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Preface 

 
This report is a summary of a four year study conducted by the author as part of a successful 

PhD thesis in human resource management at Massey University, (Palmerston North campus) 

New Zealand. After several requests for copies to be made available, this May 2014 version 

has been posted online to assist researchers with early data and findings. Minimal changes to 

content and format have been made where original information would have confused the 

reader. 

 

Business continuity planning and crisis management are the main terms used to describe the 

processes that organisations undertake when faced with disruption. Despite the economic and 

social importance of maintaining effective commercial activity, most related research has been 

focussed on civil emergency, natural disaster or accident. There are a limited number of studies 

into organisational preparedness and no large studies in NZ. In particular, no studies have been 

found that focus on the human resource elements of organisational disruption. 

 

This research has sought to answer these questions through mail surveys, interviews and 

subsequent analysis. It has utilised the general style of an established questionnaire from 

researchers at the University of Southern California’s Centre for Crisis Management to survey 

1000 NZ organisations over two consecutive years. In addition, techniques developed in the 

field of knowledge engineering have been applied to the transcribed interviews conducted with 

senior executives and these have been developed into the domain layer of a knowledge model. 

 

The findings highlight that NZ organisations are poorly prepared for the complexities of the 

hazardscape. In addition, the attitudes that prevail are similar to those found in the United 

States study of 1992. However, some unique findings have also been established. In particular, 

the influence of Polynesian cultures has influenced some organisations in a fatalistic manner. 

There are clear divisions of performance between the public and private sector and also within 

the public sector. NZ executives appear to be very compliance focussed. 

 

The Author 
 

Dr Simon Ewing-Jarvie is a business consultant, writer and speaker. As Director of 

Torquepoint Ltd and Black Swans, he has consulted to many organisational restructures over 

the last twenty years as well as working as a human resource manager, university lecturer and 

political advisor to a government minister. He lives in the Wellington region with his wife, 

youngest daughter and two high-risk cats. 
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Introduction 
 

Struggle, triumph and disaster have always been features of human existence. As society has 

become more complex, so too has the nature, scope and frequency of crises increased. 

However, it has only been in the last 80 years that the social issues arising from crisis have 

been explored in a systematic manner. 

 

With this increase in complexity has come a move away from subsistence lifestyles to the 

production of surpluses and increased specialisation of work. New Zealand, like most countries 

in the world, is experiencing a rapid urbanisation of its population. This has many implications 

including a growing reliance on urban infrastructures and a dependence on organisations for 

employment and revenue. Despite this, little is known about the actual ability of the New 

Zealand business community to withstand disruption. 

 

With unemployment currently at 5.2%, it is clear that the majority of New Zealanders of 

working age are employed or self-employed. Therefore, in order to ensure a viable society and 

infrastructure, it is important that businesses and community organisations function effectively. 

Any disruption to the functioning of organisations can have immediate and serious 

consequences for individuals and community groups. 

 

Organisational disruption, which has been variously described as crisis, disaster or emergency, 

has been the subject of much study over the last 40 years. The published research has ranged 

from surviving physical crises to purely human concerns such as executive succession.  

 

While there are descriptive studies covering the full range of disaster events that have befallen 

New Zealanders there are few empirical studies. These have largely focussed on natural 

disasters or accidents and, except for emergency services studies, there is a very limited 

amount of research on the organisational aspect of crisis. Large-scale empirical data on 

attitudes and behaviour of New Zealand organisations toward disruption and crisis are rare. 

 

The New Zealand Government is currently considering the Civil Defence and Emergency 

Management Bill (2000), which is intended to streamline national civil defence and emergency 

management. This will represent the first significant re-shaping of the emergency services in 

this country since World War II and comprehensive current data on the state of New Zealand 

organisations will assist in this restructuring. 

  

There is no comprehensive database of organisational preparedness for disruption in New 

Zealand. Consequently, it is difficult for executives to benchmark their organisations against 

agreed standards or gauge progress in the area. Executives can only conjecture as to the 

implications of a crisis in their organisation as there is little current literature on the New 

Zealand situation and no evidence of cross-culturally valid international studies regarding 

staffing issues.  

 

The primary aim of this research was to establish the extent of business continuity planning 

and crisis management practices, as well as the human resource management implications for 

New Zealand organisations. In particular, it sought to establish the extent to which New 

Zealand organisations are aware of and prepared for the range of crises that could befall them. 

While there are several methods of planning for specific types of disruptive situations, little is 

known about the link between senior executive attitudes and their effectiveness in identifying, 
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planning for and dealing with the vast range of potential disruptions to their organisations. 

Therefore, a secondary aim of this study was to determine the reasons for organisational 

awareness or preparedness. Finally, the research sought to develop an insight into the human 

resource implications of current organisational practice in regard to preparing for or dealing 

with disruption. 

 

This study aimed to establish a benchmark for New Zealand organisations and researchers. The 

study was conducted using postal questionnaires in 1998 and 1999 (based on a 1993 study by 

Mitroff and Pauchant). A subset of these participants who volunteered for further involvement 

were interviewed in order to establish what factors influenced their thinking on the subject.  

 

It is acknowledged that some organisations may have ceased to operate between data collection 

phases and that the respondent within an organisation may also have changed during that time. 

Every effort was made to ensure that the survey sample was representative of the New Zealand 

business environment. 

 

For the purposes of this study, the term business continuity planning (BCP) is defined as being 

those processes that enable organisations to keep functioning during times of significant 

change and is therefore normally oriented to reasonably foreseeable contingencies. Crisis 

management on the other hand, is the set of activities and procedures that an organisation 

employs when confronting an unforeseen dilemma or when disruption has moved outside the 

parameters of the business continuity plan. In describing events that may challenge an 

organisation’s ability to maintain continuity for any reason, the term that has been selected for 

this study is organisational disruption. Organisational disruption is the inability of an 

organisation to function normally. It can result from a range of events and the level of 

disruption will be a function of its severity and nature, as well as the degree to which the 

organisation has prepared for and can deal with the disruption.  

 

The Research Methodology 

 

The traditional approaches to studies of this kind generally fall into one of the following 

categories: 

a. surveys of readiness, resource commitment, experience of and recovery from crises, 

b. interviews with various stakeholder groups, 

c. reviews of compliance levels, rehearsals, drills and other scenario based tests 

 

There are many aspects of New Zealand's unique situation that warrant a clearer understanding 

of organisational preparedness. New Zealand's geography, in particular, makes issues such as 

natural disaster preparedness vital. In addition, the New Zealand economy is not sufficiently 

robust or diversified to be unaffected by the loss of a large corporation, let alone an entire 

region or industry sector group, through any form of crisis.  

  

Research Phases 

 

This research was conducted via a four-phase approach: 

a.  postal questionnaire on the current state of organisational crisis preparedness, 

b.   interviews with selected executives to identify the reasoning behind the current state 

of crisis preparedness within their organisation,  
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c.   a second postal questionnaire one year after the first in which different questionnaires 

were sent to small and large organisations, and 

d.   analysis and discussion on the human resource implications for New Zealand 

organisations of the current state of business continuity planning based on the results of both 

the questionnaires and interviews. 

 

   

Survey Sample 

 

A sample of 1000 organisations, which was drawn from public records, received the 

questionnaire. The composition of the survey sample included the top 200 organisations as 

listed in the Deloitte’s 1997 list published in Management magazine, all Government 

departments, all local government authorities and all major health providers. The remainder of 

the sample was made up of small and medium sized organisations drawn at random from the 

phone books around the country to bring the sample group up to a geographical balance that 

approximated the population distribution by region in the 1996 census figures. Due to the 

number of Government departments in Wellington, this region was slightly over-represented 

and other regions were proportionally reduced to cater for this. The regional breakdown of the 

sample is as shown below. The middle column shows the percentage of the total New Zealand 

population that the region(s) represented in the 1996 census. The right-hand column shows the 

number of questionnaires that were sent to each region. 

 

REGION % OF NZ # OF SURVEYS 

Northland 3.9 39 

Auckland 29.3 256 

Bay of Plenty 6.3 63 

Waikato 9.7 97 

Taranaki 2.9 29 

Gisborne / Hawke's Bay 5.2 52 

Manawatu / Wanganui 6.2 62 

Wellington 11.3 150* 

Tasman/Nelson/ Marlborough 3.3 33 

West Coast 1 10 

Canterbury 13 130 

Otago 5.2 52 

Southland 2.7 27 

 

Summary statistics have also been employed to provide a quick overview of the nature of the 

responses. Summary methods used include measures of central tendency including mean and 

median, measures of dispersion such as standard deviation. Confidence intervals are estimates 

of population parameters and have been applied in this research against the percentage of 

respondents that have identified themselves as using a particular measure or planning for a 

specific type of crisis. Presented in tabular form, these results provide executives with the 

ability to compare their organisations against the current New Zealand benchmark. Since a 

‘YES’ result is coded as 1 and a ‘NO’ result coded as 0, the mean also represents the 

proportion of respondents applying any particular technique or preparation plan. Linked to this 

proportionate usage, a 95% confidence interval calculation for each bi-polar question assures 

the reader only that 5% of observations fall outside the stated interval. 
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Four questions in the survey ask the respondent to rank their organisations resource allocation 

by phase. The result of these questions is presented as a simple frequency in bar chart format. 

 

The major cross-tabulations between events in the pairs of severe/prepared and 

experienced/prepared were graphed. This was achieved through a scatterplot that related the 

mean incidence of response for every disruptive event, regardless of its assigned ranking. This 

was intended to reflect the degree to which respondents were consciously aware of events and 

the impact they might have.  

 

Semi-Structured Interview 

 

Semi-Structured interviews were carried out in mid-1999. These interviews were based on 23 

questions of which all but two were either yes/no or open-ended responses. The remaining two 

required the interviewee to describe how they would respond to a crisis scenario given to them 

in writing.  

 

Following the completion of interviews, the audiotapes were transcribed and analysed using 

discourse analysis in order to develop a knowledge model. 

 

A second data survey was conducted in late 1999 to a sample of 928 organisations. However, 

for this phase there were two questionnaires employed. The original questionnaire was mailed 

out to 528 large organisations and a new, simplified questionnaire considered more suited to 

the smaller New Zealand organisation was designed and mailed to 400 organisations. The total 

sample size remained close to the original 1000 and was still proportionally based on the 

geographic spread shown in the 1996 Census. 
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Analysis of the 1998 Survey 
Overview 

 

The questionnaire was large and primarily gathered quantitative data. There are three main 

clusters representing the year of collection, the type of questionnaire employed and 

comparisons between these clusters. Analysis of these data will provide the basis for 

addressing the first research question: “To what extent are New Zealand organisations aware 

of and prepared for the range of crises that could befall them?” This is presented in three parts 

as follows: 

 

a. 1998 survey data, 

b. 1999 survey data, and 

c. 1998 / 1999 survey data comparisons. 

 

The 1998 survey is analysed as both a single data set and also by organisational type and size. 

The presentation of results follows the structure of the survey i.e. description of the 

respondents, preventive actions, planning by phase, resourcing by phase, planning for specific 

events, perception of certain risks and preparedness for last event. 

 

Since answering the first research question relies on findings from the four main parts of the 

questionnaire, (preventive management actions, planning by crisis, comparisons of perceptions 

and ability to cope), the presentation of data for the subsets listed above is focussed on these 

categories only. 

 

Response Rate 

The initial response rate to the 1998 survey is depicted below: 

 

  

60 questionnaires were returned unusable largely due to the respondent no longer being at the 

address. This gives an adjusted sample size of 940 and therefore an adjusted response rate of 

11.06%. Although the response rate is low when considered against some types of postal 

survey, the 1998 survey provided an initial benchmark for the conduct of interviews and 

highlighted organisational size issues. The latter led to the subsequent division of the sample 

83% 

7% 

10% 

1998 Survey Response Rate (n=1000) 

No Response

Returned
Unusable

Usable
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group into large and smaller organisations. The detailed result of the analysis of those 

questionnaires returned to the researcher was a follows: 

a. gone without a forwarding address (27.8%) 

 b. undergoing restructure or otherwise too busy at present (26.2%) 

c. not suitable or not organisational policy to complete surveys (14.8%) 

d. no longer trading (3.3%) 

e. referred researcher to another part of organisation (6.6%) 

f. not interested or no reason given (21.3%) 

 

This range of reasons supported the assumption that the remaining non-responses would be 

broadly distributed amongst the same groups and therefore that the respondents to the survey 

were not simply those from one demographic group or those that had an interest in BCP 

already. The numerical results also supported the latter assumption. 

 

Industries Represented 

 

The questionnaire identified a range of 20 industry groups for respondents to select from. 

These categories were identical to those used in the 1997 Deloitte’s Management Magazine 

Top 200 Companies Survey, as this was the original source for large respondent organisations. 

Responses were received from industry groups as follows: 

 

 

 

 

 

 

INDUSTRY NUMBER (n=102) PERCENTAGE 
Automotive 0  0.00 

Investment (Property) 1  0.98 
Computers, Office Equipment 1  0.98 

Industry & Community Service 3  2.94 

Oil, Gas, Minerals, Electricity 5  4.90 

Chemicals, Pharmaceuticals 2  1.96 

Communications, Media 2  1.96 

Diversified Corporate 0  0.00 

Research 0  0.00 

Transport, Ports, Tourism 6  5.88 

Manufacturing 3  2.94 

Retail, Wholesale, Distribution 9  8.83 

Primary Production 2  1.96 
Food (Processed), Beverages 5  4.90 

Banking, Finance 2  1.96 

Insurance, Superannuation 5  4.90 

Health 15 14.71 

Central Government 

Local Government 

Other / Not Stated 

16 

18 

7 

15.69 

17.65 

 6.86 

Breakdown of Respondents by Industry Group 1998 
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Size of Respondent Organisation 

 

Of the 102 respondents that identified their organisational size 60.1% were larger organisations 

of more than 100 staff: 

 

Origin of Respondent Organisations 

 

 

 

 

 

 

Respondents were asked to indicate in what geographic region their primary facility was 

located and in what other regions their organisation had facilities. These results (n = 101) are 

shown below: 

 

 

 
 

REGION MAIN AREA SECONDARY 

AREA 

OTHER AREA 

Northland 3 0 0 

Auckland 24 9 1 

Bay of Plenty 4 3 0 

Waikato 9 1 0 

Taranaki 2 2 0 

Gisborne 1 2 0 

Hawke’s Bay 6 1 1 

Manawatu 4 4 2 

Wanganui 1 2 0 

Wellington 25 8 3 

Nelson 2 0 0 

Marlborough 0 0 0 

West Coast 2 0 0 

Canterbury 12 5 5 

Otago 4 3 4 

Southland 1 1 3 

Not Stated 1 1 2 

Geographic Location of Respondent Organisations 1998 

14% 

25% 

32% 

12% 

7% 

10% 

Size of Respondent Organisation in 1998 

Under 20

21 to 100

101 to 500

501 to 1000

1001 to 2000

Over 2000
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Preventive Management Actions 

 

The next table shows the number of responses to these questions in the columns marked ‘YES’ 

and ‘NO’ and a percentage of use (‘% USE’) column to the right that is based on each ‘YES’ 

scoring 1 and each ‘NO’ scoring 0. Thus, a ‘% USE’ close to 1 indicates a high level of 

application of the preventive action and, if close to 0, indicates little use of that preventive 

action. The final column shows the 95% confidence interval. This means the reader can assume 

that 95% of the population will lie within this range, which is relative to the proportion shown 

in the fourth column  

 

 YES NO % USE CONF 

INT 
Category A: Strategic Activities     

Corporate philosophy supports CM 78 24 0.76 .677,.843 

Integration of CM in statements and notions of corporate 

excellence 

38 57 0.40 .301,.499 

Integration of CM in strategic planning processes 62 38 0.62 .524,.716 

Inclusion of outsiders on board, CM unit team 29 67 0.30 .208,.392 

Training and workshops in CM 52 50 0.51 .413,.607 

Crisis simulations 52 50 0.51 .413,.607 

Diversification and portfolio strategies for CM 39 51 0.43 .327,.533 

Category B: Technical and structural activities     

Creation of a CM unit or team 55 47 0.54 .443,.637 

Creation of dedicated budget for CM 28 72 0.28 .192,.368 

Continual development and changing of emergency 

policies and manuals 

78 24 0.76 .677,.843 

Computerised inventories of plant’s employees, products 

and capabilities 

70 30 0.70 .610,.709 

Creation of a strategic emergency room or facilities 62 41 0.60 .505,.695 

Reduction of hazardous products, services and 

production processes (e.g. tamper-resistant packaging) 

59 22 0.73 .633,.827 

Improved overall design and safety of product and 

production 

44 28 0.61 .497,.723 

Technological redundancy (such as computer back-up) 90 8 0.92 .866,.974 

Use of outside expert and services in CM 63 35 0.64 .545,.735 

Category C: Evaluation and Diagnostic Activities     

Legal and financial audit of threats and liabilities 72 26 0.73 .642,.818 

33% 

12% 

2% 2% 

42% 

9% 

FIGURE 6.3 - Respondent Organisational Type 
1998 

Private Company

Public Company

Partnership

Trust

Government

Not Stated
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Modifications in insurance of coverage 79 16 0.83 .754,.906 

Environmental-impact audits 42 45 0.48 .374,.586 

Ranking of most critical activities necessary for daily 

operations 

62 33 0.65 .554,.746 

Early warning signal detection, scanning, issues 

management 

46 43 0.52 .416,.624 

Dedicated research on potential hidden dangers 24 63 0.28 .186,.374 

Critical follow-up of past crises 61 30 0.67 .573,.767 

Stringent maintenance and inspection schedule 57 32 0.64 .540,.740 

Category D: Communication Activities     

Media training for CM 38 57 0.40 .301,.499 

Major efforts in public relations 52 41 0.56 .459,.661 

Increased information to local communities 43 48 0.47 .367,.573 

Increased relationships with intervening stakeholder 

groups (e.g. police, media) 

58 37 0.61 .511,.709 

Increased collaboration or lobbying among stakeholders 28 54 0.34 .237,.433 

Use of new communication technologies and channels 64 30 0.68 .585,.775 

Dedicated phone numbers for recall and consumers 48 38 0.56 .454,.666 

Category E: Psychological and Cultural Activities     

Strong top management commitment to CM 70 29 0.71 .620,.800 

Increased relationships with activist group 17 62 0.22 .129,.311 

Improved acceptance of whistleblowers 28 49 0.36 .252,.468 

Increased knowledge of criminal behaviour 31 47 0.40 .291,.509 

Increased visibility of the human and emotional impacts 

of crisis 

51 39 0.57 .467,.673 

Psychological support to employees 63 28 0.69 .595,.785 

Stress management and management of anxiety 62 29 0.68 .584,.776 

Symbolic recall and corporate memory of past crises 31 53 0.37 .266,.474 

Monitoring of cultural perceptions across employee 

groups 

32 51 0.39 .285,.495 

Global Responses to Preventive Management Action Questions 1998 

 

Preventive Management Actions by Industry Groups 

 

In addressing the preventive management actions undertaken by various sector, the data has 

been presented as means. The key to the column headings in this table is Private Sector (PTE), 

Public Sector, which combines central and local government and the health sector (PUB), 

central government (CG), local government (LG) and the health sector (H). The results are 

shown in the next table: 

 

 SAMPLE 

MEAN 

PTE PUB CG LG H 

Category A: Strategic Activities       

Corporate philosophy supports CM 0.76 0.72 0.81 0.75 0.83 0.86 

Integration of CM in statements and 

notions of corporate excellence 

0.40 0.42 0.38 0.21 0.36 0.57 

Integration of CM in strategic planning 

processes 

0.62 0.57 0.68 0.53 0.65 0.86 

Inclusion of outsiders on board, CM unit 

team 

0.30 0.18 0.43 0.27 0.50 0.53 

Training and workshops in CM 0.51 0.49 0.53 0.53 0.65 0.40 

Crisis simulations 0.51 0.43 0.59 0.50 0.83 0.43 

Diversification and portfolio strategies for 

CM 

0.43 0.40 0.47 0.38 0.50 0.54 
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Category B: Technical and structural 

activities 

      

Creation of a CM unit or team 0.54 0.44 0.64 0.69 0.76 0.47 

Creation of dedicated budget for CM 0.28 0.17 0.39 0.19 0.65 0.33 

Continual development and changing of 

emergency policies and manuals 

0.76 0.77 0.75 0.56 0.89 0.80 

Computerised inventories of plant’s 

employees, products and capabilities 

0.70 0.65 0.76 0.87 0.69 0.73 

Creation of a strategic emergency room or 

facilities 

0.60 0.44 0.77 0.69 0.94 0.67 

Reduction of hazardous products, services 

and production processes (e.g. tamper-

resistant packaging) 

0.73 0.66 0.79 0.64 0.73 1.00 

Improved overall design and safety of 

product and production 

0.61 0.65 0.49 0.50 0.14 0.83 

Technological redundancy (such as 

computer back-up) 

0.92 0.93 0.91 0.88 0.93 0.93 

Use of outside expert and services in CM 0.64 0.58 0.71 0.75 0.67 0.71 

Category C: Evaluation and Diagnostic 

Activities 

      

Legal and financial audit of threats and 

liabilities 

0.73 0.75 0.72 0.81 0.60 0.73 

Modifications in insurance of coverage 0.83 0.83 0.84 0.80 0.80 0.92 

Environmental-impact audits 0.48 0.53 0.42 0.33 0.57 0.36 

Ranking of most critical activities 

necessary for daily operations 

0.65 0.65 0.67 0.53 0.93 0.53 

Early warning signal detection, scanning, 

issues management 

0.52 0.55 0.48 0.36 0.50 0.57 

Dedicated research on potential hidden 

dangers 

0.28 0.27 0.29 0.21 0.33 0.33 

Critical follow-up of past crises 0.67 0.56 0.79 0.60 0.93 0.85 

Stringent maintenance and inspection 

schedule 

0.64 0.69 0.58 0.40 0.58 0.77 

Category D: Communication Activities       

Media training for CM 0.40 0.31 0.50 0.53 0.56 0.42 

Major efforts in public relations 0.56 0.44 0.70 0.57 0.80 0.71 

Increased information to local 

communities 

0.47 0.42 0.52 0.14 0.88 0.54 

Increased relationships with intervening 

stakeholder groups (e.g. police, media) 

0.61 0.55 0.67 0.43 0.88 0.71 

Increased collaboration or lobbying among 

stakeholders 

0.34 0.28 0.43 0.21 0.50 0.58 

Use of new communication technologies 
and channels 

0.68 0.69 0.68 0.56 0.77 0.71 

Dedicated phone numbers for recall and 
consumers 

0.56 0.61 0.49 0.25 0.67 0.54 

Category E: Psychological and Cultural 

Activities 

      

Strong top management commitment to 

CM 

0.71 0.72 0.68 0.63 0.88 0.54 

Increased relationships with activist group 0.22 0.13 0.33 0.17 0.50 0.33 

Improved acceptance of whistleblowers 0.36 0.30 0.44 0.33 0.50 0.50 

Increased knowledge of criminal 

behaviour 

0.40 0.39 0.40 0.30 0.27 0.62 

Increased visibility of the human and 

emotional impacts of crisis 

0.57 0.48 0.68 0.53 0.73 0.79 
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Psychological support to employees 0.69 0.63 0.77 0.71 0.75 0.86 

Stress management and management of 

anxiety 

0.68 0.63 0.75 0.64 0.77 0.85 

Symbolic recall and corporate memory of 

past crises 

0.37 0.31 0.45 0.33 0.55 0.46 

Monitoring of cultural perceptions across 

employee groups 

0.39 0.26 0.53 0.64 0.33 0.62 

Comparative Responses by Industry Sector to Preventive Management Action Questions 1998. 

