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ABSTRACT 

 

A paucity of research exists on the research-practice (R-P) divide in evidence-based higher 

education management. The disjuncture between management research and management 

practice has created a dichotomy between theory and practice, which has been debated for 

decades and remains a topic for debate. The debate revolves around whether the R-P divide 

exists, whether the divide should be closed or whether it should be bridged. The R-P divide is 

premised on the lack of application of theory in practice, which has resulted in management 

practitioners not using evidence from research to inform their practice (Banks et al., 2016; 

Bansal, Bertels, Ewart, MacConnachie & O'Brien, 2012; Leung & Bartunek, 2012; Pfeffer & 

Sutton, 2000). Until we understand how evidence from research could inform management 

practices, the R-P divide will continue to exist. A particular shortcoming of the evidence-based 

management (EBM) literature relates to inquiry into the R-P divide in the higher education 

(HE) context. This thesis uses EBM as a lens to bridge the research-practice divide and advance 

professional practice in higher education. The purpose of this lens is to investigate the R-P 

divide in HE in order to contribute to an understanding of how evidence from research informs 

management practices. The central research question posed in this study is: How does an 

evidence-based management lens contribute to an understanding of the research-practice divide 

in higher education? A qualitative exploratory research design based on an interpretivist 

paradigm informed an intrinsic case study approach. A combination of data collection methods 

were used in which interviews formed the primary data collection method and were supported 

by a review of documents as a secondary data collection method. This case study was analysed 

through qualitative inductive methods involving a semantic and interpretive thematic analysis 

process. A heterogeneous purposive sampling strategy culminated in semi-structured 

interviews with 37 managers at a research-intensive university in South Africa. The findings 

indicate that pracademia is a space where pracademics solve the knowledge production 

problem by producing knowledge and they solve the knowledge transfer problem by 

disseminating research and using evidence from multiple sources to solve real-world 

management problems. Decision-making is an important management practice and this study 

indicates that managers use a combination of scientific research-based and intuitive decision-

making sources to inform their decision-making processes. Research is perceived as being 

relevant for practice and this study indicates that managers use evidence from scientific 

research derived from accredited and peer reviewed publications. The findings show that 

research informed management practices led managers to read a combination of abstract 

research articles, less abstract newsletters and blogs, to appraise the research literature and to 

express a preference for reading journals with implications for future research and practice. 

Research also enables managers to be research and evidence-based in their functions thereby 

bridging the R-P divide. This study is part of a growing body of research on the R-P divide in 

evidence-based management and contributes to knowledge by showing how evidence from 

research informs HE management practices and bridges the R-P divide in the HE context. 

Implications for theory and practice are discussed and the limitations of this study suggest areas 

for further research.   
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CHAPTER 1: INTRODUCTION AND CONTEXT  

In this chapter, I outline the problem statement underpinning the motivation for this study. The 

purpose of the study is followed by a hierarchy of research questions, which begin with a 

central research question followed by three sub-questions. The rationale for the study is then 

presented and is followed by the context within which this study takes place. This chapter 

concludes with an outline of the thesis. 

 

1.1 BACKGROUND TO THE PROBLEM STATEMENT 

 

The disjuncture between management research and management practice has created a 

dichotomy between theory and practice, which has been debated for decades and remains a 

topic for debate. In addition, no large-scale collaborative attempts have been undertaken to 

solve this problem (Banks, Pollack, Bochantin, O’Boyler, Kirkman & Whelpley, 2016). The 

debate revolves around whether the research-practice (R-P) divide exists, whether the divide 

should be closed or whether it should be bridged. The R-P divide is premised on the lack of 

application of theory in practice (Banks et al., 2016; Bansal et al., 2012; Leung & Bartunek, 

2012; Pfeffer & Sutton, 2000). This has resulted in management practitioners, who are also 

referred to in the literature as managers or practitioners, not using evidence from research to 

inform their practice. For the purpose of this thesis, evidence refers to findings from research 

but may also refer to experience (Leung & Bartunek, 2012) or intuition (Briner, 2013).  

 

Whether the noticeable lack of evidence from research in management practices is an issue that 

needs to be addressed, has been raised in the literature (Cruz, 2020; Banks et al., 2016; Bansal 

et al., 2012; Shapiro, Kirkman & Courtney, 2007; Tranfield, Denyer, Marcos, & Burr, 2004). 

Management practitioners however, argue that research is conducted by researchers who are 

academics and that it is not disseminated in a manner that is accessible to them (Vosburg, 2017; 

Cook & Elwell, 2014; Bansal et al., 2012; Rynes, Brown & Colbert, 2007; Tranfield et al., 

2004). A divergent perspective is that the divide exists and is widening (Banks et al., 2016; 

Aguinis & Cascio, 2008). The relationship between theory and practice is complex. For this 

reason, the R-P divide has been attributed to the complexities involved in applying 

management research in practice (Banks et al., 2016). The separate worlds of research and 

management practice are also cited as reasons for the divide (Banks et al., 2016).   

 

A more distinct conceptualisation of the R-P divide is to regard it as a knowledge production 

and a knowledge utilisation or transfer problem. Shapiro et al. (2007) have referred to the 

knowledge production problem as a “lost before translation” problem and the knowledge 

transfer problem as the “lost in translation” problem (p.249). On the one hand, when scientific 

research results cannot be translated into practice or when there is no connection to practice, it 

is regarded as “lost before translation” (Shapiro et al., 2007, p.249). The “lost before 

translation” also occurs when research findings are inaccessible to practitioners (Tranfield et 
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al., 2004; Pfeffer & Sutton, 2000). On the other hand, the “lost in translation” occurs when 

research findings are not used because practitioners regard them as irrelevant. Management 

research is currently criticised for being irrelevant to management practitioners (De Frutos-

Belizón, Martín-Alcázar, & Sánchez-Gardey, 2019; Vosburg, 2017; Bansal et al., 2012; 

Tranfield et al., 2004; Rynes et al., 2002). The argument also exists that research is not useful 

for solving real-world problems (De Frutos-Belizón et al., 2019; Bansal et al., 2012; Van de 

Ven & Johnson, 2007).  

 

The management education curriculum has not addressed the issue of how to incorporate 

research findings in practice (Briner & Walshe, 2014; Briner & Rousseau, 2011). More 

recently, academic staff have also been required to produce scientific research that is not always 

disseminated or used by practitioners in the field of management. A divide between research 

and practice has thus been created. Van de Ven and Johnson (2007) argue that the aim of 

addressing the divide between theory and practice is to develop knowledge to advance 

professional practice. Whether the noticeable lack of evidence from research in management 

practices is an issue that needs to be addressed, has been raised in the literature (Cruz, 2020; 

Banks et al., 2016; Bansal et al., 2012; Shapiro et al., 2007; Tranfield et al., 2004). Broekkamp 

and van Hout-Wolters (2007) argue that boundary crossing practices such as collaborative 

research is able to bridge the divide between research and practice and form links between 

research knowledge and professional knowledge.   

 

1.2 PROBLEM STATEMENT 

 

Academics have traditionally produced management research and managers have largely been 

involved in performing management practices based on experience and intuition (Cook & 

Elwell, 2014; Briner, 2013; Bansal et al., 2012). Research has thus been viewed as irrelevant 

to real-world problems experienced by management practitioners (De Frutos-Belizón et al., 

2019; Bansal et al., 2012). This has largely been attributed to the lack of application of evidence 

from research in management practices. Until we understand how evidence from research 

informs management practices, the R-P divide will continue to exist. Addressing this issue is 

important since not much attention has been given in EBM to bridging the R-P divide. In 

addition, very little is known about this problem in the HE context. Literature focuses on EBM 

in human resources within the context of the corporate sector (Rynes & Bartunek, 2017; 

Bartunek & Rynes, 2014) or on EBM in industrial and organisational psychology in the 

corporate sector (Briner, 2013; Bansal et al., 2012). While some literature does focus on HE 

(Barends et al. 2012a; Charlier et al., 2011; Rousseau & McCarthy, 2007; Rynes, Giluk & 

Brown, 2007; Rynes, Bartunek & Daft, 2001) it does so from the perspective of including EBM 

in the curriculum of management studies such as the master of business administration (MBA). 

Additionally, McCaffery (2019) argues that the HE sector differs from the corporate sector. As 

such, a focus on HE is thus warranted as a research area that requires further exploration. 
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Exploring evidence-based management (EBM) as a lens to bridge the R-P divide and advance 

professional practice in higher education is thus required. 

 

1.3 PURPOSE  

 

The purpose of this study is to explore evidence-based management (EBM) as a lens to 

investigate the research-practice (R-P) divide between research and practice in higher 

education (HE) in order to contribute to an understanding of how evidence informs 

management practices. 

 

1.4 RATIONALE 

 

Very little is known about EBM as a lens to solve the R-P divide in HE. The perception exists 

that managers do not use findings from scientific research to solve management problems (De 

Frutos-Belizón et al., 2019; Bansal et al., 2012). The rationale for this study is based on 

literature that indicates that academics have traditionally produced management research and 

managers have largely been involved in performing management practices based on experience 

and intuition (Cook & Elwell, 2014; Briner, 2013; Bansal et al., 2012; Baba & HakemZadeh, 

2012; Briner & Rousseau, 2011). The perception exists that research is not relevant to real-

world problems experienced by management practitioners (managers). This has largely been 

attributed to the lack of application of evidence from research in management practices (Briner, 

2013). McNatt, Glassman and Glassman (2010) note that management practitioners do not use 

findings from research to inform their practices. In addition, the HE sector is distinct from the 

corporate sector and has as its primary mission the creation and dissemination of knowledge 

for the betterment of society. As a sector in its own right, HE contributes to society through its 

ability to provide teaching and learning, research, innovation and community engagement 

activities at an advanced level. Hence, this is an important sector to study and we thus cannot 

assume that the literature emanating from the corporate sector is transferrable to the HE context 

without further investigation. Very little evidence has been published regarding EBM in HE 

and existing studies rarely focus on the R-P divide in HE. A disconnect was noted between 

practice and management research by HakemZadeh & Baba (2016) and this disconnect was 

once again raised in extant literature by Alsaqqa (2020) and Cruz (2020). 

 

A rigour-relevance gap exists in management research that is attributed to practitioners using 

different sources of evidence (Hodgkinson & Rousseau, 2009). This is an area in the literature 

that needs to be explored further. Banks et al. (2016) and Bansal et al. (2012) argue that it is 

challenging to achieve both rigor and relevance. An inverse relationship is noted between 

practitioners’ views regarding the practical relevance of publications and academics’ pursuit 

of rigour. How the tensions are managed is an area that requires further research (Bartunek & 

Rynes, 2014). De Frutos-Belizón et al. (2019) argue that the relevance of management research 
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for professionals remains an issue and as such, they argue that there is a need for empirical 

studies on the R-P divide. 

 

A dearth of systematic empirical evidence currently exists and as such further research is 

required on whether an EBM lens is able to bridge the R-P divide in HE. There is no consensus 

on the cause of the R-P divide or what is needed to bridge it. However, there is agreement that 

any solution needs to build both theory and practice (De Frutos-Belizón et al., 2019; Vosburgh, 

2017; Bartunek & Rynes, 2014). Kieser and Leiner (2009) question whether it is “appropriate 

for management science to strive for practical solutions?” (p.528). According to Bansal et al. 

(2012), not enough attention has been devoted to how to bridge the divide. As an area for 

further investigation, Rousseau (2012a) recommends practice-oriented research that informs 

practice and makes research available to practitioners. 

 

Rynes and Bartunek (2017) acknowledge that it is not a common occurrence for research skills 

to be found in one person because practitioners rarely possess research skills and as such do 

not solve real-world problems using scientific/research methods and findings. The separate 

worlds of academia and practice require distinct competencies where academics have research 

competence and practitioners have managerial expertise gained from experience (Rynes & 

Bartunek, 2017). Managers who are able to understand the language of academics and 

practitioners and are able to bridge the divide in the context of a university is thus an area for 

further exploration. Within the R-P divide, the aspect of combining practitioner and research 

skills in one individual is thus a gap that requires further exploration.   

 

Management research is criticised for its limited applicability to practitioners (De Frutos-

Belizón et al., 2019). Tranfield et al. (2004) argue that there is a need to identify a reliable 

methodology as well as to understand the knowledge creation and transfer process to allow the 

uptake of knowledge by practitioners. Academics and practitioners construct evidence 

differently due to their separate and different focus and priorities. There are thus circumstances, 

which mitigate against practitioners using research in their practice and instead promote the 

use of experience, consultants and non-academic research. Bartunek and Rynes (2014) 

consequently suggest that there is a need for empirical studies on the R-P divide, which focus 

on practitioners’ perspectives. Research on management practices based on evidence in the 

form of findings from research in HE management could not be found in the literature. It is 

thus an area that requires further investigation. 

 

 

This study addresses these gaps in the literature and provides insights into how EBM enables 

evidence from research to inform management practices, to bridge the R-P divide in HE.  
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1.5 RESEARCH QUESTIONS  

 

The research questions emerged from theory to address gaps in the literature. Exploring EBM 

as a lens to bridge the R-P divide and advance professional practice is undertaken by exploring 

the central research question:  How does an evidence-based management lens contribute to an 

understanding of the research-practice divide in higher education? This study is underpinned 

by the following three sub-questions:  

 

1) How does the R-P divide manifest in HE?  

2) How does evidence from research inform management practices in HE? 

3) How do managers perceive the role of research in their practice? 

 

The findings provide the basis for answers to the research questions and new insights on how 

to bridge R-P divide through EBM practices in HE.  

 

1.6 THE SOUTH AFRICAN HIGHER EDUCATION CONTEXT 

 

Global trends in HE have highlighted economic changes, the need for quality, the nature and 

role of universities in society, the relationship of HE to the world of work, curriculum reform 

and technological change with its associated disruptions and opportunities (DHET, 2020). As 

such, universities are expected to operate more effectively in terms of their mandate. 

Additionally, there is an expectation for public universities to be more efficient given the 

accountability that accompanies state funding. Governments have expected greater 

accountability for the manner in which HE institutions conduct their affairs. Changes in HE 

over the past ten year include responses to the massification of HE, which has increased 

enrolments and necessitated student support initiatives for underprepared students. McCaffery 

(2019) notes that universities are under pressure to maintain quality and their international 

standing and operate in a context with challenges emanating from globalisation, the knowledge 

society, financial and economic pressures, information technology and the UK withdrawal 

from the European Union. A new era within HE has also commenced with the advent of the 

COVID-19 pandemic, where HE institutions need to re-imagine teaching and learning 

modalities, such as blended-learning, in a post-pandemic era based on lessons learnt during the 

pandemic. The relevance to this study lies in the provision of evidence from research to support 

the resulting management practices in a post-pandemic period which can partially be 

accomplished by bridging the R-P divide by adopting EBM practices.  

 

 

Universities create knowledge and provide access to knowledge (McCaffery, 2019). The role 

of HE in the market place has changed from traditional universities with autonomy to 
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accountable for profit models of universities. Consequently, HE management has changed. 

McCaffery (2019) argues that universities have transformed into “professional bureaucracies” 

(p.29) with mission statements, strategic plans and Vice Chancellors who have managerial 

competence, all of which are borrowed from the corporate sector. McCaffery (2019) argues 

that there is a difference between the university context and the corporate sector. In addition, 

Taylor and De Lourdes Machado (2006) contend that management and leadership are separate 

but interlinked concepts. Management training is necessary for managers to be effective and 

McCaffery (2019) argues that the environment within which managers operate makes a 

distinction between managers of academic and administrative central services unuseful. The 

perspective of managers in HE could thus contribute to how HE management could facilitate 

efficiency and address challenges within universities by bridging the R-P divide.  

 

 

South Africa has a differentiated HE landscape comprised of 26 public institutions. The post-

Apartheid HE landscape is structured into traditional universities, comprehensive universities 

and universities of technology (DHET, 2020). All public universities are funded by the 

Department of Higher Education and Training (DHET) based on criteria (DHET, 2021). The 

university sector is characterised by low participation, graduation and student success rates 

(DHET, 2021). Challenges confronting HE in SA include a decline in state funding, a need for 

infrastructure renewal, social and economic inequalities and the sustainability of the university 

system (DHET, 2020). The Department of Higher Education and Training (DHET) envisages 

that foreseeable financial constraints will impact negatively on the growth of the HE system 

(DHET, 2020). The sustainability of the system will also be affected by the economic impact 

of COVID-19 (DHET, 2020). The COVID-19 pandemic exacerbated existing socio-economic 

challenges experienced by students and institutions despite attempts to transform the HE sector 

(DHET, 2020). Supporting students and staff through remote multi-modal teaching and 

learning during the pandemic highlighted challenges for both staff and students as well as 

challenges across and within HE institutions (DHET, 2020). These challenges present 

opportunities for managers to mitigate using EBM practices which bridge the R-P divide by 

enabling managers to use evidence from research to inform their decision-making and solve 

real-world management problems during the pandemic and in a post-pandemic era. 

 

 

The case study in question, is located within public higher education in a South African 

university at a point in time when management practice informed by research is important to 

justify government funds. The case study university has been given a pseudonym ‘The Edge 

University’ and is an urban research-intensive university comprised of five faculties 

(Commerce Law and Management; Engineering and the Built Environment; Health Sciences; 

Humanities and Science), 33 schools, over 30 support departments with an offering of 3 416 

courses to 40 669 students in full-time and part-time programmes (Facts & Figures, 

2020/2021). The Edge University employs 1 160 permanent academic staff and 4 150 

professional, administrative and support (PAS) staff. Managers form an integral component of 

the staff complement and are located in support and academic departments. For more details, 
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a comprehensive description of the case study context is provided in Chapter 3.  This context 

forms the background for this research study. I now provide the outline for this thesis. 

 

 

1.7 OUTLINE OF THE THESIS 

 

Chapter 1 outlines the problem statement and provides a motivation for this study. The 

purpose of the study, a hierarchy of research questions and the rationale for this study is 

followed by the context within which this study takes place and concludes with an outline of 

the six chapters. 

 

Chapter 2 provides a review of relevant literature. I begin this chapter by elucidating 

assumptions about the research-practice divide. The three paradigms: the academic paradigm, 

the practitioner paradigm and the pracademic paradigm, are then presented. Solutions to the 

research-practice divide are considered before delving into evidence-based practices. 

Evidence-based management (EBM) as a form of evidence-based practice is investigated in 

relation to sources of evidence, empirical studies using EBM and a critique of EBM. I conclude 

this chapter with the HE management context and a summary of the gaps identified in the 

literature. 

 

 

Chapter 3 describes and justifies the philosophical assumptions underpinning knowledge 

creation in this study. Assumptions and design strategies are made explicit in this chapter. I 

begin by restating the research problem, the purpose statement, and the associated research 

questions before describing and justifying the research philosophy. The research design, 

methodology, data collection and analysis strategies are then supported by detailed 

explanations of the methodological procedures undertaken in this study. Following from this, 

I justify the appropriateness of a qualitative methodology within this exploratory study. I then 

outline the case study design before providing a description of semi-structured interviews and 

a review of documents, as qualitative methods to address the research questions. Subsequently, 

I describe the research participants together with the purposive sampling strategy, sample size 

and the sample. Next, I provide a detailed description of the data analysis process and 

reflexivity that underpins this study. I conclude this chapter with an examination of the 

trustworthiness of this study in relation to its role in a qualitative study before outlining ethical 

considerations.  

 

Chapter 4 documents the key themes that arose from the findings. Interpretations of the data 

are supported by first person accounts of statements made by managers, which provide 

authentic support for the themes and sub-themes. I begin by presenting pracademia as a space 

in higher education. This is followed by an overview of managers’ decision-making processes. 
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I then present perceptions of evidence and the sources of evidence used by managers before 

delving into evidence-based practices. Research informed management practices are then 

elucidated. This is followed by perceptions of the relevance of research for management 

practices. I conclude this chapter by reporting on how the research-practice divide is bridged 

by engaging in actions of scholarship.  

 

Chapter 5 seeks to answer the research questions based on the findings in Chapter 4. In this 

chapter, I reflect on the findings in relation to the research sub-questions. I interpret the findings 

in relation to the literature and I begin by restating the research questions before presenting the 

pracademic contribution to EBM. I then discuss evidence-based practices and conclude this 

chapter by indicating the role of research in practice.   

 

Chapter 6 reflects on the purpose, research questions and the contribution of this study to the 

literature. I provide a synthesis of the themes to answer the research questions based on the 

findings and discussion chapters. Next, I conclude this chapter with implications for policy and 

practice and present the limitations of this study in relation to future directions for research and 

reflections on the DBA journey.  
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CHAPTER 2: LITERATURE REVIEW 

 

This chapter begins by outlining assumptions about the research-practice (R-P) divide. The 

three paradigms are then introduced. The academic paradigm highlights the knowledge 

production problem in terms of knowledge lost before translation, the research rigor-relevance 

debate and knowledge lost in translation. Following this, the practitioner paradigm in which 

decision-making and access to research are examined. Next, I present the pracademic paradigm 

and the rationale for a paradigm shift. Solutions to the R-P divide are then provided with a 

focus on collaborative research and scholarship before highlighting evidence-based practices 

(EBP). I then turn to a focus on evidence-based management (EBM), its definition and 

application, sources of evidence and empirical studies using EBM as well as a critique of EBM. 

This chapter concludes by locating EBM in the context of higher education management and 

highlighting the gaps in the literature. 

 

A dichotomy between theory and practice is attributed to the disjuncture between management 

research and management practice and remains a topic for debate. In addition, no large-scale 

collaborative attempts have been undertaken to solve this problem (Banks et al., 2016). The 

literature has articulated the debate using various terminology. In most literature, it is referred 

to as the academic-practice gap (De Frutos-Belizón et al., 2019; Rynes & Bartunek, 2017; 

Vosburgh, 2017; Bartunek & Rynes, 2014; Cook & Elwell, 2014; Shapiro et al., 2007; 

Rousseau, 2006; Mohrman, Gibson & Mohrman, 2001; Rynes, Bartunek & Daft, 2001; Rynes, 

McNatt & Bretz, 1999). In other literature, it is referred to as the knowing-doing gap (Tranfield 

et al., 2003; Pfeffer & Sutton, 2000). The research-practice (R-P) gap is another variation 

(Alsaqqa, 2020; Cruz, 2020; Empson, 2013; Bansal et al., 2012; Broekkamp & van Hout-

Wolters, 2007). It has also been referred to as the science-practice gap (Aguinis, Ramani, 

Knight Campbell, Bernal-Turners, Drewry & Edgerton, 2017; Banks et al., 2016; Aguinis & 

Cascio, 2008). For the purpose of this thesis, the term research-practice (R-P) divide has been 

chosen to refer to the debate to distinguish it from the gap in the literature. Although not unique 

to the management context, the long-standing R-P divide is still evident in extant literature 

(Alsaqqa, 2020; Cruz, 2020; De Frutos-Belizón et al., 2019; Bartunek & Rynes, 2017; 

Vosburgh, 2017). The debate revolves around whether the R-P divide exists, whether the divide 

should be closed or whether it should be bridged.   

 

The R-P divide is premised on a lack of application of theory in practice (Alsaqqa, 2020; Cruz, 

2020; De Frutos-Belizón et al., 2019; Banks et al., 2016; Bansal et al., 2012; Leung & 

Bartunek, 2012; Pfeffer & Sutton, 2000). This has meant that practitioners do not use evidence 

from research to inform their management practices. Consequently, management academics 

have questioned whether the noticeable lack of evidence from research in management 

practices is an issue that needs to be addressed (Banks et al., 2016; Bansal et al., 2012; Shapiro 

et al., 2007; Tranfield et al., 2004). Management practitioners however, argue that research is 
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conducted by researchers who are academics and that it is not disseminated in a manner that is 

accessible to them (Cook & Elwell, 2014; Bansal et al., 2012; Rynes et al., 2007; Tranfield et 

al., 2004). An opposing perspective is that the divide exists and is widening (Banks et al., 2016; 

Aguinis & Cascio, 2008). The relationship between theory and practice is complex. For this 

reason, the R-P divide has been attributed to change in HE and the complexities involved in 

management research and practice (Banks et al., 2016). The separate worlds of research and 

practice are also cited as a reason for the divide (Banks et al., 2016).   

 

The evolution of business schools indicates that the R-P divide was not always a problem. 

Business schools originally had a vocational focus and saw their mandate as providing 

knowledge to the management profession (Banks et al., 2016; McNatt et al., 2010). 

