation, even laccoéss to clean water in some
instances. They live in conditions normally asstdawith third world countries
and suffer preventable diseases that in some @aseworse than third world
conditions (Hughes, 2007: 3).

The entrepreneurs subject to this study were fqaredominantly within the first group,
which we could loosely refer to as middle class idinal Australia, and the nascent
entrepreneurs within the second group. These ageirtipoverished, the ‘necessity
entrepreneurs’ who see entrepreneurship as theutahdt enables them to escape the
‘welfare rut’ (Martin, 2004). Aboriginal entreprems considered networking to be an
essential business activity. However, in the Audistnastudy, networking did not take
place within other minority groups or their own.tiNerking was predominately, in fact,
exclusively undertaken with the dominant societyAnfjlo-Australia, or better known as
‘settler society’. There were no alternatives fogde entrepreneurs. The reality is it was a
necessity as their creditors were non-indigendwr tlebtors were non-indigenous, and
the business environment in general is dominatetthéyon-indigenous.

One of the most important factors influencing epte@eurs during their years in business
is their identification of role models and networldisrich & Peters, 2002). Now
consider, only 16 percent of participants in thesthalian study were second-generation
entrepreneurs; the remainder had no history oflfamembers in business. The majority
of Australian Indigenous entrepreneurs were thst fin their respective families to
display entrepreneurial tendencies that led tormss activity. On entering business,
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many felt culturally, spiritually and physicallyakited as they were participating in an
activity in which they had limited to no previouaniily history. Their experience
conclusively illustrated limited business acumed aeduced social capital. Networking
was a key contributor to their survival; howevdrwas networking involving non-
indigenous business people. Most drew on the expegs and the skills of non-
indigenous mentors who helped them establish keysiny contacts that arguably would
not have been possible previously due to negati9® dentury stereotypes and
discrimination Networking opportunities with Indigenous peers @veon-existent as the
entrepreneurs worked within a business environmmamaged by non-indigenous people.
One respondent’s Indigenous staff worked in reoeptir low-level menial positions as
the participant felt that the expertise and knogtethat they needed could only be found
within the non-indigenous sector. This was a comsitration as Indigenous businesses
were forced to find expertise outside of the Indiggs community. Necessity drove them
to network with mainstream business contacts. Thiktyato network across cultural
and/or racial barriers was essential; however, ith@re experienced entrepreneurs
confirmed that this arose only after years of eigpere and exposure to the mainstream
‘settler society’ business world. In general it veedy when they became established and
successful that they could invest in training lrtigus staff outside immediate family or
well-qualified non-indigenous staff to take on maenior/specialist key roles within
their businesses. This indicates an initial ‘subtbility’ of social capital outside of their
Aboriginal networks similar to the findings of Raolet al, (2009) in Uganda — a
substitutability not found nor apparently necessarthe Aotearoa case studies. Luthans,
Luthans and Luthans (2004) found that when humaitatadevelopment is aligned with
the corporate strategy of the business there Gs#iye impact on corporate performance.
In Australia, this was being adopted in older, vestablished businesses, and was
evident in the Aotearoa case studies.

The Australian sample highlighted widespread radistrimination. Female Indigenous
entrepreneurs faced additional problems when dgalith male trade suppliers, as many
did not seem to want to listen to or communicatthwhem. The female entrepreneurs
recognised the importance of networking, but thegrewpossibly precluded from

reaching their full potential due to a general ladksocial inclusion be it race and/or
gender discrimination.

Networking enabled the participants to develop amake use of relationships with
suppliers and other organizations and provided ees®d opportunities to build
credibility, a positive image and customer accedsa¢ & Aram, 1995). Building
credibility and a positive image were importantpesgally when one had to confront
discrimination within the business world. Networkiprovided role models, industry
advice, the sharing of experiences, and accessigplisrs and customers (Dollinger,
2003; Kuratko & Hodgetts, 2001). It is seen asratsgic and a purposeful activity by
Indigenous entrepreneurs to gain entry into mariteds are non-indigenous, but it is a
difficult social decision for the Indigenous entrepeur to make, to immerse themselves
within the dominant society as many in this stuglgeived a negative backlash from their
Indigenous peers as a result.
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How did social capital influence the networkingfafstralian Indigenous entrepreneurs?
The high levels of tertiary/vocational educationtive Australian group in comparison
with the other studies would indicate that educati@ttainment was important to access
the settler society’s social capital. The act dboation in Australia was one of open
frontier slaughter, of mass killing nothing shoftgenocide that has reduced Aboriginal
populations and social structures to a mere shadbwheir former positions. The
survivors of the slaughter in most cases were lityciemoved from their lands and
placed in missions. This was followed by generatioh Government intervention that
attempted to ‘breed out’ the Aboriginal, and theas an almost total disruption to
Aboriginal society that has impacted on culturaluea (Reynolds, 1981; 1989), thus
reducing Indigenous social capital levels. Negatiaeial attitudes, the lack of social
inclusion combined with a lack of business role eled low numbers of second
generation entrepreneurs, and a history of raeigiegation also support the hypothesis
that existing Aboriginal entrepreneurs have limitedligenous social capital, and
therefore the reliance on the social capital of twmminant (settler) society takes
precedence in business start-up, as the literatiggests (Fernandez-Kelly & Schauffler,
1994; Grootaert, 1998; Putman, 1993).