 

 

 

 

Preventive Management Actions by Staff Size 

 

This view of the preventive management data compares the global mean with three categories 

of organisational staff size as shown below: 

 

 SAMPLE 

MEAN 

<100 

STAFF 

100– 500 

STAFF 

>500 

STAFF 
Category A: Strategic Activities     

Corporate philosophy supports CM 0.76 0.72 0.75 0.84 

Integration of CM in statements and 

notions of corporate excellence 

0.40 0.36 0.32 0.52 

Integration of CM in strategic planning 

processes 

0.62 0.58 0.63 0.67 

Inclusion of outsiders on board, CM unit 

team 

0.30 0.28 0.26 0.38 

Training and workshops in CM 0.51 0.46 0.56 0.52 

Crisis simulations 0.51 0.36 0.59 0.61 

Diversification and portfolio strategies for 

CM 

0.43 0.39 0.42 0.50 

Category B: Technical and structural 

activities 

    

Creation of a CM unit or team 0.54 0.33 0.63 0.71 

Creation of dedicated budget for CM 0.28 0.24 0.31 0.30 

Continual development and changing of 

emergency policies and manuals 

0.76 0.70 0.81 0.81 

Computerised inventories of plant’s 

employees, products and capabilities 

0.70 0.65 0.84 0.61 

Creation of a strategic emergency room or 

facilities 

0.60 0.44 0.76 0.65 

Reduction of hazardous products, services 

and production processes (e.g. tamper-

resistant packaging) 

0.73 0.71 0.67 0.81 

Improved overall design and safety of 

product and production 

0.61 0.58 0.48 0.78 

Technological redundancy (such as 

computer back-up) 

0.92 0.92 0.94 0.90 

Use of outside expert and services in CM 0.64 0.58 0.63 0.73 

Category C: Evaluation and Diagnostic 

Activities 

    

Legal and financial audit of threats and 

liabilities 

0.73 0.75 0.72 0.73 

Modifications in insurance of coverage 0.83 0.86 0.84 0.79 

Environmental-impact audits 0.48 0.30 0.52 0.63 
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Ranking of most critical activities 

necessary for daily operations 

0.65 0.62 0.72 0.62 

Early warning signal detection, scanning, 

issues management 

0.52 0.50 0.56 0.50 

Dedicated research on potential hidden 

dangers 

0.28 0.27 0.36 0.21 

Critical follow-up of past crises 0.67 0.65 0.67 0.70 

Stringent maintenance and inspection 

schedule 

0.64 0.50 0.73 0.71 

Category D: Communication Activities     

Media training for CM 0.40 0.27 0.41 0.55 

Major efforts in public relations 0.56 0.51 0.53 0.64 

Increased information to local 

communities 

0.47 0.44 0.46 0.52 

Increased relationships with intervening 

stakeholder groups (e.g. police, media) 

0.61 0.51 0.64 0.70 

Increased collaboration or lobbying among 

stakeholders 

0.34 0.27 0.20 0.56 

Use of new communication technologies 

and channels 

0.68 0.67 0.63 0.75 

Dedicated phone numbers for recall and 

consumers 

0.56 0.50 0.64 0.54 

Category E: Psychological and Cultural 

Activities 

    

Strong top management commitment to 

CM 

0.71 0.68 0.77 0.67 

Increased relationships with activist group 0.22 0.14 0.16 0.36 

Improved acceptance of whistleblowers 0.36 0.28 0.31 0.55 

Increased knowledge of criminal 

behaviour 

0.40 0.45 0.26 0.46 

Increased visibility of the human and 

emotional impacts of crisis 

0.57 0.63 0.48 0.58 

Psychological support to employees 0.69 0.64 0.72 0.72 

Stress management and management of 

anxiety 

0.68 0.69 0.70 0.66 

Symbolic recall and corporate memory of 

past crises 

0.37 0.38 0.41 0.32 

Monitoring of cultural perceptions across 

employee groups 

0.39 0.37 0.36 0.43 

Comparative Responses by Staff Size to Preventive Management Action Questions 1998 

 

Crisis Planning Efforts by Phase 

 

Respondents were asked whether their organisation’s crisis plans covered the four recognised 

phases of crisis management. The results, which are to be interpreted in the same manner as in 

the table above, are as follows: 

 

 YES NO % USE CONF 

INT 
Do your organisation’s general crisis plans cover:     

The Hazard Identification and Risk Reduction Phase 82 15 0.85 .778,.922 

The Planning and Readiness Phase 72 26 0.73 .642,.818 

The Emergency Response Phase 83 16 0.84 .767,.913 

The Recovery Phase 63 33 0.66 .564,.756 

Crisis Planning by Phase 1998 
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Allocation of Resources by Phase 

 

Using the same four crisis management phases mentioned in the tables above, the respondents 

were asked to indicate with a 1-4 ranking scale the extent to which their organisation allocated 

resources:  

 

 

A score of 1 indicated the most resources and 4 the least. Many respondents misinterpreted the 

requirements of this question, with the most common error being the allocation of a top 

ranking to all four phases. As a result, only 59 questionnaires were useable in regard to this 

question. 

 

Planning for Specific Crises 

The next major section of the questionnaire asked the respondent to indicate whether their 

organisation planned for a range of crisis contingencies shown below. As described earlier, the 

responses are listed in the columns marked ‘YES’ and ‘NO’ and the % USE column to the 

right is based on each ‘YES’ scoring 1 and each ‘NO’ scoring 0. Thus, a percentage close to 1 

indicates a high level of planning for that particular crisis event and, if close to 0, indicates 

little planning for that event. The confidence interval shown in the right hand column is 95% 

above or below the proportion of respondents indicating a ‘YES’. 

 

 

 

 

YES NO % USE CONF 

INT 

Category A: External Economic Attacks     

Extortion 9 86 0.09 .031,.149 

Bribery 11 84 0.12 .055,.185 

Boycotts 10 85 0.11 .048,.172 

0

10

20

30

40

1 2 3 4

Number of 

Responses 

Phases 

 Priority of Resources by Phase 1998 

Most Resources (1)

Second Highest (2)

Second Lowest (3)

Least Resources
(4)



Organisational Disruption in New Zealand - Summary Report – Re-Print May 2014 

Copyright © Dr Simon Ewing-Jarvie. All Rights Reserved 

 

18 

Hostile take-overs 11 80 0.12 .053,.187 

Category B: External Information Attacks     

Copyright infringement 32 60 0.35 .252,.448 

Loss of information 73 26 0.74 .653,.827 

Counterfeiting 17 72 0.19 .108,.272 

Damaging rumours 46 52 0.47 .371,.569 

Category C: Breaks     

Recalls 25 42 0.37 .253,.487 

Product defects 37 35 0.51 .394,.626 

Plant defects 41 33 0.55 .436,.664 

Computer breakdowns 95 3 0.97 .936,1.00 

Operator errors 62 28 0.69 .594,.786 

Poor security 70 22 0.76 .672,.848 

Loss of essential services (power, water etc) 82 14 0.85 .779,.921 

Category D: Megadamage     

Environmental damage 65 27 0.71 .616,.804 

Major accidents 68 24 0.74 .650,.830 

Category E: Psychopathology     

Terrorism 25 64 0.28 .186,.374 

Copycats 17 68 0.20 .114,.286 

On-site sabotage/tampering 44 47 0.48 .377,.583 

Off-site sabotage/tampering 25 64 0.28 .186,.374 

Executive kidnapping 10 79 0.11 .044,.176 

Sexual harassment 76 24 0.76 .676,.844 

Category F: Health Factors     

Work-related health problems 85 15 0.85 .780,.920 

Category G: Perceptual Factors     

Damage to reputation 56 38 0.60 .500,.700 

Category H: Human Resource Factors     

Executive succession 57 37 0.61 .511,.709 

Poor morale 55 39 0.59 .490,.690 

Industrial disputes 55 34 0.62 .518,.722 

Global Extent of Organisational Planning For Specific Crises 1998 

   

Planning for Specific Crises by Industry Groups 1998 

 

For the presentation of data reflecting planning by specific industry groups, the same approach 

has been taken as for preventive management actions. In summary, this shows comparisons of 

means only for private sector, public sector and the health, central and local government data 

sets, which comprise the public sector result. The comparative data is shown over the page: 

 

 

 

 

 

 

SAMPLE 

MEAN 

PTE PUB CG LG H 

Category A: External Economic Attacks       

Extortion 0.09 0.16 0.02 0.06 0.00 0.00 

Bribery 0.12 0.20 0.02 0.06 0.00 0.00 

Boycotts 0.11 0.14 0.07 0.00 0.06 0.15 

Hostile take-overs 0.12 0.19 0.05 0.00 0.00 0.15 
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Category B: External Information Attacks       

Copyright infringement 0.35 0.46 0.23 0.20 0.07 0.42 

Loss of information 0.74 0.74 0.75 0.75 0.56 0.93 

Counterfeiting 0.19 0.33 0.02 0.07 0.00 0.00 

Damaging rumours 0.47 0.50 0.44 0.27 0.31 0.73 

Category C: Breaks       

Recalls 0.37 0.54 0.15 0.00 0.08 0.38 

Product defects 0.51 0.67 0.26 0.00 0.27 0.50 

Plant defects 0.55 0.59 0.51 0.20 0.50 0.82 

Computer breakdowns 0.97 0.96 0.98 1.00 0.94 1.00 

Operator errors 0.69 0.71 0.66 0.62 0.53 0.85 

Poor security 0.76 0.73 0.79 0.58 0.88 0.92 

Loss of essential services (power, water etc) 0.85 0.82 0.88 0.71 1.00 0.93 

Category D: Megadamage       

Environmental damage 0.71 0.71 0.68 0.46 0.94 0.64 

Major accidents 0.74 0.75 0.72 0.50 0.87 0.80 

Category E: Psychopathology       

Terrorism 0.28 0.23 0.35 0.42 0.13 0.50 

Copycats 0.20 0.30 0.08 0.00 0.00 0.25 

On-site sabotage/tampering 0.48 0.52 0.46 0.38 0.29 0.69 

Off-site sabotage/tampering 0.28 0.34 0.22 0.17 0.18 0.31 

Executive kidnapping 0.11 0.17 0.05 0.08 0.00 0.07 

Sexual harassment 0.76 0.74 0.78 0.60 0.75 1.00 

Category F: Health Factors       

Work-related health problems 0.85 0.89 0.80 0.67 0.81 0.93 

Category G: Perceptual Factors       

Damage to reputation 0.60 0.65 0.54 0.53 0.31 0.79 

Category H: Human Resource Factors       

Executive succession 0.61 0.81 0.40 0.67 0.19 0.33 

Poor morale 0.59 0.67 0.49 0.50 0.31 0.67 

Industrial disputes 0.62 0.70 0.53 0.36 0.43 0.80 

Comparative Responses by Industry Sector to Planning for Specific Crises 1998 

 

Planning for Specific Crises by Staff Size 

 

The responses to questions shown below regarding organisational planning for specific crises 

are also presented as comparative means by staff size. 

  

 

 

SAMPLE 

MEAN 

<100 

STAFF 

100-500 

STAFF 

>500 

STAFF 
Category A: External Economic Attacks     

Extortion 0.09 0.06 0.06 0.18 

Bribery 0.12 0.08 0.06 0.21 

Boycotts 0.11 0.08 0.03 0.21 

Hostile take-overs 0.12 0.11 0.03 0.23 

Category B: External Information Attacks     

Copyright infringement 0.35 0.33 0.39 0.32 

Loss of information 0.74 0.78 0.67 0.77 

Counterfeiting 0.19 0.19 0.27 0.11 

Damaging rumours 0.47 0.56 0.47 0.37 

Category C: Breaks     

Recalls 0.37 0.23 0.39 0.56 

Product defects 0.51 0.47 0.45 0.65 

Plant defects 0.55 0.44 0.43 0.79 
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Computer breakdowns 0.97 0.97 0.94 1.00 

Operator errors 0.69 0.74 0.62 0.69 

Poor security 0.76 0.71 0.83 0.75 

Loss of essential services (power, water etc) 0.85 0.78 0.90 0.90 

Category D: Megadamage     

Environmental damage 0.71 0.59 0.83 0.71 

Major accidents 0.74 0.66 0.81 0.77 

Category E: Psychopathology     

Terrorism 0.28 0.09 0.21 0.55 

Copycats 0.20 0.16 0.18 0.28 

On-site sabotage/tampering 0.48 0.48 0.38 0.59 

Off-site sabotage/tampering 0.28 0.25 0.21 0.38 

Executive kidnapping 0.11 0.00 0.10 0.24 

Sexual harassment 0.76 0.62 0.79 0.90 

Category F: Health Factors     

Work-related health problems 0.85 0.87 0.84 0.83 

Category G: Perceptual Factors     

Damage to reputation 0.60 0.71 0.55 0.50 

Category H: Human Resource Factors     

Executive succession 0.61 0.55 0.56 0.72 

Poor morale 0.59 0.62 0.66 0.46 

Industrial disputes 0.62 0.47 0.63 0.76 

Comparative Responses by Staff Size to Planning for Specific Crises 1998 

 

Extent of Perceived and Actual Impact 

The respondents were asked, in three separate questions, to list certain events in descending 

order of priority. These events, taken from the list offered in the survey, would be the most 

serious for the organisation, those for which the organisation was most prepared and those that 

the organisation has actually experienced. The results are shown below ranked from highest to 

lowest mean score (right hand column). Crises shown in the questionnaire that received no 

responses are not listed. The mean score shows the average result for all three columns i.e. it 

reflects the instances of mention across all organisations without any priority. This is believed 

to be a simple but useful measure of the degree to which the respondent is consciously aware 

of the event.  

 

 PRI. 1 

SERIOUS 

PRI. 2  

SERIOUS 

PRI.3 

SERIOUS 

MEAN 

Computer Breakdowns 14 23 15 17.3 

Loss of Essential 

Services 

19 11 11 13.7 

Environmental 

Damage 

18 10 5 11 

Major Accidents 8 12 7 9 

Loss of Information 7 8 3 6 

Damage to Reputation 7 4 7 6 

Work Related Health 

Problems 

3 3 9 5 

Product Defects 4 3 3 3.3 

Poor Morale 4 3 3 3.3 

Executive Succession 2 3 5 3.3 

Industrial Disputes 2 2 5 3 

Poor Security 1 4 4 3 
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Plant Defects 2 2 2 2 

Recalls 1 2 2 1.7 

On Site Sabotage 1 1 3 1.7 

Operator Errors 2 1 1 1.3 

Off Site Sabotage 1 1 0 0.7 

Counterfeiting 0 1 1 0.7 

Damaging Rumours 0 0 2 0.7 

Terrorism 1 0 0 0.3 

Hostile Takeovers 0 1 0 0.3 

Executive Kidnapping 0 1 0 0.3 

Sexual Harassment 0 0 1 0.3 

Perceived Seriousness of Certain Crisis Events 1998 

 

 PRI. 1 

PREPARED 

PRI. 2 

PREPARED 

PRI.3 

PREPARED 

MEAN 

Computer Breakdowns 24 17 10 17 

Loss of Essential 

Services 

11 11 8 10 

Environmental 

Damage 

16 10 2 9.3 

Major Accidents 8 15 2 8.3 

Work Related Health 

Problems 

3 6 15 8 

Loss of Information 3 7 2 4 

Industrial Disputes 3 3 5 3.7 

Product Defects 5 3 2 3.3 

Damage to Reputation 2 0 8 3.3 

Executive Succession 3 3 3 3 

Plant Defects 3 4 1 2.7 

Poor Security 2 1 2 1.7 

Operator Errors 2 0 3 1.7 

Poor Morale 0 4 1 1.7 

Terrorism 3 0 1 1.3 

Recalls 2 1 1 1.3 

Sexual Harassment 1 1 1 1 

On Site Sabotage 0 1 2 1 

Copyright 

Infringement 

1 1 0 0.7 

Counterfeiting 1 0 1 0.7 

Off Site Sabotage 0 1 1 0.7 

Damaging Rumours 0 1 1 0.7 

Bribery 1 0 0 0.3 

Executive Kidnapping 1 0 0 0.3 

Hostile Takeovers 0 1 0 0.3 

Copycats 0 0 1 0.3 

Perceived Level of Preparation For Certain Crisis Events 1998 
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 PRI. 1 

OCCURRED 

PRI. 2 

OCCURRED 

PRI.3 

OCCURRED 

MEAN 

Computer Breakdowns 11 13 4 9.3 

Loss of Essential 

Services 

15 7 4 8.7 

Environmental 

Damage 

11 4 1 5.3 

Major Accidents 9 6 0 5 

Work Related Health 

Problems 

6 5 4 5 

Product Defects 6 3 1 3.3 

Operator Errors 4 2 2 2.7 

Poor Morale 2 6 0 2.7 

Loss of Information 3 2 2 2.3 

Industrial Disputes 3 0 4 2.3 

Damage to Reputation 2 3 2 2.3 

Poor Security 1 2 4 2.3 

Recalls 2 2 1 1.7 

Damaging Rumours 0 1 3 1.3 

Plant Defects 0 3 0 1 

On Site Sabotage 0 0 3 1 

Hostile Takeovers 2 0 0 0.7 

Executive Succession 1 0 1 0.7 

Copyright 

Infringement 

1 0 1 0.7 

Counterfeiting 0 1 1 0.7 

Copycats 1 0 0 0.3 

Executive Kidnapping 1 0 0 0.3 

Terrorism 0 1 0 0.3 

Extortion 0 0 1 0.3 

Actual Occurrence Of Crisis Events In Last 5 Years 1998 

 

Preparedness for Last Event 

 

The final question in the questionnaire asked the respondent to indicate how well their 

organisation had been prepared for the crises it had experienced recently. A seven point Likert 

scale with behavioural anchors ranging from 1 (totally unprepared) to 7 (totally prepared) was 

used to gather responses. The mean response was 4.86 and the standard deviation was 1.472. 

This is closest to the anchor on the scale entitled ‘Some areas prepared’. The comparison 

between this result and that for the subsets of industry group and staff size are shown below: 

 

DATA GROUP MEAN OF PERCEIVED 

PREPAREDNESS 

STANDARD DEVIATION 

SAMPLE SUMMARY 4.86 1.472 

Private Sector 5.02 1.438 
Public Sector 4.69 1.480 

Central Government 4.50 1.446 

Local Government 4.40 1.549 

Health Sector 5.13 1.506 

Less than 100 Staff 4.74 1.437 

100 – 500 Staff 4.90 1.543 

More than 500 Staff 4.96 1.480 

Comparison of Sector Results for Perception of Preparation for Last Crisis. 
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Summary 

 

The 1998 survey of 1000 New Zealand organisations has provided an overview for describing 

the current state of corporate crisis preparedness in this country. The range of data revealed is 

vast despite the relatively low response rate of 11.06% and offers useful comparisons between 

public and private sector outcomes with the sample summary result. Comparisons can also be 

drawn between staff size and the sample summary result, however due to an apparent reticence 

to provide turnover data, no analysis by financial size was possible. 

 

The composition of the respondent group shows a dominance of large organisations and this 

was a cause for caution given the large number of New Zealanders employed in small 

organisations. However, the geographic spread is broadly representative of national population 

distribution. 

 

This initial questionnaire and analysis required some modification to better incorporate the 

needs of smaller organisations. In addition, it is acknowledged that this result, in isolation, was 

simply a snapshot and a longitudinal study of preparedness will add significant value to the 

field. 
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Analysis of the 1999 Survey 
 

Introduction 

 

The 1999 survey assisted this research in two important ways. First, it was conducted in 

response to the low return rate from small organisations. The reticence of these respondents 

due to the complexity of the 1998 questionnaire was confirmed during the interviews. As a 

result, the overall response rate in 1999 was nearly double that of the previous year. While this 

did not enable a trend to be developed, it did enable some inter-year comparison and formed a 

basis for future longitudinal studies. 

 

Structure of the Analysis 

The approach taken to the analysis of this data reflects the fact that two types of questionnaire 

were distributed. The first, to large organisations, was identical to that used in the previous 

year. The second, to smaller organisations was a much simplified and abbreviated form 

however the questions still represent groups of key factors from the larger survey.  

 

Analysis of the Large Organisations Survey Respondents 

 

Response Rate 

The response rate to the 1999 questionnaire for large organisations is shown below. 