Historically, business schools were mandated to produce graduates who could perform a 

management task, rather than fulfilling a research mandate (McNatt et al., 2010). As such, the 

production of knowledge that was central to the profession was a requirement, not the 

production of scientific research (McNatt et al., 2010). Additionally, Banks et al. (2016) argue 

that business schools produce managers who are not always taught how to incorporate evidence 

from research in their practice. As time elapsed, management education needed to deal with 

the perception that it lacked a scientific foundation (Kieser & Leiner, 2009). Business schools 

in the 1950s were thus confronted by criticisms to become more scientific in their research 

(Banks et al., 2016). While this criticism was heeded, management research is currently 

criticised for being irrelevant to management practitioners (De Frutos-Beliz et al., 2019; Bansal 

et al., 2012; Tranfield et al., 2004; Rynes et al., 2002). Management education has also not 

incorporated how to use research findings in practice in the curriculum (Briner & Walshe, 

2014; Briner & Rousseau, 2011). More recently, academic staff have also been required to 

produce scientific research, which is not always disseminated or used by practitioners in the 

field of management. A divide between research and practice has thus been created. Van de 

Ven and Johnson (2007) argue that the aim of addressing the divide between theory and 

practice is to develop knowledge to advance professional practice. I now explore the 

assumptions underpinning the R-P divide.   

 

 

2.1 ASSUMPTIONS ABOUT THE R-P DIVIDE 

 

The R-P divide is underpinned by six critical assumptions (McNatt et al., 2010; Van de Ven & 

Johnson, 2007).  The first assumption made is that the divide exists (McNatt et al. 2010). Rynes 

et al. (2002) conducted research to ascertain whether human resource (HR) practitioners were 

able to articulate key HR findings related to best practice. They found that 20% of HR managers 

had misconceptions but concluded that a gap was evident in HR practitioner’s knowledge of 

research findings. McNatt et al. (2010) however, argue that the knowledge deficiency that is 

assumed in HR is not meaningful enough to warrant the need to address it.   
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The second assumption is that a body of knowledge exists which practitioners are able to draw 

on to improve management practices. Briner (2013), Briner and Rousseau (2011) and McNatt 

et al. (2010) argue that this body of knowledge could be acquired through evidence-based 

management (EBM). However, the general management literature is vast. This has led to 

contestations (Bansal et al., 2012) and contradictions (Bartunek & Rynes, 2014; McNatt el al., 

2010) being highlighted in the literature due to various perspectives adopted. Management 

spans over many fields and as such, the body of management knowledge is varied and not 

readily accessible (McNatt el al., 2010). A body of knowledge would provide a comprehensive 

understanding of a phenomenon based on a critical analysis and synthesis of research findings 

(Dipboye, 2007). This however, does not exist in the field of management and McNatt et al. 

(2010) argue that management research is published in a variety of journals and is rarely 

integrated.    

 

 

The third assumption is that practical knowledge is derived from research knowledge (Van de 

Ven & Johnson, 2007) where knowledge of how to do things (practical knowledge), is largely 

used in practice and derived in some way from research knowledge (knowledge from science 

and scholarship). Van de Ven and Johnson (2007) argue that this assumption has informed the 

knowledge transfer problem that has dominated debates regarding the divide between theory 

and practice. The knowledge transfer problem is then articulated as a problem regarding the 

translation and diffusion of research knowledge into practice (Van de Ven & Johnson, 2007). 

 

 

The fourth assumption is that practitioners do not use research findings and that they do not 

produce research findings that are rigorous (Bansal et al., 2012; Van de Ven and Johnson, 2007; 

Tranfield et al., 2004). Rousseau (2006) argues that quality should be the defining aspect not 

who produces the information. However, who the experts are considered to be is reserved for 

academics. Rynes and Bartunek (2017) argue that researchers have not given practitioners the 

respect they deserve. As such, the knowledge of a practicing manager is not considered enough 

to qualify as an expert in management. McNatt et al. (2010) thus argue that practitioners are 

the experts when it comes to the organisational environment and that academics are the experts 

when it comes to understanding research methods and theory. The reality however, is that 

academic research has not kept up with management trends and may not represent the cutting 

edge for practitioners (Aguinis & Cascio, 2008). Academics also have other pressures such as 

having to publish in academic journals, which requires an academic way of writing which is 

not always understood by management practitioners (Van de Ven & Johnson, 2007).  

 

The fifth assumption is that some members of the Academy of Management do not believe that 

the R-P divide exists (Shapiro et al., 2007). This assumption is the basis for the persistence of 

the separate worlds between the academic and practitioner paradigms. Kieser and Leiner (2009) 

argue for two separate worlds in which managers and academics operate. Due to the complexity 

in the relationship between theory and practice, the R-P divide manifests in management 

research and practice (Banks et al. 2016). The separate worlds of research and practice are also 
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cited as a reason for the divide (Banks et al. 2016). Traditionally, managers and academics 

operate in separate worlds, with distinct core functions, where managers are concerned with 

the practicalities of strategic and operational processes and academics focus on teaching, 

research and civic engagement. The separation between management research and 

management practitioners is reinforced in the university by academics who conduct 

management research within their domain and management practitioners who operate in their 

practice domain. Maintaining the separate worlds in which management researchers and 

management practitioners operate ensures that management researchers produce knowledge in 

academic circles largely for academic purposes with minimal reach into practice. This view is 

challenged by calls to bridge the R-P divide (Cruz, 2020; De Frutos-Belizón et al., 2019; Rynes 

& Bartunek 2017; Bansal et al., 2012; McNatt et al. 2010).  

 

The sixth assumption is that the divide should be closed (McNatt et al., 2010). The R-P divide 

is longstanding (Banks et al., 2016; Shapiro et al., 2007; Tranfield et al., 2004) and 

recommendations have been made to close the divide (Broekkamp & van Hout-Wolters, 2007; 

Shapiro et al., 2007). However, McNatt et al. (2010) argue that attempts to close the divide by 

focusing on either academics or practitioners are not useful because the root cause of the divide 

is entrenched in different paradigms. Bridging the divide is thus considered a more viable 

option (Bartunek & Rynes, 2014; Bansal et al., 2012; McNatt et al., 2010). 

 

The three paradigms, the academic, practitioner and pracademic paradigms informing the R-P 

divide are now considered as a theoretical framework to understand the R-P divide. 

 

2.2 PARADIGMS 

 

Paradigms in the R-P divide are proposed as a means of addressing how and why perspectives 

developed and how they may change (McNatt et al., 2010). Paradigms are thus explored as a 

means to elucidate the R-P divide and understand the worlds of academics and practitioners as 

well as how the divide may be bridged.  

 

2.2.1 Academic Paradigm 

 

The R-P divide has sometimes been attributed to academics who are self-referential and who 

focus on theory without dealing with practical problems (Rynes & Bartunek, 2017; Trank, 

2014). Leung and Bartunek (2012) argue that academics in the field of management are not 

concerned about practice. This is regarded as a concern because topics of interest to researchers 

have not generated as much interest for practitioners because they lack practical application to 

solve problems experienced by practitioners (Rynes & Bartunek, 2017). The literature indicates 

that academics and practitioners have different viewpoints and topics of interest. The result is 
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a plethora of research with answers to questions that are irrelevant to and not used by 

practitioners (De Frutos-Belizón et al., 2019; Bansal et al., 2012; Dipboye, 2007; Tranfield et 

al., 2004; Rynes et al., 2002; Pfeffer & Sutton, 2000). It is thus not surprising that Bansal et al. 

(2012) argue that management research has no bearing on management practice. This signals 

the divide between management research and management practice. A more distinct 

conceptualisation of the R-P divide would be to regard it as a knowledge production and a 

knowledge utilisation or transfer problem. Shapiro et al. (2007) have referred to the knowledge 

production problem as a “lost before translation” problem and the knowledge utilisation 

problem as the “lost in translation” problem (p.249). Pfeffer & Sutton (2000) contend that 

knowledge is needed to enhance organisational performance. This is supported by Tranfield et 

al. (2004), who argue that the production and utilisation of knowledge are important to gain a 

competitive advantage in industry. The knowledge referred to is both tacit knowledge derived 

from practitioner experience as well as research-based knowledge that is produced in 

universities. Charlier et al. (2011) argue that research supported practices are limited because 

the focus has been on testing theory to the detriment of interventions to inform manager’s 

practices. Managers thus need to benefit from research that is conducted about management 

practices (Alsaqqa, 2020). 

 

2.2.1.1 Knowledge production: Lost before translation 

 

Research-based knowledge, or knowledge produced from scientific results, is produced in 

universities (Tranfield et al., 2004), making universities the largest producers of management 

research. Bansal et al. (2012) thus contend that academic staff members who are researchers in 

universities produce knowledge. However, Tranfield et al. (2004) argue that research-based 

knowledge is not widely used in companies. An explanation for this is that academics are not 

always able to translate the knowledge they produce in a manner that can be used in practice 

(Van de Ven & Johnson, 2007). When scientific research results cannot be translated into 

practice or when there is no connection to practice, it is regarded as “lost before translation” 

(Shapiro et al., 2007, p.249). Knowledge that is lost before translation is a result of the aim of 

knowledge production. Academics aim to produce knowledge through their research without 

much consideration of how the newly produced knowledge could be used in practice (Van de 

Ven & Johnson, 2007). However, translation is problematic since it may not be accurate or 

fulfil the intended purpose of knowledge proposed by researchers. Kelemen and Bansal (2002) 

thus argue that translation produces different viewpoints between practitioners and researchers. 

These differences are attributed to different interpretive logics (Kieser & Leiner, 2012; 

Rousseau, Manning & Denyer, 2008; Van de Ven & Johnson, 2007). This manifests itself in 

different logics, languages, styles, as well as how a problem is defined and addressed (Kieser 

& Leiner, 2009; Shapiro et al., 2007). When new knowledge is applied it has the potential to 

influence organisational design and performance (Tranfield et al., 2004). The problem is that 

research findings are regarded as being inaccessible to practitioners (Tranfield et al., 2004; 

Pfeffer & Sutton, 2000). 
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Distinct forms of knowledge are evident in the literature. Knowledge of practice and 

knowledge of theory represent different truth claims (ontology) and methods (epistemology) 

(Van de Ven & Johnson, 2007). On the one hand, knowledge of practice is confined to a 

specific context, shared and acquired over time from experience. It can thus not be found in 

management literature (Van de Ven & Johnson, 2007). On the other hand, knowledge of theory 

operates on generalised principles and previous scholarship to explain “how what is done works 

or can be understood” (Van de Ven & Johnson, 2007, p.806). However, Broekkamp and van 

Hout-Wolters (2007), argue that knowledge is narrow in its focus and not cumulative. In 

addition, arguments have been made that research is not useful for solving real-world problems 

(De Frutos-Belizón et al., 2019; Bansal et al., 2012; Van de Ven & Johnson, 2007). Sackett 

and Larson (1990) argue that only 3% of HR research focuses on real-world problems with 

84% focusing on topics from academic literature. The theoretical focus of management 

research has led to it being criticised for being unclear and abstract (Tranfield et al., 2004). 

Some academics have presented research to practitioners using terminology that may not be 

unfamiliar to all management practitioners such as “coding” and “inter-rater reliability” 

(Bansal et al., 2012, p.79). This indicates that a researcher’s context and language is rooted in 

the academic context. Management research thus becomes inaccessible to practitioners (De 

Frutos-Belizón et al., 2019; Cook & Elwell, 2014; Bansal et al., 2012; Tranfield et al., 2004; 

Kelemen & Bansal, 2002). 

 

Knowledge in universities is primarily produced through research and published with an 

academic audience in mind. Vosburgh (2017) argues that as part of their university contracts, 

academics are required to publish. Publications are increasingly becoming a short-listing 

criteria to be invited for interviews for academic positions. In support, Banks et al. (2016) 

highlight that faculty are required to become more academic and do research. Most researchers 

publish in accredited journals aimed at fellow academics. Rynes et al. (2007) argue that there 

are no incentives available for academics to publish in practitioner journals. Vosburgh (2017) 

found that 77% of top-cited articles were published in cross-disciplinary journals and not 

practitioner journals. Those who do publish in journals such as the Harvard Business Review 

are from more prestigious institutions such as Harvard and Stanford University and their 

institutions’ reputations mitigate against reputation damage incurred by publishing in journals 

that are aimed at bridging the divide between research and practice (Rynes et al., 2007). 

Journals aimed at practitioners are thus available for academics to publish in (Rynes et al., 

2007; Rynes et al., 2002). More recently, some universities have shifted their focus to the 

impact and knowledge transfer agenda between universities and the corporate sector to increase 

the impact and reach of research (Jasimuddin, 2006).  

 

Dilemmas over publication outlets are exacerbated by university rankings including business 

school rankings (De Frutos-Belizón et al., 2019), which tend to favour highly-cited publications 

in prestigious journals. Attending to real-world problems faced by management practitioners 

in thus not an immediate priority. Markides (2007) found that approximately 43% of Deans in 
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business schools indicated that research is at least equal or more important than teaching 

responsibilities. McNatt et al. (2010) argue that historically, practitioners and researchers 

shared a paradigm approximately five decades ago. More recently, research to advance theory 

has been published. As such, academics do not generally begin their research by consulting 

practitioners or with a view of how practice could inform research. Academics also do not 

consult practitioners when they design their research projects (Bartunek & Rynes, 2014; 

Kelemen & Bansal, 2002). In addition, the view exists that academics do not value research by 

practitioners (Kieser & Leiner, 2009) and they have also expressed disdain towards their 

colleagues who do not conduct empirical research (Vosburgh, 2017). This explains the 

movement away from topics of interest to practitioners and management practices. This has 

led McNatt et al. (2010) to assert that there is a lack of motivation to close the R-P divide. In 

order to preserve researcher objectivity, Bansal et al. (2012) argue that the R-P divide should 

not be closed due to the separate worlds between academia and practice, the divide should 

instead be bridged. As the primary producers of knowledge, academics, thus view themselves 

as the experts as opposed to practitioners who they regard as not being aware of research on a 

particular topic or who do not use research findings to inform their management practices 

(McNatt et al., 2010).  

 

In order to address the issue of where and what academics publish, Aguinis and Cascio (2008) 

suggest that questions should be rephrased to appeal to practitioners and emphasise 

implications for practice. Mohrman et al. (2001) argue that academics do not put their research 

into practice, leading Bartunek and Rynes (2010) to argue that implications for practice are 

important. However, the incentive is for academics to publish, and they are incentivised to 

produce research rather than to address practitioners’ problems. The structure for promotion 

and probation does not provide any incentives to assist with bridging the R-P divide. Rynes et 

al. (2007) argue that academics should express a willingness and acquire the necessary skills 

to write for a practitioner audience, in order to bridge the R-P divide. In addition, it must be 

noted that journals with a focus on bridging the R-P divide or those aimed at practitioners, do 

not address research findings that are of importance to HR researchers (Rynes, Giluk & Brown, 

2007). Tranfield et al. (2004) thus argue that the production of a sound knowledge base for 

practitioners is important. In order for practitioners to use findings from research, they are 

required to make sense of the findings before applying them to real-world problems. Bansal et 

al. (2012) thus emphasise that current and future management practitioner’s needs should be 

taken into consideration by academics when doing research. Van de Ven and Johnson (2007) 

however, highlight that structural reforms in universities with the purpose of incentivising 

publications aimed at practitioners will not solve the problem because it will not target the 

individual publication practices of researchers. Perceptions of what constitutes rigorous and 

relevant research also mitigate against bridging the R-P divide. 
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2.2.1.2 Rigorous and relevant research 

The process of peer review to which journal articles are subjected ensures rigor and relevance 

by academics in a particular field. This has led Avenier and Parmentier Cajaiba (2012) to argue 

that academic research is rigorous whereas practitioners focus on relevance. With regard to 

relevance, as a condition of service, academics are required to attend to academic citizenship 

or community engagement, which is also an area in which social challenges are researched. 

Nevertheless, rigour enjoys more prestige than relevance in journals (Kieser & Leiner, 2009). 

Criteria for scientific rigour include a section in journal articles on implications for practice 

(Kieser & Leiner 2009). A critique of rigorous articles is that while implications may be 

included, Kieser and Leiner (2009) note that articles do not provide evidence of successful 

implementation of the results in practice. Another critique is that the implications depict 

relevance to practitioners from a researcher’s perspective and not the practitioner’s perspective 

(Kieser & Leiner, 2009). Daft and Lewin (2008) see relevance and rigour in opposition to one 

another. Management is an applied science and in contrast those working within the field of 

evidence-based management (EBM) argue that rigorous research should be both rigorous and 

relevant (Bartunek & Rynes, 2014; Briner & Denyer, 2012; Rousseau, 2012b; Rousseau et al., 

2008). A rigour-relevance gap exists in management research that can be addressed by 

practitioners using different sources of evidence (Hodgkinson & Rousseau, 2009). The lack of 

appropriate infrastructure to transfer knowledge from research to practice is sometimes 

attributed to the rigour relevance debate (De Frutos-Belizón et al., 2019). Achieving both rigour 

and relevance is thus a challenge (Banks et al., 2016; Bansal et al., 2012).  

 

Rigour and relevance have been tested in empirical studies. Baldridge et al. (2004) analysed 

articles from six leading management journals and found a correlation between citations and 

practitioner panel’s ratings with regard to practical relevance. While their study proposes 

compatibility between rigour and relevance, Nicolai, Schulz and Göbel, (2011) found 

incompatibility. Nicolai et al. (2011) examined similarities between academic and practitioner 

ratings of academic journal articles. An inverse relationship was noted between practitioner’s 

recommendations regarding the practical relevance of publications and academic’s 

recommendations regarding rigour. Cruz (2020) focuses on the use of academic research 

evidence in decision-making and argues that managers will use evidence from research if they 

perceive it to be relevant and compatible with their management context (Cruz, 2020). How 

the tensions are being managed is an area that requires further research (Bartunek & Rynes, 

2014).   

 

2.2.1.3 Knowledge transfer: Lost in translation 

 

How and whether knowledge is transferred from researchers in the academic context to 

practitioners in the workplace, is a major consideration in the R-P divide. This is also referred 

to as the knowledge transfer or “lost in translation” (Shapiro et al., 2007; p.249) problem. 

Communication between researchers and practitioners is expressed as a concern due to the 
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different context and language used by researchers and practitioners (Bansal et al., 2012). 

Translating research findings into practice enabling research to be useful in practice is one of 

the issues perpetuating the R-P divide (Bartunek & Rynes, 2010; Van de Ven & Johnson, 

2007). Van de Ven and Johnson (2007) argue that the knowledge transfer problem dominates 

debates regarding the divide between theory and practice. The assumption is that practical 

knowledge, (knowledge of how to do things) is derived in some way from research knowledge 

(knowledge from science and scholarship). This assumption however, is not supported in the 

literature and as such the R-P divide persists. Pfeffer and Sutton (2000) argue that organisations 

need to convert knowledge into action to maintain their competitive edge. Tranfield et al. 

(2004) thus argue that practitioners need to apply knowledge and academics need to explore 

how they could disseminate their methods, findings and lessons learnt to practitioners in “clear, 

logical, comprehensible and actionable forms” (p.378). Why practitioners rarely use research 

is attributed to how journals report on findings from research studies (Rynes & Bartunek, 

2017), which is not accessible to practitioners.  

 

Practitioners assert that research is difficult to access (Tranfield et al., 2004). The application 

of research and how knowledge is transferred to practitioners is an issue that researchers need 

to understand according to Rynes et al. (2007; 2002). Rynes et al. (2002) also assert that 

researchers should disseminate their findings in ways that are accessible to practitioners. The 

argument is that the form that knowledge is produced is not accessible to practitioners in their 

context (Tranfield et al., 2004). As with the “lost before translation” problem, the “lost in 

translation” (Shapiro et al., 2007; p.249) problem is also riddled by academic jargon and 

statistical analysis which serve as barriers to practitioners using research findings (Rynes et al., 

2002). Bartunek and Rynes (2010) indicate that the level at which the articles are written is 

inappropriate for many managers to access. This is supported by Bansal et al. (2012) who found 

that in certain areas such as business sustainability, research was either irrelevant or 

inaccessible to practitioners.  Leung and Bartunek (2012) suggest solutions for academics to 

overcome the lost in translation problem by using evidence-based practice, developing 

managerial skills and using communication that is accessible to practitioners when 

communicating scholarly evidence from research. Writing from a practitioner’s perspective, 

Vosburgh (2017) indicates that published management research about leadership, performance 

management and talent management are of value to practitioners and have been used by HR 

managers. In the field of HR, Vosburgh (2017) argues that the possibility exists for managers 

to operate using evidence-based principles. 

 

2.2.2 Practitioner Paradigm  

Managers are required to make decisions in the context in which they operate. Using findings 

from research are not incentivised and managers are not always able to gain access to rigorous 

and relevant research. These issues are examined further in this section based on practitioners’ 

perspectives. 



18 
 

2.2.2.1 Decision-making 

 

The ability to solve organisational problems in an actionable manner is important to 

practitioners. Management practitioners are required to lower costs, increase their market 

share, productivity and revenue (McNatt et al., 2010). In order to meet these performance-

based requirements, their focus is on resources, accomplishing tasks and legal issues which 

McNatt et al. (2010) argue are not dealt with in academic literature. Performance management 

targets also do not reward managers for using academic literature and findings from research. 

It is thus not surprising that Kieser and Leiner (2009) argue that practitioners’ day-to-day 

decision-making is not based on a reflective analysis of situations but rather on subjective 

models of action, which are grounded in past experience. Evidence from research is used less 

frequently in management decision-making and Cruz (2020) however argues that the technical 

nature of academic research creates barriers for managers to use research findings. Managers 

also do not consider the difference between scientific research-based decision-making and 

intuitive decision-making (Kieser & Leiner, 2009). Management decisions are thus not really 

supported by research (Tranfield, 2004).  

 

Time constitutes an important aspect to practitioners in the practitioner paradigm. Vosburgh 

(2017) argues that practitioners operate in a context that requires immediate responses to 

problems and quarterly reporting on outputs. The reality is that managers encounter problems 

that need to be solved almost immediately. The academics’ perspective that favours long-term 

timeframes, is not practical for practitioners. Decisions made in organisations are time bound 

and made with a timeframe in mind. Short-term timeframes are valued and where longer 

timeframes are agreed, they are always specified. Long-term time frames of between two and 

five years and short-term timeframes of one and two years, are set by mid-level executives 

(Zaccaro & Banks, 2004). Lower-level managers usually work on one week or one year 

according to Zacarro and Banks (2004). Understanding how research findings inform day-to-

day operations is dependent on time, which practitioners regard as a luxury in the corporate 

sector. Time is also an issue when using evidence in decision-making (Cruz, 2020; Leung & 

Bartunek, 2012; McCormick, 2010). As such, practitioners do not learn from academic’s 

research and academics also do not get opportunities to learn from practitioners (Leung & 

Bartunek, 2012). 

 

2.2.2.2 Access to research 

 

Some management practitioners in industry operate in non-academic contexts, which are not 

conducive to research or accessing research. Van de Ven and Johnson (2007) thus argue that 

practitioners are not aware of relevant research, they also do not conduct research and in 

addition, they do not make a theoretical contribution to practice. Practitioners are thus regarded 

as consumers of knowledge rather than producers of knowledge (Cook & Elwell, 2014; Briner, 

2013; Bansal et al., 2012; Baba & HakemZadeh, 2012; Briner & Rousseau, 2011). This 
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assertion has led McNatt et al. (2010) to argue that managers underperform because they do 

not use findings from research. However, a counter argument is that practitioners are sceptical 

of research and consequently do not use research (Rynes & Bartunek, 2017). Practitioners also 

do not trust research findings because research findings are viewed as being inconsistent and 

context dependent (De Frutos-Belizón et al., 2019). In support of this, Bansal et al. (2012) 

argue that research is contextual and subject to constant change. Rynes et al. (2002) further 

highlight that practitioners assert that research is narrow and based on single-sided approaches. 

This perception has led Bansal et al. (2012) to affirm that research has a narrow focus and does 

not live up to practitioner needs. Management research is thus criticised for its limited 

relevance to practitioners (De Frutos-Belizón et al., 2019). 

 

 

Practitioners also do not read academic journals, they are more likely to read more applicable, 

accessible, management books which are less abstract, written in a familiar language style and 

easily understandable (Briner, 2013; Baba & HakemZadeh, 2012; Leung & Bartunek, 2012). 