Piazza-Georgi (2002) argues that the process afig capital requires an investment,
especially in building human capital by obtainirdueation, and then investing less time
in social capital. In the Australian Aboriginal emple, the investment is also a
development in social capital as there are fewepisting levels (if any) available to the
Indigenous entrepreneur. The difference betweerstigects of Piazza-Georgi’'s (2002)
work and those covered in this paper is that hisepreneurs are not the minority within
a dominant society. Bruderl and Preisendorfer (1®@fieve that entrepreneurs who lack
other sources of capital (including human and fanah will mobilise resources through
their core social network. This study shows thathie Indigenous Australian scenario it
is in fact the settler society ‘social network’ tharovides other sources of capital. It
would appear that for Indigenous Australians soarad human capital (and financial for
that matter) are entwined, with one generatingatiier — subject of course to the social
inclusiveness of the dominant settler society @ndsocial policies. This is a difficult
concept to measure but can be deduced in the cathygaanalysis of case studies from
the two societies.

Case study 2: Maori Entrepreneurs

Based on the data gathered, networking and netn@ikills of the Mori entrepreneur
were essential business attributes and an extemdidineir cultural life skills. One in
seven New Zealanders aradfi, 14 percent of the total population (Statistiz, 2002).
Most Maori continue to live in northern regions with ngaapproximately 90 percent in
the North Island and around 60 percent concentratethe Northland, Auckland,
Waikato and Bay of Plenty areas. ‘Business netwgrkis an extension of their existing
skills in the interaction wittwhanau(family) and appears effortless and natural; this
supported by the New Zealand Global Entrepreneuvahitor 2005 study (GEM)
(Frederick & Chittock, 2005) which concluded “sdeialtural norms such as positive
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and confident attitude assist in meeting sociakecac expectations” (Reihana, Sisley &
Modlik 2007:637). Even in the absence of suppannftraditional social networks, such
as in the case of the urbanadfi or the entrepreneurial &dri, they create their own

networks and develop new forms of social institegi¢Barcham, 1998; Walker, 1995).

The history of colonisation for Bbri is very different from that of Australia. Ingtearly
years, Miori were allowed economic independence, in fact sbevival of both the
fledgling New Zealand colony and the Australianotgl in Sydney was dependent on
Maori commerce and agricultural skill as the Maortegprise fed and maintained the
fledgling settler economies (Petrie, 2006)advl were the innovators and the leaders in
commerce, adopting the plough, flour mills, andtbmanstruction, becoming owners of
numerous ocean-going vessels; they were convensiht international trade and
intensive land-use management practices (Petr@#g)2&conomic decline commenced in
the 1840s for a myriad of reasons. The overall &dsxilitary power in the 1860s and the
rapid loss of traditional lands ensured that by ¢nel of the 19 century Miori were
facing an ever-decreasing economic base (Maaka,) 1@8ich was not reversed until the
1980s and 1990s when there was a reversal of gmesrtnpolicy (Barcham, 1998). The
population during the 9century also followed a rapid decline, a simikatefwith other
Indigenous peoples colonised by the British (Pef396). The establishment in 1985 of
the now defunct Mana Enterprises programme to tab&isri into business was the
beginning of several government andadvl initiatives to promote Nori economic
development (Jones, 2007).

The New Zealand study showed that the relationsbtpreen power and communication
(Orbe, 1998) within the Wbri culture is a key factor. Bbri display an ability to deal
with all layers of society, their businesses arsitmmed across niches to access resources
necessary to exploit opportunities (Waldinger, )98%howing the applicability of
cultural theory to the dominance of a culturalleated group with a resultant power
and communication ability over both Pakeha (nc@eM New Zealanders) and their
peers (Orbe, 1998). From the observer’s positioa Maori in effect have no peers other
than the participants in the economic and cultwistle of Maoridom. Their strong
utilisation of Maori resources and networks is synonymous with aspet Ethnic
Enclave theory (Portes & Bach, 1980). This is ngfgesting that all [&¥bri entrepreneurs
follow Ethnic Enclave theory in their lack of comfioity with mainstream (New Zealand
‘settler’) society; rather, it is their ability t@source goods, services, labour and markets
in both mainstream, Bbri and other-minority markets that is their strgndNon-Maori

in general however, are the consumers @Mproducts or services. It is important to
understand that New Zealand is multicultural, hgvithe world’s second highest
proportion of immigrants in its workforce. The caasof 2006 showed that only 67 in
every 100 New Zealanders were of European ethnicity

Maori entrepreneurs did not normally experience dsiciation in their business
pursuits; when specifically asked, they said thaly ovhen racism was physical or
exclusionary was it apparent. In business underggski none had specific examples;
rather, their experiences were in the social sesyiceducation or in dealing with

77



New Zealand Journal of Employment Relations, 35(1):65-88

government institutions. Racism (or social exclayim New Zealand was thought to be
more covert than in Australia.