 

26 questionnaires were returned unusable largely due to the respondent no longer 

being at the address. This gave an adjusted sample size for large organisations of 502 

and an adjusted response rate of 20.7% 

 

 

 

 

 

 

75.6% 

4.7% 

19.7% 

1999 Large Organisation Survey 
Response Rate (n=528) 

No Response

Returned
Unusable

Usable
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Industries Represented 

 

The survey offered the same range of 20 industry groups as in 1998 and responses were 

received as shown below: 

 

INDUSTRY NUMBER (n=104) PERCENTAGE 
Automotive 0  0.00 

Investment (Property) 1  0.96 

Computers, Office Equipment 0  0.00 

Industry & Community Service 0  0.00 

Oil, Gas, Minerals, Electricity 4  3.85 

Chemicals, Pharmaceuticals 2  1.93 

Communications, Media 1  0.96 

Diversified Corporate 2  1.93 

Research 0  0.00 
Transport, Ports, Tourism 3  2.88 

Manufacturing 4  3.85 

Retail, Wholesale, Distribution 6  5.77 

Primary Production 1  0.96 

Food (Processed), Beverages 1  0.96 

Banking, Finance 1  0.96 

Insurance, Superannuation 2  1.93 

Health 21 20.19 

Central Government 

Local Government 

Other / Not Stated 

21 

25 

9 

20.19 

24.04 

 8.65 

Analysis of Large Organisation Respondents by Industry Group in 1999  

 

Size of Respondent Organisation 

 

Of the 104 respondents that identified their organisational size the results were as follows: 

 

 

 

 

28% 

41% 

13% 

6% 12% 

Size of Large Organisation 
Respondents in 1999 

21 to 100

101 to 500

501 to 1000

1001 to 2000

Over 2000
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Geographic Origin of Respondent Organisations 

 

Respondents identified the geographic region that their primary and other facilities 

were located as shown below: 

 

REGION MAIN 

AREA 

SECONDARY AREA OTHER AREA 

Northland 3 1 0 

Auckland 17 10 2 

Bay of Plenty 2 1 0 

Waikato 5 3 1 

Taranaki 4 0 1 

Gisborne 1 0 0 
Hawke’s Bay 7 1 0 

Manawatu 3 1 1 

Wanganui 1 1 0 

Wellington 34 3 0 

Nelson 1 0 0 

Marlborough 1 1 0 

West Coast 4 0 0 

Canterbury 12 0 10 

Otago 3 0 0 

Southland 4 2 0 

Nationwide* 1 16 0 
Not Stated 1 0 0 

 * New category in 1999 

Geographic Location of Large Respondent Organisations 1999 
 

Respondent’s Organisational Type 

The organisational type of the respondents is shown below: 

  

 

 

 

18% 

13% 

3% 
60% 

3% 3% 

Large Organisation Respondent Type 1999 

Private Company

Public Company

Trust

Government

Inc Society

Not Stated
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Preventive Management Actions 

 

As in 1998, the first 40 questions asked the respondent to indicate whether their organisation 

had adopted any of the listed crisis management preventive actions. The table below shows the 

response to these questions in terms of raw score responses in the columns marked ‘YES’ and 

‘NO’. The ‘% USE’ column shows the proportion of respondents that have indicated their use 

of the preventive action. It is based on each ‘YES’ scoring 1 and each ‘NO’ scoring 0. Thus, a 

percentage close to 1 indicates a high level of application of the preventive action and, if close 

to 0 indicates little use of that preventive action. The final column shows the 95% confidence 

interval. This means the reader can assume that 95% of the population will lie within this 

range, which is relative to the ‘% use’ shown in the fourth column  

 

 YES NO % USE CONF 

INT 
Category A: Strategic Activities     

Corporate philosophy supports CM 85 16 0.84 .72,.91 

Integration of CM in statements and notions of corporate 

excellence 

38 60 0.39 .29,.49 

Integration of CM in strategic planning processes 68 32 0.68 .59,.77 

Inclusion of outsiders on board, CM unit team 39 59 0.40 .30,.50 

Training and workshops in CM 69 34 0.67 .58,.76 

Crisis simulations 69 34 0.67 .27,.47 

Diversification and portfolio strategies for CM 33 56 0.37 .27,.47 

Category B: Technical and structural activities     

Creation of a CM unit or team 76 26 0.75 .66,.84 

Creation of dedicated budget for CM 29 69 0.30 .21,.39 

Continual development and changing of emergency 

policies and manuals 

88 15 0.85 .78,.92 

Computerised inventories of plant’s employees, products 

and capabilities 

67 32 0.68 .59,.77 

Creation of a strategic emergency room or facilities 69 32 0.68 .59,.77 

Reduction of hazardous products, services and 

production processes (e.g. tamper-resistant packaging) 

44 32 0.58 .47,.69 

Improved overall design and safety of product and 

production 

44 30 0.59 .48,.70 

Technological redundancy (such as computer back-up) 93 6 0.94 .89,.99 

Use of outside expert and services in CM 73 30 0.71 .62,.80 

Category C: Evaluation and Diagnostic Activities     

Legal and financial audit of threats and liabilities 69 33 0.68 .59,.77 

Modifications in insurance of coverage 74 20 0.79 .71,.87 

Environmental-impact audits 52 42 0.55 .45,.65 

Ranking of most critical activities necessary for daily 

operations 

78 23 0.77 .69,.85 

Early warning signal detection, scanning, issues 

management 

66 30 0.69 .60,.78 

Dedicated research on potential hidden dangers 38 57 0.40 .30,.50 

Critical follow-up of past crises 65 33 0.66 .57,.75 

Stringent maintenance and inspection schedule 70 26 0.73 .64,.82 

Category D: Communication Activities     

Media training for CM 48 53 0.48 .38,.58 

Major efforts in public relations 58 42 0.58 .48,.68 

Increased information to local communities 54 42 0.56 .46,.66 

Increased relationships with intervening stakeholder 

groups (e.g. police, media) 

69 31 0.69 .60,.78 
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Increased collaboration or lobbying among stakeholders 30 56 0.35 .25,.45 

Use of new communication technologies and channels 65 28 0.70 .61,.79 

Dedicated phone numbers for recall and consumers 54 30 0.64 .54,.74 

Category E: Psychological and Cultural Activities     

Strong top management commitment to CM 81 17 0.83 .75,.91 

Increased relationships with activist group 12 70 0.15 .07,.23 

Improved acceptance of whistleblowers 28 54 0.34 .24,.44 

Increased knowledge of criminal behaviour 30 52 0.37 .27,.47 

Increased visibility of the human and emotional impacts 

of crisis 

53 36 0.60 .50,.70 

Psychological support to employees 76 20 0.79 .71,.85 

Stress management and management of anxiety 60 36 0.63 .53,.73 

Symbolic recall and corporate memory of past crises 39 45 0.46 .35,.57 

Monitoring of cultural perceptions across employee 

groups 

33 55 0.38 .28,.48 

Large Organisation Responses to Preventive Management Action Questions 1999 

 

Preventive Management Actions by Industry Groups for Large Organisations 1999 

 

In addressing the preventive management actions undertaken by various sectors, the data has 

been presented as means. The key to the column headings in this table is Private Sector (PTE), 

Public Sector, which combines central and local government and the health sector (PUB), 

central government (CG), local government (LG) and the health sector (H). The results are 

shown below: 

 

 SAMPLE 

MEAN 

PTE PUB CG LG H 

Category A: Strategic Activities       

Corporate philosophy supports CM 0.84 0.81 0.87 0.9 0.76 0.95 

Integration of CM in statements and 
notions of corporate excellence 

0.39 0.33 0.42 0.48 0.32 0.47 

Integration of CM in strategic planning 
processes 

0.68 0.64 0.71 0.71 0.63 0.79 

Inclusion of outsiders on board, CM unit 

team 

0.4 0.41 0.39 0.29 0.42 0.47 

Training and workshops in CM 0.67 0.51 0.77 0.86 0.6 0.85 

Crisis simulations 0.67 0.49 0.78 0.71 0.68 0.95 

Diversification and portfolio strategies for 
CM 

0.37 0.39 0.36 0.37 0.37 0.33 

Category B: Technical and structural 

activities 

      

Creation of a CM unit or team 0.75 0.67 0.79 0.9 0.67 0.81 

Creation of dedicated budget for CM 0.3 0.2 0.35 0.25 0.36 0.43 

Continual development and changing of 

emergency policies and manuals 

0.85 0.72 0.93 0.9 0.92 0.95 

Computerised inventories of plant’s 

employees, products and capabilities 

0.68 0.67 0.68 0.71 0.71 0.62 

Creation of a strategic emergency room or 

facilities 

0.68 0.43 0.82 0.67 0.96 0.83 

Reduction of hazardous products, services 

and production processes (e.g. tamper-

resistant packaging) 

0.58 0.72 0.45 0.47 0.15 0.74 

Improved overall design and safety of 0.59 0.77 0.48 0.4 0.27 0.78 
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product and production 

Technological redundancy (such as 

computer back-up) 

0.94 0.91 0.95 0.95 0.96 0.95 

Use of outside expert and services in CM 0.71 0.59 0.77 0.76 0.79 0.76 

Category C: Evaluation and Diagnostic 

Activities 

      

Legal and financial audit of threats and 

liabilities 

0.68 0.64 0.69 0.62 0.75 0.71 

Modifications in insurance of coverage 0.79 0.64 0.87 0.72 0.88 1 

Environmental-impact audits 0.55 0.55 0.54 0.33 0.77 0.52 

Ranking of most critical activities 

necessary for daily operations 

0.77 0.75 0.79 0.9 0.65 0.81 

Early warning signal detection, scanning, 

issues management 

0.69 0.6 0.74 0.8 0.67 0.75 

Dedicated research on potential hidden 

dangers 

0.4 0.32 0.44 0.52 0.32 0.48 

Critical follow-up of past crises 0.66 0.54 0.73 0.7 0.65 0.85 

Stringent maintenance and inspection 

schedule 

0.73 0.68 0.76 0.68 0.73 0.86 

Category D: Communication Activities       

Media training for CM 0.48 0.39 0.52 0.6 0.54 0.43 

Major efforts in public relations 0.58 0.41 0.67 0.7 0.6 0.71 

Increased information to local 

communities 

0.56 0.42 0.61 0.35 0.72 0.76 

Increased relationships with intervening 

stakeholder groups (e.g. police, media) 

0.69 0.49 0.79 0.63 0.88 0.86 

Increased collaboration or lobbying among 

stakeholders 

0.35 0.16 0.45 0.47 0.33 0.55 

Use of new communication technologies 

and channels 

0.7 0.55 0.79 0.81 0.83 0.71 

Dedicated phone numbers for recall and 

consumers 

0.64 0.55 0.7 0.69 0.71 0.7 

Category E: Psychological and Cultural 

Activities 

      

Strong top management commitment to 

CM 

0.83 0.7 0.89 0.86 0.91 0.9 

Increased relationships with activist group 0.15 0.07 0.18 0.22 0.07 0.24 

Improved acceptance of whistleblowers 0.34 0.19 0.39 0.6 0.13 0.43 

Increased knowledge of criminal 

behaviour 

0.37 0.35 0.36 0.38 0.2 0.5 

Increased visibility of the human and 

emotional impacts of crisis 

0.6 0.47 0.66 0.57 0.61 0.8 

Psychological support to employees 0.79 0.73 0.83 0.81 0.67 1 

Stress management and management of 

anxiety 

0.63 0.63 0.63 0.65 0.61 0.62 

Symbolic recall and corporate memory of 

past crises 

0.46 0.36 0.51 0.58 0.38 0.57 

Monitoring of cultural perceptions across 

employee groups 

0.38 0.27 0.42 0.52 0.29 0.45 

Comparison of Large Organisation Responses by Industry Sector to Preventive Management Action 

Questions 1999 
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Preventive Management Actions by Staff Size 

 

This view of the preventive management data compares the global mean with three categories 

of organisational staff size  

 

 SAMPLE 

MEAN 

<100 

STAFF 

100– 500 

STAFF 

>500 

STAFF 
Category A: Strategic Activities     

Corporate philosophy supports CM 0.84 0.73 0.9 0.87 

Integration of CM in statements and 

notions of corporate excellence 

0.39 0.42 0.35 0.4 

Integration of CM in strategic planning 

processes 

0.68 0.66 0.71 0.67 

Inclusion of outsiders on board, CM unit 
team 

0.4 0.28 0.49 0.4 

Training and workshops in CM 0.67 0.45 0.78 0.74 

Crisis simulations 0.67 0.58 0.71 0.71 

Diversification and portfolio strategies for 

CM 

0.37 0.19 0.44 0.45 

Category B: Technical and structural 
activities 

    

Creation of a CM unit or team 0.75 0.66 0.71 0.87 

Creation of dedicated budget for CM 0.3 0.31 0.26 0.3 

Continual development and changing of 
emergency policies and manuals 

0.85 0.77 0.88 0.9 

Computerised inventories of plant’s 
employees, products and capabilities 

0.68 0.56 0.8 0.65 

Creation of a strategic emergency room or 

facilities 

0.68 0.68 0.64 0.77 

Reduction of hazardous products, services 

and production processes (e.g. tamper-

resistant packaging) 

0.58 0.5 0.62 0.59 

Improved overall design and safety of 

product and production 

0.59 0.32 0.63 0.74 

Technological redundancy (such as 

computer back-up) 

0.94 0.9 0.95 0.97 

Use of outside expert and services in CM 0.71 0.7 0.71 0.71 

Category C: Evaluation and Diagnostic 

Activities 

    

Legal and financial audit of threats and 

liabilities 

0.68 0.45 0.78 0.77 

Modifications in insurance of coverage 0.79 0.67 0.84 0.83 

Environmental-impact audits 0.55 0.44 0.63 0.58 

Ranking of most critical activities 

necessary for daily operations 

0.77 0.62 0.8 0.87 

Early warning signal detection, scanning, 

issues management 

0.69 0.68 0.68 0.7 

Dedicated research on potential hidden 

dangers 

0.4 0.3 0.46 0.4 

Critical follow-up of past crises 0.66 0.55 0.71 0.7 

Stringent maintenance and inspection 

schedule 

0.73 0.68 0.78 0.7 

Category D: Communication Activities     

Media training for CM 0.48 0.33 0.51 0.58 

Major efforts in public relations 0.58 0.33 0.68 0.68 
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Increased information to local 

communities 

0.56 0.54 0.58 0.55 

Increased relationships with intervening 

stakeholder groups (e.g. police, media) 

0.69 0.62 0.72 0.71 

Increased collaboration or lobbying among 

stakeholders 

0.35 0.13 0.46 0.41 

Use of new communication technologies 

and channels 

0.7 0.63 0.81 0.61 

Dedicated phone numbers for recall and 

consumers 

0.64 0.61 0.68 0.62 

Category E: Psychological and Cultural 

Activities 

    

Strong top management commitment to 

CM 

0.83 0.79 0.9 0.77 

Increased relationships with activist group 0.15 0.12 0.13 0.2 

Improved acceptance of whistleblowers 0.34 0.3 0.29 0.41 

Increased knowledge of criminal 

behaviour 

0.37 0.25 0.4 0.41 

Increased visibility of the human and 

emotional impacts of crisis 

0.6 0.56 0.65 0.55 

Psychological support to employees 0.79 0.62 0.85 0.87 

Stress management and management of 

anxiety 

0.63 0.48 0.79 0.53 

Symbolic recall and corporate memory of 

past crises 

0.46 0.39 0.55 0.41 

Monitoring of cultural perceptions across 

employee groups 

0.38 0.29 0.38 0.42 

Comparison of Large Organisation Responses by Staff Size to Preventive Management Action Questions 

1999 

 

Crisis Planning Efforts by Phase in Large Organisations 1999 

 

Questions 41-44 asked respondents whether their organisation’s plans covered the 

four phases of crisis management.  

 

 

 YES NO % USE CONF 

INT 
Do your organisation’s general crisis plans cover:     

The Hazard Identification and Risk Reduction Phase 92 8 0.92 .87,.97 

The Planning and Readiness Phase 87 13 0.87 .81,.93 

The Emergency Response Phase 91 9 0.91 .85,.97 

The Recovery Phase 81 18 0.91 .83,.99 

Crisis Planning by Phase in Large Organisations 1999 
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Allocation of Resources by Phase in Large Organisations 1999 

 

Using the same four crisis management phases described above, the respondents were 

asked to indicate with a 1-4 ranking scale the extent to which their organisation 

allocated resources. A score of 1 indicated the most resources and  4 the least. 

  

 

 

 

 

Planning for Specific Crises in Large Organisations 1999 

 

The next major section of the questionnaire asked the respondent to indicate whether their 

organisation planned for a range of crisis contingencies shown below. As described earlier, the 

number of responses is listed in the columns marked ‘YES’ and ‘NO’ and the ‘% USE’ column 

to the right is based on each ‘YES’ scoring 1 and each ‘NO’ scoring 0. Thus, a percentage 

score close to 1 indicates a high level of planning for that particular crisis event and, if close to 

0, indicates little planning for that event. The 95% confidence interval is shown in the right 

hand column. 

 

 

 YES NO % USE CONF 

INT 
Category A: External Economic Attacks     

Extortion 14 82 0.15 .08,.22 

Bribery 15 84 0.15 .08,.22 

Boycotts 16 81 0.16 .09,.23 

Hostile takeovers 14 79 0.15 .08,.22 

Category B: External Information Attacks     

Copyright infringement 19 78 0.20 .12,.28 

0
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40

50

1 2 3 4

Raw Score 

Phases 

 Large Organisations 1999: Priority of Resources by 
Phase 

Most Resources (1)

Second Highest (2)

Second Lowest (3)
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Loss of information 65 37 0.64 .55,.73 

Counterfeiting 12 82 0.13 .06,.20 

Damaging rumours 43 57 0.43 .33,.53 

Category C: Breaks     

Recalls 19 57 0.25 .15,.35 

Product defects 30 48 0.38 .27,.49 

Plant defects 49 37 0.57 .46,.68 

Computer breakdowns 92 10 0.90 .84,.96 

Operator errors 63 32 0.66 .55,.76 

Poor security 70 27 0.72 .63,.81 

Loss of essential services (power, water etc) 95 8 0.92 .87,.97 

Category D: Megadamage     

Environmental damage 62 38 0.62 .52,.72 

Major accidents 76 26 0.75 .66,.84 

Category E: Psychopathology     

Terrorism 24 76 0.24 .16,.32 

Copycats 5 89 0.05 .00,.10 

On-site sabotage/tampering 37 62 0.37 .27,.47 

Off-site sabotage/tampering 21 75 0.22 .14,.30 

Executive kidnapping 7 91 0.07 .02,.12 

Sexual harassment 81 21 0.79 .71,.87 

Category F: Health Factors     

Work-related health problems 88 14 0.86 .79,.93 

Category G: Perceptual Factors     

Damage to reputation 57 43 0.57 .47,.67 

Category H: Human Resource Factors     

Executive succession 50 49 0.51 .41,.61 

Poor morale 61 41 0.60 .50,.70 

Industrial disputes 68 32 0.68 .59,.77 

Extent of Large Organisation Planning for Specific Crises 1999 

 

Planning for Specific Crises by Industry Group for Large Organisations 1999 

 

For the presentation of data reflecting planning by specific industry groups amongst large 

organisations, the same approach has been taken as for preventive management action. In 

summary, this shows comparisons of means only for private sector, public sector and the 

health, central and local government data sets, which comprise the public sector result.  

 

 

 

 

SAMPLE 

MEAN 

PTE PUB CG LG H 

Category A: External Economic Attacks       

Extortion 0.15 0.24 0.10 0.16 0.00 0.14 

Bribery 0.15 0.29 0.08 0.15 0.04 0.05 

Boycotts 0.16 0.23 0.13 0.06 0.04 0.29 

Hostile take-overs 0.15 0.28 0.08 0.06 0.00 0.19 

Category B: External Information Attacks       

Copyright infringement 0.20 0.40 0.08 0.06 0.09 0.10 

Loss of information 0.64 0.69 0.61 0.67 0.54 0.62 

Counterfeiting 0.13 0.19 0.10 0.11 0.04 0.14 
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Damaging rumours 0.43 0.46 0.42 0.40 0.29 0.57 

Category C: Breaks       

Recalls 0.25 0.46 0.12 0.00 0.05 0.32 

Product defects 0.38 0.59 0.26 0.17 0.10 0.53 

Plant defects 0.57 0.64 0.48 0.15 0.50 0.80 

Computer breakdowns 0.90 0.92 0.89 0.85 0.88 0.95 

Operator errors 0.66 0.72 0.60 0.31 0.59 0.90 

Poor security 0.72 0.69 0.75 0.79 0.59 0.86 

Loss of essential services (power, water etc) 0.92 0.89 0.94 0.95 0.88 1.00 

Category D: Megadamage       

Environmental damage 0.62 0.63 0.62 0.65 0.63 0.57 

Major accidents 0.75 0.75 0.75 0.70 0.68 0.86 

Category E: Psychopathology       

Terrorism 0.24 0.24 0.26 0.44 0.08 0.24 

Copycats 0.05 0.12 0.02 0.00 0.00 0.05 

On-site sabotage/tampering 0.37 0.43 0.35 0.44 0.13 0.48 

Off-site sabotage/tampering 0.22 0.31 0.17 0.28 0.09 0.15 

Executive kidnapping 0.07 0.14 0.04 0.06 0.00 0.05 

Sexual harassment 0.79 0.69 0.85 0.81 0.83 0.90 

Category F: Health Factors       

Work-related health problems 0.86 0.80 0.90 1.00 0.76 0.95 

Category G: Perceptual Factors       

Damage to reputation 0.57 0.53 0.60 0.75 0.39 0.67 

Category H: Human Resource Factors       

Executive succession 0.51 0.60 0.46 0.55 0.35 0.48 

Poor morale 0.60 0.50 0.65 0.67 0.63 0.67 

Industrial disputes 0.68 0.60 0.73 0.81 0.48 0.90 

Comparison of Responses by Large Organisation Industry Sector to Planning for Specific Crises 1999 

 

Planning for Specific Crises by Staff Size in Large Organisations 1999 

 

The responses to questions shown below regarding organisational planning for specific crises 

are also presented as comparative means by staff size.  

 

 

 

SAMPLE 

MEAN 

<100 

STAFF 

100-500 

STAFF 

>500 

STAFF 
Category A: External Economic Attacks     

Extortion 0.15 0.04 0.08 0.30 

Bribery 0.15 0.03 0.11 0.30 

Boycotts 0.16 0.10 0.08 0.30 

Hostile take-overs 0.15 0.11 0.14 0.21 

Category B: External Information Attacks     

Copyright infringement 0.20 0.20 0.19 0.21 

Loss of information 0.64 0.61 0.68 0.63 

Counterfeiting 0.13 0.11 0.08 0.21 

Damaging rumours 0.43 0.39 0.42 0.47 

Category C: Breaks     

Recalls 0.25 0.09 0.30 0.32 

Product defects 0.38 0.21 0.46 0.44 

Plant defects 0.57 0.48 0.58 0.62 

Computer breakdowns 0.90 0.83 0.90 0.97 

Operator errors 0.66 0.57 0.69 0.70 

Poor security 0.72 0.66 0.78 0.70 

Loss of essential services (power, water etc) 0.92 0.87 0.93 0.97 
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Category D: Megadamage     

Environmental damage 0.62 0.52 0.74 0.60 

Major accidents 0.75 0.63 0.78 0.81 

Category E: Psychopathology     

Terrorism 0.24 0.10 0.26 0.37 

Copycats 0.05 0.00 0.11 0.04 

On-site sabotage/tampering 0.37 0.19 0.45 0.45 

Off-site sabotage/tampering 0.22 0.03 0.32 0.30 

Executive kidnapping 0.07 0.07 0.05 0.10 

Sexual harassment 0.79 0.71 0.83 0.83 

Category F: Health Factors     

Work-related health problems 0.86 0.70 0.93 0.93 

Category G: Perceptual Factors     

Damage to reputation 0.57 0.39 0.67 0.62 

Category H: Human Resource Factors     

Executive succession 0.51 0.4 0.64 0.41 

Poor morale 0.6 0.55 0.71 0.48 

Industrial disputes 0.68 0.47 0.75 0.79 

Comparison of Responses by Large Organisation Staff Size to Planning for Specific Crises 1999 

 

Extent of Perceived and Actual Impact in Large Organisations 1999 

 

The respondents were asked, in three separate questions, to list certain events in descending 

order of priority. These events, taken from the list offered in the questionnaire, indicated those 

that the respondent thought had the most serious potential consequences for the organisation, 

those for which the organisation was most prepared and those that the organisation had actually 

experienced. The results are shown below ranked from highest to lowest mean score (right 

hand column). Crises included in the questionnaire that received no responses are not listed. 

The mean score shows the average result for all three columns i.e. it reflects the instances of 

mention across all organisations without any priority. This is believed to be a simple but useful 

measure of the degree to which the respondent is consciously aware of the event. 