Another barrier is that practitioners cannot access academic journals but are able to gain access 

to Business Horizons or the Harvard Business Review much more easily (Leung & Bartunek, 

2012). Leung and Bartunek (2012) argue that the focus of journal articles is not usually on 

implications for practice or application to the daily lives of practitioners and if it is included, it 

is “added as an afterthought” (p.166). Although literature such as the Harvard Business Review 

are aimed at practitioners, Leung and Bartunek (2012) argue that the focus is not on rigour 

related to methodology or analysis of the evidence for practices which are recommended to 

improve practice. Journal articles also take time to be published and practitioners need to 

address immediate managerial problems based on “current and relevant” literature (Leung & 

Bartunek, 2012, p.166).  Relying on experience based on past managerial encounters thus forms 

a strong base upon which practitioners make decisions (Leung & Bartunek, 2012). In addition, 

databases are not accessible to practitioners who do not work in universities (Briner, 2014). 

Leung and Bartunek (2012) further argue that management scholars are not concerned about 

practice. Management research that is relevant to practitioners is consequently perceived as 

being irrelevant to academics (Bansal et al., 2012). Irrespective of the attention to practice by 

researchers, Tranfield et al. (2004) argue that practitioners need to use knowledge in their 

practice and understand the processes involved in organisational change.  

 

 

Counter arguments are provided for why practitioners do not use findings from research. De 

Frutos-Belizón et al. (2019) argue that practitioners lack interest in research findings. In the 

absence of using research findings, Rynes et al. (2007) argue that practitioners consult other 

practitioners in the first instance. Rynes et al. (2007) also note that practitioners are more likely 

to consult management consultants and journalist rather than academics, to solve their 

management problems. The reason for this is that consultants and the popular press are readily 

available to assist with management problems. However, they do so based on experience and 

books that they have published, which have not been subjected to rigorous academic review 

(Briner, 2013). Managers buy books and co-opt and spend exorbitant amounts on consultants, 

because consultants “state their opinions in powerful, certain, guaranteeing ways” (McNatt et 
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al., 2010, p.109). Academics however, use tentative carefully worded language to present their 

findings and recommendations. The scope of academics’ research is also narrow (Parmentier 

Cajaiba, 2012; Briner et al., 2009). McNatt et al. (2010) argue that academics do not inspire 

confidence in the same way that consultants do. De Frutos-Belizón et al. (2019) thus argue that 

practitioners would be less likely to consult academics to solve their management problems 

because research is not regarded as being relevant for practice. It should however be noted that 

this may differ depending on the country within which a university is located and in some 

instances academics are much more involved in the corporate (business) and government sector 

as well as at a regional level (Arbo & Benneworth, 2007). In an empirical study, Bansal et al. 

(2012) found that practitioners valued fellow practitioner’s presentations which focused on 

context, although the academic’s perceptions of these presentations was that they lacked rigour 

and substantive content. Practitioners were also more appreciative of presentations made by 

consultants (Bansal et al., 2012). Practitioners have also expressed a preference for “guides” 

and “tools” (Bansal et al., 2012, p.79) as opposed to research findings. Nevertheless, Rynes et 

al. (2007) maintain that research needs to support practice.  

 

Management education has traditionally not incorporated how to use research findings in 

practice in the curriculum (Briner & Walshe, 2014; Briner & Rousseau, 2011). As such, how 

to use academic literature in practice has not been a central focus in the management curriculum 

(Barends & Rousseau, 2018; Briner, 2013; Leung & Bartunek, 2012). Young (2002) argues 

that managers are able to advance in their careers and become successful without undergoing 

management training. People who become managers thus do not necessarily have formal 

training in management and many managers do not have formal qualifications (Rynes et al., 

2007). In addition, not all managers are trained in universities and there is no advantage accrued 

to those who have management education from business schools (Learmonth & Harding, 

2006). Managerial skills are often learned through experience (Barends & Rousseau, 2018; 

Briner, 2013; Leung & Bartunek, 2012). Those who teach at business schools may be employed 

for their knowledge in the business field rather than their scholarly prowess, which may make 

them prone to a reliance on practitioner literature (Leung & Bartunek, 2012). Managers also 

do not need to register with statutory professional bodies or obtain a license to practice. There 

are thus circumstances that mitigate against practitioners using research in their practice and 

instead promote the use of experience, consultants and non-academic research. Since 

management related evidence is obtained from research findings it can be acquired through 

formal education where modules in EBM are taught as part of the management curriculum 

(Rynes et al. 2007). Evidence-based management is also not explicitly taught as a course in all 

business schools or schools of management as a means to entrench EBM in organisations with 

the aim of influencing the decision-making process. Some researchers advocate for educators 

to include EBM in the courses that they teach (Barends et al. 2012a; Pfeffer & Sutton, 2007; 

Rousseau & McCarthy, 2007; Rynes, Giluk & Brown, 2007; Rynes, Bartunek & Daft, 2001). 

A study by Charlier et al. (2011) focused on the extent to which management courses in the 

master of business administration (MBA) in the United States, included reference to EBM in 

their curricula. This study by Charlier et al. (2011) found that only 26% of courses in the MBA 
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focused on evidence from research in the syllabus and that only a few courses mentioned the 

importance of using evidence from research in management practices. If adopted in the 

curriculum, EBM could serve as an integral component of the curriculum and an outcome of a 

management degree. Students would then be taught how to use EBM in practice. Management 

education and development programmes would thus be able to benefit from incorporating the 

practical use of evidence in decision-making in their curricula (Cruz, 2020; Wright et al., 2016).  

 

2.2.3 Rationale for a Paradigm Shift 

 

The academic and practitioner paradigms highlight paradoxical tensions within the paradigms, 

which mitigate against using findings from research in practice. Academics thus have a sense 

of belonging in their context and management practitioners have a sense of belong in their 

context. Bansal et al. (2012) argue that academics in universities and practitioners in 

organisations differ in terms of context. These different contexts then serve as two separate 

worlds of belonging (Empson, 2013). Due to the separate worlds in which practitioners and 

academics operate in, networking seldom happens. The network links between scholars and 

practitioners do not have strong nodes and rarely overlap (Leung & Bartunek, 2012). 

Academics and practitioners do not always attend the same annual conferences, which would 

foster such learning opportunities. This creates a divide between academics who are the 

researchers producing research and practitioners who are the managers who use findings from 

research. Briner and Rousseau (2011) provide an example from the field of industrial and 

organisational psychology where there seems to be very little interaction between academics 

and practitioners in journals, with very few practitioner opportunities for research and 

publication.  However, attempts are being made to foster interaction and knowledge exchange 

through activities such as conferences and seminars aimed at including management 

practitioners.  

 

The academic and the practitioner paradigms are limited in that they only address their own 

perspectives (McNatt et al., 2010). However, management issues are of concern to both 

practitioners and academics although they have different world views and the paradigms that 

they follow differs (McNatt et al., 2010; Rynes et al., 2002). There are no imperatives or 

incentives for management practitioners and academics to work together (Briner, 2013; McNatt 

et al., 2010 Rynes et al., 2002). The differences are irreconcilable according to McNatt et al. 

(2010) and Kieser and Leiner (2009). Management academics and management practitioners 

operate in separate spheres, the university environment and the corporate sector. The world 

that managers in universities operate in remains an unexplored area in the R-P divide. 

Nevertheless, the two worlds (academia and practice) consequently perpetuate the divide. 

There is thus a need for reconciliation between the academic and practitioner paradigms 

(McNatt et al., 2010). Changes are required on the part of academics and practitioners. The 

academic and the practitioner paradigms are divergent which has perpetuated the divide. 

McNatt et al. (2010) stresses the need for a new paradigm to bridge the R-P divide rather than 
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closing it. The application of scholarly research to practice is what Leung and Bartunek (2012) 

argue for when they contend that scholarly research should have practical application. 

Awareness by academics that research findings need to translate into application in practice is 

essential (Tranfield et al., 2004). Leung and Bartunek (2012) argue that very little ethnographic 

research or consulting is done by scholars. Practices in the two different worlds thus remain 

unaffected by each other. McNatt et al. (2010) contends that academics have vested interest in 

their paradigm which inhibits change. Markides (2007) further indicates that the divide is 

increasing. On the sceptical side, Dipboye (2007) argues that the two separate worlds cannot 

combine. In support, Van de Ven & Johnson (2007) argue that the divide should not be closed 

because it enables practitioners to find solution to their problems without relying on academics. 

In contrast, McNatt et al. (2010) see value in having the divide but suggest that the R-P divide 

should be bridged. Bansal et al. (2012) are in agreement that the divide should be bridged but 

acknowledge that it is a challenge. Bartunek and Rynes (2014) thus contend that the R-P divide 

is not dichotomous and can be used to build theory and promote research. Bartunek and Rynes 

(2007) have also attempted to create a connection by not taking sides but rather acknowledging 

the separate worlds of academics and practitioners. Despite this, Bartunek and Rynes (2014) 

argue that theory building could result from differences between academics and practitioners 

if there is an understanding of the differences related to interests, timeframes, communication 

styles and logic. A different paradigm is thus required.   

 

The current paradigms are limiting and prevent any paradigm shift (Markides, 2007). Rynes et 

al. (2001) argue that the R-P divide will remain due to differences between management 

practitioners and academics. McNatt et al. (2010) argue that one view of the world of 

management is required. What this implies is that the same questions need to be asked using 

the same methodology in order to propose relevant answers to both practitioners and 

academics. This is imperative because the “academic paradigm does not suite the practitioner’s 

reality” (McNatt et al., 2010, p.102.) and the practitioner’s paradigm is not rigorous enough for 

academics. Hodgkinson (2011) contends that practical problem solving and years of experience 

as a practitioner can be combined with scientific investigations. As an alternative, the 

pracademic paradigm is explored in the section that follows. 

 

2.2.4 Pracademic Paradigm 

 

McNatt et al. (2010) propose a new paradigm in the form of a pracademic or applied academic 

paradigm to span across the academic and practitioner paradigms. The application of theory to 

solve real-world management problems is at the forefront of this paradigm because it attempts 

to “provide upper-level education to the masses and generate knowledge to address questions 

and problems of society” (McNatt et al., 2010, p.111). In this manner managers are in a position 

to use expertise to solve fellow practitioners’ problems as suggested by Van de Ven (2007). 

The pracademic paradigm is thus proposed as an alternative to bridge the R-P divide. The 

pracademic paradigm highlights the usefulness of research to solve practical problems in the 
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world of work (McNatt et al., 2010; Hollenbeck, DeRue & Guzzo, 2004; Rynes et al., 2002). 

McNatt et al. (2010) argue that the pracademic should be able to understand problems 

experienced in management practice and use theory and in some cases consulting opportunities 

as a basis for decision-making. Unlike the academic or practitioner paradigms, the pracademic 

paradigm stresses the appropriateness of time rather than focusing on timeframes. Evidence-

based ideas form the basis of any truth claims, which should increase productivity and 

contribute to the body of evidence-based knowledge (McNatt et al., 2010). Theories that have 

been scientifically tested and are of practical value are considered to be the basis for practice. 

The pracademic paradigm is also flexible enough to address the concerns of both practitioners 

and academics (McNatt et al., 2010). Table 2.1 provides a comparison between the three 

paradigms. 

 

Table 2. 1: Comparison of paradigms (McNatt et al., 2010, p.117-118). 

Area Academic Pracademic Practice 

Knowing/Doing 

Orientation 

Knowing is important. 

Understanding the 

theoretical basis of a 

problem has value 

even if no solution is 

forthcoming. 

Knowledge should 

lead to an 

understanding of the 

problem and an 

effective, theoretically 

based decision. 

Action is important. It 

may not be based on a 

thorough identification 

of problem or sound 

theory. 

Time Focus Longer-term As appropriate Short-term 

Truth Finding the truth is 

very important. Sound 

theoretical 

development and 

statistical significance 

will lead to truth. 

Real-world benefit is 

not important. 

Evidence-based ideas 

are used where 

possible but truth may 

be non-existent. 

Satisficing is 

acceptable. 

May not be relevant. 

Truth is determined by 

popularity or what has 

worked (or not done 

too much harm) in the 

past. 

Consequences for 

Failing 

Tenure provides job 

security. Failure 

means not publishing 

as opposed to not 

helping solve real-

world problems. 

Failure results in not 

being rehired so may 

have to find new 

client. 

Failure may result in 

being fired. 

Rewards Mostly intrinsic 

rewards. Recognition 

by peers for having 

new theory published 

in top-tier journal.  

A combination of 

intrinsic and extrinsic 

rewards. Satisfaction 

from solving a 

problem using sound 

Mostly extrinsic 

rewards. Substantial 

financial rewards for 

reaching goals, 

especially if a pay-for-
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theory and additional 

consulting 

opportunities. 

performance system is 

used. 

Contributions New knowledge or 

refining old 

knowledge. 

Adds to body of 

evidence-based 

knowledge and helps 

client be more 

productive. 

Increased efficiency, 

productivity, profits, 

etc. 

 

A scientist-practitioner model is proposed by Rynes and Bartunek (2017) where professionals 

such as industrial and organisational psychologists, for example, are trained as researchers and 

practitioners. Kieser and Leiner (2009) advocate for facilitators as a solution because these 

facilitators would be able to speak the language of practice and science and more importantly 

transfer schemas between the research and practitioner contexts. The facilitators’ focus would 

be to “recognize and transmit implications of scientific analysis for practical problems not 

implications for practice as constructed by researchers” (Kieser & Leiner, 2009, p.528). Bansal 

et al. (2012) also see value in people who are able to acquire the skills to act as mediators 

between the world of practice and the world of academia. Kieser and Leiner (2009) term these 

people “bi-lingual” or “bicompetent” facilitators (p.528) and Gulati (2007), refer to them as 

“bilingual interpreters” (p.780). Along the same lines, McNatt et al. (2010) advocate for the 

“pracademicians” or “pracademics” (p.117) to bridge the R-P divide (see Figure 2.1). Managers 

who bridge the R-P divide and facilitate evidence-based decisions are also referred to as 

knowledge brokers by Cruz (2020). Thayer et al. (2011) are somewhat more practical and 

highlight specialisation and change as obstacles to having practitioner and research skills in 

one person. In support, Kieser and Leiner (2009) argue for two separate worlds in which 

managers and academics operate. In contrast, Rynes and Bartunek (2017) argue that there is no 

reason why managerial and research skills cannot be embodied in one person. If practitioners 

combine scientific evidence (findings from research) with management experience and 

undertake practical investigations that are underpinned by scientific studies, they will be able 

to address practical problems (Rynes & Bartunek, 2017). However, managers who are able to 

understand the language of academics and practitioners and are able to bridge the divide in the 

context of a university have not been the focus of previous research. 

 

The criteria for a pracademic is that the person should be a management practitioner with 

competencies in research and who is able to use finding from research to improve management 

practices (McNatt et al., 2010). Pracademics with masters or PhDs in management for example 

would then be able to identify relevant science concepts and theories and provide 

interpretations that fellow practitioners would find inspiring. A formal education is also a 

recommendation to bridge the R-P divide (Tranfield et al., 2004). Critical reflection is a 

criterion for scientific knowledge according to Kieser and Leiner (2009) and there is however, 

no reason why pracademics cannot produce critical reflections and generate knowledge. Rynes 
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and Bartunek (2017) acknowledge that it is not a common occurrence for these criteria to be 

found in one person because practitioners rarely possess research skills and as such do not solve 

real-world problems using scientific/research methods and findings. The separate worlds 

require distinct competencies where academics have research competence and practitioners 

have managerial expertise gained from experience. However, the pracademic needs to acquire 

research skills and more importantly be able to use research findings to improve management 

practices. Within the R-P divide, the aspect of combining practitioner and research skills in one 

individual is thus a gap that needs to be explored further.   

 

 

Figure 2. 1: The Pracademic paradigm (McNatt et al., 2010, p.117-118). 

 

As a new paradigm, the pracademic paradigm requires legitimisation (McNatt et al., 2010). 

Leadership in universities need to see the value of addressing real-world problems confronted 

by practitioners. Universities could assist by rewarding research in the practice of management 

to the same extent that they value theoretical research. Practitioners are not a homogenous 

group, their industries, organisational size and positions are just some of the differences 

(McNatt et al. 2010). Pracademics could be both academics and managers and as such, 

promotion and probation of academics and practitioners should include contributions to 

practice in addition to any consultative work. McNatt et al. (2010) suggest the involvement of 

professional bodies as an integral component of the legitimisation process.  
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Bartunek and Rynes (2014) note increased research in the R-P divide with a focus in the 

literature on essays and what may be described as perspective pieces. Empirical papers have 

also been published in the British Journal of Management and Academy of Management 

Journal for example. However, Rynes and Bartunek (2017) still view empirical papers as an 

area that needs further investigation. In the field of management, empirical studies related to 

the R-P divide are largely drawn from the field of HR (Rynes et al., 2007). Those writing in 

the R-P divide (Cruz, 2020; De Frutos-Belizón et al., 2019; Rynes & Bartunek, 2017; Bartunek 

& Rynes, 2014; Dipboye, 2014; Bansal et al., 2012; McNatt et al., 2010; Hodgkinson & 

Rousseau, 2009) argue that the divide can be bridged despite arguments for maintaining the 

divide (Van de Ven & Johnson, 2007). The R-P divide is still an issue because it maintains the 

separate worlds of academics and practitioners as well as traditional ways of practice. Scientific 

knowledge and its relevance to practice remains a problem (Rynes & Bartunek, 2017; Bartunek 

& Rynes, 2014; Rynes et al., 2002; Tranfield et al., 2004; Pfeffer & Sutton, 2000). Training 

pracademics is seen as a noble pursuit by Bansal et al. (2012). Training in methodology and 

theory allows practitioners to produce scientific knowledge or to collaborate and produce 

scientific knowledge together with academics. This creates possibilities for universities to offer 

programmes to equip management students to apply theoretical knowledge and develop EBM 

skills to improve organisations. Universities would need to retain their curricula focus on 

theory “knowing” but include an emphasis on “doing” (McNatt et al., 2010, p.112), which is 

the application of management theory to solve problems confronted by management 

practitioners. Application oriented pedagogy would thus be required. Tranfield et al. (2004) 

argue for a reliable methodology for the uptake of knowledge by practitioners to solve real-

world problems. Various approaches are proposed as solutions in the literature to bridge the R-

P divide, to which I now turn.  

 

2.3 SOLUTIONS TO THE R-P DIVIDE 

Various solutions have been put forward to bridge the R-P divide. These solutions can be 

broadly categorised into suggestions to undertake collaborative research by co-producing 

knowledge and engaging in scholarship. A combination of collaborative and individual efforts 

to solve the R-P divide are proposed to solve the R-P divide.  

 

2.3.1 Collaborative Research 

Collaborative research (Kieser & Leiner, 2009) is viewed as a solution to address the R-P divide 

because it is envisaged that it could improve the utility and relevance of management research 

and enable organisational development (Tranfield et al., 2004). Banks et al. (2016) argue that 

there are two forms of research in the field of management, theoretical and applied research. 

Collaborative research as suggested in the literature focuses on applied research. Applied 

research has also been referred to as boundary-crossing (Broekkamp & van Hout-Wolters, 

2007), close-to-practice research (Barends et al., 2014) and practice-oriented research (Kieser 
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& Leiner, 2009). Applied research makes room for applying research findings to real-world 

problems (Tranfield et al., 2004). Broekkamp and van Hout-Wolters (2007) argue that 

boundary-crossing practice is able to bridge the divide between research and practice and form 

links between research knowledge and professional knowledge. Vosburgh (2017) thus notes 

that there is a place for applied research in management research. Various methodologies for 

collaborative research are recommended that propose joint research such as the co-production 

model (Vosburgh, 2017; Broekkamp & van Hout-Wolters, 2007; Tranfield et al., 2004), and 

scholarship (Van de Ven & Johnson, 2007).  

 

2.3.1.1 Co-production model  

 

The co-production model of knowledge creation and transfer is proposed by Tranfield et al. 

(2004) and asserts that in the knowledge economy, knowledge must inform and transform 

management practice. Although the majority of research is produced by academics, the R-P 

divide is seen as a knowledge production problem that can be solved by collaborative joint 

research efforts between academics and practitioners. In order to address the R-P divide, 

Barends et al. (2014) suggest collaboration between academics and practitioners on research.  

The R-P divide could thus benefit from practitioners and academics co-creating research 

findings (Rynes & Bartunek, 2017). Rynes and Bartunek (2017) argue for mutual learning and 

respecting each other’s roles with an emphasis on the differentiation of roles, rather than the 

model where one person performs both roles. Bansal et al. (2012) argue that both academics 

and researchers express an interest in constructive interaction. In collaborative research, each 

side must become more involved in the other sides work (Bansal et al., 2012).   

 

Mutual benefit is the outcome of collaborative research between academics and practitioners. 

Amabile et al. (2001) contend that collaborative academic-practitioner research can be 

beneficial to all parties involved. Van de Ven and Johnson (2007) contend that scientific 

knowledge is the output of collaboration between academic and practitioners, with academics 

in control of the process. Mohrman et al. (2001) thus acknowledge that collaborative research 

is grounded in the academic community. However, Kieser and Leiner (2009) argue that 

collaborative knowledge production is produced outside the university. This may not always 

be the case since at least one collaborator could be an academic in a university. Whether a 

collaboration with academics in control of the research process is true collaboration, is 

questionable since the nature of collaboration is unequal. Van de Ven and Johnson (2006) argue 

that knowledge should be implemented in practice. Mohrman et al. (2001) conducted an 

empirical study that focused on practitioners’ perceived usefulness of research. They found 

that in 10 companies that were undergoing change, practitioners found research useful when it 

was jointly interpreted by researchers and practitioners (Mohrman et al., 2001). Practitioners 

also welcomed being able to self-design actions based on findings (Mohrman et al., 2001).   
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The nature of knowledge changes as it is adopted and appropriated in different context. Kieser 

and Leiner (2009) thus argue that practitioners understand praxis problems differently to 

researchers and are not familiar with research methods and theories. One recommendation is 

that researchers should reconsider how they formulate their research questions and instead of 

deriving questions from research literature, they should formulate questions from practice 

(Kieser & Leiner, 2009). This involves starting with a practice-based problem then searching 

the literature to assess the available evidence (Broekkamp & van Hout-Wolters, 2007). No 

relevant empirical management research has been found to support this in industry or in 

universities. Kieser and Leiner (2009), argue that collaboratively produced research by 

practitioners and researchers is not a viable option. This view is challenged by Avenier and 

Parmentier Cajaiba (2012), who argue that research questions can address academic and 

practitioner interests. In collaborative research, knowledge of the underlying assumptions and 

problems needs to be stated, in order to address the correct problem (Leung & Bartunek, 2012; 

Rousseau & McCarthy, 2007). Jointly produced research that focuses on the results of research 

rather than on the process and difficulties of collaborative research could not be found by 

Kieser and Leiner (2009). More recently however, Banks et al. (2016) reported on the initial 

challenges they encountered working with practitioners to co-produce research, such as the 

perception of researchers not being as credible as consultants, the framing of research questions 

and the request by practitioners for guidelines rather than research findings. The reality is that 

collaborative research is in its infancy stages and requires theoretical and methodological input 

(Kieser & Leiner, 2009; Van de Ven & Johnson, 2006). According to Van de Ven and Johnson 

(2006), the problem needs to be generalised with new theories to explain phenomena. As such, 

Kieser and Leiner (2009) note that theories of practical use are required in collaborative 

research. Practitioners and academics have different perspectives, which could have an 

influence on the interpretation of the findings and how they are disseminated (Van de Ven & 

Johnson, 2006).  

 

Rigour and relevance is perceived as the outcome of collaborative research (Kieser & Leiner, 

2009; Tranfield, 2004). Kieser and Leiner (2009) use a systems theory perspective to examine 

the rigour-relevance problem in management research. Kieser and Leiner (2009) are sceptical 

about collaborative research and argue that joint outputs are not possible. In contrast, Van de 

Ven and Johnson (2007) argue that the output of collaborative research is scientific text, which 

must appeal to practitioners and build on approved methods and theories. Cook and Elwell 

(2014) argue that collaboration between project implementers, donors and academics 

encourage constructive engagement and provides academics with a better understanding of 

practice. Building on the prospects of collaborative research, Kieser and Leiner (2009) describe 

collaborative initiatives as intervention methods rather than research methods and provide 

examples such as appreciative inquiry, developmental action inquiry, coaching, dynamic 

strategic alignment and a socio-technical approach. More recently, De Frutos-Belizón et al. 