How does social capital influence the networkingMafori Indigenous entrepreneurs?
Very few Maori entrepreneurs had tertiary education; the erist of second-generation
entrepreneurs was very high, and it would appeay thad suffered the least social
destruction in the colonisation process. Socialtahp business appeared highest in the
Maori case studies when compared with the Australzaining an education and thereby
increasing human capital was far less importansoagl capital levels were already high
— as shown by Coleman (1988), social capital inféineilly and community promotes the
formation of human capital, with the two complenmegteach other (Burt, 2001).

Conclusion

The importance of networking is universally accdpteliterature as a key prerequisite to
business success and entrepreneurial activity. gdper provides the reader with a new
perspective on aspects that involves Indigenousvarging. The existence and
relationship between social and human capital coatbwith the historical legacy of the
impact of colonisation influences the capabiliteesd networking environment of the
Indigenous entrepreneur. The study of Indigenousepreneurship is more than a
research area based in Management studies; itdigease research area requiring the
understanding of several literature bases.

This paper illustrates Indigenous Australian emngapurs experience reduced social
capital that results in active social networkinghe settler society culture (or dominant
society) as a necessity in their basic businesstifurs. The role of the family was

negligible to negative, they were dependent onataceptance and social inclusion (a
fragile sociological relationship), and they expaded little diversity in their networking

while their business relationships were often tbatdependence, with a distinct

separation between social and business networkitegaictions. Education attributes
became important in order to access the settleetytxcsocial capital resources.

Maori displayed a solid cultural and social capitalsé. Networks were culturally
accepted, the family role was supportive, and aathio networking interaction ensued
with strong economic motivators. Networking was eldse and well-maintained,
entrepreneurs taking an avid interest in their petimg relationships which are
culturally supported. In general, networking redaships were highly integrated between
both their social and business spheres. koiMthe attributes of formal education was
less important in comparison to the Australian,hwit being least important in the
strongest cultural and social capital base of thrM Yet the high levels of formal
education for the Indigenous Australians (a grdwgt statistically experiences very low
educational achievement in both K-12, trade antlatg), indicating that their human
capital and corresponding social capital requimthl education to supplement the lack
of pre-existing human and social capital leveld tha other group enjoyed. Based on
supplementary questioning it would appear that atioic was not for any formal

78



New Zealand Journal of Employment Relations, 35(1):65-88

business content, rather it provides many attrgyutee most important appearing to be
the skill in dealing with people especially thettkr society’.

The practical implication of this research is aoréased understanding of the business
environment for policy makers, for Non-Governmerngé&hisations (NGOs), business
support organisations and the Indigenous entrepren¢hemselves. In Australia
organisations such as Indigenous Business Austrdl@ premier ‘business’ funding
body, can now begin to understand sectors of theding portfolio that will enable them
to work with educators to ensure the developmerdoaial capital and understand the
dependency in Australian business circles on timeiiant society and the corresponding
impact of racial attitudes. If we can understand lhoisiness relationships are stimulated
or reduced by the presence of varying levels olas@apital, then we can and will assist
the Indigenous entrepreneurs in their businesspigrand economic development.

Research on the Indigenous cultures of AustraléhAotearoa within such a short paper
involves generalisations and limitations. Perhdps key finding of this paper is that
Australian Indigenous entrepreneurs are embedded minority culture which must
interact simultaneously within the dominant setfleciety culture if they are to survive in
business. The level of this interaction, and the/groimbalance within entrepreneurial
networking that correlates to the entrepreneungll®f social capital demands further
detailed study. This opposes Onyx et al’s findingt tsocial capital is “remarkably stable
across communities and groups” (2009: 168). Tboigether with the marked difference
in education attainment in the Australian grouphhghts that compared to Aotearoa,
indicates the need for a different interpretatiohn literature across disciplines, to
understand a complex issue — the relationship Etweman and social capital in a post-
modern, allegedly post-colonial world. The casualhp to the development of social
capital in the Indigenous situation are dependenthistorical factors; the impact of
colonisation, removal, limited to no intergeneratibbusiness expertise, discrimination,
limited financial reserves that result in a caspath in Australia that is dependent on
non-indigenous mentors, financiers and businesmgrar and so on. The significant
findings by Onyx et al, (2009) indicating socialeagy and trust as the most important
casual factors are the same as those by Bourd@86)1for it would appear the trust,
common values, norms and social resources witldrsditial structure of ‘settler society’
form the Indigenous Australian entrepreneurs bssingocial capital structure. This
includes both ‘material’ and ‘relational’ functionwithin a varying trust-intensive
relationship as supported by Antoci et al, (2009).