 

 PRI. 1 SERIOUS PRI. 2 SERIOUS PRI.3 SERIOUS MEAN 
Environmental 

Damage 

20 9 15 14.7 

Loss of Essential 

Services 

18 12 12 14 

Computer 

Breakdowns 

8 22 11 13.7 

Major Accidents 7 13 7 9 

Damage to 

Reputation 

8 6 10 8 

Loss of Information 8 6 3 5.7 

Industrial Disputes 3 2 11 5.3 

Work Related Health 

Problems 

5 2 8 5 

Plant Defects 3 6 6 5 

Product Defects 8 3 1 4 

Poor Morale 2 4 5 3.7 

Poor Security 2 3 4 3 

Executive 
Succession 

1 0 4 1.7 

Operator Errors 0 4 1 1.7 
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On Site Sabotage 0 2 2 1.3 

Terrorism 2 1 0 1 

Counterfeiting 0 1 2 1 

Hostile Takeovers 2 0 0 0.7 

Recalls 0 0 2 0.7 

Copyright 

Infringement 

0 2 0 0.7 

Extortion 1 0 0 0.3 

Boycotts 0 0 1 0.3 

Perceived Seriousness Of Certain Crisis Events By Large Organisations In 1999 

 

 PRI. 1 

PREPARED 

PRI. 2 

PREPARED 

PRI.3 

PREPARED 

MEAN 

Loss of Essential 

Services 

22 11 9 14 

Computer 
Breakdowns 

18 15 7 13.3 

Environmental 

Damage 

14 14 2 10 

Major Accidents 8 10 9 9 

Work Related Health 
Problems 

3 8 9 7 

Product Defects 8 4 2 4.7 

Plant Defects 5 3 6 4.7 

Damage to 

Reputation 

3 2 8 4.3 

Loss of Information 3 4 4 3.7 

Industrial Disputes 0 5 6 3.7 

Poor Morale 0 3 6 3 

Poor Security 1 5 1 2.3 

Sexual Harassment 1 2 2 1.7 

Terrorism 2 0 2 1.3 

Operator Errors 0 2 1 1 

Counterfeiting 0 1 2 1 

Recalls 1 0 1 0.7 

Hostile Takeovers 1 0 1 0.7 

Copyright 

Infringement 

1 0 0 0.3 

Damaging Rumours 1 0 0 0.3 

Executive 

Kidnapping 

0 0 1 0.3 

On Site Sabotage 0 1 0 0.3 

Perceived Level of Preparation by Large Organisations for Certain Crisis Events 1999 

 

 PRI. 1 

OCCURRED 

PRI. 2 

OCCURRED 

PRI.3 

OCCURRED 

MEAN 

Computer 

Breakdowns 

12 10 6 9.3 

Work Related Health 

Problems 

11 4 6 7 

Loss of Essential 

Services 

12 4 3 6.3 

Environmental 

Damage 

11 4 4 6.3 
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Major Accidents 7 8 2 5.7 

Damage to 

Reputation 

3 6 5 4.3 

Industrial Disputes 3 2 6 3.7 

Poor Morale 1 4 4 3 

Product Defects 4 4 0 2.7 

Poor Security 4 3 1 2.7 

Plant Defects 3 1 2 2 

Recalls 3 2 0 1.7 

Sexual Harassment 1 3 1 1.7 

Operator Errors 1 0 2 1 

Loss of Information 0 2 1 1 

Copyright 

Infringement 

2 0 0 0.7 

Counterfeiting 2 0 0 0.7 

Executive 

Succession 

0 1 1 0.7 

On Site Sabotage 0 2 0 0.7 

Hostile Takeovers 1 0 0 0.3 

Damaging Rumours 1 0 0 0.3 

Executive 

Kidnapping 

0 0 1 0.3 

Terrorism 0 0 1 0.3 

Boycotts 0 0 1 0.3 

Actual Occurrence of Crisis Events in Last 5 Years from 1999 for Large Organisations  

 

Preparedness for Last Event in Large Organisations 1999 

 

The final question asked the respondent to indicate how well their organisation had been 

prepared for the crises it had experienced recently. A seven point Likert scale with behavioural 

anchors ranging from 1 (totally unprepared) to 7 (totally prepared) was used to gather 

responses. The mean level of response was 5.04 and the standard deviation was 1.35. This is 

closest to the anchor on the scale entitled ‘Some areas prepared’. The comparison between this 

result and that for the subsets of industry group and staff size are shown below: 

 

DATA GROUP MEAN PERCEIVED 

PREPAREDNESS 

STANDARD DEVIATION 

Sample Result 5.04 1.350 

Private Sector 4.81 1.355 

Public Sector 5.17 1.340 

Central Government 5.47 1.073 

Local Government 5.06 1.474 

Health Sector 5 1.449 

Less than 100 Staff 4.74 1.678 
100 – 500 Staff 5.37 1.087 

More than 500 Staff 4.96 1.255 

Comparison of Sector Results for Perception of Preparation for Last Crisis in Large Organisations 1999. 
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Small Organisations in 1999 

 

Analysis of the Small Organisation Survey Respondents  

  

The response rate to the 1999 survey for small organisations is depic ted below: 

 

Industries Represented 

 

The data concerning demographics for this questionnaire was constructed on the same basis as 

that for large organisations. Industry group responses were received as shown below: 

 

INDUSTRY NUMBER (n=41) PERCENTAGE 
Automotive 1  2.44 

Investment (Property) 0  0.00 

Computers, Office Equipment 0  0.00 

Industry & Community Service 0  0.00 

Oil, Gas, Minerals, Electricity 0  0.00 
Chemicals, Pharmaceuticals 2  4.88 

Communications, Media 1  2.44 

Diversified Corporate 0  0.00 

Research 1  2.44 

Transport, Ports, Tourism 6 14.63 

Manufacturing 1  2.44 

Retail, Wholesale, Distribution 6 14.63 

Primary Production 1  2.44 

Food (Processed), Beverages 0  0.00 

Banking, Finance 1  2.44 

Insurance, Superannuation 0  0.00 

Health 4  9.76 
Central Government 0  0.00 

Local Government 0  0.00 

Other / Not Stated 17 41.63 

Analysis of Small Organisation Respondents by Industry Group 1999 

  

90% 

10% 

1999 Small Organisation Survey 
Response Rate (n=400) 

No Response

Usable
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Size of Respondent Organisation 

 

Organisational size results of respondents were as follows: 

 

 

Geographic Origin of Respondent Organisations 

 

Respondents identified the geographic region that their primary and other facilities were 

located. The new category labelled ‘Nationwide’ was introduced in 1999 to allow respondents 

to indicate if they had branches in most areas of New Zealand. This was an optional response 

and primary or head office location was still provided in all cases. 

 

REGION MAIN AREA SECONDARY AREA OTHER AREA 
Northland 3 0 0 

Auckland 8 3 0 

Bay of Plenty 2 4 0 

Waikato 6 2 0 

Taranaki 2 0 0 

Gisborne 0 0 0 

Hawke’s Bay 1 0 1 

Manawatu 3 0 0 

Wanganui 1 0 0 

Wellington 0 1 4 

Nelson 2 0 0 

Marlborough 1 0 0 
West Coast 0 0 0 

Canterbury 6 1 1 

Otago 4 0 0 

Southland 1 0 1 

Nationwide 0 7 0 

Not Stated 0 0 0 

Geographic Location of Small Respondent Organisations 1999 

 

 

 

 

 

24% 

22% 

12% 
3% 

10% 

29% 

 Size of Small Organisation Respondent in 
1999 

<10

11 to 20

21 to 50

51 to 75

76 to 100

Unknown
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Respondent’s Organisational Type 

The organisational type of the respondent is shown below: 

 

Preventive Management Actions in Small Organisations 

Although this section followed the same principle as the large organisation survey, the number 

of questions in this section was reduced from 40 to 7 in order to focus on only those items that 

interviews with executives of small organisations had shown were always relevant. The table 

below shows the responses to these questions The ‘% USE’ column, calculated by allocating a 

score of 1 to a ‘YES’ and a zero for a ‘NO’, shows the proportion of respondents applying the 

specific preventive action. Thus, a proportion close to 1 indicates a high level of application of 

the preventive action and, if close to 0, indicates little use of that preventive action. The 95% 

confidence interval relative to the percentage use score is shown in the right hand column. 

 

 YES NO % USE CONF INT 

Written crisis management policy or pre-

arranged outside advisory assistance 

18 23 0.44 .348,.532 

Regular staff training on most likely crises 19 22 0.46 .368,.552 

Audits of hazards (beyond OSH 

requirement) 

21 20 0.51 .418,.602 

Employee programmes to assist in 

stressful times 

11 30 0.27 .188,.352 

Pre-positioned equipment and checklists 

for likely crises 

18 23 0.44 .348,.532 

Plan for resuming business if place of 

work was unavailable 

14 27 0.34 .252,.428 

Disaster insurance 30 11 0.73 .648,.812 

Small Organisation Responses to Preventive Management Action Questions 1999 

 

 

 

 

65% 

15% 

10% 

7% 
3% 

 Small Organisation Respondent Type 1999 

Private Company

Partners

Trust

Government

Not Stated
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Extent of Perceived and Actual Impact in Small Organisations 1999 

 

The designated crisis list was removed from the small organisation questionnaire. However, 

respondents were still asked in three separate questions to list, in descending order of priority, 

those events that would be most serious for the organisation, those for which the organisation 

was most prepared and those that the organisation has actually experienced. The results are 

shown below. 

 

 PRI. 1 

SERIOUS 

PRI. 2 

SERIOUS 

PRI.3 

SERIOUS 

MEAN 

Major Accidents 17 13 5 11.7 

Environmental 

Damage 

8 7 7 7.3 

Loss of Essential 

Services 

4 8 4 5.3 

Computer 

Breakdowns 

3 3 5 3.7 

Work Related 

Health Problems 

3 5 2 3.3 

Executive 

Succession 

2 2 2 2 

Damage to 

Reputation 

1 1 2 1.3 

Plant Defects 1 0 1 0.7 

Product Defects 0 0 2 0.7 

Loss of 

Information 

1 1 1 0.3 

Boycotts 1 0 0 0.3 

Hostile Takeovers 0 1 0 0.3 

Poor Morale 0 0 1 0.3 

Operator Errors 0 0 1 0.3 

On Site Sabotage 0 0 1 0.3 

Perceived Seriousness of Certain Crisis Events by Small Organisations 1999 

 

 

 

 

 

 PRI. 1 

PREPARED 

PRI. 2 

PREPARED 

PRI.3 

PREPARED 

MEAN 

Major Accidents 14 7 3 8 

Work Related 

Health Problems 

6 2 0 4.3 

Loss of Essential 

Services 

5 5 3 4.3 

Computer 

Breakdowns 

4 5 2 3.7 

Environmental 

Damage 

2 3 3 2.7 

Hostile Takeovers 1 1 0 0.7 

On Site Sabotage 0 2 0 0.7 

Industrial Disputes 0 1 1 0.7 

Damage to 

Reputation 

0 0 2 0.7 
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Plant Defects 1 0 0 0.3 

Loss of 

Information 

1 0 0 0.3 

Poor Morale 0 1 0 0.3 

Product Defects 0 0 1 0.3 

Operator Errors 0 0 1 0.3 

Perceived Level of Preparation by Small Organisations for Certain Crisis Events 1999 

 

 PRI. 1 

OCCURRED 

PRI. 2 

OCCURRED 

PRI.3 

OCCURRED 

MEAN 

Loss of Essential 

Services 

6 2 1 9 

Computer 

Breakdowns 

4 1 1 2 

Work Related 

Health Problems 

3 3 0 2 

Major Accidents 2 3 0 1.7 

Environmental 

Damage 

2 2 0 1.3 

Executive 

Succession 

2 1 1 1.3 

Damage to 

Reputation 

1 1 1 1 

Plant Defects 2 0 0 0.7 

Hostile Takeovers 1 1 0 0.7 

Terrorism 1 0 1 0.7 

Poor Security 1 0 0 0.3 

Loss of 
Information 

0 1 0 0.3 

On Site Sabotage 0 1 0 0.3 

Product Defects 0 0 1 0.3 

Operator Errors 0 0 1 0.3 

Poor Morale 0 0 1 0.3 

Actual Occurrence Of Crisis Events in Last 5 Years From 1999 for Small Organisations 

 

Preparedness for Last Event in Small Organisations 1999 

 

The final question asked for an indication of how well prepared the organisation had been for 

the crisis it had most recently experienced. A seven point Likert Scale with behavioural 

anchors showed the mean level of response to be 4.77 and the standard deviation to be 1.135 

for small organisations in 1999. 

 

Summary 

 

The 1999 survey of New Zealand organisations has assisted in answering the research 

questions in two ways. First, the division of the questionnaire into large and small 

organisational formats has had the effect of increasing the response rate to 15.6% overall. In 

particular, the large organisation response of 19.7% is almost double that of the previous year 

and highlights the effect of the small organisation responses on the overall result. The second 

main outcome of this survey is the greater understanding of issues affecting organisations 
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relative to their size. The results show clear differences regarding large and small organisations 

in both preventive actions and consideration of certain types of crises. 

 

The construction of the small organisation questionnaire is based around clusters of key 

questions included in the larger questionnaire. This enabled a limited comparison of key 

concepts within the year and also between years.  
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Analysis of the Interviews 
 

 

Overview 

The analysis of the 21 interviews was conducted through the use of transcribed audiotapes 

supported by limited written notes. The intent of this phase of the research was twofold. First, 

it sought to gain further understanding of the current state of preparedness of New Zealand 

organisations. Second, it sought information on the main reasons for this awareness or 

preparedness. 

 

Construction of the Object List 

 

The interviews were all read initially for semantics and, for the purpose of further analysis the 

objects used were: 

a. Reaction to the survey 

b. Reason for answers in the survey 

c. Perceptions of business continuity planning 

 d. Scenario response 

 

This produced the domain level knowledge model that follows.
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Object 1: REACTIONS 

TO THE SURVEY 

EMOTION 
RELEVANCE 

PERCEPTION 

COMPREHENSIVE 

DIFFICULT/TRICKY FRUSTRATING 

STRAIGHTFORWARD 

EASY INTENSIVE 

PART_OF 

IS_A 

IS_A 

IS_A 

IS_A 

IS_A 

IS_A 

BROADENED 

AWARENESS 

TOPICAL 

MANY PARTS 

NOT RELEVANT 

EFFECT ON 

PERCEPTION OF 

BCP 

CONFIRMED CHANGED SIZE OF ORG 

ATTRIBUTE_OF 

IS_A IS_A 

IS_A IS_A 

ATTRIBUTE_OF 

PART_OF 
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Object 2: REASONS 

FOR ANSWERS 

INTERNAL 

FACTORS 

EXTERNAL 

FACTORS 

EXPERIENCE PERCEPTION 

PART_OF PART_OF PART_OF PART_OF 

Continued at Node 1 over 

page 

Continued at Node 2 over 

page 

Continued at Node 3 over 

page 

Continued at Node 4 over 

page 

SHORT TERM FOCUS RELIANCE ON 

INFORMATION 

TECHNOLOGY 

ORGANISATIONAL 

CAPABILITY 

STRONG LIMITED 

IS_A IS_A 

IS_A IS_A 
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Node 1: INTERNAL FACTORS 

STAFF COMPETENCY 

ATTRIBUTE_OF 
REPUTATION 

COMPETITOR 

BEHAVIOUR 

Y2K 

IMPOSED LIMIT 

ON BCP 

COMPLIANCE 

IS_A 

IS_A 

IS_A 

IS_A 

IS_A 
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Node 2: EXTERNAL FACTORS 

Node 3: EXPERIENCE 

ACTUAL 

CRISIS 

TESTED 
PLANNING 

IS_A 

IS_A IS_A 

OTHER 

ORGANISATIONS 

RECENCY OF LACK OF 

ATTRIBUTE_OF 
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  Node 4: PERCEPTION 

AWARENESS 

NEGATIVE POSITIVE 

ATTRIBUTE_OF 

IS_A IS_A 
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  Object 3: PERCEPTIONS OF 

BCP 

EXECUTIVE ISSUES STAFF ISSUES 

PART_OF PART_OF PART_OF 

Continued at Node 5 over 

page 

Continued at Node 6 over 

page 

Continued at Node 7 over 

page 

STAFF ATTITUDE TO BCP 
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ORGANISATIONAL 

ISSUES 

Node 5: EXECUTIVE ISSUES 

NORMAL 

BUSINESS 

PRACTICE 

ATTITUDE TO BCP 

IS_A IS_A IS_A 

BUDGET PROCESS BCP NEUTRAL 

PART_OF 

SUPPORTS 

BCP 

ATTRIBUTE_OF 

PART_OF 

STRONG LIMITED 

ATTRIBUTE_OF 
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FINANCIAL BOTTOM 

LINE 

DETRACTS 

FROM BCP 

Node 6: STAFF ISSUES 

KNOWLEDGE OF BCP 
HR POLICY FOR 

BCP 
INTEREST IN BCP 

IS_A IS_A IS_A 

FUN 

STRONG LIMITED 

ATTRIBUTE_OF 

STRONG LIMITED 

ATTRIBUTE_OF 

YES NO 

ATTRIBUTE_OF 
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  Node 7: ORGANISATIONAL 

ISSUES 

TIME AVAILABLE INFO TECHNOLOGY 

BACKUP 

CULTURE 

IS_A IS_A IS_A 

Y2K 

PART_OF 

PART_OF 

PROACTIVE 

ATTRIBUTE_OF 
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COMPLEXITY OF BCP 

FATALISTIC 

SUPPORTS BCP DETRACTS FROM BCP 

ATTRIBUTE_OF COMPLIANCE 

PART_OF 

ORGANISATION SIZE 

REINFORCEMENT 

PLAN 

FAMILY & STAFF 

CONTACT 

EXEC TRAVEL 

POLICY 

LIKELY Y2K 

OUTCOME 

EXISTING 

SECURITY 

PART_OF 

Continued at Node 14 

Continued at Node 16 
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Object 4: SCENARIO RESPONSES 

EXECUTIVE 

APPROACH 
STAFF TRAINING 

PLAN 

ASSISTANCE TO 

STAFF & FAMILY 

DELEGATIONS 

Continued at Node 8 

Continued at Node 9 

Continued at Node 10 

Continued at Node 11 

Continued at Node 12 

Continued at Node 13 

Continued at Node 15 

Node 8: EXECUTIVE 

APPROACH 

SCENARIO 

ORIENTATION 

STAFF 

DEDICATION 

IS_A IS_A IS_A 

REVIEW LESSONS  

LEARNED 

IS_A 
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CAPABILITY 

ORIENTATION 

WITHIN NZ 
OVERSEAS 

NO YES 

ATTRIBUTE_OF 

IS_A IS_A 

ATTRIBUTE_OF 

YES NO 
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Node 9: REINFORCEMENT PLAN 

Node 10: LIKELY Y2K 

OUTCOME 

READY 
DEPENDENT ON 

EXTERNAL 

AGENCIES 

COMPLIANT 

IS_A IS_A IS_A 
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  Node 11: STAFF TRAINING 

PLAN 

INDUCTION FOR 

REINFORCEMENTS 

ONGOING BCP 

TRAINING 
PREPARATION OF 

SUCCESSION STAFF 

IS_A IS_A IS_A 

PLANNED 

NORMAL NIL 

ATTRIBUTE_OF 

ON THE JOB 

TRAINING 

NIL 

ATTRIBUTE_OF 

YES NO 

ATTRIBUTE_OF 

REDUCED 
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Node 12: FAMILY AND STAFF 

CONTACT PLAN 

HR STAFF CONTACT 
ADHOC 

CONTACT 

LINE MANAGEMENT 

CONTACT 

DATABASE 

CENTRAL DE-

CENTRALISED 

IS_A IS_A 

IS_A IS_A 

ATTRIBUTE_OF 

NONE 
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  Node 13: ASSISTANCE TO 

STAFF & FAMILY 

ADHOC 
EMPLOYEE 

ASSISTANCE 

PROGRAMME 

FORMULA 

NO PLAN 

IS_A IS_A IS_A 
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  Node 14: EXISTING SECURITY 

PROTECTION FROM 

COMPETITORS 

PART_OF 
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Node 15: EXECUTIVE TRAVEL 

POLICY 

YES NO 

ATTRIBUTE_OF 
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Node 16: DELEGATIONS 

STANDING ADHOC 

ATTRIBUTE_OF 
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Analysing the Domain Model 

 

In seeking to discover what are the main reasons for organisational awareness or 

preparedness, it is appropriate to first look to the top tier of concepts in the models. These 

are: 

a. emotion 

b. relevance perception 

c. internal factors 

d. external factors 

e. experience 

f. perception 

g. executive issues 

h. staff issues 

i. organisational issues 

j. executive approach 

k. reinforcement plan 

l. likely Y2K outcome 

m. family staff contact 

n. assistance to staff and family 

o. existing security 

p. executive travel policy, and 

q. delegations. 

 

Analysis of Object 1: Reactions to the Survey 

a. Emotion 

While Object 1 could arguably be excluded from this discussion since it relates to the 

respondents’ reaction to the questionnaire rather than the subject itself, it is felt that it 

offers useful insights into the way the subject of BCP may affect executives. First, the 

survey had an emotionally polarising effect on the respondents and the question arises as 

to whether the questionnaire design or its content was the cause. Two thirds of the second 

tier concepts in this strand are negative or neutral including difficult / tricky, frustrating, 

intensive, comprehensive and straightforward. Only 3 respondents viewed the survey as 

easy although in discussing this point further, none stated that it was difficult to follow or 

understand, suggesting that the subject matter was the likely stimulus for their response. 

The only exception to this was in the questions regarding allocation of resources and 

effort by rank order, which was widely misinterpreted by respondents. 
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b. Relevance Perception 

 

The second main concept within object 1 was that of relevance perception. This provides 

further insight into the comments regarding emotion. Only one large organisation 

indicated that the survey was topical which could indicate a general lack of familiarity 

with BCP processes. However, the respondent group must have had some idea of the 

concept of BCP as there are 15 comments regarding personal perceptions and the effect 

that the survey had on these. From this group about half felt that the survey had changed 

their perception and the remainder believed that their perception had been confirmed. In 

the latter group, all comments came from large organisations whereas half of those who 

felt their perceptions had changed were from small organisations. Four subjects cited 

broadened awareness of the topic as a result of doing the questionnaire and three of these 

were also cited in the earlier comments on perceptions. Various effects of research on 

subjects are well reported and lead to a discussion of ways in which executives can be 

made more aware of the need to plan comprehensively for business continuity. 

 

Analysis of Object 2: Reasons for Answers 

 

The four top tier concepts in this object are internal factors, external factors, experience 

and perception. These provide some insights into the challenges facing executives in 

general and certain types of organisations in particular. 

 

a. Internal Factors 

Internal factors are those aspects of an organisation that the interviewees identified as 

being key determinants of the answers they provided in the questionnaire. They included 

a short-term focus, organisational capability, staff competency and reliance on 

information technology.  

 

(1) Short Term Focus 

 

A short-term focus was noted by two large organisations that gave vastly different 

rationale as to why comprehensive BCP fell outside their span of consideration. One of 

the two was a large Government organisation that dealt with social issues. As a result, the 

organisation was often in the media whenever something went wrong and consequently, 

the staff had adopted a very short term 'stay out of trouble' viewpoint. Coupled with this 

were a lack of knowledge about BCP amongst executives and a significant lack of 

resources due to rapid expansion of service delivery. The second organisation was a 

national retail chain that, like many similar, operates in a tight market with small 

margins. As a consequence, the Head Office function was minimal and information 

technology was used to centrally monitor the daily sales. Incentives were based on this 

immediate measure therefore most management effort was oriented toward activities that 

would result in pay incentives. There were no incentives attached to BCP. 
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(2) Organisational Capability 

Three large and two small organisations mentioned organisational capability. Amongst 

the large companies, which included two national chains and a large health provider, 

there are some interesting paradoxes. First, all three believed that they had the correct 

focus for BCP in orienting their efforts toward good staff, with a wide range of skills, 

who could turn their hand to any contingency. One referred to this as the 'capability 

orientation' (as opposed to the 'scenario orientation'). They believed that their sheer size 

was an offset to most difficulties and obviated the need for much of the planning 

discussed in the survey and interview. All contradicted this position at some point in the 

interview by noting that they probably did not appear to be well prepared. It was also 

noted that this research had raised new issues for consideration that would cause them 

considerable concern if they were to occur. The small organisations took a resigned 

approach to capability, noting that they were too small and too reliant on suppliers for 

almost everything that they needed to be able to make any meaningful plan for most 

contingencies. One of the two respondents, who operated in a commission sales 

environment, observed that his staff was all sales people; they needed high morale and 

that that occurred when they were making money. Since BCP was seen as non-revenue 

earning it was not something he could get his staff involved in. 

  

(3) Staff Competency 

 

Coupled closely with the previous concept is that of staff competency. The capability 

orientation of one major chain was again mentioned in regard to their investment in staff 

continuity skills at the lower levels. Conversely, a small owner operator felt that most 

people in the labour market to which he had access lacked initiative and no amount of 

training would give them the mental attitude required putting continuity training into 

practice. 

 

(4) Reliance on Information Technology 

 

Reliance on information technology (IT) was raised for two quite different reasons. It is 

not surprising that all four interviewees that mentioned this concept highlighted their 

organisation's dependence on IT and the chaos that would occur were they to lose all or 

part of their system. All had backups but the larger organisations discussed the subject 

from the perspective that IT disaster recovery planning was a detached activity and was 

not part of their mainstream BCP.  The second strand of this concept, raised by two small 

organisations, was in relation to security. The first mention of this element was in relation 

to staff leaving to join a competitor. It was felt that, with the firm allowing people to do 

work from home with their personal hardware and company files, it was all but 

impossible to stop leakage of customer and product data. Second, the 'all in one' nature of 

IT business systems make them a simple target for those wishing to steal information and 

one small organisation, that had experienced information theft, felt it lacked the resources 

to effectively keep out an intruder, be they physical or electronic. 
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b. External Factors 

 

External factors are those that are imposed on the organisation from outside and therefore 

have an influence on executive behaviour. Some, like Y2K are transient in nature while 

others such as compliance are pervasive and apply to all legally constituted entities. 