(2019) argue that an interpretative paradigm that uses action research, participatory research or 

design-science research methods could be used to address the rigour-relevance gap in the R-P 

debate. Scholarship has also been proposed to address the R-P divide to which I now turn. 
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2.3.2 Scholarship 

 

Engaged scholarship and relational scholarship are proposed in the literature as EBM 

practices and are investigated further for their contribution to bridge the R-P divide. 

 

2.3.2.1 Engaged scholarship 

 

Engaged scholarship has been proposed as a collaborative solution to the R-P divide (Van de 

Ven & Johnson, 2007). Engaged scholarship is a collaborative mode of inquiry where 

knowledge for action is co-produced through a pluralistic methodology to address real-world 

problems and to advance knowledge (Van de Ven & Johnson, 2007). It is viewed as a means 

to enhance the relevance of research for practice as well as make a contribution to advancing 

research knowledge within specific domains (Van de Ven & Johnson, 2007). Engaged 

scholarship is described by Van de Ven and Johnson (2007) as an “evolutionary realist 

philosophy of science” (p.803). Van de Ven and Johnson (2007) argue that scholarship is 

central to knowledge creation in the field of management and propose engaged scholarship to 

address the knowledge production problem. Engaged scholarship advocates collaboration 

between academics and practitioners (Van de Ven & Johnson, 2007). Information should be 

informed by theory and actioned to produce knowledge for theory and practice (Van de Ven & 

Johnson, 2007). Nevertheless, concerns regarding the relevance and rigour of the scholarship 

produced through this form of scholarship, have been identified (Banks et al., 2016). In the 

engaged scholarship process, academics conduct the research but draw on feedback and advice 

from practitioners. Academics are thus in control of the research process. However, engaged 

scholarship is perceived as a process with an equal power relation where power is shared in 

collaborative teams (Vosburgh, 2017; Van de Ven & Johnson, 2007). 

  

2.3.2.2 Relational scholarship 

 

As a form of collaborative scholarship, engaged scholarship is similar to relational scholarship. 

Bartunek (2007) proposes a “relational scholarship of integration” (p.1324) which argues for 

two solid but separate poles, which represent the academic and practitioner communities. 

Relational scholarship occurs in the interface between research and practice (Bartunek, 2007). 

In this approach, academics work in the practitioner’s space and practitioners work in the 

academic’s space. Bartunek (2007) argues that the aim of relational scholarship is to change 

the interpretations of the practitioner and academic groups. Bartunek (2007) further contends 

that relational scholarship is a mutually beneficial and democratic process with both sides 

contributing separately to research. Research topics are informed by shared interest and new 

structures are proposed to support this form of collaborative research. Academics and 

practitioners thus bridge the R-P divide by moving in and out of each other’s domains. If issues 

of role conflict are resolved, then a pracademic could benefit from relational scholarship. 
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2.3.3 Evidence-Based Practice 

 

Evidence-based approaches have their origin in the 1980s when informed policy and practice 

was requested by the British government (Baba & HakemZadeh, 2012). Whilst various fields 

such as social policy and nursing have entrenched evidence-based practices, Briner and 

Rousseau (2011) argue that most definitions have their origin in medicine. Evidence-based 

practice (EBP) “is a particular approach or more accurately a set of approaches to incorporate 

evidence into practice decisions” (Briner & Rousseau, 2011, p.6). Evidence and expertise 

should interact in a manner where they inform each other. Evidence from research can thus be 

used in conjunction with practitioner’s expertise, since EBP integrates these two aspects.  In 

this manner both scholarly and applied evidence can be used to obtain the best evidence (Spiri 

& MacPhee, 2013; Briner & Rousseau, 2011; Sackett et al., 1996). The Center for Evidence-

Based Management (2021) and Barends et al. (2014), provide a comprehensive definition of 

EBP as, “making decisions through the conscientious, explicit and judicious use of the best 

available evidence from multiple sources by: asking an answerable question; acquiring research 

evidence; appraising the quality of the evidence; aggregating the evidence; applying the 

evidence in decision-making and assessing the outcomes of the previous steps” (Center for 

Evidence-Based Management CEBM, 2021; Barends et al., 2014). Empirical evidence based 

on this, could not be found in the literature. Evidence-based management as an example of 

EBP (Briner et al., 2009) is further elaborated upon in the next sections. 

 

2.4 EVIDENCE-BASED MANAGEMENT: A SOLUTION TO THE R-P DIVIDE  

 

The process of applying an evidence-based approach to the management of organisations began 

in the 1990s (Briner & Walshe, 2015; Briner & Rousseau, 2011; Ledger, 2010; Briner et al., 

2009), in non-medical professions such as education, criminology and government policy 

making. Briner (1998) was the first to suggest that opportunities exist for aspects of evidence-

based medicine to be adapted in organisational psychology. This has spilt over into 

management and ideas from evidence-based medicine are now being explored and applied to 

the practice of management as well (Baba & HakemZadeh, 2012; Rousseau, 2012c; Briner & 

Rousseau, 2011; Briner & Rousseau, 2011; Ledger, 2010; Briner et al., 2009). According to 

Baba and HakemZadeh (2012), the literature on EBM lacks a solid empirical foundation and 

therefore draws on evidence-based medicine. The assumptions upon which EBM are built are 

informed by positivism, with a focus on quantitative studies with an emphasis on randomised 

controlled trials. Kovner (2014) focuses on strategic decision-making in the context of non-

profit organisations and contends that EBM is a process with steps that should be followed in 

order to make informed decisions. This process starts with posing a question that serves as a 

challenge to managers, then finding evidence, which is followed by assuring accuracy, 

applicability and actionability to the point where the best available evidence is produced 

(Kovner 2014). Evidence is viewed by Kovner (2014) as desirable for manages to make 

decisions, provided that the quality of the evidence is assured.  
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The field of evidence-based management (EBM) is fairly new albeit with an identified need to 

narrow the divide between theory and practice in the field of management (Rynes & Bartunek, 

2017; McNatt et al., 2010; Rynes et al., 2001). The R-P divide has provided a historical impetus 

for EBM and Rynes and Bartunek (2017) argue that it highlights the differences between 

research findings and practitioner actions. The aim of organisations is to operate more 

effectively. According to Leung and Bartunek (2012), “the expectation of evidence-based 

management is that scholarly evidence, produced from sound academic research, can help 

managers and their organizations operate more effectively” (Leung & Bartunek, 2012, p.165). 

Evidence is thus a means for managers to use knowledge as opposed to anecdotes and beliefs 

(Leung & Bartunek, 2012; Giluk & Rynes, 2012; Rousseau et al., 2008; Briner et al., 2009; 

Rousseau & McCarthy, 2007; Rynes et al., 2001). The field of EBM uses the concept of 

evidence (Rynes & Bartunek, 2017; Barends & Briner, 2014; Bansal et al., 2012; Briner et al., 

2009) to include findings from research. In addition, EBM is both a collaborative and an 

individual management practice. 

 

 

2.4.1 Definition of Evidence-Based Management 

 

Management practice has only recently embraced EBP. An evidence-based approach to 

decision-making in management dates back to 2005 (Wright et al. 2016) and EBM is an 

example of EBP (Briner et al., 2009). The body of literature on EBP has contributed to the 

knowledge base regarding the benefits of EBM (Briner, 2013; Baba & HakemZadeh, 2012; 

Briner & Rousseau, 2012c; McCormick, 2010). Seminal papers that advocate for EBM include 

those published by Tranfield et al. (2003), Rousseau (2006) and Pfeffer and Sutton (2006). 

Various attempts have been made over the years to define EBM. There has also been a change 

in the definition due to developments that have focussed on the factors, which are essential for 

evidence-based decision-making. Rousseau (2006) defines EBM as, “translating research 

principles based on best evidence into organizational practice” (p.256). Since then, best 

evidence and research principles were highlighted as important (Rynes & Bartunek, 2017). But 

what is implied by best evidence is based on research produced by academics, and even this 

research is not neutral, but rather it is contingent on the perspective informing it. As indicated 

previously, evidence is perceived and constructed differently by academics and practitioners 

due to their separate and different focus and priorities and is an area in the literature that needs 

to be explored further. Rousseau and McCarthy (2007) include ethical concerns in their 

definition and Briner et al. (2009) include the local context and practitioner judgement and 

expertise in their definition.   

 

Rousseau (2012a) focusses on more holistic information and reducing bias by using decision 

aids. Briner et al. (2009) define EBM as “making decisions through the conscientious, explicit, 

and judicious use of four sources of information: practitioner expertise and judgement, 

evidence from the local context, a critical evaluation of the best available research evidence, 
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and the perspectives of those people who might be affected by the decision” (p.19). This 

definition leads us into how decisions are made but does not make explicit what is meant by 

‘best available’ research evidence in a particular context. Baba and HakemZadeh (2012) make 

their contribution by adding that EBM, “is a way to regulate methods of gathering and assessing 

management and business knowledge to produce better standards and guidelines. It is a way of 

steering the marketplace … to achieve a higher quality of business knowledge which has been 

regulated, controlled, evaluated, and therefore considered more reliable” (p.837). What ‘better’ 

means and who defines better are not elaborated upon in this definitions. Better in this 

definition may imply that standards and guidelines already exist, which merely need to be 

subjected to continuous improvement through evaluation. Rousseau (2012c) improved on her 

definition and later formulated a definition of EBM as, “the systematic, evidence-informed 

practice of management, incorporating scientific knowledge in the content and process of 

making decisions” (p.3). Kovner (2014) further proposes that a process team should review the 

evidence for its value as well as its limitations. Briner and Rousseau (2011) thus contend that 

the EBM approach involves integrating and making sense of information that may be 

conflicting and difficult to interpret. Rousseau (2012c) cites an example from the field of HR 

of how evidence was used to manage talent in formulating a vison, in the recruitment and 

motivation processes within an organisation. Although structured interview questions, which 

relate to the job are shown to be good predictors of job performance, Rousseau (2012c) argues 

that managers still make use of unstructured interviews. This highlights that evidence 

considered in isolation is not a guarantee of behavioural change (Kovner, 2014).  

 

2.4.2 Application of Evidence-Based Management 

 

Evidence-based management should lead to organisational effectiveness (Learmonth & 

Harding 2006). Kovner (2014) argues that EBM can be used to facilitate “better decision 

making” (p.418) in organisations. Evidence-based management guides the process of 

reviewing and synthesizing research to inform practice (Briner et al., 2009). As a consequence, 

EBM can be used to make research relevant for practice. Evidence-based management is thus 

advocated as a means to pose answerable questions, which will lead to desired outcomes in an 

organisation. However, there is a gap in the literature because practitioners’ perspectives on 

this could not be found in the literature. Rousseau (2012c) argues that practice-oriented 

research should be conducted to inform practice since it makes scientific knowledge available 

to practitioners to find solutions to practical problems and facilitates the implementation as 

well as mitigates challenges to implementation. Nevertheless, Briner and Rousseau (2011) 

argue that evidence is a work in progress since information is continuously being refined. Based 

on a survey they conducted, Briner and Rousseau (2011) argue that practice-relevant research 

is minimal and that solving practical issues is addressed by practitioners before it is researched 

by academic staff (Briner & Rousseau, 2011). Managers as practitioners should thus conduct 

research in the interface between research and practice, however concerns are raised by Briner 

and Rousseau (2011) regarding how evidence could inform practice. Briner et al. (2009) argue 

that knowledge constantly evolves. As such, Briner and Rousseau (2011) argue that “evidence-
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based practice had evolved as a way of identifying and developing techniques and processes 

that practitioners could use to incorporate evidence from various sources into their everyday 

work” (p.5). The pracademic is thus ideally suited to bridging the R-P divide using EBM 

according to McNatt et al. (2010). Conducting research in the interface between research and 

practice is thus an area in the literature that needs to be explored further.  

 

2.4.3 Sources of Evidence 

 

Both qualitative and quantitative sources of evidence can be drawn upon in EBM. However, 

the use of evidence from research to inform management practices is not common, even though 

decision-making lies at the heart of managerial operations. Theorists assert that managers do 

not use evidence in the form of findings from research (Cruz, 2020; Baba & HakemZadeh, 

2012; Rousseau, 2012c; Briner et al., 2009). The concept of EBM is new (Baba & 

HakemZadeh, 2012), but Rousseau (2012c) argues that the incorporation of research into 

practice is well established in the literature. Evidence-based management is thus able to draw 

on applied research, which contributes to practice (Vosburg, 2017). However, EBM has not 

been taken up in practice due to resistance from academics and practitioners (Baba & 

HakemZadeh, 2012, Rousseau, 2012c; McNatt et al., 2010; Briner et al., 2009). The research 

produced by academics is also not used or applied to inform management decisions as 

frequently as it could be and there are very few incentives for managers to apply research in 

their daily decisions-making practices (Rynes & Bartunek, 2017; Briner, 2013; Leung & 

Bartunek, 2012; Rousseau, 2012c; Briner et al., 2009). Consequently, EBM is rarely influenced 

by research. The pertinent question is: why are management decisions not based on research 

findings? In practice, managers are required to produce results and often make decisions under 

pressure based on the information that they have at their disposal (Briner, 2013; Baba & 

HakemZadeh, 2012). The problem is that managers employ practices that are not always 

supported by evidence and they also do not use the best available evidence from scientific 

research (Briner, 2013; Rousseau, 2012c). The assertion is thus made that managers base their 

decisions on management books, traditional beliefs, a preference for good news, context, 

expertise, experience, and advice from consultants (Rynes & Bartunek, 2017; Briner, 2013; 

Baba & HakemZadeh, 2012). This may be the case since managers and consultants may not 

make explicit reference to the long-term research upon which their solutions are based. An 

example of this is the Myers Biggs personality tests that are commonly used in HR assessment 

centres in organisations, which are based on research in the field of psychology. While 

reference is made to these test, it is rarely made explicit that the tests are underpinned by 

research. Nevertheless, sources of evidence available to managers include, past experiences, 

gut feelings, out-dated information and individual observations (Briner, 2013; Baba & 

HakemZadeh, 2012). Briner (2013) and Pfeffer and Sutton (2006) are in agreement that 

managers rely on their experience, their skills, anecdotes and information gathered from non-

academic sources. Decisions based on these sources of evidence are problematic since they are 

poorly informed, have an influence on the future directions of an organisation and they also 

have the potential to waste scarce resources (Baba & HakemZadeh, 2012).   
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Decisions made by managers are derived from personal experience and weak evidence with a 

reliance on personal judgement, which manifests the unpopularity of EBM amongst managers 

together with the mistrust of science (Baba & HakemZadeh, 2012; Rousseau, 2012c; Briner et 

al., 2009). Briner (2013) argues that the problem of managers’ not using evidence from research 

in their decision-making cannot be reduced to a single problem and considers it to be a 

combination of interlinked problems which are articulated as: a) the research produced by 

academics is not used or applied to inform decisions as frequently as it could be, b) there are 

very few incentives for managers to apply research in their daily decisions/practice, c) 

evidence-based practice is rarely influenced by research and evidence, d) there are limited 

incentives for academics to get involved in applying research, e) practitioners rarely read 

academic journal articles, f) what an effective intervention is, is not based on research which 

informs practice, g) the research agenda is driven by academics not practitioners, h) the 

applicability, quality and relevance of research is questionable and i) practitioners are not 

drawing on the collective wisdom based on research to inform their practice. In agreement, 

Briner and Rousseau (2011) contend that “academics are the ones asking the research questions 

and interpreting the answers” (p.12). This in itself is a concern for practitioners since they are 

not involved in which questions are asked and the solutions proposed to address management 

problems. Rousseau and McCarthy (2007) as well as Rynes et al. (2007) are of the opinion that 

EBM should guide what should be studied and only those issues that academics have identified 

as having consensus on the findings should be studied. However, research is “lost before 

translation” (Shapiro et al., 2007, p.249) often because researchers are not accustomed to 

consulting practitioners in the research designs or the interpretation of their results (Rynes et 

al., 2001). Leung and Bartunek (2012) suggest that academics could move closer to EBM by 

developing managerial skills and using communication that is accessible to practitioners when 

communicating scholarly evidence from research. Dissemination of research findings and 

involvement of managers to allow them to become evidence-based, is thus essential for the 

implementation of EBM in practice.  Briner and Rousseau (2011) argue that managers can 

become more evidence-based by critically evaluating the research evidence, promoting quality 

communication and learning, using practice-oriented evidence and systematic reviews of the 

literature in the field of management. These then form some sources of evidence for managers 

to draw on.   

 

 

2.4.4 Empirical Studies Using Evidence-Based Management 

 

Very few empirical studies have been conducted in EBM. The argument is made that rigorous 

research in EBM should be relevant as well (Briner & Denyer, 2012; Rousseau, 2012b; 

Rousseau et al. 2008). De Frutos-Belizón et al. (2019) argue that the relevance of management 

research for professionals remains an issue. As such, they argue that there is a need for 

empirical studies on the R-P divide (De Frutos-Belizón et al., 2019). This is an important point 

from the literature which serves as a motivation for my study. Daft and Lewin (2008) argue 

that relevance should be addressed as an issue by the academic community not by practitioners. 
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Nevertheless, theory as a basis for decision-making in management practices is limited (Young, 

2002). Rynes and Bartunek (2017) conducted an assessment of EBM and categorised the extant 

literature. Their study indicates that the literature base consists of articles dealing with 

empirical studies (21%), critique/responses (19%), essays / perspective papers (17%) 

introductory/advocacy articles (16%), teaching-related papers (14%), reviews (6%), how-to 

articles (5%) and other articles (2%) (Rynes & Bartunek, 2017). This categorisation gives an 

indication of the field of EBM. The majority of the articles (21%) deal with empirical studies. 

This however, is very low as 80% of the literature is not based on empirical evidence and is 

based on small numbers of interviews where participants report on how they use evidence or 

what factors influence their decision-making (Rynes & Bartunek, 2017). This methodology 

does not meet the criteria of high-quality empirical research identified by Rousseau et al. 

(2008). Rynes and Bartunek (2017) highlight biases and errors in these studies and note that 

this qualitative methodology does not include double-blind randomised controlled trials. There 

seems to be a contradiction in what is required because the purpose of qualitative studies is not 

to produce randomised controlled trials. High-quality studies are viewed as those which include 

randomised controlled trials also known as the ‘gold standard’ of evidence-based research 

(Barends et al., 2014; Tranfield et al., 2003; Young, 2002). This indicates the historical roots 

of EBM in evidence-based medicine as well as a preference in the field of EBM for more 

quantitative studies. Exemplary empirical studies noted by Rynes and Bartunek (2017) include 

examples which are based on randomised control trials and meta-analysis that are able to be 

replicated with the possibility of reliable results. Practice-oriented case studies in EBM that 

focus on the R-P divide with specific reference to collaboration between academics and 

practitioners were regarded as interesting although limitations regarding cause and effect were 

noted by Rynes and Bartunek (2017). Collaborative projects could develop practitioner’s 

research abilities as well as assist them to understand academic arguments, assess the quality 

of research and interpret data (Rynes & Bartunek, 2017). Bartunek and Rynes (2014) suggest 

that there is a need for empirical studies on the R-P divide, which focuses on practitioners’ 

perspectives. This is a gap in the literature which this study will address. 

 

Qualitative research approaches can be used to contribute to theory and practice using EBM. 

The literature indicates that the majority of articles use a qualitative methodology (Rynes & 

Bartunek, 2017; Briner & Walshe, 2015; Barends et al., 2014; Barends & Briner, 2014; Briner 

& Walshe, 2014; Kovner, 2014; Briner, 2013; Spiri, 2013; Baba & HakemZadeh, 2012; Briner 

& Denyer, 2012; Bryman, 2012; Rousseau, 2012a; Rousseau, 2012b; Rousseau, 2012c; Briner 

& Rousseau, 2011; McCormick, 2010; Briner et al., 2009; Learmonth & Harding, 2006; 

Young, 2002; Briner, 1998; Ozcan & Smith, 1998; Sackett et al., 1996). More recently, a book 

was published by Barends and Rousseau (2018) on how to use evidence to make better 

decisions. Young (2002) thus argues that the application of EBM in the field of management 

is developing. The emphasis on quantitative criteria for high-quality evidence in the field of 

EBM and the reality based on qualitative publications, indicates a disjuncture. Rynes and 

Bartunek’s (2017) critique of the literature thus revolves around methodology, epistemology, 

political issues and the scholarly research base upon which EBM draws. Quasi-experimental 
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designs are also viewed as a means of diversifying the research methodologies used in EBM 

(Rynes & Bartunek, 2017). However, the methodology chosen should be appropriate for the 

study that is undertaken.   

 

2.4.5 Critique of Evidence-Based Management 

 

The definition of EBM is problematic because it does not make explicit what constitutes the 

best available evidence upon which to make decisions. The best available evidence in the 

context of an organisation could either be anecdotal or based on an internet search. According 

to Briner et al. (2009), better evidence leads to better decisions. Nevertheless, the term evidence 

used in decision-making highlights the caution that should be applied by attributing evidence 

as the sole basis upon which to base management decision-making. Other considerations 

include pragmatic considerations (Learmonth & Harding, 2006). The use of evidence is 

purported as increasing the “rationality and thus the effectiveness of managers’ decisions” 

(Learmonth & Harding 2006, p.246).  Ozcan and Smith (1998) argue that using evidence is not 

a science with laws that can be used universally. Organisational realities are thus important and 

it is consequently advisable to use heterogeneous forms of evidence. However, evidence is not 

neutral. Learmonth and Harding (2006) argue that evidence is constructed in how we engage 

with the world.  

 

Challenges experienced in the early days of evidence-based medicine parallel those 

experienced in the development of EBM today (Kovner, 2014; Barends et al., 2012b). Some 

of these challenges relate to establishing EBP and convincing practitioners of its benefits. How 

widely evidence-based medicine is recognised, how it has been perceived and whether it was 

achievable in healthcare (Young, 2002), were challenges, which needed to be addressed. 

Ledger (2010) argues that general practitioners in medicine are more likely to use evidence 

from a trusted community of practice than formal knowledge resources. This has also been 

noted as an occurrence in the field of management (Baba & HakemZadeh, 2012; McCormick, 

2010; Briner et al., 2009). Management practices are also more complex and the decision-

making process is more complex than in medicine. In the field of management, disagreement 

occurs about various issues, what constitutes evidence and what counts as a problem 

(Learmonth & Harding, 2006). Learmonth and Harding (2006) thus argue that these are not 

technical issues and therefore not subject to the same uptake as evidence-based medicine. 

However, Rousseau (2006) assumes that organisations and management could benefit from the 

application of research principles. What the key research questions in management are and how 

to best address them, are challenges faced in management as opposed to medicine (Rousseau 

2012a). Since evidence-based medicine is well established it begs the question regarding 

whether and what management can learn from evidence-based medicine. Medicine is a 

profession with an agreed upon knowledge base and professional standards which practitioners 

need to meet in order to practice. Fields in the Sciences tend to produce cumulative, replicable 

and reliable knowledge, which is not the case in management according to Rynes and Bartunek 
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(2017). However, Briner (2013) sees benefits in adopting evidence-based practices in the field 

of management.  

 

Evidence-based management is not without its critique. Ledger (2010) warns that EBM may 

lead to standardisation of knowledge and practice and obsessions with organisational 

efficiency. Ledger (2010) further highlights the lag between the emergence of EBM and 

practice and argues that, “a coherent and uniform body of management evidence does not exist 

presently” (p.2). Kovner (2014) highlights the perceptions by managers that the cost of using 

evidence outweighs the benefits, that too much time is required to use evidence when decisions 

are being made, that the need for EBM has not been realised, that training is required and that 

alternatives do not always provide the best way of solving a problem. An EBM approach may 

also not be suitable for decision-making in instances where there are contradictions in research 

findings. The feasibility of systematic reviews conducted by practitioners or collaboratively 

with academics needs to be explored further as practitioners’ daily tasks and performance, do 

not make allowance for rigorously conducted systematic reviews. The suitability of positivism 

in EBM with a preference for quantitative studies informed by randomised controlled trials 

(Kovner, 2014) is a concern since Rynes and Bartunek (2017) identify the need for qualitative 

studies. The divide between theory and practice is an enduring problem in management, which 

influences the uptake of EBM. Leung and Bartunek (2012) acknowledge that both practitioners 

and scholars produce knowledge but that EBM requires a greater level of interaction and use 

of knowledge by both academics and practitioners. A willingness to change well-established 

management practices and embrace EBM is thus required. EBM is regarded as being time 

consuming and the financial costs involved in an EBM approach are unknown (Briggs & 

McBeath, 2009).  