The Australian Aboriginal business sphere withie ttominant society will influence
their economic position and actions (Antoci et28l09), the direct casual path as defined
by Onyx et al (2009). In effect, this is the “... c&d environment rich of participation
opportunities which allow people to meet frequenttyeates a fertile ground for
nurturing trust and shared values” (Antoci et a2009: 4). Yet the Nori social
interactions are so different as theadvi trust and shared values comes not only
externally from settler society it also comes fraithin their own Indigenous and family
networks indicating as Onyx et al (2009) would erits their (Mori) social capital is
stable, within their own cultural and economic gelesven though they endure colonial
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practices. It is the social interaction of the nogigenous business community in
Australia that creates a vehicle in the diffusidrinformation and trust that impacts on
the Aboriginal entrepreneurs economic activity, atiry social well-being (Smith,
1763/1978). Further analytical and quantitativeeagsh needs to be undertaken to more
fully test and confirm these ideas; however, ttapgy provides a foundation from which
academic debate can proceed to understand theomnslaip between human and social
capital and its impact on Indigenous entrepreneurs.

Notes

" The policy of ‘Exclusion on Demand’ was not removeain the New South Wales Teacher’s

Handbook until 1972. Equitable education was detodddigenous Australians throughout New

South Wales for 70 years. Other states implemesiteiar frameworks that excluded Indigenous

Australians based on the pretext of racial inféyo(Connell, Campbell, Vickers, Welch, Foley & @zell, 2007).
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Chronicle October, 2009 - January, 2010

October 2009

The upcoming November election provided a platfémmpolitical parties to trumpet
their employment policies. Theress reported an announcement by Minister of
Labour Trevor Mallard that the Government plannedntroduce requirements for
businesses to give staff minimum notice periodsmuts if they propose to lay off
workers. Mr Mallard said that options for a statytminimum for compensation and
notice would go out for public consultation in a2009. This announcement came
amongst predictions of a sharp rise in unemployrdagtto the world financial crisis.

The NZ Herald reported on the National Party’s proposal to idiie a 90-day trial
period for new employees in firms that employeddethan 20 people. The National
Party’s Employment Relations Spokesperson Kate W&tn claimed that New
Zealand was the only country in the OECD (apamnfiéinland) that did not have a
trial period for new staff. She said that a tpariod would give smaller employers
confidence to take on new employees with the kndgéethat if they didn’t work out,
they could be dismissed. The article went on teeribat the proposal would affect
most of the country's companies as 350,000 (96.&q&t of all firms) employed 19
or fewer full-time staff. Wilkinson also suggestdtht Small Medium Enterprises
(SME) lacked the human resource capacity to makel gonployment decisions and
that the policy would give them the confidenceaket on people. She concluded that
the policy included enough safety mechanisms tteptgeople from being exploited
by bad employers.

In a response to this announcement, Minister obualdrevor Mallard called on the
National Party to clarify its position on whethewteachers would face 90-day trial
periods or not after conflicting comments from twpokespersons. The National
Party’s Education Spokesperson Anne Tolley hadipusly said that teachers would
not be included in the policy but subsequentlya &ouncil of Trade Unions election
forum, Employment Relations Spokesperson Kate Wslain said that teachers would
be included.

The celebration of Labour Day was foreshadowed Bominion Post article which
said that more New Zealander’s than ever were wgrki excess of 50 hour’ a week.
This level was exceeded only by South Korea indineloped world. Reasons given
for working longer included changing economic ctiotdis meant that households
could not survive on one income. Business NZ's fckiecutive Phil O'Reilly said
that workers could not continue “slogging away @éter day” but until they started
thinking smarter and productivity increased, thend@r week would be a dream for
many. Council of Trade Unions’ President Helen Kelited research that stipulated
that those working in excess of 50 hours fell itw@ categories. The first group of
workers worked long hours to make ends meet, aadsétond group of workers
earned a good wage but were part of a work culhaé caused them to work long
hours.
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The Press reported that junior doctors had finally ratifiekir collective employment

agreement which featured an 8.68% pay rise. Trosight to an end a protracted
dispute that had lasted for 15 months and led tiods to take strike action in May
and June 2008 (see May and July Chronicles).

The Dominion Post reported in early October that Wellington bus drs/were again
threatening strike action. After another round efatiations, a new offer was made
by the employers which included a cash payment360D%lus a new pay offer of a
7.5% rise, and this new offer was accepted by thesis. TheTaranaki Daily News
reported that workers at Fitzroy Engineering in Nelwmouth threatened to strike if
their pay negotiations did not reach a satisfactatgome. However, they accepted a
6.5% pay increase over 12 months, which constitats@nificant cut on their initial
demand of up to 15 per cent.