 

(1) Compliance 

 

Respondents from 7 large organisations specifically indicated legal compliance issues 

were part of their rationale for BCP. However, all interviewees acknowledge some 

requirement to meet the Government's expectations regarding employee safety.  The 

range of compliance related comment was broad. It ranged from implementing the 

requirements of the Civil Defence Act (1983) for Public Sector organisations through to 

the funding implications for a Government agency of being unable to deliver its services. 

Two had a statutory requirement to be able to maintain essential services (local 

government and health sectors) regardless of circumstance as well as the requirement for 

local bodies to provide civil defence services for their communities. One large 

Government department had, as its core business, the provision of care to another group 

within the community and had to be able to deliver this service at all times. Two 

organisations specifically mentioned their obligations under the Health and Safety in 

Employment Act (1992) and seemed very well informed (and were guided in their 

actions) by the well-publicised prosecutions of employers in recent times. One of the 

interviewees noted that the company handled hazardous product as part of its normal 

daily business and had specific legal constraints as a result. This also extended to the 

advice they gave end-users of their product. It was noted that the interviewees generally 

adopted a very serious tone of voice and body language style compared to much of the 

other proceedings. It could be deduced from this that compliance is a major factor in the 

level of BCP conducted in organisations. What is absent from the interviews is just as 

significant. There was no mention, in relation to compliance, of professional bodies, 

institutes and self-regulating codes. Even though several of the respondents are working 

within industries that have well established governing groups, these did not appear to 

have the level of influence over BCP behaviour as legislation. 

 

(2) Imposed Limit on BCP 

 

Two interviewees felt that their ability to plan for continuity was limited by external 

factors. In the case of one small business, the fact that the owner did not have control of 

his premises was a significant impediment to changing to meet structural risks and 

providing offsets to loss of utilities. This could be construed as a rationalisation given the 

range of other BCP strategies available to the company but could simply mean that the 

owner was unaware of these options. The second of the two spoke of limitations imposed 

by the immediacy of the marketplace. In the national building industry, such issues as the 

time it takes for a planning consent to be approved, national migration patterns and 

mortgage interest rates were all cited as factors dictating the level of planning possible. 

Once again, it was felt that BCP options existed for this executive and that greater 

breadth of training and lateral thinking would assist in solving these problems. 
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(3) Reputation 

 

Although interviewees had differing viewpoints on what could be defined as a serious 

risk to their reputation they all agreed that it included the effect of potential damage to the 

company's financial state. In the case of smaller companies, concern was oriented toward 

maintaining the long-term relationships built up with key clients. The owner of one small 

financial institution felt that if he could not recover from a crisis quickly, his customer 

base might go elsewhere. This is a reasonable motivation for BCP but does raise the 

question as to how loyal these customers were in the first place. Within this context, BCP 

has a role to play in the training of relationship managers. A large Government 

department was concerned about issues such as public expectation and what number of 

organisations would be affected in the crisis scenario under discussion. This attitude 

contains elements of schoolyard logic i.e. if we are in trouble as part of a group it is not 

as bad for us as if we are in trouble by ourselves. If central Government is only setting 

their planning standard by this measure rather than setting the standard for others then 

there is cause for concern. A national chain company that had concerns about industrial 

disputes put forward a different approach to the concept of reputation. While they were 

confident of having the resources to cope with a dispute (and had done so in the past) 

they were worried that the effect of a strike on the morale of the remaining staff would 

have a lingering effect on productivity long after the dispute had ended. 

 

(4) Competitor Behaviour 

 

Small organisations were mainly concerned with this concept. All three interviewees 

noted the concern that they were extremely vulnerable to competitor attacks. Each had 

experienced covert and overt theft of customer information and also copycat behaviour in 

relation to their marketing strategies. They had all put in place further protection 

measures as a result but acknowledged that there was almost nothing they could do to 

totally exclude the event from their risk profile. One multinational organisation noted that 

their industry was very competitive and it was part of the corporate culture to be 

externally focussed. However, there were no mechanisms for staff to provide 

environmental updates to management and BCP in general was not strong. 

 

(5) Y2K 

 

The data collection took place prior to the millennium changeover that was projected to 

affect many computer systems. Although little damage eventuated from Y2K, there are 

lessons to be learned from this single point of focus type of event and so the points raised 

are presented in that context. The five large organisations that mentioned Y2K 

specifically all viewed it as a watershed point in the company's planning experience. 

Most felt that if this research had been done a year or two earlier, the results would have 

indicated considerably lower levels of awareness and planning than what was currently 

evident. Y2K had the multiple effects of getting executive attention and funding. Because 

it was a scenario with a finite timeline it could be tracked and measured by executives 

and this made them more enthusiastic about the undertaking. To support this, project 

management disciplines should feature in BCP training. Some of the interviewees 
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discussed 'double-hatting' with the same person being given responsibility for Y2K in 

addition to their current job. While this might be possible for one scenario it is unlikely to 

succeed for a total hazardscape approach. 

 

c. Experience 

 

Learning through experience is a widely held belief and the range of experiential 

development methods in use is wide. For the purposes of this study, the range has been 

limited by the responses of interviewees to planning and testing activities and lessons 

learned through actual crises (whether they be recent memories, a lack of crisis or those 

documented by other organisations). 

 

(1) Planning 

 

All interviewees acknowledged planning as an activity with merit. It was noted that it 

assisted with problem solving and resource allocation. However, interviewees also 

pointed out that they knew their plans did not go far enough and that they still retained a 

number of significant risks. The remedy to this apparent inability to cover the 

hazardscape in plan form was, for one national chain, a capability orientation. This meant 

that staff skills training and some procedural manuals were preferred to a detailed 

scenario based plan. While time and resources were the common reason for lack of 

planning, it was apparent in the discussion that the interviewees had not considered a 

total hazardscape approach to continuity prior to this research raising the concept. 

Despite the limited nature of their planning, all organisations had gained some benefit 

and increased understanding of continuity requirements as a result of the planning that 

they had done. 

 

(2) Actual Crisis 

 

A range of reasons for various types of BCP behaviour was found within this concept. 

Some organisations pointed out that very little had actually occurred to them in the last 

few years and that they had to be pragmatic about what they prepared for. This type of 

'non-experience' is fraught with danger, as it is not logical to assume that because 

something has not happened in the past, it will not in the future. Offsetting this is the 

second attribute, which addresses lessons learned through the experiences of others. One 

small retailer said that he was so moved by a conference presentation in which the 

speaker described his premises being gutted by fire, that he had spent the next ten years 

working toward a state where he could recover from that type of event. While this is a 

powerful learning response, the total hazardscape cannot be adequately covered in this 

way unless a compilation of lessons learned from organisational disruption is made 

available to executives. 

 

A commonly reported reason for survey responses was that of having recently 

experienced a crisis. Fourteen of the eighteen interviewees explicitly mentioned recent 

crises on thirty separate occasions. The bulk of these responses fell into two main areas. 

Many had found the experience of an actual crisis was a 'wake-up call' and they had set 
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about formalising aspects of BCP as a result. The second common response was the 

identification of a recent crisis as the reason for their high levels of awareness and 

preparation for that particular hazard. Often, this was despite the identification of other 

hazards that were potentially far more serious than those for which they were prepared. 

Real life experience is a significant learning event and the ability to safely expose 

executives to organisational disruption in a learning simulation will be discussed in later 

chapters. 

 

(3) Testing 

 

Testing an organisation's ability in regard to scenarios provides learning opportunities 

and is reflected in subsequent plans. Three large organisations noted that they had run test 

scenarios to establish the level of capability in the organisation and this had provided 

them with ideas for future BCP. One national chain had tested both their response to 

disaster and also their ability to recover back to fully operational business mode. The 

latter activity is noticeably missing from the bulk of responses in both surveys and 

interviews. 

 

d. Perception 

 

Perceptions shape decision-making behaviour in all walks of life. These interviews found 

that executive perception of the subject and also their perception of how they think their 

staff view it heavily influences BCP effort. This concept is discrete from actual 

knowledge of BCP but the two are linked. There are two second-tier concepts to be 

examined. 

 

(1) Awareness 

 

An awareness of specific hazards is frequently brought about by experience and this 

concept has been discussed in earlier sections. However, there is also awareness brought 

about by an individual’s perception of the organisation and environment. This can 

include quantitative analysis, intuition or simply an overall grasp of the market or 

product. Several interviewees noted that they had prepared for crisis events totally or 

partially on the basis of personal awareness. 

 

(2) Staff Attitude to BCP 

 

The perception of staff toward BCP and the way that executives believe it to be may not 

necessarily be the same thing. However, the attributes of positive and negative attitude 

will shape the way in which executives approach BCP. Only two interviewees raised this 

subject as a reason for their survey responses and this is understandable given the depth 

to which it exposes the culture of the organisation. 
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Analysis of Object 3: Perceptions of BCP 

 

While perception was offered as one of the top tier concepts in object 2, it is considered 

to be an important contributor to answering the research question regarding the reasons 

for the current state of New Zealand organisations. Consequently, a set of questions in the 

interviews was oriented solely at this area and the findings are provided in the following 

sections. There are three top tier concepts within this object, which are executive issues, 

staff issues and organisational issues. 

 

a. Executive Issues 

 

The concept of executive issues encompassed the respondents’ views of BCP coupled 

with normal business considerations that affect decision making. In the second tier of this 

concept, interviewees discussed the financial ‘bottom line’ for their organisation, what 

they considered to be normal business practice and also their general attitude to BCP. 

 

(1) Financial ‘Bottom Line’ 

 

Interviewees had differing viewpoints on the relationship between the financial ‘bottom 

line’ and BCP. It was pointed out that there is always a limit to the resources and time 

available to the organisation and that BCP activities must compete for those like any 

other. Executives of large and small organisations agreed that total preparation was not 

cost effective in their view and that that there was a law of diminishing returns as one 

pushed closer to the ideal preparation state. Two large organisations stated that business 

activities had a priority over BCP and that if they had to choose between making money 

and doing BCP, they would always choose making money. One small company that is 

reliant on the loyalty of their customers believed that the cost of not planning was too 

high and that was what drove them toward a continually better state of preparedness. 

Another small retail owner said that he would engage in any BCP activity when it could 

be demonstrated that it would result in better revenue. He believed that he was too small 

to carry any type of cost centre activity. One large Government department executive 

observed that the way in which the budget process functions could support or detract 

from BCP. This executive cited the instance where money for BCP is departmentalised 

and could not be accessed from another delegation. At the time of the interview, they had 

identified this problem but had not yet determined how they would define the 'trigger 

process' that would enable the organisation as a whole to 'federalise' all BCP funding. 

 

(2) Normal Business Practice 

 

Where an organisation has continuity outputs as part of its core business, then the 

processes of BCP were considered to be normal business practice. Such organisations 

include emergency services, some Government departments, health care providers and 

local government. However, perceptions of what is normal practice change markedly in 

the private sector where BCP only contributes to the point it is financially justifiable. An 

example of this was from one large national organisation where the view was held that 

information technology required total continuity coverage due to its vital role in the 
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company but that other operational areas could make do with less preparedness. This 

apparent contradiction in attitude is discussed in later chapters. 

 

(3) Attitude to BCP 

 

Executive attitudes will inevitably shape behaviour. While later chapters will discuss any 

convergence or divergence between the survey data and the interviews, the analysis of the 

model shows three attributes, strong, limited and weak, which all received similar levels 

of emphasis from different interviewees. Similar numbers of large and small 

organisations believed that their CEO and senior team were strongly supportive of BCP 

and would fight to ensure that the necessary resources were acquired.  In three other large 

organisations, the view was that management was at best neutral to BCP and in one local 

body, the reason was given as 'an endemic lack of perception by management'. In many 

other organisations, there was a commonly held view that there was a gap between the 

'walk and the talk' in that executives were publicly supportive of BCP but the reality was 

that their support was limited. 

 

b. Staff Issues 

 

Another shaping influence over organisational preparedness is staff. Within these 

interviews, the second tier concepts revealed were knowledge of and interest in BCP and 

the existence or otherwise of human resource policies covering BCP or vice versa. 

 

(1) Knowledge of BCP 

 

The interviews did not involve meeting with staff. However, executives from each 

organisation that volunteered to be interviewed offered their opinion on how 

knowledgeable and skilled they thought their staff was on BCP. The bulk of the 

responses indicated that staff was perceived to lack knowledge in the area although this 

was not so in relation to IT staff. In later chapters, the lack of knowledge versus the lack 

of clear training programmes for BCP will be discussed. 

 

(2) Human Resource Policy for BCP 

 

Each interviewee was asked whether their organisation currently had written HR policy 

for BCP or crisis policies that address HR issues. None of the interviewees were able to 

present a comprehensive set of policies or guidelines. Seven of the eighteen organisations 

admitted that they had no such document. Of the remainder that claimed to have policy, it 

was found during questioning that these were not comprehensive. All of the eleven 

executives that claimed to have some policies offered to send copies by mail to the 

interviewer but only one did. This document, from a local government body, revealed 

provisions for a budget for civil defence training, building security, generic health and 

safety considerations, and sexual harassment policy. 
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(3) Interest in BCP 

 

Coupled with staff knowledge of BCP is the issue of whether they are even interested in 

it. One large national company noted that their staff viewed BCP preparation as fun. This 

was a curious response given that the comment derived from staff feedback after 

consultants had been in the company taking staff through some crisis scenarios. This 

company claimed to follow a capability orientation to BCP rather than a scenario 

orientation. Interviewees were evenly divided regarding whether they thought their staff 

had any real interest in BCP. Some declared the level strong and some limited to non-

existent. The link between executive interest and staff interest will be discussed in later 

chapters, however, these second tier concepts and attributes will likely form useful key 

performance indicators for executives seeking to measure organisational readiness. 

 

c. Organisational Issues 

 

Organisational issues are those that affect the structure of the organisation rather than the 

behaviour of the people within it. Three top tier concepts were developed from the 

interviewees and these were related to time available, information technology back up 

and culture. 

 

(1) Time Available 

 

While only two organisations indicated directly that there was a lack of time to conduct 

effective BCP, several identified related issues that have been nested as second tier 

concepts or attributes in this model. Amongst these are the size and complexity of the 

organisation and the effects that these attributes have on effective BCP. The interviewees 

that claimed there was insufficient time did not provide any direct reasoning but did make 

comparative comments that were revealing. One small company stated that BCP was less 

important than day to day policy and this could be the result of incorrect emphasis on 

internal work generally or simply poor time management. In regards to complexity, 

several interviewees made observations such as 'if it's simple it will work' and 'you can 

put a few plans in place but never be fully prepared'. This type of reaction appears to 

indicate an inability or unwillingness to come to grips with the entire problem. In later 

chapters, the ability of executives to deal with high levels of ambiguity and complexity 

will be discussed as one of the possible reasons for the current state of affairs. 

Organisational size was also noted as an attribute. Some representatives of large 

organisations thought that mass assisted them in a crisis due to the resources that they 

could bring to bear and their dispersed operation. However, two of New Zealand's largest 

corporates with branches in every city, believed that this represented an impediment due 

to the immense effort required to conduct training and also get the basic procedures 

established in all outlets. Four small organisations felt that their size made it very difficult 

to devote the time and resources to BCP without interfering with the primary business 

activities. 
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(2) Information Technology Back Up 

 

All organisations noted their growing reliance on IT. However, there were differing 

views on how IT disaster recovery planning and BCP meshed together. Of some concern 

are the few large organisations who saw the two activities as separate, noting that 'the IT 

people have good back up procedures and that's important for them', without seeing the 

need to provide the same similar comprehensive planning for the main operation. Many 

mentioned that their responses would have been very different had the Y2K issue not 

been current. In Government, there was a requirement to have continuity plans for Y2K 

signed off by the State Services Commission 3 months prior to year-end. Some had found 

that the Y2K event had enabled them to attract executive attention to broader issues of 

continuity and some executives had attended Civil Defence training as a result. This is 

consistent with earlier comments on learning through experience. 

 

(3) Culture 

 

Organisational culture binds together the structure and the inhabitants of an organisation 

and as a result of shared values it underpins decision-making. Consequently, it is 

extremely important to BCP and these interviews revealed a range of cultural effects that 

have been grouped into three broad categories of proactive, fatalistic and compliance. A 

compliance culture is one driven by rules and the ethos of staying out of trouble. It is a 

feature of the mechanistic organisation and is common in Government. These 

organisations prepared only for what they had to prepare for. A fatalistic culture is that 

which accepts that if it happens, then they will deal with it then. There were two drivers 

for this approach in the interviews. First, very small organisations took this approach 

where the entire resource of the executives, who were usually also the owners, was 

required simply to keep the business afloat. Second, one organisation that was oriented 

toward dealing with Maori issues identified the Polynesian culture, a fatalistic one, as 

being that which shaped the organisation's lack of preparedness, through both staff and 

customer worldviews. In a proactive culture, emphasis is placed on seeking out 

opportunities and also identifying potential problems before they impact on the operation. 

Effective BCP is most likely to occur in these organic organisations where this sort of 

culture is found. 

 

Analysis of Object 4: Scenario Responses 

 

The final phase of the interviews was the discussion of two crisis scenarios. Each 

organisation was asked to complete one discussion that represented a total, or near total 

collapse of their ability to function as an organisation. The second was a partial collapse 

or minor incident. Since each organisation underwent different combinations of events, it 

was neither possible nor useful to make detailed comparisons of approaches to solving 

the scenario. In keeping with the style of discourse analysis used so far, the responses 

have been grouped into nine top tier concepts, which group all the approaches and 

outcomes. These are executive approach, reinforcement plan, likely Y2K outcome, staff 

training plan, family and staff contact, assistance to staff and family, existing security, 

executive travel policy and delegations. 
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a. Executive Approach 

 

The executive approach to dealing with disruption varied greatly. This concept addresses 

the conscious assumptions that executives apply to dealing with specific situations, as 

opposed to general attitudes that underpin their entire decision making. In the interviews 

three, second tier concepts of scenario or capability orientation and staff dedication were 

discussed. 

 

b. Scenario Orientation 

 

The scenario orientation is that which underpins the bulk of organisational planning. It is 

based around the question "what if?" and executives responsible for BCP generally select 

crisis scenarios for which their organisations prepare. In these interviews, reactions 

varied from 'that's easy, we've had that happen' to 'hadn't thought of that'. These quotes 

accurately reflect the wide variety of preparedness levels. Most interviewees felt that 

planning for and testing scenarios had benefit but there were far too many possible crises 

for them to be well prepared. Systematic review of lessons learned from previous crises 

was noted as an essential component of this type of approach. 

 

(1) Capability Orientation 

 

The opposite approach to the scenario orientation is the capability orientation. One 

interviewee described this as having the right people, the right attitude and some basic 

skills along with a few principles and resources to apply to managing disruption. This 

type of staff should be able to apply itself to any problem no matter how unforeseen. This 

approach requires great faith and trust between management and staff along with a 

comprehensive consideration of the skills required for continuity during recruitment, 

training and evaluation and no evidence was found of such a comprehensive HR 

approach during this survey. 

 

(2) Staff Dedication 

 

One interviewee noted that the staff considered themselves professionals who would keep 

going no matter what the problem. Although the scenario was industrial relations based, 

it was accepted under further questioning that there was a limit to this dedication and, 

notwithstanding any willingness, there were practical and resource limitations on the staff 

ability to deliver. 

 

c. Reinforcement Plan 

 

Where the scenario created a shortage of staff on site, the interviewees were asked what 

standing reinforcement plans they had in place to maintain outputs. Approximately equal 

numbers had a plan to get extra staff from within New Zealand as had not. However, the 

bulk of these reinforcement plans related to relatively low levels of skill specialisation 

such as administrative and reception staff. Frequently, the plan was not finite in shape but 
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simply involved a preferred supplier arrangement with a temporary staff agency. 

Interviewees acknowledged that these resources might be stretched in a general crisis. 

Two internal reinforcement plans involved redeploying company staff from one site 

within New Zealand to another. Interviewees accepted that this would work for some but 

not all scenarios. Two large and one small multinational company had the capability to 

bring specialist staff in from one of their overseas branches to cover a short-term 

problem. All three had done this before and included it in the BCP. The remainder had no 

plan to bring in staff from overseas to cover a crisis. 

 

d. Likely Y2K Outcome 

 

Due to the timing of these interviewees (mid-1999), it was considered vital to include one 

Y2K disruption scenario. Of the seven companies that believed themselves able to cope 

with the millennium changeover, three believed themselves to be compliant while four 

considered themselves ready. The latter is defined as not necessarily having a trouble free 

software and hardware changeover but having plans in place to cover any disruption that 

might occur. Readiness plans included hard copy printouts of all status reports and taking 

in generators or manual typewriters over the period. Six interviewees believed that the 

result was largely dependent on external agencies such as banks and payroll companies 

and they would 'roll with the punches' on January 1. The implications of this split result, 

given the vast educational and other resources that went into Y2K preparedness, is 

discussed in later chapters. 

 

e. Staff Training Plan 

 

Staff training questions within these scenarios covered three main areas, which related to 

induction for reinforcement staff, ongoing BCP training for regular staff and preparation 

training for those designated to step up in responsibility in time of crisis.  

 

(1) Induction for Reinforcements 

 

In general, induction training did not appear very well organised, with the notable 

exception being one national production facility that dealt in hazardous chemicals. Where 

there was an induction programme it appeared to be focussed on occupational safety and 

health issues rather than a comprehensive immersion into the corporate culture. Eight 

interviewees stated that any reinforcement would be given their standard induction 

procedure, which varied in length from one half day to six months (the latter for medical 

related clearances). Two stated that the bulk of their induction was based around a buddy 

system and the flaw in times of crisis is clearly that the experienced buddy may not be 

available to supervise a new trainee. This then introduces increased risk potential within 

the organisation. Two organisations acknowledged that they should have a standard 

reduced induction package for reinforcement staff but there were none in existence at the 

time of these interviews. Eleven companies had no plans for inducting reinforcement 

staff whatsoever. 
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(2) Ongoing BCP Training 

 

Three companies had BCP training as a routine part of staff development. In the case of a 

national retail chain, this was mainly focused on security and safety in the store i.e. power 

outage, armed robbery and fire. One national service provider had invested heavily in 

BCP consultants to develop their capability orientation and some staff training had 

occurred as a result. The third was involved in producing hazardous products and had a 

comprehensive on-site safety training programme. With the exception of some minor 

OSH related topics, the remaining fifteen organisations had no effective staff BCP 

training on which to base a response to a crisis. 

 

(3) Preparation of Succession Staff 

 

Two scenarios asked how the organisation would deal with a sudden loss of key senior 

staff. This aspect addressed the issue of whether preparatory training was offered to 

ensure that staff being promoted into a crisis- created vacuum had the skills required in 

advance of the task. None of the interviewees had what could be described as a 

comprehensive approach to identifying and training succession staff. While one 

Government department had a leadership development programme for all staff, another 

national retail chain had a list of potential successors but no proper training plan. One 

small organisation used the franchise to which it belonged to provide advancement 

training and did all their technical upskilling through on the job training. Four large 

organisations stated categorically that they did not provide step up training for 

successors, however the remaining nine organisations were vague about exactly how 

people would become competent in new jobs during a crisis event. 