 

Evidence-based management is a developing discipline in the field of management. Alsaqqa 

(2020) argues that EBM is in its infancy stages of development. Evidence-based management 

has been studied in child welfare (McCarthy & Griffiths, 2021); the built environment (Criado-

Perez, Collins, Jackson, Oldfield, Pollard & Sanders, 2020); the health care service sector 

(Alsaqqa, 2020; Wright et al., 2016); hospital settings (Daouk-Öyry et al., 2020); medicine 

(Sackett et al. 1996); social work (Briggs & McBeath, 2009); human resource management 

(De Frutos-Belizón et al., 2019; Rynes & Bartunek, 2017; Bartunek & Rynes, 2014); industrial 

and organisational psychology (Briner, 2013); education (Broekkamp & van Hout-Wolters, 

2007); and management (Cruz, 2020). The literature on EBM tends to group all discipline in 

management together with very little consideration for nuances in the various discipline where 

some have a closer relation to practice with a stronger empirical focus. Charlier et al. (2011) 

considered the different disciplines in the field of management such as organisational 

behaviour, human resource management, international management and their incorporation of 

EBM as a result of their research base. Charlier et al. (2011) hypothesised that larger disciplines 

such as operational management and strategic management are more likely to incorporate EBM 

than smaller disciplines such as entrepreneurship and international management because these 
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disciplines have a less well defined body of knowledge. Disciplines such as operations 

management and organisational behaviour have a closer link to practice yet the literature 

suggests a greater uptake of EBM in human resource management (De Frutos-Belizón et al., 

2019; Rynes & Bartunek, 2017; Bartunek & Rynes, 2014). The R-P divide in EBM began prior 

to 2015 (Kelemen & Bansal, 2002); McNatt et al., 2010; Bansal et al., 2012); Cook & Elwell, 

2014) and continues to remain prominent in extant literature as a problem that needs to be 

addressed (Cruz, 2020; De Frutos-Belizón et al., 2019; Barends & Rousseau, 2018; Rynes & 

Bartunek, 2017; Banks et al., 2016). 

 

2.5 HIGHER EDUCATION MANAGEMENT CONTEXT  

The field of management is eclectic with various research disciplines which include but are not 

limited to human resource management, the study of organisations, strategic management, 

change management, innovation management, corporate governance, knowledge management, 

public management, enterprise management and quality management (Kozlowski & Matejun, 

2018). Although higher education management was not included it nevertheless is a recognised 

discipline in management and management research. Higher education (HE) has its roots in 

ancient times, although the rise of the modern university can be traced back to the eighteenth 

century (Arbo & Benneworth, 2007). Higher education comprises a diversified international 

system of which universities are an integral component (Arbo & Benneworth, 2007). The 

purpose of universities is described by Arbo and Benneworth (2007) as being “intimately 

related to knowledge, learning and innovating - universities create new knowledge, challenging 

existing knowledge, diffuse and circulate that knowledge, exchange it with other academics, 

transfer it to businesses and teach it to students” (p.38). Universities were established to serve 

the public good (McCaffery, 2019). More recently, universities have been under pressure to 

function like businesses with expectations of being more effective, making a profit and 

increasing their market share (Kok & McDonald, 2017). Public universities are confronted by 

accountability and austerity measures (Kok & McDonald, 2017) relating to excellence and 

quality to foster student success. Leadership and management are crucial to effectiveness and 

efficiency in HE although McCaffery (2019) argues that HE tries not to use the term 

management. The socio-political and environmental context within which management occurs 

should be considered in management studies (Zald, 2002). The international HE policy 

dimension has been shaped by both globalisation and internationalisation. Higher education is 

also shaped by the political, socio-economic and cultural legacies in various countries 

internationally with provision for public and private institutions, various modes of delivery 

including face-to-face and online provision, small and large research and teaching institutions 

with different emphasis and missions (McCaffery, 2019). Consequently, management practices 

tend to be specific to the changing nature and complexity of the country, sector and the time 

period within which they are located (Campbell, 1999). 
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The HE landscape internationally since the 1960s has been confronted by challenges. Higher 

education has witnessed an increase in student numbers thus widening access to HE with 

imperatives to address issues related to equity, student engagement and success. The rising cost 

of HE has meant that students have experienced an increase in university fees (Arbo & 

Benneworth, 2007). According to Arbo and Benneworth (2007), the expansion and 

massification of HE ushered in the knowledge society which was accompanied by greater 

involvement from national governments to ensure increased and better education provision. 

Mass higher education is however being replaced by universal access which is meant to provide 

access to 50% of the population in developed countries with access to HE (Arbo & Benneworth, 

2007; Trow, 2006). The traditional notion of a student as an eighteen-year-old middle-class 

student is being replaced by a diverse student population which includes adult, part-time and 

online students. Tuition fees are a source of income for most universities and has increased 

competition for local and international students (McCaffery, 2019; Arbo & Benneworth, 2007).  

 

Other challenges faced by HE institutions include research and knowledge management, 

governance, leadership and participation in university rankings (Moutinho, Hutcheson & Rita, 

2006). There has also been a differentiation of institutional types with the emergence of more 

research universities within the higher education system (Arbo & Benneworth, 2007). In 

addition, over the past decade global ranking systems have also created institutional hierarchies 

internationally. Globalisation and internationalisation within HE has highlighted issues 

pertaining to increased global mobility in the academic profession and the privatisation of HE 

(Moutinho et al, 2006). Over the past few decades HE has been characterised by a 

preponderance on issues of efficiency (Agasisti, 2017). Higher education systems globally are 

also confronted by demands for efficiency and accountability of public funds. The cost of HE 

has increased with a decrease in public state funds (Agasisti, 2017). Higher education 

institutional reforms with regard to missions and resource allocations have been accompanied 

by both internal and external quality assurance demands. There has been a growth in 

information technology and distance education, together with a proliferation of short learning 

programmes (Agasisti, 2017). Higher education institutions are also increasingly being held 

accountable to provide evidence of quality and as a result, policies, strategies and processes 

based on evidence are thus required to inform organisational improvement (McCormick, 

Kinzie & Korkmaz, 2011). As such, public accountability and organizational performance are 

creating an impetus for EBM (Briggs & McBeath, 2009).  

 

Competition for research funds and the sale of intellectual property is a reality which confronts 

HE institutions internationally. Issues of sustainability and relevance to society have led 

universities to consider both the production and application of knowledge. Higher education 

partnerships with industry have increased, which vary according to institutional type and the 

programmes offered (Arbo & Benneworth, 2007). The transfer of knowledge from academia 

to external stakeholders is one of the expectations of HE (Agasisti, 2017). In addition to 

producing new knowledge, learning opportunities and high-tech innovation, the expectation 

exists that universities will assist countries to mitigate economic competition and transfer 
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knowledge to the business sector (Arbo & Benneworth, 2007). Close co-operation with 

industry is a result of an integration of community engagement into the teaching and research 

functions of universities and has enabled technology and entrepreneurship opportunities 

(McCaffery, 2019; Arbo & Benneworth, 2007). As such, both teaching and research knowledge 

exchange are able to contribute to societal gain from research (Upton, 2012). Knowledge 

transfer partnerships with industry allow universities to explore their commercialisation and 

entrepreneurial culture sometimes with the aim of promoting socio-economic development 

(Jasimuddin, 2006). Knowledge transfer and knowledge management are thus important 

(Jasimuddin, 2006). However, the collaborative nature involved in the transfer of knowledge 

from research that emanates from collaboration between industry and academia is questioned 

by Kieser and Leiner (2009). The unique challenges and opportunities in HE influence the 

transfer of knowledge and are thus central to the R-P divide in EBM since they impact on how 

decisions are made by managers. The HE context in EBM is thus an important area to study. 

 

The R-P divide has been explicitly studied in the fields of HR (Bansal et al., 2012; Leung & 

Bartunek, 2012; Bartunek, 2007) and industrial and organisational psychology (Briner & 

Walshe, 2015; Barends et al., 2014; Barends & Briner, 2014; Briner & Walshe, 2014; Briner, 

2013). However, not much has been devoted to the R-P divide in HE. Where attention has been 

paid to HE, it has largely been to indicate how academics could change their offerings to 

include formal qualifications in management that focus of EBM (Banks et al., 2016; Briner & 

Walshe, 2014; Kieser & Leiner, 2009; Learmonth & Harding, 2006). There is thus a need to 

explore how the R-P divide can be bridged using EBM in HE. Organisations in various sectors 

have managers. However, the presence of managers in HE is somewhat hidden by the teaching, 

learning and research functions of universities. Nevertheless, managers are as crucial to the 

productivity of HE as they are to other sectors. Banks et al. (2016) argue that the relationship 

between research and practice is complex. This is relevant to HE since management 

practitioners operate in one world where they practice management and manage functions such 

as access, accreditation and student support for example and academics operate in another 

world where they teach, do research and civic engagement. The concept of the two separate 

worlds (Empson, 2013; Bansal et al., 2012; McNatt et al., 2010; Dipboye, 2007) can thus be 

found within a university. The university further represents a context in which a pracademic 

(McNatt et al., 2010) who is either an academic or a practitioner could use findings from 

research as well as management expertise to bridge the R-P divide. The R-P divide is important 

to study in HE because it represents a context in which managers find themselves in 

management positions performing roles as both researchers and managers. Research on 

whether management practices drawn on evidence from research in HE management could not 

be found in the literature. It is thus an area that requires further exploration.  
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2.6 CHAPTER SUMMARY 

 

Managers encounter complex problems in their work context. How to address these problems 

using findings from research is an area of concern, which manifests in the R-P debate to bridge 

the divide between theory and practice (De Frutos-Belizón et al., 2019; Bartunek & Rynes, 

2017; Vosburg, 2017; Banks et al., 2016). The R-P divide has been investigated in studies by 

Kelemen and Bansal (2002); Hollenbeck et al. (2004); Zaccaro and Banks (2004); Broekkamp 

& van Hout-Wolters (2007); McNatt et al. (2010); Charlier et al. (2011); Bansal et al. (2012); 

Leung and Bartunek (2012) and Cook and Elwell (2014). Extant literature continues to indicate 

the importance of this area of research as evidenced by recent studies by Cruz (2020); Frutos-

Belizón et al. (2019); Aguinis et al. (2017); and Banks et al. (2016). The R-P divide can be 

attributed to the context in which management practitioners and academics work, which shapes 

their assumptions, beliefs and ways of working to solve problems (Kieser & Leiner, 2009). The 

academic paradigm highlights that academics are self-referential with a focus on theory, 

without paying sufficient attention to practical problems (Rynes & Bartunek, 2017). In contrast, 

the practitioner paradigm (McNatt, 2010), notes that management practitioners do not use 

findings from research to inform their practices. Solving management problems in the 

academic and practitioner paradigms implies that the status quo remains. While no consensus 

exists on what causes the R-P divide or what is needed to bridge it, agreement exists that any 

solution needs to build both theory and practice (De Frutos-Belizón et al., 2019; Vosburg, 2017; 

Rynes & Bartunek, 2014). The appropriateness and how to bridge the R-P divide thus persists. 

Shapiro et al. (2007) suggest studying what, if anything, might close the R-P divide. Rousseau 

(2012c) however, recommends practice-oriented research that informs practice and makes 

research available to practitioners, as an area for further investigation. Rynes and Bartunek 

(2017) and Rousseau et al. (2008) further stress the production of high-quality empirical studies 

in the interface between research and practice. The need for qualitative research was also 

highlighted as a means to broaden the theoretical constructs of EBM (Rousseau et al., 2008). 

Tranfield et al. (2004) argue that there is a need to identify a reliable approach as well as to 

understand the knowledge creation and transfer process to allow the uptake of knowledge by 

practitioners. De Frutos-Belizón et al. (2019) consequently advocate for a pragmatic and 

interpretative paradigm within management science. Managers who are able to understand the 

language of academics and practitioners and are able to bridge the divide in the context of a 

university is an area for further exploration. The gap in the literature is thus the need to focus 

on the creation and usage of knowledge by practitioners who are managers in a university and 

to explore EBM as a means to use evidence in the form of findings from research to bridge the 

divide between theory and practice in higher education management. 

 

Based on the gaps identified in the literature, research questions emerged from theory.  

Exploring EBM as a lens to bridge the R-P divide and advance professional practice is 

undertaken by exploring the central research question: How does an evidence-based 

management lens contribute to an understanding of the research-practice divide in higher 

education? The methodology and methods used to answer the research sub-questions are 

detailed in the next chapter. 
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CHAPTER 3: METHODOLOGY 

 

The philosophical assumptions underpinning how knowledge is developed needs to be made 

explicit in any research study. Assumptions and design strategies are therefore made explicit 

in this chapter. The problem, purpose and the consequent research questions were used to 

identify an appropriate research paradigm. In addition, the research design, methodology, data 

collection and analysis strategies are supported by detailed explanations of the methodological 

procedures undertaken in this study. The research philosophy is then described and justified in 

order to outline how theory was developed. The appropriateness of a qualitative methodology 

within this exploratory study is subsequently carried out. The case study design is outlined and 

followed by a description of semi-structured interviews and document review as qualitative 

methods to address the research questions. The research participants are then described together 

with the purposive sampling strategy, sample size and the sample. This is followed by a detailed 

description of the data analysis process and the reflexivity that was undertaken. The 

trustworthiness of this study is also examined for its usefulness in a qualitative study. This 

chapter concludes with the ethics underpinning this study. The major facets of this study are 

represented diagrammatically in Figure 3.1 and provide a map of the research design.  

  

 

Figure 3. 1: Research onion depicting the research philosophy and design (adapted from 

Saunders et al., 2016) 
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3.1 RESEARCH PHILOSOPHY  

Various research philosophies exist such as positivism, interpretivism, postmodernism, critical 

realism. The research philosophy in this thesis is based on assumptions and will make explicit 

belief systems that I employ in order to develop knowledge. Philosophy, epistemology, 

ontology, axiology and theory development assist with making explicit how we make sense of 

the world around us. It is thus important to firstly outline the assumptions that I will make about 

knowledge (epistemology), the nature of reality (ontology) and my values (axiology). These 

assumptions determine how the research questions are posed and answered, as well as the 

methodology, data collection methods and analytical tools used.   

 

Epistemology is concerned with what is regarded as knowledge in the context of a particular 

discipline (Bryman, 2016). How new knowledge is developed is the essence of epistemology 

in this study. Saunders, Lewis and Thornhill (2016) incorporate a wide range of knowledge 

types into their definition of epistemology ranging from text, archival research, visual data, 

narratives and factual accounts. The epistemological assumptions underpinning this research 

are based on text from interview transcripts and organisational documents that are freely 

available in the context of the case study. Knowledge from these sources are regarded as 

credible upon which to base the finding.  

 

Epistemology and ontology are related with regard to the assumptions that are made in this 

study. Bryman (2016) argues that ontology deals with the nature of social entities. As such, 

consideration should be given to whether “social entities can and should be considered 

objective entities that have a reality external to social actors, or whether they can and should 

be considered social constructions built up from the perceptions and actions of social actors” 

(Bryman, 2016, p.32). Saunders et al. (2016) capture ontology as involving the nature of reality. 

Within the field of management, social entities include organisations, individual’s working 

lives and organisational events (Saunders et al., 2016). The objective reality versus a 

constructionist reality is what needs to be considered with regard to ontological considerations 

in a research project. A research question gives an indication regarding whether ontological 

assumptions rely on a positivistic objective reality or whether the social world is a product of 

individuals (Bryman, 2016). In a subjective ontology, a participant’s reality is important to 

consider (Suter, 2012). The ontological assumption that I made in this study is that people 

construct their worlds, and through interaction with others, uncover new insights, concepts, 

themes and patterns. A subjective ontology was thus employed in this study. Shared meanings 

were created through the use of a subjective ontology in which reality is a social construction 

that makes room for meanings to be made through language and perceptions in organisational 

realities which are value-bound (Saunders et al., 2016). Making value-laden (axiological) 

assumptions are thus also important. 
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Axiology is “concerned with the role of values and ethics within the research process” 

(Saunders et al., 2016, p.711). The values of the research participants and the researcher are 

important to consider within a research project. Saunders et al. (2016) argue that a researcher 

needs to make judgements about the research that is being conducted and the process that they 

followed. The choice of topic and data collection methods signal the significance of the topics 

importance, the chosen methods relative to other topics and methods and also reflects the 

researcher’s values (Saunders et al., 2016). My choice of topic also reflects the importance that 

I attributed to management research and practice at a research-intensive university. My choice 

of a qualitative research methodology and methods was viewed as appropriate to answer the 

research question. The justification for qualitative methods was based on the methods ability 

to allow knowledge to be constructed in collaboration with participants and to produce rich 

contextualised organisational realities in the case study. Quantitative methods were thus not 

deemed appropriate for this study. These values have therefore informed the research paradigm 

that was chosen. 

 

 

3.2 INTERPRETIVISM AS A RESEARCH PARADIGM 

 

The nature of inquiry is dependent on how a researcher incorporates epistemology, ontology 

axiology and methodology into their research, which determines a researcher’s worldview and 

how knowledge is produced and how reality is perceived. A worldview may either be objective 

or interpretive as evidenced in two opposing paradigms, positivism and interpretivism 

(Saunders et al., 2016). Positivism assumes an objective reality in which the researchers are 

objective and able to distance themselves from the research process. Positivism also works 

with the observed social reality as adopted in the natural sciences and attempts to produce 

universal laws that are generally applicable whereas interpretivism makes allowance for 

people’s subjective experiences of the external world (Saunders et al., 2016). Interpretivism 

emerged as a response to positivism and as such, reality is purported to be socially constructed 

and fluid (McMillan & Schumacher, 2010) in the interpretivist paradigm. Interpretivism is 

premised on an inter-subjective epistemology and the ontological belief that reality is socially 

constructed. Interpretivism attempts to produce an understanding of organisational reality 

(Saunders et al., 2016). Due to complexities of social action, humans cannot be studied in the 

same manner as phenomenon (Bryman, 2016; Saunders et al., 2016). Theories should thus be 

evaluated based on how interesting and appropriate they are. Knowledge is subject to 

interpretation and knowledge cannot be independent of the knower according to the 

interpretivist paradigm (Saunders et al., 2016). Saunders et al. (2016) argue that knowledge is 

socially constructed through language, consciousness and shared meaning. Researchers are an 

integral part of what is being researched and the researcher’s contribution is central to the 

research interpretations that are made (Saunders et al., 2016). The interpretivist paradigm is 

thus appropriate for a qualitative study. Interpretivism has thus been chosen as a research 

paradigm since I regard knowledge as being socially constructed between myself and the 

research participants and that my role is central to the interpretations of the data that are made 

in this study. 
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3.2.1 Theory Development 

 

In order to create a view of reality and understand why and how things happen, interpretivism 

enables a theory-building approach guided by a subjective ontology (McMillan & Schumacher, 

2010). An inductive method of analysis is possible in the interpretivist paradigm and a 

subjective perspective informs how knowledge is created (Grbich, 2013). The subjective nature 

of analysing written and oral text makes an inductive approach appropriate for a qualitative 

study. The development of theory in this study was a result of an iterative process. In an 

inductive study, the theory is generated from the research (Bryman, 2016). In this study, data 

were collected and the content was analysed to inform the interpretations. This was the basis 

of the theory that was constructed. Observation and interpretation are thus central to the 

interpretivist paradigm. The meanings people assign to events is important and as such, the 

analysis in this thesis was contextual. The coding process allowed an analysis of the meanings 

participants conveyed about their management practices. The interpretivist paradigm allows 

‘why’ and ‘how’ research questions to be asked. In this study ‘how’ and ‘what’ questions were 

posed in interviews and the findings in this thesis were supported by direct quotes as evidence 

to allow the reader to evaluate the findings. Through an inductive process, themes were derived 

from the data. Within this study, the nature of how managers use evidence in their management 

practices to bridge the R-P divide needs to be understood using a subjective perspective. The 

interpretivist paradigm is thus appropriate for a qualitative study of this nature and forms the 

rationale for my choice of a qualitative methodology.  

 

3.3 METHODOLOGY 

 

Research according to McMillan and Schumacher (2010) needs to be informed by a mode of 

inquiry or approach to a study. Three classifications of research methodology have been 

identified, quantitative, qualitative and mixed methods (Creswell, 2012). These methods differ 

regarding the nature of knowledge, how the world is perceived, the purpose of research and 

how data are collected and analysed as well as the types of generalisations that can be made 

(Suter, 2012). Based on the research questions and the research design, a qualitative 

methodology guided this study. A qualitative methodology is described as being naturalistic 

because it enables the daily lives of people in their natural setting to be studied. Qualitative 

research can also be used to explore issues about which very little is known. The present study 

attempts to understand the higher education social and cultural context in which managers 

apply research findings in their management practices to bridge the R-P divide. A qualitative 

research methodology approach was considered appropriate for this study and was informed 

by the interpretivism paradigm that guided it.  
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3.3.1 Rationale for a Qualitative Study 

 

How to select an appropriate methodology for a study is essential for assuring credible findings.  

Creswell (2012) notes the applicability of qualitative research for exploratory studies. This 

study has been designed as an exploratory study that explores EBM as a perspective to bridge 

the R-P divide between research and practice in HE in order to contribute to an understanding 

of how evidence informs management practices in the HE context. Guetterman, Babchuk, 

Howell Smith, and Stevens (2019) describe qualitative research as a family of approaches that 

draw on “inductive reasoning, collecting data in natural settings, and understanding 

participants’ points of view” (p.1). The justification for using a qualitative study relate to an 

understanding of the use of findings from research as EBM practices by managers in HE, about 

which very little is known in order to gain thick, rich and detailed descriptions to answer the 

research questions. The research in this study, was undertaken by myself, as the researcher who 

documented the investigation in detail in order to capture the complexities of management 

practices articulated by managers in the context of their management role in a university. A 

qualitative description of participants’ experiences and an inductive analysis of data were 

appropriate and enhanced the possibility of an exploratory study that made allowance for 

various interpretations and managers’ worldviews regarding their use of evidence in their 

management practices. This may have been lost if a quantitative methodology was used. 

Knowledge was also jointly constructed within the context of this study between the researcher 

and participants making a qualitative methodology appropriate. Contextual findings further 

helped to develop knowledge to answer the research questions. The disadvantage of qualitative 

research is that it is subjective (Bryman, 2016) and this could bias the design, data collection 

and analysis of data. Consequently, sources of data and participants in the sample may not be 

equally credible. Some participants may also be previously influenced and affect the outcome 

of the study and the researcher may also influence the outcome of the research (Saunders et al., 

2016). In this study, methodological and epistemological reflexivity and self-reflexivity were 

used to mitigating bias and my influence on the outcome of this study and will be elaborated 

upon in the section on reflexivity. Qualitative data analysis is usually an inductive process 

(Suter, 2012). Qualitative research also focuses on processes and enables the researcher to 

analyse the data and produce rich description based on participants’ views. The qualitative 

nature of this research permeates throughout this study from my choice of paradigm, research 

approach, methods, data collection and analysis to the interpretation of the findings. These were 

the mitigating factors to address bias in this study. 

 

3.4 RESEARCH APPROACH 

 

A case study research approach was chosen as an integral component of the research design 

of this qualitative study to which I now turn.  
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3.4.1 Case Study 

 

A case study is contextualised in a real-life setting and seeks to provide an in-depth inquiry 

into a phenomenon or topic (Yin, 2014). Unlike the events in an experimental strategy, in 

situations where the researcher does not have much control over the events that unfold, a case 

study could be very useful (Saunders, 2016). Yin (2014) argues that a case study may have 

contemporary interest. Case study as a research approach can take the form of a single case or 

multiple cases. According to Bryman (2012), a detailed and intensive analysis is required. 