Fast-food giant McDonald’s featured prominentlytiie media during October. The
Timaru Herald reported that union employees at all five McDoisldutlets at
Auckland Airport took industrial action in an attptrto gain pay equity with their
union colleagues at KFC, Starbucks and Pizza Hu. Secretary of the Unite union
Matt McCarten claimed that members who went orkestand protested at the airport
were harassed by security staff and police, anduthen's organiser was threatened
with a trespass notice. Th#aikato Times suggested that McDonald’s employees in
Hamilton had asked their customers not to eat abdnald’s at all. The workers
wanted McDonald’s to lift its minimum pay rate frabd2 per hour to at least $12.80
per hour with allowances to pay for length of seeviA McDonald’s spokesperson
was quoted as saying that the company supportedgheto strike but there were
many ways workers could earn more money and thepaagnpreferred to give pay
increases on performance rather than service.

McDonald’s featured again inRress article with a report that the Kaiapoi outlet was
going to appeal an Employment Relations Authorégigion that awarded $15,000 to
a teenage worker (see September Chronicle). Thaofiti ruling found that the
employee had been constructively dismissed aftemjg a union. The same franchise
received further publicity in thBress when the union representing another employee
claimed that the employee was forced to finish $teft despite her foot being run
over in the restaurant car park. A Unite union arger Joe Davis said the 17-year-old
girl was working on the drive-through when her feas run over as she delivered
food to a parked car. She suffered a swollen badther manager told her she still
had half an hour until her shift finished and made carry on.

A Dominion Post article claimed that high staff turnover at the client
Compensation Corporation was attributed to a “ldlyculture” and a massive
workload. This was despite a Department of Labiowestigation in 2004 into
complaints of overwork, stress and bullying. Figushowed that since May 2007,
630 staff had resigned (out of 2600) and that sR@3, 56 personal grievance cases
had been taken by staff members. The turnoverofadeound 25% per annum did not
compare favourably with comparable government agsnsuch as Housing New
Zealand and Auckland District Health Board who laadund 15% staff turnover. In
the article, a former employee was quoted as sathaf) there was definitely a
“bullying culture” and the management approach Wdadatorial”.

90



New Zealand Journal of Employment Relations, 35(1):89-97

According to theDominion Post, the Supreme Court had agreed that it would Hesar t
case of unlawful discrimination of a senior Air Ne#ealand pilot who was

automatically demoted when he turned 60. The pilett from being a Boeing 747
captain and flight instructor to the lower rankfoét officer when he turned 60 in

September 2004. The appeal would be against a @bukppeal decision that age
discrimination was not the reason the man lost eamkwas moved to a lower-paying
job (see July Chronicle). The appeal was seen asdahe potential to clarify the

way discrimination issues are defined and decided.

The NZ Herald reported that an Auckland school teacher, who taatase to the
Employment Relations Authority claiming he was raeely bullied by other staff,
was so difficult to work with that his dismissal svantirely justified. The teacher
claimed that his workload was intolerable and naamgd that he was bullied by other
staff. It was also asserted that his dismissal iwastaliation for having complained
to the Ministry of Education about college managetn&he Authority found that the
teacher’'s workload was not “out of sync” with othieachers and that he was given
adequate support which included an extra day afioath. It was also found that he
was not bullied by his colleagues, but rather thay acted in an “entirely
predictable” way in frustration at the way he betthvowards them. The Authority
added that the teacher appeared to have littlghhanto the effects of his behaviour
on those with whom he interrelated with.

The NZ Herald featured an article detailing the impact of caisasibn on sectors of
the workforce and gave the example of a Middlenttwepital kitchenhand employed
by Spotless Services. The employee worked on age?fgto 30 hours a week for
four years but was still a casual worker. The workaid that although she was
working 40 hours at the moment, it was ‘off and ant that she needed secure work
to support herself, her sick husband and four ofiidThe article went on to say that
despite nine years of Labour-led governments, kpemence was commonplace. The
Service and Food Workers Union suggested that iedttoward using casual
workers had become a serious problem. In respdhseMinister of Labour Trevor
Mallard had drafted legislation which would giveboarr Department inspectors the
power to determine whether ‘casual’ employees wearefact, really permanent
employees (see June Chronicle). The bill would al®vide a code of employment
practice for casual workers, and would require thabnised workers in labour hire
companies to be paid at least as well as unionisaters employed directly by an
employer that hires the labour hire company.

November, 2009

The Herald on Sunday reported that small and medium business ownersonetd
the news that the 90-day probation period policg \likely to be implemented by the
newly elected National government (see Septemberor@ie). Employment
Relations Spokesperson Kate Wilkinson indicated tha new government had not
set a time for implementing the policy but an irmdiocn would be given once
parliamentary roles had been announced.
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Both theNZ Herald and theWaikato Times reported that The Dairy Workers’ Union
had given Fonterra notice of a strike planned tgirben 17 November 2008. The
union was seeking an 8% increase but the empl@eoffered 5% plus a 2.5% lump
sum payment. The National Secretary of the New afwhlDairy Workers’ Union
James Ritchie said the collective bargaining agezgmwhich covered about 4,500
people, was historically the most serious negaotigsituation the union had with
Fonterra. It was later reported in thidaikato Times that the parties had reached a
settlement after two days of negotiations. Theagrent still required ratification by
the members before the strike notice would be wavd. Fonterra claimed that the
offer was a fair and appropriate agreement thatldvgive security for both sides in
the current turbulent economic and financial clienat