 

e. Family and Staff Contact Plan 

 

During a crisis it will frequently be necessary for either the organisation to contact off-

duty workers or for on-duty workers to be able to contact their families to ascertain their 

welfare or advise them that they are personally safe. This range of questions sought to 

establish whether the organisation had the capability to achieve this and how it would be 

done. 

 

(1) Database 

 

All interviewees had some form of personnel record keeping, either through a 

computerised database or because the company was so small that they all knew each 

other. However, four of the eighteen companies did not keep next of kin details within 

their records. Computerised records were divided between centralised databases that only 

head office staff could access and decentralised records that only branch or regional staff 

could access. There was no organisation that was able to discuss a 'crisis override' of 

access controls on their systems to enable crisis teams to view next of kin records. 

Records were updated between monthly and yearly. 
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(2) Contact Responsibilities 

 

Three large organisations had specific procedures for their HR staff to contact absent 

staff or next of kin in the case of an organisational crisis. In a further three large 

organisations, the line management of the business unit to which the staff belonged had 

specific responsibility for contacting them. By far the largest group of nine interviewees 

said that they did not have a specific plan for contacting staff and families but that it 

would be done on an ad hoc basis by whoever was available and most suitable. It can be 

assumed that the three who were silent on this matter would also take an ad hoc 

approach, as it is difficult to imagine an organisation making no attempt whatsoever to 

contact next of kin during an on-site crisis. 

 

f. Assistance to Staff and Family 

 

This category of questions examined the approach that the organisation would take to 

assisting both the worker and their family in the event of a calamity. In the scenarios, 

these events ranged from the death of a worker through to fear, intimidation and layoffs. 

 

(1) Employee Assistance Programme 

 

Six large companies said that they had an established employee assistance programme 

(EAP) which could be available to staff and families during a crisis. These generally 

covered services like counseling advice and incorporated access to the company's policies 

on sick leave, accommodation and childcare assistance and death benefits. Formula 

approaches such as this were more common in the public sector with only one corporate 

featuring in this group. 

 

(2) Other Assistance 

 

Four companies stated that they would not provide any assistance to staff or families 

during the crisis described in their scenarios. However three of these contradicted 

themselves and accepted that they would probably provide some form of ad hoc help 

were it deemed appropriate. In total, sixteen interviewees mentioned the provision of ad 

hoc assistance which, when added to those who had EAP in place means some of those 

were also willing to extend their help beyond that which they had planned for.  

 

g. Existing Security 

 

Security staff provides an organisation with a multi-role response unit. Only two 

organisations were large enough and had the need to have their own integral security 

element. Another one had a plan to use a local security contractor. The scenarios that 

asked about the use of security related to industrial disruption, however, a wide-ranging 

discussion developed from there. A second tier concept of protection from competitors 

was identified which addressed such issues as business intelligence (one company had 

their own unit) as well as how they handled other organisations soliciting their staff. 
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h. Executive Travel Policy 

 

One scenario portrayed a death or incapacitation of all or most of the senior executive 

team as a result of a vehicle accident. One of the questions in this scenario related to 

whether there was an organisation wide travel policy in existence that sought to mitigate 

against such an event. Only two such policies existed and these were both in national 

retail organisations. However, in one of these cases, the policy only applied to the Board 

of Directors not travelling together and did not apply to executives. Many interviewees 

acknowledged the usefulness of such a policy but there were no others in effect. 

 

i. Delegations 

 

As part of the examination of succession procedures, interviewees were asked whether 

there were standing delegations in place for people to take over financial authorisations 

and like duties in the event of the sudden incapacitation of a more senior executive. 

Eleven organisations stated that they had signed and formalised delegations in place for 

financial authorities. In the large organisations this was mostly Government and health 

care providers. However, somewhat against other trends, the small organisations were 

very well prepared in this regard with all but one owner operator having automatically 

adjusting shareholdings to the other in time of death, insurance policies on each other 

payable to spouses or partnership insurance. Most had signing authorities devolved to 

senior staff within their businesses. 

 

Quantitative Results 

 

As part of this structured interview process, eight quantitative results were recorded. 

While some of the commentary associated with these results is represented in the domain 

model, it is felt that the scores below provide another dimension for the viewing of the 

interviewees' approach to continuity. Responses were scored on a seven point Likert scale 

with behavioural anchors attached to each point as follows: 

 

Question 1: How did you find the experience of filling in the Phase 1 BCP survey? 

(n=21) 

Average = 4.48 which is closest to the reference point entitled "Neutral" 

Standard Deviation = 1.21 

 

Question 9B: How do your lists for preparedness and severity events compare with the 

list of crises you cited your organisation as having experienced in the last 5 years? (n=16) 

Average = 4.19 which is closest to the reference point entitled "50/50" 

Standard Deviation = 1.56 

 

Question 11: On the scale in front of you please indicate where you would like your 

organisation to be in terms of preparedness (n=21) 

Average = 6.14 which is closest to the reference point entitled "Most Areas Prepared" 

Standard Deviation = 0.65 
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Question 12: How important is BCP to you? (n=21) 

Average = 4.9 which is closest to the anchor entitled "More Important than Most Policy" 

Standard Deviation = 1.3 

 

Question 13: How seriously is BCP taken by your organisation? (n=21) 

Average = 4.33 which is closest to the reference point entitled "Neutral" 

Standard Deviation = 1.74 

 

Question 15: How likely is it that the impediments to increasing your crisis preparedness 

will be removed? (n=19) 

Average = 3.68 which is closest to the reference point entitled  "50/50" 

Standard Deviation = 2.11 

 

Question 17: How likely is it that the current sustaining features of your crisis 

preparedness will remain? (n=19) 

Average = 5.95 which is closest to the reference point entitled "Quite Likely" 

Standard Deviation = 0.91 

 

Question 22: In what ways has this study changed your views of business continuity 

planning? (n=21) 

Average = 2.95 which is closest to the reference point entitled "Not in Any Significant 

Way" 

Standard Deviation = 1.72 

 

Comment 

 

While not particularly easy to quantify or support any impressions gained during the 

interviews, it is felt worthwhile to note them here. This is because the findings from the 

interviews are contradictory in many parts and the only useful analysis between some 

verbal and quantitative results might arise from the observations of the interviewer. By 

far the most realistic attitudes were displayed by the owner/operators of the small 

businesses that were interviewed. This group readily admitted their lack of knowledge 

and to having too few resources to meaningfully address the BCP issue. They understood 

that they risked their businesses because of this. Many executives from the large 

organisations projected a completely different manner, which in some cases appeared to 

reflect a level of self-efficacy that was not supported by the facts. Some key indicators of 

their general lack of knowledge of the area included the citing of previous crises through 

which they were able to cope without recourse to extensive plans. Documentary evidence 

and other data provided by this group did not support their references to manuals and 

staff ability to turn their hand willingly to any crisis. Government, local Government and 

health providers seemed content to have met their compliance requirements and what was 

particularly notable was the use of BCP jargon without any understanding of its 

application. All but one public sector interviewee had no formal background in BCP and 

in most cases interviewees were even operating outside their core professional 

qualification when performing day to day duties. Several believed that because they were 

in the business of providing emergency assistance to others they could easily apply that 
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process to themselves. This can be likened to a surgeon claiming the ability to conduct 

life saving surgery on him or herself and defies all logic. This leads to the conclusion that 

either the interviewees were supremely confident or unconsciously incompetent in the 

BCP arena. Some possible interpretations of these observations will be made in later 

chapters. 

 

Conclusions 

 

The primary purpose of the interviews was to supplement and validate both the survey 

data and also other anecdotal evidence. The concepts that have been developed from 

these interviews highlight the multi-disciplinary approach necessary to understand 

continuity planning practices. 4 of the 17 top tier concepts related to psychological 

aspects of executives. 2 relate to factors that are external to the organisation while 11 of 

these concepts relate to organisational and staff issues. This clearly demonstrates the 

relevance of exploring continuity from an HRM perspective. 

 

An important finding is that which describes the organisational method of generating 

BCP capability. Several different terms indicated two main threads. The first of these was 

the scenario orientation, which was the approach taken through planning for a range of 

given contingencies. The second was termed the capability orientation where investment 

was directed toward staff training and awareness of their responsibilities in a crisis. 

 

Compliance emerged as a major motivator in BCP activities. Linkages were evident 

between this behaviour and the types of cultures of the respondents. However, it is 

acknowledged that it was impossible to gain more than a peripheral perspective on 

organisational culture in the time available. Within the field of compliance must be 

included Y2K. This has had a noticeable effect on BCP awareness and comments to this 

effect were frequently made. 

 

Prior experience played a large part in the BCP behaviour of most respondents. 14 out of 

18 indicated that they had modified their planning as a result of a recent crisis. 

Unfortunately, this was frequently oriented toward the same event and not the most 

serious potential event. 

 

Of greatest concern within the context of this research is the finding that most HRM 

practices needed to assist an organisation through a period of disruption are non-existent, 

insufficient or ad-hoc in nature. This was confirmed through the discussion of scenarios 

where definitive responses were only provided when the respondent had prior experience 

of the particular type of event. 
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Analysis and Discussion 

 

The Situation in 1998 

The situation regarding organisational preparedness for disruption in 1998 can only be 

described as variable. While certain organisations were well prepared for a limited 

number of events, no organisation demonstrated a comprehensive approach to 

preparation across the spectrum of likely events and phases of a crisis. It could be argued 

that this was due to differing frames of reference. The interviews revealed that most 

executives viewed business continuity planning (BCP) as being those processes that 

enabled them to keep their organisations functioning during times of significant change. 

This included environmental and internally generated disruption but was mostly oriented 

toward foreseeable contingencies. Crisis management (CM) on the other hand, was 

commonly viewed as the actions taken by the organisation when it was confronted with 

an unforeseen dilemma or when the level of disruption that it was experiencing moved 

beyond the parameters of the continuity plan. It is likely that one reason for the low 

apparent levels of preparedness is the confusion created through the use of different terms 

and definitions. This lack of clarity makes it difficult to conduct training programmes or 

transfer knowledge across industries. If BCP and CM are distinct practices, the interviews 

have demonstrated that there is no clear understanding of the junction point between the 

two. This is further demonstrated in the discussion that follows. 

 

Preventive Actions 

The first category of the 1998 questionnaire contained 40 Yes / No questions related to 

the preventive actions that an organisation currently takes to effectively manage crises.  

The responses were analysed as simple frequency data with a range of 0 (no use of that 

preventive action) through to 1 (consistent use by all respondents of that preventive 

action). Those questions that scored above 0.75 were considered highly used preventive 

actions and included: 

  

a. Corporate philosophy supports crisis management (0.76) 

 

b. Continual development and changing of emergency policies and manuals (0.76) 

 

c. Preventive plan for technical redundancy e.g. computer backup (0.92) 

 

d. Modifications in insurance of coverage (0.83) 

 

Conversely, those questions that scored below 0.25 were considered to be under-

employed preventive actions and included only one item; increased relationships with 

activist group (0.22). 

  

It appears from this result that the process of developing and changing emergency 

policies and manuals may be unrelated to the actual preparedness of the organisation but 

has become a self-fulfilling function. On closer examination of the interviews, this 
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deduction must be limited to the large, public sector organisations. Several questions 

showed that preparedness was very selective and was closely linked to those crises that 

organisations have actually experienced. This provides some rationale for the 0.92 score 

described in sub paragraph ‘c’ above, as this was the highest equal category on actual 

crisis occurrence (along with loss of essential services and environmental damage). 

 

Planning and Resourcing by Crisis Phase 

 

The second major section of the questionnaire asked respondents to discuss their 

organisation's use of the four major phases of crisis management planning, which are: 

 

 1. the hazard identification and risk reduction phase, 

 

 2. the planning and readiness phase, 

 

 3. the emergency response phase, and 

 

 4. the recovery phase. 

 

High levels of planning activity were found in the first and third categories (0.85 and 0.84 

respectively). The planning and preparedness phase scored 0.73 and the recovery lowest 

at 0.66. It is possible that the higher planning levels associated with hazard identification, 

risk reduction and emergency response are due to compliance responsibilities associated 

with occupational safety and health legislation, as well as several recent education and 

awareness programmes conducted by civil defence organisations. One question asked the 

respondent to rank the relative amount of organisational resources allocated to each of the 

four stages of planning. This ranking followed the sequence of the stages exactly i.e. 

most to hazard identification and least to the recovery phase. 

 

Planning for Specific Types of Crises 

 

Part three of the questionnaire asked for Yes / No indications of whether the organisation 

plans for a range of 28 different crises which were divided into the categories of: 

 a. external economic attacks 

 b. external information attacks 

 c. breaks in normal operations 

 d. megadamage 

 e. psychopathology 

 f. health factors 

 g. perceptual factors, and 

 h. human resource factors 
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Through applying the same scoring criteria previously discussed (i.e. high above 0.75 and 

low below 0.25) it was found that the results were somewhat inconsistent with earlier 

comments on preparedness. While scores for computer breakdown planning were high 

(0.97), two previously unmentioned other issues scored highly; poor security and sexual 

harassment (both at 0.76). Loss of essential services was expected to rank highly (0.85) 

given the history of these events and increasing dependency on technology. Work related 

health problems also scored highly at 0.85 and the interviews revealed this largely to be a 

compliance response to legislation and in particular the Health and Safety in Employment 

Act (1992). The low preparedness category indicates that New Zealand organisations 

place little priority on external economic and information attacks or the possibility of 

psychopathological behaviour toward them. The issues that scored particularly low and in 

descending order were as follows: 

 

 a. copycats (Qu 67 = 0.2) 

 b. counterfeiting (Qu 55 = 0.19) 

 c. bribery (Qu 50 = 0.12) 

 d. hostile takeovers (Qu 52 = 0.12) 

 e. boycotts (Qu 51 = 0.11)  

 f. executive kidnapping (Qu 70 = 0.11) 

 g. extortion (Qu 49 = 0.09) 

 

The contradictions are apparent in this result since extortion, bribery and kidnapping all 

have clear implications for corporate security, which was claimed by respondents to have 

a high level of preparedness. This could imply that ‘security’, as it is understood by 

organisations, is too limited in its definition and may only be considered in regard to such 

activities as physical access and information protection. In addition, the literature shows 

that hazard is only a function of vulnerability. Security, in its broadest sense, is one area 

where specific measures can be implemented that will immediately reduce vulnerability. 

 

Hazard Perceptions 

 

The fourth section of the questionnaire set out to examine whether there was any 

consistency between the crises that organisations perceived as potentially most serious, 

those they were prepared for and those that they had actually experienced. These results 

are shown below: 
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 Most Serious Most Prepared For Experienced last 5 years 

Highest Computer Breakdowns Computer Breakdowns Computer Breakdowns 

Second 

highest 

Loss of Services Loss of Services Loss of Services 

Third 

highest 

Environmental Damage Environmental Damage Environmental Damage 

 
Relationship between Severity, Preparation and Experience of Crises in 1998 

 

The findings show that organisations tend to be aware of and prepared for crises that they 

have experienced previously. However, it is unclear whether actual experience affects the 

organisation’s perception of severity of that event resulting in over-compensatory 

behaviour. Many of the other 24 categories would have far-reaching effects on the 

viability of the organisation. Examples of this can be seen in the recent litigation against 

the tobacco industry and the ongoing damage caused to industries where disputes and 

damage to reputation have been prevalent. This indicates that perhaps New Zealand 

managers have too narrow a focus on what BCP actually is and the need for education in 

this area becomes apparent. The alternative is for legislation to be passed which requires 

organisations considered critical to the health of the economy to have comprehensive 

continuity plans or to comply with a mandatory version of the New Zealand Standard on 

Risk Management (AS/NZS  4360:1999). The requirement for a comprehensive plan may 

also be worthy of consideration for insurance companies that are expected to cover losses 

arising out of these events, many of which could be avoided or mitigated against. 

 

Perception of Coping with Past Crises in 1998 

 

The final question asked for the respondent’s view of how well their organisation has 

been prepared for the crises that it had experienced. On a scale from 1-7, the mean 

response was 4.86. This was closest to the behavioural anchor labelled “Some Areas 

Prepared”. It is difficult to reconcile this result with the findings regarding preventive 

management actions and awareness of hazards. The survey results show generally low 

levels of preparedness and yet respondents claim to have coped with their most recent 

crisis. Perhaps the measure of what ‘coping’ means to the respondents is too unclear to 

enable any real conclusion to be drawn. It is possible that a lack of systems thinking is 

assisting in the perpetuation of this apparent contradiction. 

 

The Situation in 1999 

In 1999, the survey was divided into two sections with the original questionnaire 

distributed to 528 organisations estimated to have over 50 staff and the remaining 400 to 

small organisations. While it was accepted that this would create some challenges in later 

comparisons with 1998 results, the desirability of gaining a higher response from small 

New Zealand organisations was considered worthwhile enough to outweigh any other 

disadvantages. It was assumed that the lack of resources mentioned by many small 

organisations in 1998 might have had the effect of reducing scores for large 

organisations. Thus, it was likely that the 1999 large organisation result might provide a 

more accurate picture of BCP practices in those organisations. The data is discussed from 
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the perspective of the two surveys and, where possible, from the perspective of a 

consolidated 1999 result. 

 

Preventive Actions 

 

Applying the same criteria of the upper and lower limits from the earlier study (1998) 

provided an enlarged list of factors. Preventive actions that scored highly were: 

 

 a. Corporate philosophy supports crisis management (Qu 1 = 0.84) 

b. Continual development and changing of emergency policies and 

manuals (Qu 10 = 0.85) 

c. Preventive plan for technical redundancy e.g. computer backup (Qu 15 = 0.94) 

 d. Modifications in insurance of coverage (Qu 18 = 0.79) 

 e. Ranking of most critical activities necessary for daily operations (Qu 20 = 0.77) 

 f. Strong top management commitment to CM (Qu 32 = 0.83) 

 g. Psychological support to employees (Qu 37 = 0.79) 

 

Three additional factors became significant in comparison to the 1998 survey. This is the 

result of relatively small numerical changes, which have taken some earlier results over 

the threshold criteria. It could also be argued that the exclusion of small organisations 

from this data contributes to the increase in areas such as ranking of activities, top 

management commitment and psychological support to employees. These issues all have 

resource implications and during the interviews, it became clear that time, money and 

access to appropriate staff were significant limiting factors in smaller organisations 

undertaking BCP comprehensively. 

 

As in the previous year, the only lower scoring item was increased relationships with 

activist group (0.15). However, this represents a 32% decrease (from 0.22 in 1998), 

which it is not believed to be attributable to the characteristics of small organisations 

since this type of activity would be resource constrained as well. This could imply that 

there is a hardening of corporate attitudes toward activists or that they are simply not 

considered a risk to most organisations. 

 

Planning and Resourcing by Crisis Phase in 1999 

 

The highest scores in relation to planning were again found in the first and third 

categories (identification phase = 0.92 and response phase = 0.91). However, there were 

large percentage increases in the other two phases. In the planning and readiness phase, 

the score of 0.87 was 18.4% higher than the previous year and in the recovery phase the 

score of 0.82 was 24.7% higher than 1998. Were this to be just a reflection of the removal 

of small organisations, which could be argued have limited capacity for planning, then it 
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would be reasonable to expect similar movements across all scores. It is more likely that  

the awareness created by Y2K and, to a lesser extent the Auckland power crisis, has 

driven organisations to be more prepared and also to pay more attention to their ability to 

get back in operation quickly. There was no change to the ranking of organisational 

resource allocation by crisis phase. 

 

Planning for Specific Types of Crises in 1999 

In assessing the degree to which respondents planned for specific types of crises the same 

upper and lower 25% criteria were applied as before.  

 

a. High Scores in Relation to Planning. Crises for which there were high levels of 

planning were as follows: 

(1) computer breakdowns (Qu 60 = 0.9) 

(2) loss of essential services (power, water etc Qu 63 = 0.92) 

(3) sexual harassment (Qu 71 = 0.79) 

(4) work related health problems (Qu 72 = 0.86) 

 

b. Low Scores in Relation to Planning. There were several crises for which planning 

levels fell below the 25% threshold as follows: 

(1) extortion (Qu 49 = 0.15) 

(2) bribery (Qu 50 = 0.15) 

(3) boycotts (Qu 51 = 0.16) 

(4) hostile takeovers (Qu 52 = 0.15) 

(5) copyright infringement (Qu 53 = 0.2) 

(6) counterfeiting (Qu 55 = 0.13) 

(7) terrorism (Qu 66 = 0.24) 

(8) copycats (Qu 67 = 0.05) 

(9) off-site sabotage / tampering (Qu 69 = 0.22) 

(10) executive kidnapping (Qu 70 = 0.07) 

 

These results represent the addition of three more crisis types in comparison to the 

preceding year. Two factors showed significant reductions; copycats (decrease of 73.4% 

from 1998) and copyright infringement (decrease of 43.7% from 1998). 

 

Hazard Perceptions in 1999 – All Organisations 

 

 Most Serious Most Prepared For Experienced last 5 years 
Highest Environmental damage Loss of essential services Computer breakdowns 

  

Second 

highest 

Major accidents Computer breakdowns / Major 

accidents 

Loss of essential services 

Third 

highest 

Loss of essential services Environmental damage Work related health problems 

 

Relationship between Severity, Preparation and Experience of Crises in 1999 
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In a similar way to earlier findings, the areas that organisations are most prepared for are 

the ones that they have most recently experienced. However, the data shows that 

environmental damage was considered the most serious potential threat to the 

organisation but does not appear on the preparedness list until the fourth ranking. It is 

numerically well behind the top three. 

 

Perception of Coping with Past Crises in 1999 

 

On the seven-point scale reflecting how well the respondents believed their organisation 

had been prepared for the last crisis, the consolidated score for all organisations was 4.91. 

The closest reference label to this would be 'Some Areas Prepared'. The mean score for 

large organisations was 5.04 and for small organisations 4.77. However, there are 

problems in the interpretation of these findings. First, the data shows that there are 

numerous categories of crisis for which the majority of organisations are largely 

unprepared. This score could well bolster confidence in an organisation, leading to 

reluctance to commit further resources to BCP. However, the outcome may relate to an 

event that might not occur again, to good luck or to the intervention of external agencies. 

 

Organisational Group Preparedness 

 

By applying the same upper and lower criteria described earlier, it was possible to 

describe general strengths and weaknesses by organisational type. This was achieved by 

tabulating and counting the type of preventive management actions and crisis events that 

fell above and below the arbitrary threshold criteria of 10% above or below the sample 

mean. The results of this further analysis using 1999 data only are shown below: 

  

Subset Preventive Management 

Actions 

Planning for Specific Crises 

 # High # Low # High # Low 

Private 2 4 3 6 

Public (composite of next 

3 subsets – excluded from 

computation of mean 

below) 

15 1 4 10 

Central Government 11 1 6 11 

Local Government 10 4 4 13 
Health 19 1 9 9 

Mean for Groups 10.5 2.5 5.5 9.8 

< 100 Staff 3 3 2 13 

100-500 Staff 13 1 6 8 

> 500 Staff 10 1 6 5 

Mean for Size 8.7 1.7 4.7 8.7 

Comparative Result of High and Low Scores by Organisational Type and Size 1999 

 

The preceding table shows several elements of information. The public sector result, on 

first examination, appears to be much stronger than that of the private sector, especially 

in regard to high scores for preventive management actions. Conversely, public sector 

awareness of and inclusion in planning of specific crises is below that of the private 

sector as demonstrated by the number of low scores. Within the public sector, the health 
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sector appears to be performing more strongly in both preventive management and 

comprehensive planning. Local Government is the weakest of the three public sector 

components on these criteria. 

 

Staff size also appears to have a relationship with these two functions. Organisations with 

less than 100 staff have far fewer high scores for preventive management and planning 

than those with more staff. They also have significantly more low scores than larger 

organisations. While further research is necessary to confirm this relationship and to 

identify the specific reasons for it, this does serve to highlight a potential factor for the 

mitigation of business risk.  