Creswell (2012) describes a case study as an intensive analysis of a bounded system in a 

specific space and over a particular time. According to McMillan and Schumacher (2010), the 

case may be a programme, activity or event bounded in time and in a specific place. The 

geographical location, social, economic and political context are critical features of a case study 

design (Creswell, 2012; McMillan & Schumacher, 2010). The boundaries set up in the study 

define the case study. Clearly defining the case or the unit of analysis is strongly advocated by 

Merriam (2009). Saunders (2016) argues that it would be appropriate for interpretivist 

researchers to use case studies to analyse their data in an inductive manner and ultimately link 

their findings to the literature. Case studies also enable the development of theory to understand 

similar cases (Suter, 2012). The data collected are intended to provide the most plausible 

response to answer the research questions. Stake (2000) provides three classifications of case 

studies, collective case studies that are studied in combination with each other, intrinsic case 

studies which are studied in their own right due to their uniqueness and instrumental case 

studies which are studied to illustrate an issue. In order to understand a problem in-depth, a 

case study enables various data collection methods to be used, it makes room for various 

perspectives and enables a complete picture to emerge (Merriam, 1998). Generalisability is one 

of the major criticisms against the use of case studies (Flyvbjerg, 2012). This criticism is largely 

from a positivist perspective. Flyvbjerg (2012) provides a counter argument for qualitative case 

studies where generalisability is possible within the case study and where transferability and 

applicability are viewed as applicable by the reader. Another disadvantage of a case study is 

that it is selective and may lead to bias due to the subjectivity of the researcher. Researcher 

bias may also emerge even if the researcher reports on reflexivity (Dye, Schatz, Rosenberg & 

Coleman, 2000). These limitations were taken into account in the consideration of a case study 

approach for this study but the advantages and ability to answer the research questions made 

the choice of a case study appropriate.  

 

3.4.2 The Case Study in Question 

 

The research design of this study draws on an interpretivist paradigm that makes allowance for 

rich descriptions. Based on the research questions and the interpretive nature of this study, a 

case study was deemed appropriate because it provided a systematic way to collect and analyse 

data. According to Saunders et al. (2016) case studies are appropriate for studying 

organisations. This case study is grounded in management in the university structure. A case 
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study is also an appropriate research approach for a study that seeks to understand human 

beings in their social context by interpreting their actions (Saunders et al., 2016). An intrinsic 

case study (Stake, 2000) was chosen for this study. The rationale for a case study is that an 

intrinsic case study approach allowed the phenomenon of an EBM approach to the R-P divide 

in HE to be studied in its own right. It also allowed a single researcher to use multiple data 

collection methods to obtain a thick description of the phenomenon under investigation (Yin, 

2003). A combination of data collection methods was used in this study, which included, 

interviews and a review of documents and will be elaborated upon in the section on data 

collection. Suter (2012) contends that case studies must be allowed to speak for themselves. 

Participants own perspectives of their practice, was the focus of this study. This case study was 

analysed through qualitative inductive methods. The university context represents a single 

bounded system, in a specific space, South Africa and the timeframe to produce the research 

represents the bounded time required to justify the design as a case study. The case study 

approach provided insights into the R-P divide and represents key features of EBM practices 

in HE in order to understand the stance managers take with regard to evidence informing 

practice within a university context from managers’ perspectives.  

 

Senior managers in leadership positions internationally and in South African public higher 

education institutions are required to steer and manager public institutions despite low levels 

of student participation and success (DHET, 2021). This research study is undertaken in the 

context of an urban research intensive university which is one of the 26 public HE institutions 

in South Africa. A pseudonym has been chosen and the case study university is referred to as 

the Edge University. The vision of the Edge University is to be “a leading world-class research 

intensive university in Africa, firmly embedded in the international top league universities by 

2022” (Facts & Figures, 2020/2021). The Edge University prides itself on its participation in 

World University Rankings. In 2020, the Edge University obtained the following rankings, 192 

in the US News (Best Global University Rankings), between 201-250 in the Times Higher 

Education Ranking (THE), 403 in the Quacquarelli Symonds Ranking (QS) and 201-300 in the 

Academic Ranking of World Universities (ARWU) (Facts & Figures, 2020/2021). Institutional 

data indicates that the Edge University is the highest-ranked university in South Africa 

according to the 2020 ARWU ranking. The student body comprises 40 669 students by 

headcount enrolments with 55.30% being female and 62.3% being undergraduate students. 

There are approximately 1 160 full-time permanent academic staff by headcount (Facts & 

Figures, 2020/2021). The number of Professional, Administrative and Support (PAS) staff 

exceeds the academic staff number and equates to 4 150. The five faculties comprise 33 schools 

and there are over 30 service departments (Facts & Figures, 2020/2021). In order to ensure 

efficiency, managers are appointed in administrative departments, faculties and schools. 
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3.5 QUALITATIVE RESEARCH METHODS 

 

Qualitative research includes data collection methods such as observation, document review, 

participant observation and interviews (Creswell, 2012). Combinations of these data collection 

methods can also be employed. Qualitative data are presented as descriptive narratives that 

attempt to understand phenomena in the natural settings from which they were collected (Suter, 

2012). Qualitative research can employ either deductive or inductive analytical strategies or 

both depending on the research questions. However, most qualitative studies are inductive 

(Saunders et al., 2016; Suter, 2012). The research process is flexible and the design emerges as 

data are collected and analysed. During the data collection phase, the researcher is the 

instrument of data collection and analysis and the researcher and the participants are immersed 

in the social setting (Saunders et al., 2016). Qualitative studies are able to make context-based 

generalisations, rendering qualitative research methods appropriate for an interpretivist 

philosophy and a case study research approach. 

 

3.5.1 Data Collection Methods 

 

Interviews and a review of documents were chosen as data collection methods. Interviews 

formed the primary data collection method and were supported by a review of documents as a 

secondary data collection method. This is consistent with Yin’s (2013) suggestion that a good 

case study needs to employ different data collection methods. 

 

 

3.5.1.1 Semi-structured interviews 

 

Interviews were chosen as the most appropriate data collection method to answer the research 

questions. In qualitative studies, interviews are sometimes referred to as oral questionnaires 

(McMillan & Schumacher, 2010). Interviews allow the researcher an opportunity to note both 

the verbal and the non-verbal behaviour of participants due to the face-to-face nature of 

interviews (McMillan & Schumacher, 2010). Researchers who choose to use interviews to 

collect data have three options available to them, which include structured interviews, semi-

structured interviews and unstructured interviews. Structured interviews follow a pre-

determined interview schedule; semi-structured interviews provide flexibility with regard to 

follow-up questions and unstructured interviews rely on open-ended questions and provide the 

interviewee with freedom to respond and lead the interview process (Saunders et al., 2016; 

Creswell, 2012). The main distinction between the three types of interviews according to 

Forman, Creswell, Damschroder, Kowalski and Krein (2008) is the degree of standardisation 

in the conversation between the interviewee and researcher, which is very high in structured 

interviews, moderate in semi-structured interviews and very low in unstructured interviews. 

Yin (2013) recommends multiple data collection methods to triangulate data. Triangulation is 

a “method used in qualitative research that involves cross-checking multiple data sources and 

collection procedures to evaluate the extent to which all evidence converges” (Suter, 2012, 
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p.350). Interviews and data obtained from documents were triangulated in this study with a 

review of documents. Semi-structured interviews were conducted from September to October 

2020 and allowed interviewees to voice their opinions and experiences. Semi-structured 

interviews offer flexibility to the researcher to ask questions and to the interviewee in terms of 

their responses (Forman et al., 2008). This was ideal to understand the context and management 

practices as they relate to the use of findings from research to inform evidence-based 

management practices to bridge the R-P divide. This made semi-structured interviews ideal for 

an exploratory study that was based on an inductive approach to theory development (Saunders 

et al., 2016). 

 

 

3.5.1.2 Interview process 

 

Face-to-face interviews were initially planned with participants however, due to the COVID-

19 pandemic, I decided to use internet mediated online interviews (Saunders et al., 2016). Lobe, 

Morgan and Hoffman (2020) argue that COVID-19 presented opportunities and challenges for 

qualitative researchers. The challenge affecting this study is that face-to-face interviews were 

not possible because the data collection process took place during the lockdown period, which 

advocated for social distancing. Video-based qualitative online methods, such as online 

interviewing, were suggested by Lobe et al. (2020), for collecting data during the pandemic. 

Online interviews are also referred to as internet-mediated interviewing. This method was used 

and adopted synchronous electronic interviews, which were conducted in real time (Saunders 

et al., 2016). Cognisance of technological requirements included enhancing security, logistical 

issues such as computer equipment and adequate microphone capability were recommended 

by Lobe et al. (2020), as precautions when conducting online interviews. Connection to the 

internet is dependent on electricity and in South Africa access to electricity during the data 

collection period was particularly challenging due to load shedding. Connectivity to 

telecommunication and data were thus factored into the semi-structured interview process. 

Zoom, Skype and Microsoft Teams were considered as programmes to facilitate the interview 

process. Criteria such as access, privacy of the interview and familiarity with the online 

platform (Lobe et al., 2020), were used to determine which programme would be suitable to 

conduct the interviews. Based on these criteria, Microsoft Teams was chosen because 

participants had access to it via the university system. The interviews were recorded and saved 

in an appropriate file. All participants had previously used Microsoft Teams, as part of the 

meeting procedures that were put in place by the university during the lockdown period, when 

staff were encouraged to work from home. Changing the venue to an online venue presents 

challenges (Lobe et al., 2020). Lobe et al. (2020) argue that a high quality environment is 

needed including a quiet place and the closure of all applications on the laptop for both the 

participants and the researcher. Ethical issues such as confidentiality also need to be seriously 

considered when using online platforms because the interview may be heard by others (Lobe 

et al., 2020). As the researcher, I conducted interviews in a secluded space and the interviewees 

were requested to choose a venue that was quiet and that would allow them to speak freely 

without any disturbances.  
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In order to refine the interview schedule and get a feel for how long the interviews would take, 

including whether the questions were able to be answered by the interviewees, Castillo-

Montoya (2016) suggest the use of pilot interviews. Pilot interviews were thus used to increase 

the trustworthiness of the interview schedule as a research instrument. An interview schedule 

was constructed based on the purpose of this study and the research questions. Key questions 

were jotted down to guide the interview process. Pilot interviews were conducted with three 

participants to refine the interview questions (Bryman, 2016). The pilot study culminated in 

the refinement and exclusion of questions. Some questions were rephrased from a ‘do you’ to 

a ‘how’ question and other questions which the pilot indicated were irrelevant and those that 

could result in yes or no responses were removed. This is exemplified by the question, ‘Does 

the faculty encourage you to do research?’ which was amended to ‘How does the faculty 

support you to produce research?’. The pilot also confirmed the purpose of the study and the 

need for research in the present study. However, the pilot participants were not included in the 

sample and the data was also not included in the analysis phase. Access to participants, as 

possible interviewees, was negotiated based on availability and willingness to participate in an 

online interview. Interviews were recorded after obtaining informed consent, before the 

interview began and participants were informed in a briefing session before the interview that 

they could withdraw at any time. In order to save bandwidth, the video was turned off. 

Consequently, non-verbal reactions were captured in the form of silences before or during 

responses and in the form of pauses such as ‘uhm’ responses but were removed from the 

presentation of findings in the thesis for readability purposes. The data collection and analysis 

took place simultaneously allowing the interview questions to be further refined and others 

added, as well as to explore new lines of inquiry that emerged (Suter, 2012). This assisted with 

the theory development process. Interviewees were probed further where necessary, which was 

made possible by the semi-structured interviews that were conducted.   

 

 

The disadvantages of interviews as a data collection method have been noted (Creswell, 2012; 

McMillan & Schumacher, 2010). Bias and subjectivity are inherent in this data collection 

method, since it is conducted using a face-to-face approach (Creswell, 2012; McMillan & 

Schumacher, 2010). As the researcher, I knew the interviewees and as such, subjectivity was 

used to set interviewees at easy during the interview process and establish rapport. Interviews 

are also time consuming and incur a cost if transcribed by someone else (Creswell, 2012). I set 

time aside to do the interviews and interviewees were invited to participate in the study and 

were informed that the interview would take 60 to 90 minutes, which they agreed to. Interviews 

were transcribed verbatim by me, which cut down on transcription costs. Another limitation of 

interviews is that interviewees are not anonymous (Creswell, 2012). Precautions were thus 

taken during the data management process and identifiers were removed before the transcripts 

were prepared for analysis. Leading questions and the experience of the interviewer are also 

limitations of interviews (Creswell, 2012). Interview recordings were saved in a folder and 

were named without any identifiers. This labelling process is consistent with that suggested by 

Forman et al. (2008) and facilitated the process for the preparation of data for the transcription 

and subsequent coding process. A data management plan was devised before the research 
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process began and included what would be collected, how documents would be named, the 

approximated size of the interview files, who would have access to the data and how 

confidentiality and anonymity would be protected. 

 

 

Saunders et al. (2016) argue that unambiguous and concise questions should be the focus of 

the conversation between the researcher and interviewees. In this study, the interview schedule 

was reviewed for leading questions, and I also made an effort not to ask any leading questions 

as part of the follow-up or clarificatory questions. Interviewees were asked to reflect on their 

management practices and to explain their responses. According to Forman et al. (2008), this 

is particularly important when researchers make use of an interpretivist philosophy where an 

understanding is required of interviewee’s opinions and the meanings that they ascribe to 

phenomena, which provides depth to the data. In some instances, probing questions enabled 

the exploration of issues that were alluded to and that were considered significant for 

clarificatory purposes. Interviewees were allowed to reflect rather than to jot down answers to 

questions as is typically done in a survey (Saunders et al., 2016). The interview questions were 

open ended and required considered responses making semi-structured interviews ideal for this 

study (Saunders et al., 2016; Forman et al., 2008). The interview questions are available in 

Appendix 1. 

 

 

3.5.1.3 Document review 

 
Suter (2012) notes that document review is one of the common data collection methods. While 

interview data is regarded as a primary data source, documents are regarded as secondary data 

sources, which are created for a specific purpose at a specific time. In this study, a review of 

documents was used to triangulate data obtained from interviews and covered the period 2018 

to 2020. Documents are a rich source of data providing thick description of events, context, the 

people who wrote them and the external events that influence them such as economic situations 

(Saunders et al., 2016). Creswell (2012) suggests that documents can be sourced from 

participants or the case study organisation. Organisational documents were reviewed in this 

study as appropriate sources of data to support the data obtained from interviews. It is suggested 

that the original intent of the documents should be acknowledged (Creswell, 2012). This was 

taken into consideration during the review process and only those documents that made 

mention of evidence were included. A review of documents is considered as an appropriate 

data collection method in a qualitative study (Bowen, 2009). According to Saunders et al. 

(2016), documents should only be reviewed if the data relates to the sample. Documents in the 

form of ministerial statements and internal university documents relating to performance 

management were collected and used to understand the background and the types of evidence 

used by managers (see Appendix 2). Sources of data include organisational documents such as 

agendas, minutes of meetings, administrative records, contracts, policy statements, reports and 

strategy documents (Saunders et al., 2016; Creswell, 2012). The documents reviewed in this 

study consisted of presentations, policy documents and ministerial statements. Assessing the 
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quality of the data is recommended by Saunders et al. (2016). The methodology describing 

how the documents were produced can attest to the reliability of the documents. On the one 

hand, external documents such as ministerial statements were produced by the Department of 

Higher Education and Training (DHET) to facilitate the implementation of the use of evidence 

when reporting on the University Capacity Development Grants in universities. On the other 

hand, internal documents were produced to facilitate the implementation of internal processes 

such as the performance management system using appropriate evidence. Who the documents 

were circulated to, is an important consideration relating to the appropriateness of the 

documents (Saunders et al., 2016). The documents reviewed in this study, were circulated to 

managers at the university and were freely available on the intranet.  

 

 

3.5.2 Research Participants 

 

The sampling strategy used to select the sample, the justification for the sample size and the 

consequent sample, are outlined in the sections that follow.   

 

3.5.2.1 Purposive sampling strategy 

 

The sample was informed by the qualitative nature of this study and the research questions that 

needed to be answered. Within this qualitative study, the intention was not to make 

generalisations based on data obtained, but to understand the phenomenon and as such, an in-

depth exploration should be undertaken according to Creswell (2012). The unit of analysis 

which comprise managers in a research-intensive university, was identified in the selection of 

a qualitative design with a case study approach. How best to sample managers is the central 

focus of the sample. In order to understand how evidence was used to inform management 

practices, a purposive sample is useful. A purposeful selection of participants and the site is 

thus required (Creswell, 2012). A purposive sampling strategy enables a researcher to “select 

information-rich cases strategically and purposefully” (Paton, 2002, p.243). Purposive 

sampling can be used to provide a description of actions undertaken based on documents or 

people’s perspectives. New information provides meaning about the issue under investigation 

and enables a range of meanings, due to the divergent views and perspectives that emerge from 

the purposive nature of the sample. Purposive sampling also gives the researcher the freedom 

to select a sample based on experience or knowledge of the group to be sampled (Lunenburg 

& Irby, 2008). Purposive samples are thus appropriate for qualitative studies (Drisko & Maschi, 

2016). Saunders et al. (2016) identify heterogeneous purposive sampling as a strategy, which 

allows the researcher to choose participants and collect data from a small sample. 

Heterogeneous sampling also allows themes to emerge from the diverse characteristics of the 

sample (Saunders et al., 2016). Sim, Saunders, Waterfield and Kingstone (2018) indicate that 

sample selection criteria are identified before the sample is selected. In addition, Forman et al. 

(2008) recommend that the research question should be used as a guide to determine who to 

interview. In this study, the scope of a doctoral study, the purpose of the research as well as the 

research questions enabled the participants to be selected based on three predetermined criteria. 
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Criteria included that the participants needed to: be employed at the case study university; be 

managers and have at least five years of managerial experience. The rationale for five years of 

managerial experience is that this timeframe would provide the participant with the experience 

as a manager and familiarity with the university’s managerial processes and procedures. I 

envisaged that these criteria would produce the sample needed to answer the research question 

and fulfil the purpose of the study. 

 

 

3.5.2.2 Sample size 

 

Researchers are often confronted by questions related to how many people should be included 

in the sample. Guest, Bunce and Johnson (2006) contend that guidelines to assist researchers 

are rare. Nevertheless, Sim et al. (2018) argue that a researcher should be cognisant of the 

amount of time and resources available as well as the epistemological stance informing the 

research. Within a qualitative study, Foreman and Damschroder (2008) suggest an intensive 

investigation of a small sample to understand a study in-depth. Drisko and Maschi (2016) 

further highlight that exploratory studies may produce useful findings when using small 

purposive sample sizes. The number of participants required can be determined using methods 

such as a heuristic rule of thumb based on methodological assumptions and experience, 

literature, formulas and power analysis (Lunenburg & Irby, 2008). Power analysis and formulas 

are more appropriate for quantitative studies as they are based on formulas. Such statistical 

methods to determine the sample size are based on deductive approaches as well as 

transferability of the findings of a study to a different study (Sim et al., 2018). Statistical 

methods are deemed inappropriate for a qualitative study. A heuristic rule of thumb also 

presents limited justification and as such, basing the sample size of this study on literature was 

deemed more appropriate. Sim et al. (2018) contend that there is no method that can be fully 

justified within qualitative studies since inductive approaches are used which identify themes 

iteratively through ongoing engagement. Predetermining the number of participants is 

therefore problematic. However, Lunenburg and Irby (2008) argue that between one and 20 

participants could suffice for qualitative studies. Sim et al. (2018) recommend between four 

and 30 participants for a single case study. Saturation has also been used to justify sample sizes 

(Sim et al. 2018). Saturation in qualitative research refers to “the point in continuous data 

collection that signals little need to continue because additional data will serve only to confirm 

an emerging understanding” (Suter, 2012, p.350). What this indicates is that increasing the 

sample after saturation will not yield any novel data or themes to answer the research question. 

Marshall, Cardon, Poddar and Fontenot (2013) argue that the number of interviews conducted 

in a single case study should be between 15 and 30. Guest et al. (2006) indicate that they were 

able to achieve saturation with a sufficient sample size for thematic analysis after 12 interviews. 

The rationale for the sample size in this study was based on suggestions from the literature and 

reaching saturation (Sim et al., 2018; Guest et al., 2006). A sample size of 37 ensured that 

saturation was reaching in this study.  
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3.5.2.3 Sample 

 

Defining the sample as precisely as possible is required according to Forman et al. (2008). They 

also emphasise that familiarity with the target group is an advantage when selecting a sample 

(Forman et al. 2008). As the researcher in the present study, I was familiar with the managers 

at the case study university and thus able to select the participants using a heterogeneous 

purposive sampling strategy. The sample was purposively chosen from managers at the case 

study university based on the predetermined criteria. Due to the qualitative case study design 

of this study and the decision to base the sample size on literature, as recommended by Sim et 

al. (2018), 37 participants were selected as part of the sample. These participants were 

managers within the five faculties (Commerce Law and Management; Engineering and the 

Built Environment; Health Sciences; Humanities and Science) and support units. There were 

23 female participants and 14 male participants. Of the 23 female participants, 11 held PAS 

positions and 12 held academic positions. Table 3.1 provides demographic information on the 

sample. This sample is regarded as representative of managers at the case study university 

because it includes managers who work in support and academic units, those with PhD’s and 

those without PhD’s, as well as different racial groups, which characterise managers at the case 

study university. This sample also represents the uniqueness of managers in the HE university 

contexts, where a manager could be on either an academic or a PAS appointment track and be 

considered a manager with management being an integral part of their daily operational 

responsibilities. These participants were of interest as they provided rich information (Saunders 

et al., 2016) on how research findings could bridge the R-P divide using EBM practice. A 

sample size of 37 was arrived at inductively using literature and an iterative process undertaken 

during the analysis process and after each interview. This was considered sufficient to reach 

saturation of the themes and the relationship between the themes (Sim et al., 2018). 

 

 

Table 3. 1: Demographic characteristics of the sample. 

No. Assistant 

Dean 

Head of 

Department 

Academic PAS 

Staff 

Male  Female Race* Highest 

Qualification 

No. of Years 

in 

Management 

Position 

1  X  X X  A PhD  ≥ 12 

2  X  X X  A Honours  ≥ 6  

3  X  X X  C Masters ≥ 15 

4  X  X X  W PhD ≥ 6 

5  X  X X  A PhD ≥ 7 

6  X  X X  I Masters ≥ 8  

7  X  X X  C Masters ≥ 10  
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8  X  X  X W Masters ≥ 7 

9  X X   X A PhD ≥ 6 

10  X  X  X I Masters ≥ 7 

11  X  X  X A PhD ≥ 20 

12  X  X  X I Honours ≥ 6 

13  X  X  X W PhD ≥ 21 

14  X  X  X I Masters ≥ 6 

15  X  X  X W Masters ≥ 7 

16  X  X  X W Masters ≥ 12 

17  X  X  X A Masters ≥ 16  

18  X  X  X A Honours ≥ 10 

19 X  X  X  W PhD  ≥ 8  

20 X  X  X  W Masters ≥ 6  

21 X  X   X W PhD  ≥ 20 

22  X X   X C PhD ≥ 10 

23  X X   X W PhD ≥ 15 

24  X X   X I Masters  ≥ 12 

25 X  X   X C PhD ≥ 25 

26 X  X   X W PhD ≥ 34 

27 X  X   X W PhD ≥ 30 

28  X X   X A PhD ≥ 16 

29  X X   X A Masters ≥ 7 

30  X X  X  A Masters ≥ 6 

31  X  X X  A Masters ≥ 6 

32  X  X X  A Masters ≥ 7 

33  X  X X  I Masters ≥ 25 

34  X  X X  A Masters ≥ 7 

35  X  X X  I Masters ≥ 8 

36  X  X X  A Honours ≥ 15 
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37  X  X X  W Masters ≥ 25 

*South African racial classification groups are used (A=African; C=Coloured; I=Indian; 

W=White) 

 

3.9 DATA ANALYSIS 

 

The analysis process began with data management. The research design of this study 

necessitates an analysis of interview text and organisational documents. Interviews were the 

primary data collection method and after each interview, a back-up of the audio-recording is 

advisable (Forman et al., 2008) and was made as a safety precaution. Forman et al. (2008) 

suggest that the researcher should engage with the data as it is collected because data collection 

is an iterative process. As such, in this study data collection and analysis took place 

simultaneously. As the researcher, I then transcribed the audio-recordings verbatim. 

Transcripts were prepared for analysis and identifying content was removed as per the 

anonymity that I guaranteed the interviewees. The written text produced included the 

interviewee’s spoken words as well as silences. From an analytic perspective, silences were 

interpreted as pauses which allowed the interviewee to think about a response before 

answering. Involvement in the transcription process allowed me to become familiar with the 

data, refine how questions were posed in subsequent interviews and combine the data collection 

and analysis process.  