An ongoing dispute at Ports of Auckland flared gpia with theNZ Herald reporting
that the Ports of Auckland Company had receivedcaobnly an hour before its
annual Christmas party of a one-day strike by membé&the Maritime Union. The
union withdrew the notice after a technical ertmrt Branch President Denis Carlisle
said another strike notice would be issued. Pradigt the reaction from Ports of
Auckland management was that the strike notice“digappointing, unnecessary and
provocative” in difficult economic times. The Manite Union claimed that it was the
company that was being provocative by making iteasingly difficult for the union
to hold meetings for its members.

There was further unrest at McDonald’s with a régbat unionised workers were
planning to burn an effigy of Ronald McDonald atreeeting in Auckland (see

October Chroncile). Unite union members were tgkiart in a meeting to mark both
Guy Fawkes day and to emphasise anger over workpagdconditions. Unite’s

National Director Mike Treen was quoted as sayhgg t...young, angry workers are
telling the world’s biggest fast food company thegre not lovin’ low pay and unfair

rostering...” According to Mr Treen, low pay amdegular work hours were among
the main concerns but McDonald’s Communications &¢gn Kate Porter claimed
that McDonald’s had already agreed to the demaodsdcure work hours and that
the planned strikes were an attempt at “news grafibi

The Waikato Times reported that Hamilton bus services were disrupted 24-hour
drivers strike after a breakdown in pay talks betmvdus company Go Bus and
drivers who were members of the Northern DistrimutiWWorkers Union (see
September Chronicle). Drivers indicated to Go Buwst they would not accept cash
fares but, in turn, Go Bus responded that thissafwas not acceptable and that it
would lock out the union drivers. However, witlarweek the drivers ended the five-
day strike and accepted a 5.6% pay increase. Usgznetary Karl Andersen said the
bus drivers had to settle for an offer of $14.27 lpeur but would have preferred
$15.50 an hour.

The ongoing case of the leading medical specialiengly dismissed after trying to

e-mail photographs of his genitals to a femalenfli¢gemained in the news with
Dominion Post recorded his successful appeal in his battle foosts award in the

Court of Appeal. The Court determined that he coeluit his appeal for costs back
to the Employment Court, after a previous judgménatt awarded no costs. The
doctor was dismissed after pictures of his penisevi@und on his work computer. He
was reinstated to his $200,000 position by the BymEnt Court in November 2005
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after a ruling that he had been unjustifiably dssed. Subsequently, the doctor
claimed more than $195,000 in costs which was t&jeby the Employment Court.
The Court of Appeal concluded that the judge fatledeal separately with the issues
of remedies and costs.

In a sign of the times, th®ominion Post suggested that corporate chiefs and
businesses were hiring bodyguards and extra sedaripprotect themselves from
disgruntled employees who had lost their jobs. @hele claimed that the fallout
from the financial crisis had made several chieéceives hire round-the-clock
protection as sacked or redundant workers thredtbath them and their families. In
one case, a bodyguard maintained protection ofief eltecutive for several weeks,
while another monitored the movement of a formepleyee.

Although there was an economic downturn it was lighbed in media reports that a

number of initiatives were being used to preveatf $ayoffs. Helene Higbee, director

of a specialist remuneration consultancy, inforrtted while most of her clients were

looking at making staff redundant, some were daivegr best to retain and redeploy
people. These actions included redeployment of st&éh other areas, a freeze on
hiring new staff, not replacing staff as they leagecompanies try to do more with

less. Budget reviews also looked at ways to triengjng such as calling travel halts.
However, the reality for unions was that redundesevere increasing at a great rate.
The President of the National Distribution Uniominied that the union had been
“right up to our necks” in redundancies.

December, 2009

There was extensive coverage in the mainstreamamedarding the introduction of
the 90-day probation period amendment to the Enmpéoy Relations Act. The
Dominion Post informed in early December that the National-lemv&nment looked
set to introduce a 90-day probation period for memployees into Parliament under
urgency. The introduction of the Bill was predictedrun into “stiff opposition” and
was seen as a test of the relationship betweeNdkienal Party and the Maori Party.
There was no select committee hearing requiredusecthe changes were signalled
in the election campaign and the Bill introduce@@®6 by Wayne Mapp went before
a select committee. This lack of “public debate®&wdrcriticism from the union
movement who called it an attack on worker’s rigkgrmer MP Laila Harre claimed
that this was “the first step to wind back workeights and protections”. She further
criticised the push to pass the bill before Chrestras “ideological” and that it was
“unashamedly backing bad bosses against vulnevedoleers”.