 

While the global result has been noted already as being low, some possible risk groups 

can be identified for further study. All organisations with less than 100 staff appear to be 

less well prepared for disruption than the remainder of the sample. Based on the data, 

small local government and private sector organisations appear to be those with the least 

comprehensive preparedness profile. Large health sector organisations have demonstrated 

the strongest planning profile of any group in this study. 

 

The Main Reasons for the Current State of Preparedness  

The underlying reasons for the current state of preparedness are important to identify in 

the development of plans aimed at improving the performance of New Zealand 

organisations.  

 

Culture 

The study found a number of links between BCP behaviour and organisational culture. 

Three specific types of cultures were identified in the interviews. These were labelled 

proactive, fatalistic and compliance cultures. The level of proactivity was not high and 

with one exception, was a characteristic of small organisations involved in retail 

operations. While the literature suggests that organic organisational cultures, i.e. low in 

complexity and formalisation, are often found in smaller or start-up enterprises, this does 

not correspond with the outcomes of the interviews. Of those organisations considered to 

have proactive cultures, one was a very large State Owned Enterprise with high levels of 

formalisation. However, they are well known in New Zealand for their innovative 

approach to business. This organisation was doing more than most to increase 

preparedness and was very firm in its ‘capability orientation’ to BCP. It had employed 

consultants and was training staff to be able to cope with any possible crisis event. Of the 

smaller organisations considered proactive, the most obvious difference was the 

demeanour of the CEO. Two owner-operators interviewed from the retail scene were 

lively, engaging and knowledgeable about all aspects of their business. They employed 

between 10 and 20 staff each and their personality had a clear, positive impact on the 

culture. However, one of these would be described in the literature as a mechanistic 

organisation. It had been in existence for over 10 years, had many systems, structures and 

delegations in place and applied them rigidly. The owner was making a significant (in 

relative terms) investment in BCP and implementing measures at the time of the 

interview. The second owner admitted that he could see the problems but felt constrained 
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by the proximity of the marketplace i.e. continuous externally generated changes to his 

business coupled with tight margins made it difficult to apply himself to BCP. He was 

actively working on the matter of greatest concern for him, which was succession 

planning to enable him to eventually withdraw from the business with his equity. At the 

conclusion of the interview, this executive said that the research was a timely reminder of 

some of his organisational weaknesses and he intended to follow up with some further 

planning for continuity. Proactive cultures are considered a healthy basis for effective 

BCP but clearly they are not, in themselves, enough. The parallels with the learning 

organisation concept are evident and can be developed for the enhancement of 

organisational preparedness. 

 

Compliance cultures were the dominant group observed and this term would apply to 16 

of the 21 interview subjects. In essence, these organisations displayed attitudes reflective 

of a culture oriented toward 'playing by the rules'. Many comments were made about 

audits and the need to achieve a good compliance report. There was also recent corporate 

memory in many of these organisations of some difficulties associated with a breach of 

compliance requirements and the desire not to be responsible for a recurrence. None of 

those interviewed cited any corporate memory of a member of the organisation being 

remembered positively for bending the rules or operating in a lateral manner. Two 

organisations had probably developed compliance cultures because of the hazardous 

nature of the products they used in their businesses. The great concern with this type of 

culture is that it generates a decision making process that will only prepare for the events 

that it has to. This compulsion might be as a result of the nature of their product or 

service, or it could be because of a legislative requirement. It would be impossible to 

provide meaningful legislation to force executives to prepare properly for all possible 

causes of disruption and, for these organisations, this means that the preparation is less 

important than compliance activities. 

 

Comments such as "there's just nothing we can do about it" from the owner of one small 

organisation underpinned a type of fatalistic culture that believed crisis was just one of 

the things that had to be dealt with when it arose. It is unclear whether the personality of 

the owner was consistent with this worldview or the nature of the business (consultancy 

services) brought a high dependency on external factors. One unique variation in culture 

came from an organisation that dealt exclusively in Maori issues. The interviewee stated 

explicitly that Maoridom had a fatalistic view of the world and that this was probably the 

reason why there were low levels of formalisation in all business processes and almost no 

BCP. He further reinforced this point during the scenarios with observations such as "if 

we need space we just go to a marae" and "if people need support it's just arranged 

informally…you might find prayer groups in the middle of the office floor for instance". 

This aspect of biculturalism in New Zealand is intriguing. On the one hand, it could be 

argued that BCP is therefore a western approach that seeks to control matters that cannot 

be controlled. On the other hand, it could be challenged as naïve and inappropriate for an 

organisation that wishes to succeed in the modern marketplace. 
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Organisational Structure 

 

Of the 21 organisations interviewed, only 2 had a member of their staff dedicated to 

emergency or hazard management and none had people responsible solely for continuity 

planning. The simplest interpretation of this situation is that if no one were given 

responsibility for an area of management, then it most likely would not be done. 

Certainly the absence of dedicated staff will mean no budget allocation for the activity 

unless the organisation has a performance management system that requires continuity to 

be included as a key result area. This is a matter of organisational design and delegation 

of work and there is a need for position descriptions to make continuity responsibilities at 

every level clear. 

 

The size of the organisation appears to have some bearing on the degree of preparedness. 

While a large organisation has inbuilt redundancy and therefore might be able to redeploy 

some staff to deal with a crisis, planning for this was limited to the response and recovery 

phase. It was suggested by those interviewed that the advantage generated by 

organisational size and geographic spread for these latter two phases actually worked 

against the initial phases of hazard identification / risk reduction and planning / readiness. 

This was believed to be so due to the difficulty in conducting large-scale training or 

embedding procedures throughout all branches or outlets. However, there are some 

contradictions in the findings here with the reported levels of planning in both years 

being highest for phase 1 and 3 and resource allocation highest in phase 1 and 2. Other 

writers have noted that structural concerns regarding BCP generally parallel those of 

organisational design in general. Therefore, it could be that the organisations in this study 

are examples of incorrectly structured companies. In addition, this could be reflective of 

the inevitable destabilisation and loss of structural integrity that has resulted from 

successive restructuring since the late 1980s. 

 

Technology 

 

Used in this context, technology relates to the method of conversion of inputs to outputs 

and can therefore be 'hard' or 'soft' and relate to products or services. However, all 

organisations revealed high levels of dependency on IT and this offered a unique point of 

comparison between them all. First, dependence on IT is a prevalent and growing 

phenomenon for most, if not all, organisations. Since the first batch processing of the 

1970s, the subject of data back up and recovery from hardware failure has developed as a 

sub-discipline within the computer world. The survey data clearly showed that there were 

high levels of awareness, preparedness and even experience of IT failure. It is concerning 

to note though, that several large companies saw IT disaster recovery as either separate to 

other continuity planning or the highest / only priority for the organisation. The Y2K 

issue has brought the effects of broad spectrum IT failure into the minds of many 

executives and this has had a positive effect in raising awareness and increasing 

preparedness for other risks such as loss of utilities. What is less clear is how long this 

experience will remain in the forefront of the corporate memory without a similar event 

occurring in the future or the lessons learned being translated into comprehensive 
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continuity plans. No evidence was found to suggest that organisations were undertaking 

this activity. 

 

Technological processes that were inherently hazardous, such as the handling or 

production of chemicals, brought with it much greater organisational care. This was 

presented not just from a compliance point of view but also in terms of the company's 

ethical position and the potential damage to reputation that could follow an accident. 

However, detailed processes such as these seemed to fixate executive attention and in 

these organisations there was no obvious flow on effect of planning in other areas of the 

business. Perhaps this can be attributed to lack of capacity to do more, although this is 

always an executive choice. More likely this is the result of a lack of awareness of the 

broader hazardscape, the immediacy of the market and the selective attention that arises 

from the primacy and recency effect (i.e. paying most attention to first or last 

impressions). 

 

The financial implications of BCP are a factor in levels of organisational preparedness. 

There is a limit to the time, money and other resources that can be dedicated to BCP and 

several interviewees suggested that resources committed to that activity had to be 

justified for removing from others. This is a long-standing budgetary dilemma and is not 

limited to BCP. At the executive level few discussed dedicated budgets for BCP and the 

survey shows the scores to be low at 0.28 (1998) and 0.3 (1999 large organisations only). 

There appears to be little interest in dedicating resources to BCP, despite 

acknowledgements of its importance and the general recognition that budgets are one of 

the most important mechanisms for communicating executive intent. Second, the 

behavioural aspects of budgetting must be considered. There are two possible faces to the 

budget process. Whereas the first is about communicating input, output and performance 

information, a second group of theories based around budgets being primarily a political 

tool for resolving conflict and also as a means for negotiation. This logic can possibly be 

extended to being a means by which executives who have difficulty coping with 

complexity and ambiguity, choose not to allocate priorities, objectives or funds for 

continuity because in so doing, they would be forced to resolve these matters in their own 

mind. Likewise, the absence of specialist staff or extensive staff training in BCP could be 

a self-protective measure by executives against the discovery of their own skill 

deficiency. 

 

The findings of this research show that organisations that work in 'hard' technologies take 

an engineering approach to their planning and are reasonably well prepared for disruption 

in their primary activity. They do not extend this discipline to the human resources areas 

of the business. Organisations in the service sector are oriented toward dealing with the 

immediacy of the marketplace and the nuances of dealing with people. Every interaction 

with a client is seen as different and there is little thought to continuity other than the 

systems used by service delivery staff as part of their work. 
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Attitudes and Behaviour 

The general attitudinal tenor of executives was equally divided between strong, limited 

and weak support for BCP. Various reasons were provided and these were largely 

oriented around financial considerations and the need to develop a business case to justify 

BCP. However, this can only be viewed as a justification for not conducting BCP given 

that only one large and one small organisation indicated that they had actually conducted 

a cost-benefit analysis to determine their continuity needs. Executives from organisations 

that had a primary responsibility for emergency or continuity services (such as health 

providers) were more positive about the process of BCP however there was confusion as 

to the degree that preparedness to help others enabled an organisation to help itself during 

disruption. In general, there appeared to be over-confidence regarding self-support 

capability amongst executives from these organisations. Over half of the executives 

interviewed thought that their companies could handle any crisis that occurred despite the 

lack of a comprehensive continuity plan. Further research regarding the link between 

executive personality and planning behaviour will provide greater understanding of this 

result. 

 

Executive attitudes to staff and vice versa assist to shape the culture. While many 

respondents indicated that the CEO and management team were strongly supportive of 

BCP (83% in 1999 large organisations), some interviewees took the opposite stance 

making comments that indicated that the top team might claim to be supportive but didn’t 

actually do anything about it. This may have several effects. First, a policy (written or 

verbal) that has no substance to it is little use to the organisation. Second, it may actually 

reduce the level of trust between employees and management that might pervade the 

culture and affect other functions. Most interviewees thought that the staff lacked 

knowledge in BCP and about half thought that staff would not be at all interested in the 

subject. These responses suggested a general lack of belief by management in the 

efficacy of the staff to be involved with BCP. This is concerning as it may be that the 

executive attitude in regard to BCP is the result of a lack of belief in staff efficacy in 

other areas of the business. 

 

Finally, one must address attitude to risk itself. This study supports the position that 

people have a consistent tendency to underestimate a hazard. Second, this study has 

shown that many organisations overcompensate due to previous experience and therefore 

waste resources while ignoring other more serious hazards. 

 

The Human Resource Implications 

 

The results of this study fit well within a human resource management conceptual 

framework. The accepted components of the discipline include personnel administration, 

human resource development, organisational development and change, employee 

relations and communications. Other implications follow after these sections. 
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Personnel Administration 

The process of personnel administration impacts on almost every part of the employee / 

employer relationship. It includes recruitment, payroll and related issues, holidays, 

occupational health and safety and workplace issues in general. The most obvious 

implication of a failure to manage disruption effectively is that the organisation that 

cannot function at all clearly cannot administer its staff. In looking beyond this, the 

discussion that follows is centred in the first instance on the upper and lower regions of 

the survey result.  

 

Preventive actions that were commonly used included a supportive corporate philosophy, 

development of policy and backup plans for problems such as computer breakdown. 

Corporate philosophy and policy can impact upon several areas. It will impact on the type 

of person being recruited for the organisation. The 1999 results show vastly different 

positions between large and small organisations and this can give some feel for the type 

of culture i.e. proactive, fatalistic or compliance, to be developed in each level. However, 

this could be argued to be true of any type of policy and is not necessarily confined to 

preparedness for crisis. Preparedness for offsite resumption is again quite different for 

large and small organisations and the deduction that could be drawn from this is that 

workers in small organisations are very likely to find themselves poorly administered 

should computer or manual administration systems be disrupted. This may be caused by a 

problem at the parent company itself or, with the increasing proliferation of bureau 

agencies for pay and administration, due to a problem at the latter site. However, bureaux 

are likely to be far more aware of the risk to their core business and, given that most 

small businesses do not have the time or resources to manage their own risk effectively, 

personnel administration through a bureau or other off-site facility is a logical risk 

reduction measure. As a consequence, the risk reduction factor needs to be taken into 

account when evaluating the cost of outsourcing these functions. 

 

An interesting implication of the lower threshold result is that the only category identified 

in both 1998 and 1999 is the lack of relationship building with activist groups (0.22 and 

0.15). At the personnel administration level one can deduce that job candidates or staff 

stating their position as a strong advocate of this practice as part of business continuity 

planning are unlikely to find support in the top teams of large organisations and even less 

enthusiasm in small, owner operator New Zealand companies. 

 

The least commonly implemented systems of planning and resourcing were found to be 

in the recovery phase of a crisis. From a personnel administration point of view this could 

mean that staff should expect disruption to normal human resource practices for a 

significant period after the event has occurred and been brought under control. New 

Zealand organisations do not seem to place a high priority in getting themselves back in 

business quickly and the effect of this will, at best, be limited ability to manage staff and 

at worst, loss of jobs. As an indication of the importance of quickly returning to normal a 
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study in Australia revealed that 65% of businesses and 71% of councils indicated that the 

longest time they could be out of operation was 24 hours.  

 

In respect to planning for specific types of crises, it seems that employees are the 

benefactors of governmental policy and education programmes. In the upper region, 

along with the predictable presence of computer backup was poor physical security and 

sexual harassment. Heightened awareness of both these issue means that workers are less 

likely to encounter or involve themselves in these events. However, as was mentioned 

earlier, New Zealand organisations place little priority on external economic, information 

or psychopathological attacks. While the first two might on the surface only represent 

potential breaches of employee privacy, the potential for the entire viability of an 

organisation to be threatened through such crises poses a real risk to employees and 

owners alike. The payroll system or the bank account that interacts with it is probably the 

most valuable target for many external attacks, although personnel data in itself is 

valuable to competitors in order to target headhunting activities or to benchmark salaries. 

 

Of particular concern are the low levels of planning assigned to bribery, executive 

kidnapping and extortion. Illegitimate accesses to personnel data enable attackers to learn 

of home addresses and phone numbers, names and ages of dependants and sometimes, 

the financial position of the employee. This may be used in terms of psychopathological 

behaviour against the staff member or their family who will have no warning and may 

not even understand initially why he or she is being targeted. 

 

Human Resource Development 

Human resource development (HRD) is the training, education and development of 

employees in the attitudes, skills and knowledge required for accomplishment of their 

work. In a limited supply workforce, an effective HRD programme is considered 

essential to the achievement of organisational success but it is sometimes difficult to 

identify exactly what subject matter needs to be focussed on. This study assists HRD 

managers and owner operators in considering this question. 

 

What is most obvious from the results of the study is that there is a general lack of 

awareness and competency in BCP in New Zealand. HRD managers and consultants 

should consider their role in bringing these subjects to the attention of executives and 

developing programmes that will meet the needs of their organisations. The greatest need 

at this time appears to be for small New Zealand organisations, which employ the bulk of 

the workforce but have little capability to develop and deliver any training at all. For 

these, public courses, supported by continuity kits containing checklists and job aids are 

likely to be the most efficient means of skill transfer. 

 

In the first part of the survey results, the preventive actions that are commonly in use 

were identified. Two of these related to the corporate philosophy and to the continuous 

development of policies and manuals. As has been previously discussed, it is concerning 

to find this result on the one hand when overall the state of preparedness of New Zealand 

organisations is quite poor. The HRD opportunity here lies in the enhancement of 
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understanding as to the actual role, usefulness and application of policies and manuals, 

i.e. what is required in day to day operations. In short, it could be argued that too few 

managers understand the need to ensure that policy is converted into action within their 

organisations. From the HRD perspective, the low preventive management action scores 

represent a tremendous gap between the actual and desired level of ability in the 

knowledge, skills and attitudes required for effective BCP. 

 

In terms of the planning and resourcing of crisis preparedness by phase, one potential 

conclusion that could be drawn is simply that owners and managers are unaware of the 

structural nature of crisis and therefore planning was based on their own perceptions. 

This is supported by the interview data, where several subjects noted at the end that the 

questions they had been asked had caused them to rethink their approach to business 

continuity planning. An HRD programme that demonstrated the need to apply balanced 

resources to all phases of a crisis would make it obvious to managers and staff that 

without an effectively planned recovery phase, business continuity will be problematic. 

More emphasis on BCP in New Zealand tertiary courses is a natural corollary of this 

finding. 

 

The interviews provided further information on HRD practices for BCP. Only one 

company had an induction programme that was suitable for both routine recruits and also 

reinforcements brought in during a crisis. While most respondents had some form of 

routine induction training, eleven had no idea how they would abbreviate and focus it for 

use by short term, crisis recovery staff. Only three of eighteen organisations conducted 

routine BCP training. This gap in current training is a clear opportunity for both internal 

and external HRD specialists. 

 

A final need identified by the conduct of the interviews was that of succession training. 

Even in the few instances where the successors to senior executives are identified, no 

organisation indicated the existence of a comprehensive approach to their development. 

This represents another area for attention by HRD specialists. 

 

Organisational Development and Change 

 

Other writers have noted that disaster, as a time-compressed change event, is a natural 

laboratory for the study of change. Although this research did not set out to prove the 

point, it seems possible that quantifying an organisation's preparedness for and ability to 

manage crisis might well provide some insight into its ability to cope with change in 

general. This can be considered from many perspectives. First, the culture that is 

proactive and looks for potential problems before they occur will not only see continuity 

risk but also changes in the environment and marketplace and will plan accordingly. 

Willingness and ability to perform strategic and environmental updates is inseparable 

from BCP. It is also at the heart of the learning organisation concept. The organisation 

that has a structure capable of aligning policy and putting training in place despite its size 

or complexity will be able to embed the new skills required for business success. If these 

organisations cannot create, transmit and embed BCP skills and disciplines then it is 

likely they cannot do it for any subject. Executives that are able to balance all the 
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conflicting demands of their position are likely to be successful executives. It can be 

postulated that those who cannot find the time or lack the ability to deal with the 

ambiguity of BCP will have difficulty with other operational tasks and therefore the 

organisation will be in difficulty in those areas. Finally, how will the organisation know 

what its state of readiness for change is unless it tests it and records the lessons learnt? In 

this regard, the appealing sentiment of the capability orientation to BCP breaks down, for 

without testing some scenarios, there is no way of knowing what the organisational 

response will actually be. A combination of capability and scenario orientation is a useful 

model since the time-compressed nature of the event provides the learning laboratory. 

Much more research is required in this particular area to establish firm links but at first 

consideration, this appears to be a worthwhile investment. 

 

Employee Relations 

Since this research was conducted, the Government has made substantial changes to the 

law that controls employee relations in New Zealand. The Employment Relations Act 

(2000) (ERA) sets out to provide an environment of good faith between employers and 

employees. This Act sets in place an intent that was first represented in the Occupational 

Safety and Health Bill in 1990. Campbell (1991) observes the fact that several western 

countries, notably Canada and the United Kingdom have taken the line in legislation that 

workers have the right to know the hazards faced and participate in determining safety 

measures. Despite the ERA requiring this in New Zealand, the attitude of employers 

interviewed indicated a lack of faith in staff or a lack of belief in their ability or interest in 

these matters. This efficacy gap may require education for both groups or there is a risk 

of industrial disputes arising, since the legislation contains provision for workers to strike 

on safety grounds. 

 

Communications 

 

Communications is at the centre of an effective organisation. This applies equally to 

internal and external audiences. While numerous researchers have warned of the dangers 

to the organisation of poor communications and observed the need for strong networks, 

this research shows that these activities are not given a high priority. As the professionals 

often responsible for communications, HR practitioners have responsibility for 

highlighting this need to senior executives. 

 

Given the link between organisational value and public opinion, staff at all levels must be 

trained in the contextual issues surrounding business continuity and also to be able to 

overcome the reticence toward the media cited as common at all times but particularly 

during a crisis. In addition, much preparation can be done in terms of pre-determined 

messages, signage and media choices before these items are required. 

 

Implications for the Human Resource Management Profession 

 

While the implications for staff and human resource professionals have been discussed in 

the preceding sections, it is considered useful to apply these against an established model. 
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This will enable the establishment of relativity between this study and other work and 

also follow the development of the HRM requirement before, during and after a crisis. 

The model chosen for this section is the relationship between task and structure by Dynes 

(1970). In his work, Dynes describes four types of task/role labelled: 

 a. established (Type 1) 

 b. expanding (Type 2) 

 c. extending (Type 3) 

 d. emergent (Type 4) 

 

Established HR Practices 

 

During initial assessment it might be assumed that the established roles of HR 

practitioners do not change significantly in the first quadrant of the model. As has been 

shown in earlier sections these tasks include personnel administration, human resource 

development, organisational development and change management, employee relations 

and communications. However, there are two other factors likely to impact on this 

position. First, the HR profession itself is changing and, if the role of HR in strategic 

management is accepted then routine tasks change as a result. Second, crisis management 

should be a natural part of strategic management and this will therefore involve the senior 

HR executive. If organisations are progressing toward better crisis preparedness as part of 

natural improvement, the HR professionals will need to upskill themselves in the 

knowledge required to participate in this area of strategy. 

 

Expanding HR Practices 

 

Regular tasks performed in a new structure are those that lie in the second quadrant. 

Having already established what is considered the normal range of HR tasks, it is 

necessary to describe what constitutes a new structure. This could be brought about 

through enlargement of the HR function as a result of crisis planning activities or because 

contractors or other temporary HR staff have been brought in to assist with a disruptive 

event. In this instance, the HR professional will need to be able to quickly form the group 

into a cohesive unit, establish internal communication channels and set down internal 

procedures for the conduct of the recovery. While some may do this as a normal part of 

their function, many HR professionals operate on their own or in small teams and will 

have had little or no experience in these skills in a compressed timeline. During this 

period, it will be equally important to ensure that all resources do not become absorbed 

into the crisis event and that normal HR functions are re-assigned and supervised. If this 

is not done then new crises, such as industrial disputes, can quickly arise in unrelated 

areas of the organisation. Outsourcing some functions for a short period of time may be 

the most suitable option for HR practitioners in a temporary surge (i.e. requirement for a 

sudden increase in staff) situation. Contracts with external providers of HR services both 

before and during a crisis need to have clauses that enable the HR practitioner to suspend 

or terminate without penalty such matters as routine training courses. Employment 

agreement negotiations must also have a mechanism for suspension without penalty 

during these times. Some communications to stakeholders will be predictable (such as a 
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bank branch after a hold-up closing for the investigation) and these communications 

should be prepared in advance and kept on file to save time during the crisis. 

 

Extending HR Practices 

 

This quadrant includes tasks that will be required when non-regular requirements are 

placed on the old structure. Such an occurrence might be when the HR Manager is 

required to act for the first time as the organisational spokesperson to the media during a 

crisis. Alternatively, it could be because the senior executives have been killed or injured 

in a vehicle accident and the most senior person available is the HR Manager. To prepare 

for these circumstances, signed delegations, succession planning and cross training, 

coaching and mentoring are all important strategies through which the HR Manager can 

prepare him or herself for the situation. 