 

 

The analysis of documents enabled insights to be gained from systematically appraising and making 

meaning from the text in documents. Document analysis is suggested as the best qualitative method to 

analyse text (Bowen, 2009). Bowen (2009) defines document analysis as “a systematic procedure for 

reviewing or evaluating documents - both printed and electronic (computer-based and internet-

transmitted) material” (p.27). As a secondary data source, appropriate documents that made 

mention of evidence were included with interview transcripts and analysed in a seamless 

manner together with interview transcripts in ATLAS.ti. The analysis of documents served to 

confirm the requirement for evidence to support decisions as well as managers’ accounts of 

how evidence was used in practice. Triangulation of data was made possible through document 

analysis. As a management practice, performance management was routinely undertaken by 

managers who were required to produce “evidence” to substantiate the appraisal of their staff 

(Individual Performance Contract User Guide Doc 3, (2019)). Document analysis also 

supported claims in interviews by managers that they used “qualitative and quantitative 

evidence” (PAS 4). 

 

 

Thematic analysis was used to analyse the data from interview transcripts and appropriate 

university documents. A two tiered iterative process of analysis was used which began with a 

semantic level of coding and progressed to a thematic interpretative level of coding. The 
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semantic level of analysis focussed on description whereas the interpretive level focussed on 

themes and theory building (see Figure 3.2).  

 

 

 

 
 

 

 

 

 

Figure 3. 2: Two tiered thematic coding process (adapted from Braun & Clarke, 2006, p.84) 

 

 

3.9.1 Thematic Analysis 

 

Thematic analysis is undertaken to arrive at themes derived from the data. Thematic analysis 

is defined by Braun and Clarke as “a foundational method for qualitative analysis” (2006, p.78). 

During the analysis process, thematic descriptions can be discerned from the data (Braun & 

Clarke, 2006). Different interpretations can also be explored using thematic analysis in an 

interpretivist study that makes use of an inductive coding approach (Saunders et al., 2016). In 

the present study, the entire code frame including the code groups were examined to derive 

themes from the codes that were produced. Forman et al. (2008) argue that data in the form of 

memo’s and transcripts can be broken down into manageable themes. The thematic coding 

process involved searching for patterns in both data sets (transcripts and documents) while 

keeping the research questions in mind (Saunders et al., 2016). During the thematic coding 

process, recurring ideas are identified and made explicit (Forman et al., 2008). A data-driven 

thematic analysis was undertaken which relied on the data. Understanding people’s everyday 

experience of reality is central to thematic analysis (Braun & Clarke, 2006). Braun and Clarke 

(2006) argue that “a theme captures something important about the data in relation to the 

research question, and represents some level of patterned response or meaning within the data 

set” (p.82). Actively searching for patterns or themes in the data is advocated by Peters and 

Wester (2007). As such, the process of arriving at themes in this study, was achieved through 

a semantic level of coding and followed by an interpretative level of coding.  

 

 

Phase 2. Thematic 

Interpretative Level

Phase 1. Semantic Level
Description 

Theory 

Data-Driven Coding 
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3.9.1.1 Semantic level coding 

 

Software packages have changed the coding process and made it more exploratory (Friese, 

2012). Analysis of text within ATLAS.ti version 8, enabled the prominence and frequency of 

phrases in the text to be identified (Namey et al., 2007). In this study the coding frame was 

constructed in ATLAS.ti. The coding process was iterative and allowed the modification of 

codes within the coding frame. Yin (2013) argues that software is of value while coding, as it 

enables the categorisation of text from interviews and documents. Using such software, a 

researcher is able to build an explanation of events and propose themes during the analysis 

process (Yin 2013). Friese (2012) argues that software can be used to generate meaning through 

the coding process. Software such as ATLAS.ti can thus increase rigour (Saunders et al., 2016). 

However, computer programmes present both advantages and disadvantages. The advantage 

of using ATLAS.ti is that it assists with the trustworthiness of the analysis and improves the 

rigour of the interpretations. The modification of codes, the management of data, the generation 

of notes and memos are all advantages which Friese (2012) identifies of using software 

packages. The disadvantages of using software packages should also be highlighted and taken 

into consideration in the analysis process. The major disadvantage of using software packages 

identified by Creswell (2007) relates to the overwhelming and time-consuming nature of 

computer programmes and the limitation with regard to the features in terms of what they can 

and cannot do.  

 

 

My reflection on the use of ATLAS.ti in this study is that my proficiency in ATLAS.ti allowed 

me to manage large data sets in the form of interview transcripts and documents. My research 

diary was developed and continuously used to capture epistemological, cultural and 

methodological reflections. Memos, networks and comments were also generated in ATLAS.ti 

(see Appendix 4 & 5). The disadvantage I encountered with using ATLAS.ti is that the code 

frame for analysis was generated in ATLAS.ti and was thus confined to the structure provided 

by the programme. During the thematic analysis process codes and code groups were generated 

in ATLAS.ti. However, in order to reach a higher level of abstraction themes were further 

developed in the discussion chapter. Both the advantages and disadvantages were taken into 

consideration in the decision to use ATLAS.ti to assist with the analysis of data. ATLAS.ti 

version 8 was thus used as a tool to support the analysis of the data which began with a semantic 

level coding process.   

 

 

Documents were added to ATLAS.ti and I became familiar with the data before the coding 

process began because I conducted the interviews and did the transcribing. Codes are concepts 

that classify and represent relevant passages in the data. Codes were developed inductively 

based on the text in the documents reviewed and the interview transcripts. During the coding 

process, the analytic process began by coding what participants said. Semantic level codes are 

explicit codes, which identify surface meanings within the data (Braun & Clarke, 2006). Based 

on the textual data, semantic coding enabled a working definition of codes to be formulated 
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and captured the meaning of the content in the data (Drisko & Maschi, 2016) (see Appendix 

3). Descriptive semantic codes were used to code data in relation to the research question 

(Peters & Wester, 2007). This represented open coding in ATLAS.ti and data were then 

categorised and descriptively labelled. The coding process also involved using hierarchical 

codes (Schreier, 2014). A code book or coding scheme (Forman et al. 2008), also referred to 

as a code frame, was developed which comprised coding categories to assist with the 

interpretation of the data (see Appendix 3). As suggested by Bowen (2009), codes were 

compared. Schreier (2014) contends that modifications to the code frame will contribute to the 

trustworthiness of the analysis. The code frame was developed and refined as more data was 

collected and analysed. New insights were explored and added to the interview schedule and 

refined the data collection process. Semantic codes then formed the basis for the development 

of themes. Surface meanings were assigned to the data and the codes reflected the sematic 

meaning (Braun & Clarke, 2006). Examples of descriptive codes include ‘Decision-

Making_Intuition’, ‘Literature Read_Books’, ‘Pracademic Practice_Publishing’ and ‘Research 

Constraints_Time’. Comments and memos were continuously produced throughout the coding 

process. Memos are reflections written by the researcher during the data analysis phase to 

enable the researcher to make sense of the data and serve as an audit trail (Forman et al., 2008). 

Concept memos were used to document definitions and descriptions of codes and profile 

memos were used to describe the interview and document concepts (Peters & Wester, 2007) 

(see Appendix 4). Memos also enable codes to be refined and themes to be described and 

connected. The process of writing memos during the analysis process thus lends credibility to 

the interpretations that are arrived at (Forman et al., 2008). An example of a memos includes: 

 

Colours were added and codes were refined. Two codes were deleted, Data Collection_BIS 

Data and Data Collection_Interviews because they were better suited to sources of evidence 

2020/10/27 05:59 AM. 

 

 

Once semantic codes were derived from the data, the analysis progressed to the latent 

interpretative level where code groups were developed which identified patterns and themes in 

order to develop theory from the underlying assumptions and ideas that informed the semantic 

coding process.   

 

3.9.1.2 Latent interpretative level coding 

 

Interpretation was key to the thematic interpretative level of analysis. Clear definitions and 

names of themes were produced as part of the continuous analysis process. The code frame 

consisted of categories of codes and subcategories of codes. Schreier (2014) argues that 

subcategories should be mutually exclusive keeping the context in mind and should adequately 

describe the material as it relates to the research questions. This was adopted during the coding 

process.  Latent codes are identified at the interpretative level and focus on identifying themes 

and building theory (Braun & Clarke, 2006). Themes were identified at the latent interpretative 

level (Vaismoradi, Turunen & Bondas, 2013; Braun & Clarke, 2006). This process enabled a 
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move from description in the semantic level phase to a deeper level of interpretation where 

theorising through the identification of patterns in the data were possible. The meanings that 

participants attached to their practices started to emerge.   

 

 

The latent interpretative coding process enabled the refinement of codes and the classification 

of data to answer the research questions (Forman et al., 2008). This phase in the data analysis 

process was characterised by making sense of the data. Code names were refined to produce 

concepts which were captured in the form of code groups (see Appendix 3). Code groups were 

produced during this phase to facilitate interpretation and retrieval of categories. Code groups 

also provide rigour to the analytic process (Friese, 2012). In a similar manner to the semantic 

codes, the code groups were inductively generated from the semantic codes. The initial 

interpretation phase began with the rearrangement of codes and code groups to form an initial 

understanding and patterns within the data (Forman et al., 2008). This phase established the 

groundwork for the development of themes and interpretations. Examples of code groups 

include the following, ‘Accessing Best Practice’, ‘HE Management Context’, ‘Decision-

Making’, ‘Sources of Evidence’ and ‘Pracademic Practices’. Although the code frame was 

developed in the sematic level coding phase, it was refined in the interpretation phase. As such, 

the code frame was developed for usage throughout the analytic process and contained the code 

names and definitions and can be viewed in Appendix 3. ATLAS.ti enabled the graphic 

representation of code groups as well as the relation of codes to each other as per the network 

views (see Appendix 5). This enabled patterns to emerge from the semantic codes. Through an 

iterative process the themes were named and reviewed in relation to the codes that they were 

derived from. Analytic codes were used to capture concepts and pattern codes were used to 

refer to themes that were derived from the data (Peters & Wester, 2007). Analytic codes were 

formulated from the descriptive codes and theme codes were then identified (Peters & Wester, 

2007). Memos were used throughout the coding process and were written continuously, 

however at a more abstract level. Method memos captured reflections on the research process 

and included justifications for the use of a case study, sample and the analysis process (Peters 

& Wester, 2007). During the thematic analysis process theory memos were written to document 

the manner in which themes were conceptualised (Peters & Wester, 2007) (see Appendix 4). 

An example of a theory memo includes: 

 

Incorporating evidence into practice is regarded as essential to be or on the road to becoming a 

pracademic in HE. This code should be grouped into a code group that will allow a theme to 

emerge 2020/10/05 04:36 PM. 

 

 

The ATLAS.ti network view provides a map of some of the themes that were derived from the 

data (see Appendix 5).  
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3.10 REFLEXIVITY 

 

In addition to the ethical considerations guiding research, reflection, reflexivity and self-

reflexivity are important considerations. Drisko and Maschi (2016) argue that reflexivity and 

self-reflection are essential in a qualitative study because the researcher is the instrument of all 

the analytic decisions that are made including the coding. Reflexivity sheds light on the 

researcher’s, “engagement in explicit self-awareness reviews of several kinds. These may range 

from individual self-awareness and self-refection to intersubjective or collaborative processes 

to critical analyses” (Drisko & Maschi, 2016, p.116). Reflexivity involved introspection 

regarding how and why I chose the topic for this study, how I engaged with the participants in 

the study and how I dealt with problems that I was confronted with. These considerations 

informed my learning process as the research was conducted (Saunders et al., 2016). McMillan 

and Schumacher (2010) contend that the process of self-reflexivity involves a rigorous 

examination of the researcher’s theoretical and personal commitments to assess how this 

influences the research process and the development of specific interpretations. Bowen (2009) 

defines self-reflexivity as, “an awareness of the researcher’s contribution to the construction of 

meanings attached to social interactions and acknowledgment of the possibility of the 

investigator’s influence on the research” (p.31). Epistemological reflexivity was an important 

consideration in this study (see Appendix 6). Reflexivity and self-reflexivity thus provided 

insights into how I produced knowledge in this study (Pillow, 2003).   

Self-reflexivity is used in qualitative research to expose any biases that a researcher may have. 

Mantzoukas (2005) argues that bias in knowledge production can be addressed through 

reflexivity, which provides rigour in the process. The aim of engaging in self-reflection and 

reflexivity is to make explicit my personal biases or viewpoints and to be cognisant of social 

issues that may have had an influence on the conceptual, methodological and analytic decisions 

that were made (Drisko & Maschi, 2016). Within qualitative studies, Drisko and Maschi (2016) 

caution that the researcher should make explicit their motivations and this would also apply to 

biases, perspectives, and interests. I work at the case study university and also know the 

participants who were interviewed. I may also have interpreted data from my perspective as a 

PAS staff member. As such, bias may have been introduced into the study. This was mitigated 

by using verbatim quotes from interviewees and ensuring that both academic and PAS staff 

members’ perspectives were included to support claims made as evidenced in the findings 

chapter. Expectations that influenced the research question were that the research questions 

posed could be answered and that the questions posed to interviewees could be answered by 

them without prior preparation. The participants in this study were drawn from different racial 

groups and as such, sensitivity to different cultures was undertaken in order not to bias the 

responses. Cultural reflexivity (Saunders et al., 2016) was thus undertaken through 

considerations of my relationship with participants. Familiarity with the participants and the 

case study university was important during the data collection and analysis process. During the 

data collection phase cultural reflexivity enabled me to gain access to participants, ask follow-

up questions and to establish rapport in order to allow interviewees to speak freely. During the 

analysis phase a picture started to emerge through the interpretation process. Familiarity was 

also a mitigating factor to facilitate cultural reflexivity and the subsequent rapport that was 
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built with participants (see example of cultural reflexivity in Appendix 6). An example of 

cultural reflexivity from my research diary was captured in the following excerpt: 

 

Cultural reflexivity - was practiced during an interview yesterday with an international staff 

member who grew up, studied and worked overseas before being employed at the university. 

He is proficient in English however his accent is not easily understood. Understanding his 

accent and intonation of words made follow-up questions a challenge.  Caution will be taken 

when transcribing this interview in order to avoid bias and misunderstanding sentences. 

2020/10/03 11:31 AM 

 

Being familiar with the participants provided an awareness of their cultures and that English 

was a second language for some of the interviewees, which facilitated discussion during the 

interviews.  My expectation with regard to the data analysis was that ATLAS.ti would assist 

with the data management, coding and memo process with easy retrieval and ample storage 

space for multiple codes.   

 

 

Methodological reflexivity was achieved through reflection. Reflection is defined as the 

“process of observing your own research practice and examining the way you do things” 

(Saunders et al., 2016, p.13). Questioning the research experience and the way the research is 

being undertaken is a central feature of reflection and is termed reflexivity (Saunders et al., 

2016). Reflection on the entire study is essential in order to be truly reflexive in research 

(Wright & Zammuto, 2013). Reflecting on the engagement with participants is equally 

important (Saunders et al., 2016). Identifying the nature of events and accurately reporting it 

was undertaken throughout the research process from conceptualisation to the final write up of 

the thesis. One of the preconceived ideas in this study was that the research environment would 

be relatively static. However, the COVID-19 pandemic indicated that I needed to alter the 

research methodology process to include online interviews. Through reflexivity, these 

preconceived ideas were brought to the fore. My assumptions underpinning the research were 

also explicitly stated and acknowledged before I began the data collection and analysis phase. 

A reflective process was undertaken which involved decisions as to whether this was a viable 

study and whether there would be gaps in the data that were already collected. My ideas and 

thoughts related to codes were captured in memos. Examples of reflective methodological 

memos were captured as: 

Semantic linkages were made using networks. This began the process of working at a 

theoretical level 2021/01/04 11:37 AM. 

All the interviews as well as the documents have been coded. Saturation has been reached 

because no new codes are being generated and no new concepts are emerging from the data. 

The next step in the analysis process is to go through all the codes and de-aggregate some of 

them. Examples of this will be to further analyse the pracademic challenges and practice codes 

2021/01/04 09:28 AM. 
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Hyperlinking quotations to show how one quotation contradicts or explains another quotation 

was done which will facilitate the write up of the findings 2020/11/04 05:47 AM. 

 

According to Creswell, (2012) thoughts and feelings should be captured. I maintained an 

electronic diary in ATLAS.ti of any feelings and thoughts related to how meanings were 

constructed while conducting research (see Appendix 6) which included the data collection, 

analysis and writing this thesis. Comments were also captured in ATLAS.ti, as a means of 

maintaining an electronic diary of reflections and ideas and decisions that influenced the 

research process before and during the data collection process, as well as during the 

interpretation process. Some excerpts from my reflective diary include: 

 

I am finding that keeping the Reflective Diary Comment Option open at the same time as the 

transcript and Code Manager is making it easy to capture Methodological and Epistemological 

Reflections 2020/11/01 07:37 AM. 

I am still creating new codes after coding the 11th transcript, so the interview process will 

continue. Every manager has something different to contribute based on their management 

experience, the type of work and people they manage, their understanding of management. How 

they perceive research and their understanding and use of evidence differs in the interviews. I 

am thus beginning to question how saturation will be achieved???? But this is an issue that will 

receive continuous reflection throughout the data collection and coding process 2020/11/12 

05:03 AM. 

 

Reflection about context is important (Drisko & Maschi, 2016). How my positionality in the 

case study university influenced my choice of topic and the data collection process was an 

aspect of self-reflexivity. As a senior manager, I realised that evidence from research findings 

were essential to inform my management practice but due to tight deadlines, publishing in the 

field of management and consulting the literature to inform my practice was a luxury. I was 

therefore guilty of perpetuating the R-P divide and not using evidence from research to inform 

my management practice or publishing aspects of my practice to contribute to evidence that is 

available in the literature for other managers to inform their practice. This then informed my 

approach to view EBM as an area of investigation to address the R-P divide in HE. 

Additionally, the limitations of this study were also noted in the thesis to enhance rigour and 

give the reader a sense of the scope of the thesis and to inform future research. I made an effort 

to keep my inquiry open and as unbiased as possible by intentionally reflecting and allowing 

the interviewees to speak freely during the interviews and by incorporating various views in 

the interpretation and presentation of the findings even if they differed from my experiences. 

This contributed to trustworthiness of the research which is elaborated upon in the next section. 
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3.11 TRUSTWORTHINESS OF THE RESEARCH 

 

Trustworthiness is a judgement that is made in a qualitative study. Trustworthiness formed the 

basis for assessing this qualitative study (Rallis & Rossman, 2009). Lincoln and Guba (1985) 

proposed concepts such as credibility, dependability, confirmability and transferability as 

concepts to assess a qualitative study.   

 

 

3.11.1 Credibility 

 

Credibility in qualitative research enables the researcher to demonstrate the accuracy of the 

concepts used and how participants were chosen by making use of careful observations and 

triangulation (Rallis & Rossman, 2009). Credibility as it relates to the believability and 

accuracy of the findings (Thomson, 2011) was assured throughout the research process. 

Triangulation of data collection methods was achieved by using interviews and documents to 

enhance the credibility of the data collection method and subsequent findings. During the 

interview process, responses were clarified and probing questions were posed to contribute to 

the credibility of the findings (Saunders et al., 2016). Three pilot interviews were conducted 

and the sample size of 37, ensured that sufficient data was collected to reach saturation and 

contribute to the credibility of the findings. The data quality was credible in that the interviews 

were recorded with informed consent using a good quality tape recorder. In order to ensure the 

accuracy and completeness of the data (Thomas, 2011), interviews were also transcribed 

verbatim and verified by myself as the researcher. As the researcher, I was fully prepared for 

the interviews and questions were developed in the form of an interview schedule before the 

interview took place. This contributed to the quality, accuracy and completeness of the 

interview data. The trustworthiness of the study was also enhanced by the use of ATLAS.ti, to 

manage the data electronically and to ensure an audit trail of the collection and analysis of data. 

Credibility according to McMillan and Schumacher (2010) can be achieved with prolonged 

exposure to the data. The thematic analysis process that was used required data to be coded and 

recoded before the final code frame was produced, which ensured prolonged exposure to the 

data. McMillan and Schumacher (2010), also suggest the use of participant’s language and 

verbatim accounts. Direct quotations from participants were used to support the findings upon 

which the thesis is based. This was done to convince the reader of the credibility of the findings 

(Thomas, 2011).  

 

 

3.11.2 Dependability 

 

Dependability considerations enable the researcher to account for the context and any changes 

to the context and conditions that occur in the research process (Rallis & Rossman, 2009). Due 

to the COVID-19 pandemic, the research methodology was altered from a face-to-face mode 

to an online mode. The research methods were dependable since the value of semi-structured 

interviews lies in its ability to allow participants to engage with the topic. The appropriateness 
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of semi-structured interviews and document analysis, as well as how the data were coded, was 

made explicit to achieve rigour with regard to how the findings were arrived at. What was 

shared in the interviews and what was not shared also influences the dependability of the 

findings. Attempts were made to accurately transcribe and code the data to arrive at the themes. 

Dependability of a study can be improved with the use of mechanically recorded data according 

to McMillan and Schumacher (2010). The dependability of the analysis was enhanced because 

the interviews were recorded and were available to be accurately transcribed. In addition to 

tape recording interviews, ATLAS.ti was used to analyse the data. Colour coding themes and 

codes made the analysis process easier as similar codes and themes were depicted in the same 

colour. The reader is thus able to assess the dependability of the analysis (see Code Scheme in 

Appendix 3). 

 

 

3.11.3 Confirmability 

 

Confirmability allows researchers to make explicit the data that informed the interpretations 

(Rallis & Rossman, 2009). The concept of confirmability should be viewed in relation to the 

objectivity within this study. In order to minimise bias in a study, Shenton (2004) advocates 

for the use of triangulation to facilitate confirmability. Triangulation of data in the data 

collection phase could thus include interviews, a review of documents, questionnaires and 

observations. The nature of this qualitative study warranted the use of interviews and a review 

of documents in order to answer the research questions and to fulfil the purpose of this study. 

However, I made an effort to make this study transparent in the collection and analysis of the 

data through the use of ATLAS.ti to analyse and manage the data and to link my data collection 

methods to the research questions.  

 

 

3.11.4 Transferability 

 

Transferability in qualitative studies refers to the extent to which the findings of one study are 

able to be transferred to other context (Rallis & Rossman, 2009). Merriam (2009) argues that 

in order for transferability to take place from one study to the next, the evidence should support 

any generalisations that result from the findings when applied in another context. A qualitative 

study is proposed using a case study approach. A limitation of the case study approach is that 

the findings cannot be used to make generalisations because the participants who are 

interviewed are not representative of the population (Bryman, 2012). The interview participants 

in this study were selected based on a purposive sample and were not intended to be 

representative of the population. The context dependent nature of this study only allows 

generalisations within the case study but not to other contexts. However, the finding could be 

applicable to management practices in other universities but the degree of applicability will be 

left to the discretion of the reader. In order to assist the reader, the research context, 

methodology and findings were described using thick description.  
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3.12 ETHICS 

 

Qualitative researchers are advised to conduct and report on their work in an ethical manner. 

Creswell (2012) argues that in order to produce ethical and quality qualitative research, the 

entire research process from the data collection, to analysis as well as the presentation of 

findings should be grounded in ethics. In the present study, an application was made for ethical 

clearance to the Institutional Research Board (IRB) at the University of Bath in accordance 

with the rules and regulations of the US Federal Policy for the Protection of Human Subjects 

(56 FR 28003). Participants in this study: were debriefed about the purpose of this study; had 

the right to withdraw at any point; had their identities protected by the use of anonymous 

identity markers; were protected from psychological, social and physical harm and were asked 

to provide informed consent verbally. Transcripts were also anonymised before they were 

saved on the data storage device. Some participants reflected on the usefulness of participating 

in this study and potential benefits to them and this was captured as: 

 

I thank God also for this opportunity because even for me it’s … something that I also have to 

think about as well, like makes me think about other things that I never thought about. Yeah so 

it’s something that I can also use in my own space as well (Academic 8). 

 

A few participants made use of debriefing sessions after their interviews to reflect on the 

interview process and to express their gratitude for allowing them “to be part of a thought 

provoking process” about their management practices (PAS 8; Academic 12). In accordance 

with the ethical guidelines, data will be stored securely for five years (Creswell, 2012).   