Later in the month, thBominion Post and thePress published articles suggesting that
the Government could extend legislation which woallbw the 90-day probation
period to cover all employers. The explanatory sote the Bill stated that
“[c]onsideration could be given to evaluating theammes of this legislative change
with a view to extending it to cover all employéndfuture.” Minister of Labour Kate
Wilkinson was quoted as saying that the Governmestopen to such an extension.

There were further media reports on the operatibnthe Employment Relations
Authority when an article appeared in tH& Herald which criticised the operation of
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the Authority. The article cited the Parentlindadxine Hodgson case (see September
Chronicle) and added that reform of the Authoritgswhigh on the government’'s
agenda. The article suggested that the Ministetadfour Kate Wilkinson was
planning to make the Authority keep records of gteceedings, allow the cross-
examination of withesses and make it act more gatly”. One senior employment
law practitioner commented that legal costs hagtanp and that taking a case to the
Authority could be more expensive than taking ailsimcase to the Employment
Court. The Head of the Authority James Wilson dhit the increased costs were
partly due to a 2004 amendment to the EmploymefdtiRas Act allowing dismissal
on the grounds of what “a fair and reasonable eyaplovould have done in all the
circumstances”. According to Mr Wilson, hearingsatthasted more than a day had
increased 50% since the law change. Unions andogers generally felt that the
system was working well but just needed “tweakingth Tony Wilton, of the
Engineering, Printing and Manufacturing Union (EPMdaiming that compulsory
mediation and the use of the Authority had madelvesyy employment disputes
much less costly.

A further NZ Herald article on the Auckland waterfront dispute whiagtghn in late
2006 after the collective agreement expired clainteat it was “lumbering into
another year” (see October Chronicle). An Employimé&telations Authority
investigation into claims breaches of good faithbmgh parties had been adjourned
until 2009. The article stated that that the pamnpany appeared “unenthusiastic”
about the Maritime Union’s latest proposal and traispects of a settlement looked
shaky.

The Nelson Mail highlighted that an Auckland bar manager was aedrdearly

$36,000 in compensation and lost wages. The wom@sndemoted from her job as a
bar manager one week after she informed her emplbge she was pregnant. She
was then dismissed a month later after she wasadaf lying about her work hours.

A high profile television personality Craig Busdaiso known the “Lion Man”, lost
his claim for temporary reinstatement at the Zionldife Park in Whangarei,
according to theNZ Herald and theDominion Post. The articles reported that Mr
Busch had been dismissed for alleged serious mismbnincluding allegations of
major breaches of safety protocols, inappropriaghaliour in the workplace,
performance issues, failing to keep proper trainiegords and causing loss of
revenue through cancelling tours. What made the oasre sensational was that he
had been dismissed by his mother and that somasdiellow staff members had
threatened to resign if he was reinstated.

The Unite union received further media coverageraficcusing research company
Digipoll of victimising union members at its Hanaitt call centre. Th&Vaikato Times
reported that the union has instructed its lawyerfile a claim in the Employment
Relations Authority citing bullying, intimidationna workplace segregation. The
union attacked Digipoll owner Dr Gabriel Dekel, lcad him “psychopathically anti-
union”. The article featured Dr Dekel’'s responseemehhe denied that he was anti-
union, but he also argued that his line of work wassuited to unionism, with client
demand erratic and with many of his workers “othseaunemployable”. Dr Dekel
said the union did not acknowledge “the uniquenes$siis operations and, if forced,
he would outsource all his jobs to call centresrseas.
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In yet another case of workplace bullying, th& Herald recorded the unsuccessful
claim of an employee dismissed for bullying a fellaorker. The man claimed that
he was dismissed because his employer wanted tol éve cost of making him
redundant. The Employment Relations Authority fouhdt his employer Auckland
firm Buckley Systems (BSL) was justified in sackitimg man because of his abusive
and aggressive behaviour towards his fellow workée behaviour included pouring
yellow or brown coloured primer paint on the maoyeralls to make it appear he had
soiled himself, making loud and sudden noises tsedright and filling his gloves
and facemask with tuna, as well as smearing it @mesof his equipment. The
harassment escalated to physical assault and tpéoyse eventually resigned. An
exit interview revealed the extent of the victintisa. The company investigated and
the perpetrator was dismissed for serious miscdndine Authority concluded that
“an employer acting in a fair and reasonable mdnmeuld have dismissed the man.

A Dominion Post article published an analysis of the Employmentiaimns
Authority and its decisions which had been condiicksy the Employers and
Manufacturers Association (EMA). The analysis wiaeds over the past five years
showed that complainants in Wellington were coesity awarded the highest
compensation for the hurt and humiliation involvedunjustified dismissals. The
Wellington payouts averaged $8,536 in 2007 whileisEthurch averaged $6,630 and
Auckland $5,526. The analysis identified Wellingtoember Denis Asher, as making
the highest average awards of all the 17 membe2804, 2005 and 2006, although
he was eclipsed in 2007 by Maria Urlich of AucklandAuckland lawyer Eska
Hartdegen was quoted as saying that the variasbosved that authority members
were “a law unto themselves”. The EMA had saigiiavious annual surveys that
compensation claims were “a gravy train still prckiup speed”, with the number of
personal grievance claims taken to the authorgingi from 340 in 2004 to 436 in
2005 and 515 in 2006. However, the latest analrsisved that the number of claims
had dropped to 416 in 2007.