 

Emergent HR Practices 

 

Emergent HR practices are those that occur through the requirement to undertake non-

regular roles in a new structure. These practices, such as the secondment of the HR 

Manager to a national crisis centre or corporate office to coordinate recovery operations, 

are almost impossible to predict. The best preparation is that of the individual 

emotionally and cognitively i.e. a generic ability to take on new, previously unexpected 

tasks. The competent HR professional needs to develop their ability to handle high levels 

of complexity and ambiguity, to remain of flexible mindset and maintain high levels of 

optimism. Personal development programmes for HR professionals should include these 

types of subjects. 

 

Summary of Findings using the ‘Onion-Skin’ Model 

 

The Onion-Skin Model of Crisis Management, by Pauchant and Mitroff, because of its 

broad applicability has been selected in order to group and compare some principle 

findings. This model was designed to provide a foundation for the determination of 

whether an organisation was crisis prone or crisis prepared and it is this state that 

underpins the human resource implications of the research. It is felt that this model will 

also provide HR practitioners and academics with a transportable framework for future 

development in this area. The tables below highlight the similarities and differences of 

the two studies against the four layers of the Onion-Skin Model, beginning at the outer 

layer. 1999 data provided is that for large organisations only. 

 

Pauchant & Mitroff This Study 
1. The concept of reliability is no longer held as a 
key function of management 

1. Integration of crisis management in statements 
of corporate excellence = 40% in 1998 and 39% in 

1999. Seen as an operational matter by most 

2. Crisis management planning is handicapped by 

its divergence of definitions 

2. No general agreement on definitions and 

particularly the difference between crisis 

management and BCP 

3. Crisis management should be part of strategic 

management but generally is not 

3. Integration of crisis management in strategic 

planning process = 62% in 1998 and 68% in 1999. 

4. The stakeholder group applied by most 4. Increased collaboration or lobbying among 
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organisations is too limited to address crisis 

management issues 

stakeholders = 34% in 1998 and 35% in 1999 

5. Top management needs to be involved with 

crisis planning. 

5. Top management commitment to crisis 

management = 71% in 1998 and 83% in 1999. 

6. Emergent crisis management is inevitable but 

thinking through issues in advance is necessary for 

this to work. 

6. Ranking of most critical activities for daily 

operations = 65% in 1998 and 77% in 1999. 

7. A failure to manage any phase of a crisis is 
likely to cause or escalate the crisis itself. 

7. Existence of Identification Phase Plan = 85% 
and 92% 

Existence of Planning Phase Plan = 73% and 87% 

Existence of Response Phase Plan = 84% and 91% 

Existence of Recovery Phase Plan = 66% and 91% 

8. Crises can be clustered and planning must occur 

for each cluster type to protect the organisation 

properly. 

8. Conduct of crisis simulations = 51% in 1998 and 

67% in 1999. 

  
Organisational Strategy (Level 4) Comparisons 

 

Pauchant & Mitroff This Study 
1. An effective Crisis Management Unit structure is 

essential 

1. Creation of a Crisis Management unit or team = 

54% in 1998 and 75% in 1999. 

Creation of a dedicated budget for crisis 

management = 28% in 1998 and 30% in 1999 

2. Complex organisational structures make crisis 

management more difficult 

2. Executives from some large organisations 

reported size and complexity to be a hindrance in 
disseminating crisis policy and training. 

3. Special training, tasks and rewards related to 

crisis management assist its proper function 

3. Training and workshops in crisis management = 

51% in 1998 and 67% in 1999. 

Continual development of emergency policies and 

manuals = 76% in 1998 and 85% in 1999. 

4. Innovative approaches to structure during times 

of crisis to assist recovery 

4. Use of new communication technologies and 

channels = 68% in 1998 and 70% in 1999 

Organisational Structure (Level 3) Comparisons 

 

 

Pauchant & Mitroff This Study 
1. Organisational culture is a subset of societal 

culture 

1. Some executives believed that the Laissez faire 

New Zealand approach had served them well and 
would continue to 

One organisational culture was founded in 

Maoridom and held a fatalistic view of crisis 

consistent with this race’s worldview. 

2. Organisational cultures are sometimes used by 

individuals to protect themselves from personal 

anxiety. 

2. Monitoring of cultural perceptions across 

employee groups = 39% in 1998 and 38% in 1999. 

3. Effective managers in a crisis situation are 

consciously aware of their personal defence 

mechanisms 

3. Stress management and management of anxiety 

= 68% in 1998 and 63% in 1999 

Psychological support to employees = 69% in 1998 

and 79% in 1999. 

4. Crisis prone organisations allow dangerous 
fallacies to become part of the culture especially 

‘our size is our protection’ and ‘someone else will 

rescue us’. 

4. Relationships with activist groups = 22% in 
1998 and 15% in 1999. 

Acceptance of whistleblowers = 36% in 1998 and 

34% in 1999 

Knowledge of criminal behaviour = 40% in 1998 
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and 37% in 1999. 

  

 5. Symbolic recall and corporate memory of past 
crises = 37% in 1998 and 46% in 1999. 

Organisational Culture (Level 2) Comparisons 
 

Pauchant & Mitroff This Study 
1. Managers must face the emotional reality of 

crisis to be able to plan for it. Those driven only by 
self-interest cannot cope. 

1. Increased visibility of the human and emotional 

impacts of crisis = 57% in 1998 and 60% in 1999. 

2. Humans generally do not change unless they are 

obliged to. 

2. Clear increase in levels of preparedness for those 

events that have been recently experienced, to the 

exclusion of more serious possibilities. 

3. Personality disorders in managers translate into 

crisis proneness. 

3. Unable to comment in clinical terms but 

impressions during interviews showed some 

potential for attitude and personality preference to 

be connected to level of organisational 

preparedness, especially in compliance oriented 

cultures. 

  
Individual Character (Level 1) Comparisons 

 

These comparisons demonstrate that New Zealand organisations rate above average on 

structural matters but below average on cultural issues. The research did not set out to 

establish any points regarding individual psychology although the connections between 

this and organisational culture described in the literature do suggest that there is potential 

for some relationship. The points raised can be grouped into macro and micro levels. In 

the macro level are the environmental, cultural (societal) and imposed economic factors 

that direct or influence the BCP behaviour of executives. At the micro level are the 

straightforward managerial choices that can and should be made. These include 

observance of the phased and systematic approach from signal detection through to 

recovery from a crisis and learning from it. 

 

Conclusions 

 

The findings from this research have revealed that New Zealand organisations are not 

well equipped to manage the total hazardscape approach advocated in much of the 

literature. However, in that regard, these organisations are similar to those studies in the 

United States. 

 

Some interesting patterns occur. The questionnaire data indicates that New Zealand 

organisations have a reasonable understanding and activity rate on most preparatory 

actions. On the other hand, there are significant gaps in knowledge relating to the 

potential crises that might befall an organisation and this is particularly so in the case of 

external economic and information attacks and psychopathological behaviour. 

Organisations mostly prepare for the events that they have recent experience of despite 

there being more serious or more likely contingencies that they are aware of. This is 

contrary to the theory of the ‘lightning strike’ that suggests people did not think that a 

crisis could happen to them twice. 
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The implications for human resource management are broad. However, they can be 

grouped as described into macro and micro level issues. This study has focussed on the 

micro level issues that directly relate to an organisation’s awareness of, willingness to 

and competence in preparing for and managing disruption. At that level there is scope for 

improvement in most facets of managerial performance and much of this work should 

and will fall to the HR practitioner. Any weakness or non-observance of one of the key 

phases of crisis management practice can have the effect of ‘multiplying by zero’. 

Therefore, an average all-round performance is preferable to a ‘strong / weak’ profile. 
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Summary and Conclusions 
 

This research has confirmed many well-reported aspects of crisis management and 

business continuity planning. It has also discovered new findings that relate to both the 

New Zealand and international BCP environment. This section addresses the major 

conclusions grouped around the three research questions, followed by a general 

discussion of the main points. 

 

 

Conclusions Regarding the Current New Zealand Situation 

 

The situation regarding BCP in New Zealand is concerning. While there are some 

hazards for which organisations are well prepared, e.g. computer breakdown and loss of 

essential services, there are many more where the extent of preparation is minimal or 

non-existent. In particular, these include external economic and information attacks and 

psychopathological behaviour. Exposure to such threats is commonplace in the world and 

well reported in the media. Those subjects interviewed acknowledged that New Zealand 

organisations are part of the global marketplace and it is logical to assume that disruptive 

events occurring overseas will also occur in this country. This supports the review of 

findings by other researchers that people tend to consistently underestimate a hazard until 

they have experience of it. 

 

In the first major section of the survey, respondents were asked to indicate the preventive 

management actions they employed in their organisations. The most important 

conclusion to be drawn from this is the significance of the disjunction between policy 

making and BCP process. Whereas management activity rated highly (e.g. 76% felt that 

their corporate philosophy supported crisis management and the continual development 

and changing of emergency policies and manuals) interview feedback was more 

ambivalent. Approximately two thirds of those interviewed felt that there was a limited or 

weak connection between the policy-making statements of their executives and the reality 

of BCP in the organisation. If policy has little actual meaning in regard to BCP it is 

possible that this is also the case for other functions. However, this analysis tends to limit 

the generalisation to larger public sector organisations as this research has shown that 

policy making has a low priority in private sector and smaller organisations. 

 

The analysis of planning and resourcing by phase has shown that efforts oriented toward 

the return of an organisation to normal operations (the recovery phase) lags behind the 

other three phases by a considerable margin. While identifying hazards, mitigating 

against them or dealing with them as they occur are all important, other research has 

shown that most organisations need to return to normal operations within a short period 

of time (as little as 24 hours) in order to survive. New Zealand organisations do not 

appear to have considered this eventuality. 

 

Perceptions of hazards and the effect that these have on planning behaviour have been 

commented on frequently in the literature. Even though executives could identify the 

event that would be most serious for their organisation, they tended to be more prepared 
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for some other event. This research has produced variable support for these propositions. 

In 1998, the top three events in severity, experience and preparedness were the same. The 

1999 survey produced some mismatching between the three lists. For instance, 

environmental damage was listed as most serious but was fourth in the order of 

preparedness by a reasonable margin. This might indicate a change of focus through the 

period of the Y2K bug. However, the more important conclusion is in regard to previous 

research that suggested people tend to have a more accurate perception of hazards when 

they have previous experience of them. This research suggests that New Zealand 

executives overcompensate for hazards that they have experienced before, perhaps to the 

exclusion of other, potentially more serious events. This overcompensation may bring a 

sense of comfort to those involved in the planning but possibly makes the organisation 

more vulnerable to other threats. It is also contrary to the ‘lightning strike’ principle that 

suggests people do not think a traumatic event could happen to them twice. Clearly, many 

New Zealand executives do think this could happen. 

 

Certain patterns appeared in the survey data regarding types of organisations. Measured 

against the means for all organisations, private sector organisations are less prepared for 

disruption than those in the public sector. Smaller organisations show lower levels of 

preparedness than large organisations. Therefore, it follows that small, private sector 

organisations are high risk within a generally high risk New Zealand business 

environment. It appears that compliance and audit requirements create the impetus for the 

public sector to prepare more fully. However, within this group, the local government 

subset is noticeably weaker than central government and health sectors. It follows that 

small, local government agencies will also carry higher risk profiles than others in the 

public sector. Large health providers generally have the strongest profile for both 

preventive management and planning for specific crises however the global results 

indicate no cause for complacency there either. The earlier assumption that economic 

status correlates with acceptance of disaster signals in relation to organisational size was 

not borne out by this research. 

 

Conclusions Regarding the Reasons for the Current Situation  

 

The conclusions from this research are developed largely from the results of the 

interviews and subsequent interpretation of these against the survey data and the 

literature. The greatest single difficulty in establishing the dialogue for the interviews was 

in relation to language. There are no generally agreed definitions or meanings for 

commonly used terms in the field of BCP and this makes it difficult to conduct and 

maintain in-depth discussion on the matter. It is essential that this be corrected in the 

future. 

 

While much has been written on the subject of executive personality, it was not within 

the scope of this research to examine this phenomenon. However, the link between 

executive personality and culture has been frequently commented on and this research 

identified several cultural issues. The interviews identified three main types of 

organisational culture that were labelled proactive, fatalistic and compliance. These 

offered some interesting contradictions and insights. The cultures considered proactive 
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were largely those of the smaller organisations. While they appeared to be in touch with 

the marketplace and keen to do everything possible to stay in business, their size, as 

indicated earlier, tended to preclude the availability of resources for comprehensive BCP. 

Compliance cultures can be likened to the mechanistic culture well reported in the 

literature. This was most often found in the public sector although not exclusively. These 

organisations were typified by high apparent levels of paper planning leading to a 

confidence of ability to cope with any contingency. This did not translate into 

comprehensive planning across the hazardscape defined in the questionnaires and 

therefore a potential ‘false sense of security’ was associated with these types of 

organisations. Fatalistic cultures seemed to be associated directly with organisations 

oriented toward the Polynesian culture. This is an interesting finding as it may suggest 

that increasing movement toward the bicultural partnership enshrined in the Treaty of 

Waitangi might result in an increase in the incidence of this type of culture in New 

Zealand organisations. 

 

Only 2 of the 21 organisations interviewed had a member of their staff dedicated to 

emergency or hazard management. 54% of 1998 respondents and 75% of 1999 (large 

organisation) respondents claimed to have a crisis management unit or team. Given that 

volunteers for interviews are likely to be the most interested in the subject, one must 

consider the empirical result with some caution. Alternatively, it may be again a case of 

misinterpreted definitions in that the survey respondents may have been referring to the 

person who conducted routine data backups rather than a BCP specialist. Nonetheless, 

this highlights the need for a “champion” within organisations to ensure that the 

resources and political influence required to make BCP effective is put in place. 

 

The size of organisations appears to have some bearing on the preparedness. This is 

concerning in the New Zealand context given the high percentage of people who are self-

employed or who work in small organisations. However, some large organisation 

respondents indicated that they found it difficult to implement any new policy or skill 

because of the inertia generated by their size and geographic spread. This latter issue 

suggests the need for higher levels of resourcing and possibly skill in the human resource 

development section of the organisation. 

 

There is little doubt that most organisations are becoming increasingly dependent on 

information technology (IT). Of concern, however, is the finding from this research that 

many executives view IT disaster recovery planning as a separate, and in some cases 

more important feature of general BCP. Human resource professionals and their 

relationship with their IT colleagues are likely to become critical to the resolution of this 

misalignment of resources. Otherwise, there is the potential for IT to become the pre-

eminent consumer of BCP resources and the organisation to fail on another front. There 

are some challenges associated with this given the amount of resources that were invested 

in preparing for the “Y2K bug” only to have very little disruption as a consequence. HR 

practitioners must address this issue urgently to ensure that, not only are senior 

executives kept interested in business continuity but that the balance is struck between IT 

and other elements of continuity planning. 
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There is a clear dysfunction between the performance management process in general and 

budgetary process in particular with regard to BCP. The survey indicated low levels of 

commitment to a dedicated BCP budget (28% in 1998 and 30% in 1999 large 

organisations). Interviewees confirmed that there was few dedicated cost elements related 

to BCP. An effective performance management system that includes BCP as a key result 

area was not discussed in any of the interviews, however it is only through this 

mechanism that funds can be assigned and accountability ensured. 

 

The general attitude of executives to the subject of BCP was variable. While interviewees 

were helpful, there were a number of apparent rationalisations evident such as the need 

for a business case to support its inclusion, when no cost benefit analysis had been used 

to exclude it. 

 

Of greater concern was the general lack of belief in the efficacy of staff to understand or 

engage in BCP processes. This type of attitude, should it pervade other functional aspects 

of the organisation could underpin difficult employment relations, limit spending on 

HRD and constrain the New Zealand economy. This lack of belief in staff efficacy might 

signal a general malaise in the New Zealand organisation. 

 

Conclusions on the Implications for HR Practitioners  

 

Academic research in the business environment is most useful when the results can be 

applied immediately. In order that this research provide HR practitioners with clear 

guidance when seeking to convince executives of the need to pay more attention to BCP, 

this research question addressed matters of immediate relevance to practitioners. 

 

In earlier sections it has been shown that BCP in New Zealand organisations is not well 

developed. Moreover, BCP is an essential element of organisational behaviour and 

development that touches on every facet of the human resource function. Therefore, the 

profession cannot ignore its relevance. 

  

The most important implication arising from this study is that of the significant gap 

between the need and the reality of knowledge and skills. This gap appears to exist at all 

levels in the organisations surveyed, from Board of Directors and Chief Executive 

Officers, to senior management, supervisors and staff. HR practitioners themselves 

appear to lack a complete understanding of the field of BCP and their role within it. 

Therefore, self-development, as well as the development of management and staff is 

considered essential. For small organisations, where dedicated HR professionals are not 

usually employed, this will require additional training by HR training providers. 

Consultants need to acknowledge the requirement and create programmes for in-house 

delivery that may consist of simple job aids, checklists and ‘crisis kits’. Senior executives 

need to be appraised of the usefulness and applicability of policies and manuals and the 

need to co-ordinate their use with staff training, crisis exercises and simulations. Special 

induction programmes, that can accommodate the needs of temporary staff brought in to 

assist during crisis are largely non-existent and need to be developed without delay. 

Succession training for those likely to have to take on increased responsibility during 
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crisis is also not well managed at the moment and this is another HRD task that the 

profession needs to address. 

 

This research has shown that organisations that work in ‘hard’ technologies tend to take a 

system approach to the continuity of their technology but lack preparedness for human 

issues. Conversely, those in the service sector are more oriented toward their people and 

clients but less well prepared for system failure. This serves as a general warning to HR 

practitioners in different industries in that the requirement and expectation on them 

regarding BCP will vary from group to group. No generic approach or training will 

necessarily apply and they will need to upskill themselves in a wide range of approaches 

to BCP. Further to the sector-oriented approach, this study has found that executives that 

work in organisations where the prime function is the provision of emergency service 

(e.g. hospital or ambulance) have an over-estimated view of the ability of their 

organisation to use its resources to ensure its own continuity. HR professionals can assist 

in running regular ‘reality checks’ through workshops and simulations. 

 

It has been shown in the survey data that most organisations place the lowest priority for 

planning and resources on the recovery phase. However, the need for an offsite location 

for staff to work, perhaps for a sustained period of time is clearly within the HR range of 

responsibilities. Likewise is the provision of a reliable workforce, notwithstanding that 

some regular staff may not be able to or not wish to attend work. It is imperative that HR 

staff arrange for back-up premises and staff in advance of a crisis. Moving many services, 

such as payroll, to bureaux providers may transfer the risk. However, HR staff must 

ensure that interconnecting and outsourcing agencies have viable BCP processes built 

into their contracts. Whether communications is outsourced or not, communications with 

staff (and perhaps other audiences) is the responsibility of HRM. As much analysis and 

preparation of messages, media channels and other key elements of the crisis 

communications plan should be prepared in advance. 

 

Employee relations have many points of relevance to BCP. This is not only in regard to 

provision of workplaces and whether or not workers should be paid when the 

organisation cannot provide work (although this needs to be included in contract 

negotiations). The Employment Relations Act (2000) provides employees with the right 

to strike on the grounds of safety and it is possible that poor continuity practices might 

lead to this eventuality. HR staff should be seeking to avert this through assurances of 

sound continuity plans. 

 

There is little doubt that the HR profession is not prepared at this time to engage in the 

subject of BCP. This research has shown that HR practitioners must develop themselves 

to prepare for the requirements of the current situation as well as that which will be 

placed on them during future contingencies. In doing so, the general knowledge and skill 

level of executives and staff must be improved. HR policies and procedures should be 

revised or established to formalise these practices where possible. 
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General Conclusions 

 

In order to progress this field, a sustained research programme is necessary that not only 

tracks trends in BCP in New Zealand but is able to compare these, in the form of a 

benchmark, with practice internationally. In support of such a longitudinal study, it is 

recommended that 1999 data should be taken as a starting point. 

 

While the development of trends in BCP will assist the HR profession to improve 

organisational performance, there is still much to learn about the reasons why this state of 

readiness is as it is. To answer this question requires an examination of two other key 

areas. These relate to the attitudes of New Zealand executives to risk in general and BCP 

in particular.  

 

Implications of this Study 

 

The literature on BCP shows that the extent of preparedness for BCP in other countries is 

generally low. Studies in crisis behaviour and management psychology reveal consistent 

patterns of inaction in relation to executives making effective choices on continuity 

planning for their organisations. In producing what is believed to be the first 

comprehensive review on the current state of preparedness for disruption in New Zealand 

organisations, the thesis has contributed to the set of empirical evidence. The surveys 

have generated data that will assist with future examinations of New Zealand 

organisations preparedness. The interviews provide a unique insight into the attitudes, 

emotions and perceptions of the types of senior executives that form the decision making 

body of New Zealand corporates.  

 

The interviews have provided much more than just a clearer picture of the current state of 

BCP in New Zealand. Through using discourse analysis combined with the modelling 

technology developed in the field of knowledge engineering, this research has provided a 

structural basis for future research in determining the empirical relationships between the 

concepts portrayed by the interviewees and the state of their organisations. This may well 

extend far beyond the field of BCP and provide an insight into the general state of an 

organisation's ability to deal with all change. Executive predisposition that can be 

established during recruitment may be produced from such a finding, as will future 

training needs for individuals or course curriculum requirements for business courses. 

The modelling process is useful as the basis for the development of knowledge bases and 

this domain model will be helpful to those seeking to develop expert or intelligent 

tutoring systems. Tools such as these are particularly useful where there are scarce human 

resources with sufficient expertise. 

 

In the preceding chapter, it has been demonstrated that the HR implications are far-

reaching and range from recruitment to training, performance management to 

communications, and employee relations. There is virtually no area of a worker's life that 

is not potentially impacted on by the findings of this research. 
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Suggested Further Research 

 

The following are suggested areas for future research activities that have originated 

directly from this research: 

a. confirmation of cross-cultural validity and reliability of the revised survey 

instrument, 

 b. continuation of the longitudinal study on the state of organisational 

preparedness in New Zealand in order to generate trends, and 

 c. development and application of a new survey to establish specific executive 

attitudes toward BCP. 

 

Final Summary 

 

This last chapter commenced with a restatement of the problem, research questions and 

the manner in which they were examined. It was found that the state of organisational 

preparedness for disruption in New Zealand is generally weak. While there are some 

areas that could be said to be well prepared, these are generally limited in their scope and 

largely reflect those events that the organisation has previously experienced or for which 

legal compliance and audit forces them to prepare. When the analogy of the 'chain only 

being as strong as its weakest link' is applied, the situation is grim. New Zealand 

organisations are largely unprepared for external economic or information attacks or for 

dealing with psychopathological behaviour. Far too little emphasis is placed on getting 

back into business as quickly as possible (the recovery phase) despite the literature 

showing the potentiality for a delayed return to normal operations being closely 

connected to early organisational failure. 

 

Staffs have little input into BCP and few protections from the implications of this 

situation. Given the nature of employment relations in New Zealand, it seems inevitable 

that, if executives do not take a leadership role in improving the preparedness of their 

organisations, unions or legislators will step in and fill this role as they become more 

aware of the potential effects of this situation on employees and New Zealand 

communities. 

 

 

 

For more information and free downloads visit our websites at: 
 
http://www.torquepoint.co.nz 
and 
http://www.blackswans.co.nz 

http://www.torquepoint.co.nz/
http://www.blackswans.co.nz/
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