January, 2010

There was a dearth of reporting on employmentiogiatin January 2010. Apart from
the focus on further changes to employment relatimgislation, most reporting
concerned disputes before the Employment Rela#hahs

Reform of employment relations legislation remairmedthe agenda. AZ Herald
article suggested that the Government needed tdugber in overhauling the
Employment Relations Act if New Zealand was to ste\the recession. Once again,
there were claims that restrictive employment laaswne of the major hurdles for
small to medium enterprises (SMEs). A survey catetll by a coaching company,
the Results Group, claimed that 94% of all the messes surveyed stated that
“unworkable employment law” was the primary issheytfaced. The announcement
of an employment summit by Prime Minister John Kes seen by the Minister of
Labour Kate Wilkinson as a forum which could “offar good opportunity for
businesses and unions to raise their primary coscand promote any initiatives,
particularly with respect to productivity and emyteent opportunities”.
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TheNZ Herald suggested that the primary school teachers’ unienNZ Educational
Institute, was taking its “first shot” at the retgnpassed 90-day employment trial
period. The union wanted to omit the trial peravisions from the kindergarten
teachers' collective agreement with the MinistryEofucation. The union sought an
agreement from the Ministry of Education and vasi&indergarten associations that
a 90-day trial period was “neither necessary nairdble”. The National Secretary of
the NZEI Paul Goulter stated that the Ministry afuEation needed “to realise that
law change did not just deprive workers of persogrédvance rights, but had a
significant effect on the labour market”.

In yet another employment issue involving McDonsal@ee November Chronicle),
the Sunday Sar Times reported that a disagreement over payment of $d@hwof
McDonald’s burgers had escalated into a year-longpleyment dispute costing
thousands of dollars. Daniel Gledhill, an emplogevcDonald’s branch in Mana
(Porirua), won his case for unjustifiable dismiskafore the Employment Relations
Authority. However, the Authority told both padi¢hat they should have been able
to settle the dispute themselves. Gledhill, who Wwadked at the McDonald’s branch
for three years and had a clean work record, wamidsed in October 2007 for giving
away $10 worth of fast food to friends. He tookeagonal grievance, claiming that he
felt pressured to give the food away, but intentiecettle the bill after his shift
finished. However, he only paid the staff discotete of $4 and accepted that he
should have paid the full amount. Gledhill was aetarded any remedies as his
actions had contributed to the employment disguteas found that the McDonald’s
branch did not conduct a reasonable inquiry in®ititident and did not have hear
evidence before dismissing Mr Gledhill.

Both theNZ Herald and theWaikato Times reported on the case of a breakfast radio
announcer from Tokoroa who claimed unjustifiablengissal after a public “bust-up”
with his manager. The employee was unsuccesshukialaim for reinstatement and
compensation. The man was dismissed after he loddallenged the mayor of
Tokoroa at a public meeting while dressed in clughihat identified his employer.
The man’s manager said she was embarrassed bycti@sa as local people
recognised him and associated him with working la tadio station. The
Employment Relations Authority found that the mao&nduct outside of working
hours did impact on his employment and his behaweaas “manifestly injurious to
the interests of the employer” and could bringdngployer into disrepute.

The Dominion Post reported that the Defence Force was ordered t&pa,000 to a
doctor who was dismissed after raising concernsitaler ability to treat patients in a
naval decompression chamber. The treatment of ebtodwas labelled as “callous,
hasty and rash” by the Employment Relations AutiioriThe Doctor had met with
her then manager to express concerns about hernask in the hyperbaric unit,
stating that she believed it was not safe for becdantinue working as she was not
adequately trained nor qualified. Hours later stas wismissed on the grounds that
her duties could be altered only by mutual agreem&aditionally, it was claimed
that the doctor was not an employee because shkedarnder an independent
contractor agreement. However, the Authority ruteat, although the doctor worked
under an independent agreement, the nature of t@ogment meant that an
employment relationship existed. The Defence Foras ordered to pay her $81,072
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in lost wages, plus a further $20,000 compensatan“emotional trauma and
distress”.

Another employment dispute involving a high profilersonality reached the media.
Real-estate agent and former television star MicBaelgaris was ordered by the
Employment Relations Authority to pay back $163,&8%inearned commission. An
Authority ruling determined that Mr Boulgaris, whad a major role in the ‘Location,
Location, Location’ TV series, had to pay back theney to Wensley Developments
Ltd who had employed him as a salesman in Queenstdle dispute focussed on a
$535,000 commission paid in advance. Mr Boulgaaid only earned $339,990 when
he resigned. Boulgaris claimed that he did not ow¢he pre-paid commission as his
employer had misrepresented what he would earn.Alitleority found no merit in
his argument.
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