 

3.13 CHAPTER SUMMARY 

 

The methodological context of this study was outlined in this chapter. The research questions, 

the paradigm and methodology shaped the design of this study and the justifications for the 

research methods that were selected. The interpretivist paradigm informed the use of a 

qualitative methodology and an intrinsic case study. Qualitative methods such as semi-

structured interviews and a document review were thus proposed as methods to answer the 

research questions. A purposive sampling strategy and the sample size of 37 were justified 

based on a theoretical approach, which was underpinned by literature and achieving saturation. 

A two-stage data analysis process based on a semantic level analysis phase and an interpretative 

level analysis phase were described in detail and drew on the ethical considerations which were 

taken into account in this qualitative study. Reflexivity with a particular focus on self-

reflexivity and reflection together with trustworthiness provided an indication of the usefulness 

of this qualitative study and the appropriateness of a qualitative study to answer the research 

questions. The interpretivist approach underpinned by a qualitative methodology and case 

study design as well as the data analysis strategies provided the opportunity to arrive at the 

findings, which will be the focus of the next chapter.    
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CHAPTER 4: FINDINGS 

 

The key themes that arose from the findings are interpreted and presented in this chapter. The 

previous chapter reported on the two-tiered analysis process, the semantic level and interpretive 

level of analysis, which informed the development of themes. The semantic level of analysis 

focussed on descriptions of the data and was followed by an interpretive level of analysis, 

which was at a higher level of abstraction and allowed patterns to emerge from the data. The 

meanings that participants associated with their practices were the basis for the codes, which 

led to the formulation of code groups in ATLAS.ti. The code groups were then abstracted to 

themes in order to answer the research questions. This chapter begins with pracademia as a 

space in HE as a theme followed by decision-making and evidence. Research informed 

management practices emerged as a theme as well as perceptions of research relevance for 

practice. This is followed by bridging the R-P divide by engaging in actions of scholarship as 

the last theme. Throughout the presentation of the findings, interpretations of the data are 

supported by first person accounts of statements made by managers, which provide authentic 

support for the themes and sub-themes. 

 

4.1 PRACADEMIA AS A SPACE IN HE  

 

As in the literature, three spaces were identified in which managers’ areas of responsibility 

were located: academia, practice and pracademia (McNatt et al., 2010). McNatt et al. (2010) 

referred to managers who work in the pracademia space as pracademics who fulfil criteria 

related to having a qualification such as a Masters or PhD; conducting practice-oriented 

research and reading literature to improve practice. These boundaries were set in the literature 

by McNatt et al. (2010) and were used to categorise managers who participated in this study. 

Table 4.1 gives an indication of academic and PAS managers who fulfil the criteria of being 

either pracademic or non-pracademic managers. 

 

Table 4. 1 Categorisation of managers 

 Academic Staff Pas Staff 

Pracademic 9 10 

Non-Pracademic 5 13 

Total 14 23 

 

 



69 
 

4.1.1 Pracademic Concept 

 

Having responsibility as a practitioner in a certain field and being a manager allowed managers 

to occupy the pracademia space (see the representation by McNatt et al. (2010) in Figure 2.1). 

Pracademics as defined by McNatt et al. (2010) are managers as opposed to discipline 

professionals who operate in the pracademia space. A manager reported that there were 

boundaries in the spaces but that it was possible to function in the academia and pracademia 

spaces and stated that, “I’ve also been able to recognise the boundaries of each one that I 

function in” (Academic 9). Pracademia provided a space for both academic and PAS managers 

to operate in. One manager likened those managers who operate in the pracademia space to 

“third-space professionals” and stated that, “so you have these third-space professionals” 

(Academic 9). The consideration of being a third-space professional was undertaken by one 

manager who was previously a PAS staff member and who recently took up an academic 

appointment. This was mentioned as, “when I came into this unit as an academic, I came from 

being a support staff” (Academic 9). This particular manager stipulated that, “I’m only on the 

academic staff now for 4 years, 5 years” (Academic 9). Together with managerial experience 

in leadership positions and constraints within each space, this manager mentioned navigating 

between the academia and practice space when making decisions and illustrated this as:  

 

and so I brought a whole lot of experiences, my management experience in an educational space 

or the leadership positions or the school experience that I’ve had previously either as the teacher 

managing the classroom space or managing departmental spaces or the school space and so 

now when I look at myself, I navigate between the two. So I found a middle space that I can 

bring both together and I work off that space. So where those decisions that you know, that you 

made before in this management world or support world, academic support world comes into 

play when you’re taking certain academic decisions, whether it’s your research, whether it’s 

you know your teaching or whatever, theoretical decisions as well. It comes into play here and 

so you find yourself being able to navigate both and sometimes there’s challenges because 

sometimes you realise I can’t do as I did before, I can’t take this decision here because of the 

constraining factors of the one role you’re expected to perform. So it’s not always smooth 

navigation. There are challenges as well with that (Academic 9). 

 

Managers who worked in the pracademia space were described by a manager as, “that would 

be people who are theorising about issues in higher education” (Academic 6). A PAS manager 

who had oversight of academic and PAS professional development provided an example of a 

head of school who transitioned from an academic role into one with “administrative and 

managerial responsibilities”, as someone who could operate in the pracademia space (PAS 15).  

 

Management skills were acquired through formal management training as well as through 

experience by trial and error. Most managers reported that management experience was 

assumed when someone was appointed in a managerial position in the university. Some 
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managers commented that management skills were often acquired through trial and error 

experiences and was captured as: 

the assumption is the more experienced you are, regardless of what is that experience, you 

should be able to just get on with it. So it’s kind of trial and error (PAS 19). 

 

Training and development were reported as being linked to the field in which a manager was a 

practitioner. In support of this, one manager stated that, “it’s human nature that, because you’re 

an academic practitioner, your training and development and upskilling will be in that area” 

(PAS 19). The recognition existed that training in management was important and was captured 

as, “even though you are a manager you’ll recognise that you also need to train yourself in 

management practices” (PAS 19). Tension between the role as a “manager” and a “discipline 

practitioner” was highlighted with stronger emphasis on becoming a better management 

professional (PAS 19). This was articulated as:  

 

because your passion is with your profession, in this instance an academic professional, an 

academic developer, you will tend to focus on becoming better as an academic practitioner 

than becoming a better manager (PAS 19).  

 

Managers regarded upskilling in both their discipline and management skills as important. A 

suggestion was made for managers to adopt a shift in their mind-set to include an equal split 

between upskilling in the profession and in managerial skills. A manager captured this as, “I 

think there needs to be a shift in people’s minds that maybe I should think about a 50-50 split” 

with the intention to “see how I can upskill myself as a manager better once I’ve laid the 

foundation to be an outstanding practitioner” (PAS 19).  

 

Management training was also considered as important. Those managers who were trained, 

reported receiving training in their undergraduate degrees or as part of professional 

development at the university. The benefit of receiving management training allowed managers 

to develop and gain experience in management. One manager commented that: 

 

I’ve just been fortunate, I’ve gotten exposed to management quite early in my career, when I 

started and it has really allowed me to develop a lot of experience in terms of being able to 

execute what I’ve been involved in (PAS 14).  

 

 

Most managers reported that they did not get any training in management but were “in 

managerial roles and performing managerial functions” (PAS 1). Some managers mentioned 

that they had done a course in project management but did not really consider it to be 

management training. A manager stated that, “I did project management through [the Part-



71 
 

Time Centre] I think in 2015 or 2016, I can’t remember but no other management course (PAS 

2). 

 

In addition to learning by trial and error some managers reported basing their management on 

their “past experience” and their “own ideas” and “research” (Academic 1). Exposure to 

management, “hitting the ground running and making mistakes and learning from them as 

quickly as possible” was also common (Academic 1). Most managers, who did not receive any 

management training, identified it as an area for development and mentioned that they would 

welcome the opportunity to receive management training. This was stated as: 

 

So I’m basing this on my past experience of working with my own line managers and my own 

ideas and kind of research that I’ve done. But I’ve got no formal training so that’s an area I 

want to upskill myself in, is the management … within the higher education sector (Academic 

1).  

 

 

As part of their professional development, some managers identified the need to do a leadership 

course and not a management course because they preferred the leadership discourse to 

management. In some instances, this commitment was accompanied by a budget and included 

in performance appraisals and was exemplified as: 

So I prefer to go more for the leadership kind of discourse and not so much like management 

but yeah so that it’s kind of built into my own professional development needs as part of my 

KPA that’s been built in and I have applied for the budget for that (Academic 4). 

 

 

Management training was viewed as an investment in oneself and part of personal 

development. Comments such as, “I would love to be trained ... it’s an area I would be 

interested in definitely” (Academic 6). Performing management task better, such as chairing 

committees, was seen as a benefit of management training. Training was also viewed as a 

means of circumventing mistakes, managing better and reaching goals faster and was 

articulated by a manager as:  

 

I feel like I’ve always hit the ground running, you know, so even this year I was sort of digging 

deep into my resources but I didn’t, I mean I know how to manage the teaching and learning 

committee at the Faculty but I’m sure I could do it a hell of a lot better with training (Academic 

6). 

 

 

Learning by trial and error and making mistakes along the way was regarded as taking longer 

and was commonly expressed by managers who were not trained as managers. Most managers 

felt that in order to improve job functions and reach goals much faster, targeted management 

training was required. A manager captured this as:  
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I feel like there’s also learning as you are moving but that kind of like takes longer because you 

learn at the same time you also make other mistakes. However, if you have attended a specific 

course that is targeting on that role, those other mistakes that you’d have done you know along 

the way, could be avoided and you actually reach your goal much faster and then that also 

improves the way you do your job. That’s just my opinion, because some of it you can learn as 

you are doing the job, which is true, but I think it’s rather a long route to getting to the point, if 

there’s specific training that is provided, then it will help a person to like okay you, you now 

know because that’s what exactly you’ll be taught during the training. Then you can avoid 

making maybe some costly mistakes (Academic 8). 

 
 

Some managers who had undergraduate training in professional qualifications such as 

education and nursing reported that their education exposed them to management training. This 

was also reported as the reason that they did not subsequently attend management training 

courses. Acquiring on-the-job management experience and skills were learned along the way 

and illustrated as:   

 

I haven’t done anything that’s why I’m saying, some of the skills are just the skills that I just 

learned. Especially because I did my first degree it’s a BEd and then I did education 

management because management at an education institution is different from management 

like in a company or so. So most of the skills you learn but you also use some of those education 

management principles that we learned at undergraduate level to be able to learn the skills 

(Academic 10). 

 

 

Most managers acknowledged that there were opportunities within the university to obtain 

management training. Managers were of the opinion that finding time for training was a 

challenge and that it was important to include training in performance agreements and build it 

into their workloads. This was articulated as: 

 

I would love to go on training but again … that’s pretty much the reason why I haven’t done 

some of that yet is just finding time to do that. Cause typically what happens is, you know, if 

you go away for a 2-day training session, when you come back then there’s 2-days work that’s 

due that you’ve gotta catch up somehow in that time. So that, so training if it’s like really 

realistically going to happen then that also has to be included in the performance agreement so 

that you can make space for that training in your workload (Academic 13). 

 

 

Management duties were not confined to HR, they included workload, legislation and labour 

practices and a manager felt that having the time to attend training sessions would allow these 

functions to be executed better. This was stated as: 

 

I became familiar with the workload, the legislation and labour practices but you know, not via 

some formal training process. And so there’s a lot of things that I can possibly do better but I, 

you know, I haven’t had the training and I don’t have time for training now (Academic 13). 
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Making a contribution to theory and practice was regarded as something that a pracademic 

manager was able to accomplish by doing a PhD. Managers did not distinguish between a PhD 

in management or a PhD in a particular discipline. One manager regarded doing a PhD as a 

“wonderful opportunity” and reported that, “if we are managers and we do PhDs, then that’s 

an opportunity for us to contribute to theory and practice” (PAS 19). Contributing to both 

theory and practice was regarded as something exceptional because the link between the two 

was not an obvious one. This was stated as, “it is not really the case that someone in a particular 

field would make that link into practice” and as such this manager felt that “it is something that 

I think that we can contribute to” (PAS 19). Doing a PhD was also regarded as a means to make 

a link to management practices in terms of communicating with people from a position of 

credibility and speaking the same language as academics. This was articulated as, “I don’t want 

to sit across the table from a lecturer who sits with a PhD and thinks they’re better than me” 

instead, “I want to speak the same language as people” (PAS 19). The advantage for this 

manager was that it would “build confidence and that would build equilibrium in the system” 

(PAS 19). This was communicated as essential because “we work with academic staff members 

all the time. They definitely do look down on us as professional staff” (PAS 19). Doing a PhD 

and being able to communicate better with academics was viewed as a means for managers to 

lead by example and was stated as: 

 

and people can, with confidence, come to the HR manager because she’s got a masters degree, 

she has a PhD, she understands where I’m coming from. That’s where your leadership comes 

in. You lead by example. You lead by showing people that you can and you’re willing to do so 

and you’re willing to step up in order for us to speak the same language (PAS 19).  

 

In order to conduct disciplinary research, teach and manage a support unit, one manager was 

able to negotiate a reduced workload. This was communicated as, “in this portfolio, I got the 

agreement that I would have a 40% reduction in my teaching responsibilities” (Academic 12). 

This manager retained teaching responsibilities in the school and stated that, “I do still have 

responsibilities in the school” and described the responsibilities as, “I taught two honours 

courses this year and I coordinated the honours programme” (Academic 12). However, this 

was considered a reduced workload and articulated as, “but that is somewhat reduced from 

what it would normally have been” (Academic 12).  

 

Balancing research and workload was regarded as important for operating in the pracademia 

space. One manager was of the opinion that, “I think you should consult the management 

literature specific to what you are managing” (Academic 12) and another manager mentioned 

that, “my supervisor is aware of what’s going on in my research as well as my workload” (PAS 

23). The involvement of a superior to facilitate work in the pracademia space was vital and 

enabled one manager to clarify expectations early in the year and illustrated this as, “we’re able 

to, you know, have strategic meetings early in the year” (PAS 23). The terms of the meeting 



74 
 

were described as, “to say what our targets are, what’s expected of me to do in my work as 

well as my research” (PAS 23). 

 

4.1.2 Human Resource Structural Boundaries 

 

Managers who worked in the pracademia space, pracademics, were either on an academic HR 

appointment or on a PAS appointment because the university did not recognise the pracademia 

space. This presented challenges for those undertaking doctoral studies. Some managers 

reported that they managed both “academic and PAS staff in one unit” and that all of them “are 

doing PhD’s” (PAS 20). The career trajectory of PAS staff who obtain PhD’s was limited and 

one manager mentioned that, “there’ll be no where for us to go when we finish” and “we’d 

have to leave [the unit], get new jobs where we can use our new skills” (PAS 20). This manager 

was of the opinion that managers and their staff who do research-informed work should be on 

an academic track in order to be fully utilised. This was articulated as: 

 

it doesn’t really make sense why they keep people who are doing work that should be research-

informed in support positions. If I was given a choice, I would move onto an academic track. 

And I think there are people who get seriously under-utilised as a result (PAS 20). 

 

The lack of incentives for managers doing a PhD who were not on an academic track was 

highlighted. Lack of incentives were noted in terms of “financial incentives”, “recognition”, 

“resources” and “time for research” (PAS 22). A contrast between academic and PAS staff 

pursuing doctoral studies was directly attributed to the appointment that they were on. A 

manager reported that those on the academic track “were given reduced workloads” while those 

on the support track “were pressurised to work on their thesis after hours and fulfil their 

management responsibilities during working hours” (PAS 22). Job functions and requirements 

were noted by managers as being integral to the nature of work that someone was appointed to 

do. One manager mentioned the different affordances allocated to staff on different 

appointment tracks as an impediment to PAS staff undertaking PhD studies. It was noted that, 

“doing a PhD for support staff is a very difficult and tedious role because of the lack of 

affordances allocated” (PAS 22). According to a manager, academic staff “were required to 

have a PhD and are given the affordances much easier and quickly” (PAS 22). The opinion 

was expressed that, “as support staff, although it’s good for our career, for work, for our 

management skills” the perception was that a PhD “is not seen as a priority and something 

that’s relevant” (PAS 22). A contradiction in policy which posed a challenge was highlighted 

in that, “they encourage us to do the PhD but they don’t give us the affordances to go with it” 

(PAS 22). This then was viewed as, “putting a huge challenge and burden on doing a PhD” 

(PAS 22). The pursuit of a PhD was valued due to the perception that doing research was 

required to advance in a particular field, and that PAS staff are only recognised in the university 

environment if they have a PhD.  
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4.2 DECISION-MAKING 

 

Decision-making was based on multiple sources as well as combinations of sources of 

evidence. The majority of managers used intuition and gut feelings as well as past experience 

and collaborative consulting with colleagues. Other less frequently mentioned but important 

sources included research findings, consulting expert consultants and using data to support 

decision-making. This is depicted in Figure 4.1 and suggests that decision-making sources are 

important in their individual right as well as in combination with other sources. Examples of 

combinations of decision-making sources was reported by a manager as, “my gut and intuition 

tell me how serious a situation is or that I need to give something more attention” (PAS 8). 

Another manager stated that, “I use a combination of intuition and gut feeling and checking” 

(Academic 12). Concrete examples are provided in the sections below. 

 
 

 

Figure 4. 1: Sources supporting decision-making. 

 

4.2.1 Intuition and Gut Feeling 

 

Intuition was cited as being the basis upon which most managers made decisions. A reliance 

on intuition was captured by a manager as, “I think 80% of the time I use my intuition” to make 

decisions (PAS 2) and by another manager as, “intuition is big” (PAS 14). Some managers also 

reported using intuition “quite a number of times” and that it was something “I actually do” 

(PAS 13) “to make decisions” (Academic 8). Using intuition to make decisions was viewed by 

one manager as, “something in-build in us” (PAS 10). Another manager reported using 

intuition “all the time, … in the time I’ve been with [the university] for a decade now” (PAS 

17). The notion that intuition was accompanied by experience was stated as, “intuition look, 

it’s not something that just drops out of the air. I believe it comes with experience” (PAS 17). 

The belief existed that, “intuition has to come with a lot of exposure and experience” (PAS 14), 
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which accounted for its usage by managers. Intuition was also seen as something that was 

valuable in a leadership role when decisions need to be made and a manager reported this as: 

 

I’ve been quite fortunate to be involved in leadership all the way from even when I was an 

undergrad, when I was a postgrad. In my private life. So those come into play in terms of the 

decisions that one needs to make in terms of the intuition side of things (PAS 14). 

 

Some managers reported that they did not overtly express to their colleagues that they were 

basing their decisions on intuition but would “rather get the input from others and argue for the 

point rather than saying I just had an instinct” (Academic 4). Whilst intuition was used in 

decision-making, it was filtered through intellect and a cognitive exercise regarding whether a 

decision led to the desired outcome and whether it worked or if another course of action was 

required. An example was provided as follows: 

but it always has to be filtered through my head if that makes sense, if intuitively I feel that 

there's an issue but then intellectually I must work through how to resolve it. My intuition can’t 

resolve it, my intuition can alert me in my opinion but cognitively I need to process and resolve 

it. Intuitively I may feel like something’s a miss but then intellectually I spend a lot of time to 

find and step back and try to unpack that. I would literally stand in front of my board and unpack 

what I think led to the issue, what I think the issue is conceptually and how I think I can manage 

it, and step back from that all the time to track and see what works, or if I need to do something 

else and that's a cognitive exercise but it’s based on an intuitive impulse initially (PAS 8).  

 

A few managers reported using a combination of intuition and their gut feeling. The process 

included consultation and deliberation and was outlined as, “I use my intuition and my gut” 

and then, “I talk to people I trust, think a bit more and try to do the right thing” (PAS 4). 

Consultation in combination with intuition and gut feelings to make decisions were regarded 

as a source of support for decision-making and was aptly captured by one manager as, 

“whenever I have that gut or intuition I choose to still communicate with colleagues because I 

need their support” (PAS 6). 

 

Although one manager used “a combination of intuition and gut feeling, checking and life 

experiences” to make decisions, a level of critical thinking was conveyed in a realisation that 

“to solely rely on intuition and gut feelings you know in a new situation, I think is a little bit 

risky” (Academic 13). This manager also consulted staff and stated that with regard to decision-

making, “I’m always prepared to change my mind” because “I don’t rely on intuition, gut 

feeling and experience alone, I’m always open to input from the rest of the team” (Academic 

13). A collaborative decision-making approach was adopted where the slogan, “‘we are smarter 

than me’” was explained as “a lot of people are gonna get to a better solution than a single 

person” (Academic 13). Various combinations for decision-making, which included 
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consultations with others were advocated for and expressed as, “so I kind of seem to believe in 

consulting widely in making decisions” (Academic 13). 

 

4.2.2 Past Experience 

 

Decision-making based on past experience was reported as a common basis upon which 

managerial decisions were made. Manages were of the opinion that management involved 

decision-making and a manager stated this as, “with the recruitment it's about making the 

decisions for [the university]” (PAS 7). With regard to their disciplinary background managers 

also drew on experience and mentioned that, “experience definitely kicks in especially because 

like the work that we are doing … we’ll need to draw more on our experiences” (Academic 

10). Experience was gained from working with various people in the faculties such as the 

“deans” “students and staff” as well as from “past jobs at [the university]” and one manager 

reported that, “I’ve only worked at this University ever actually” (PAS 1). Experience was also 

viewed as a form of decision-making to fill in gaps and was expressed by a manager as, 

“because I have been at the university long you sort of learn to see which areas are people 

getting confused” and “you use that to then see how we can fill in the gap” (PAS 6). Being in 

the same position for “many years” was regarded as a basis upon which to make decisions 

because “managing it - we know exactly when to actually conduct and how to spread out our 

workshops during the course of the year” (PAS 2). A manager stated that, “sometimes it’s 

something that I feel confident and informed about” then “I will make a decision based on 

what’s happened before or past experience” (Academic 1). 

 

Some managers reported that, “I use my experience” (Academic 3) especially where research 

data was not available and this was reported as, “we have to especially in areas where you're 

not gonna be able to get any meaningful research data” (PAS 5). Combinations of decision-

making sources were also used in this instance such as “your gut feeling and then your 

experience and exposure, I think it comes in very handy” (PAS 5). Combinations of sources 

upon which to base decisions were viewed as a means of including “objectivity” into decision-

making processes (Academic 9). A view was also expressed that managers “cannot separate 

decisions from past experience” and the reason for this was articulated as, “because the issues 

that come across may be unique in their nature, it’s actually things that you’ve dealt with 

before” (Academic 11). Experience with “making decisions when it comes to managing 

situations with staff” led one manager to believe that, “one just needs to go with your gut feel 

and experience to a large extent” because this manager believed that “these aren’t things that 

can necessarily be formalised in terms of policies” (Academic 12).  

 

Past experience was also used to assess what worked and what did not work in the past and this 

in turn informed future directions. This was articulated as:  
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I think there’s a sort of classic knowledge you build up from making lots of online courses and 

within the team we often refer back to what we did in this area of change. This worked or oh 

no that didn’t work … So yeah, we constantly refer back to old work and I think based on that 

take kind of leaps towards what we think will work building on something that’s worked in the 

past” (PAS 20). 

 

A reliance on “life experiences always comes into play when trying to make decisions” and led 

one manager to argue for past experience as an approach because “if at a point where you have 

to make a decision you always rely on those experiences that will be the best approach (PAS 

22). A manager stated that past experience was seen as a pathway “to get to the best solution, 

as I consider it, for a specific scenario” (Academic 13).  

 

4.2.3 Collaborative Consultation 

 

Consulting and collaborating with colleagues to make decisions was common. A few managers 

mentioned consulting heads of schools, deans, someone outside the faculty, assistant deans for 

undergraduate affairs and even committees to assist them to make decisions. Managers did not 

mention that they consulted management researchers, only one manager mentioned consulting 

retired academics and stated that, “we had to find retired professors who could handle 

compiling this accreditation report” (PAS 1). The nature of the decision determined who was 

consulted and one manager communicated this as, “it depends on the nature of the decision that 

has to be made who you would sound board with” (Academic 1). During consultations with 

colleagues, “discussions” as well as “documentation from discussions” were also used to make 

decisions (Academic 3). Ex-colleagues were also consulted and one manager reported that “if 

I don’t know something I’ll ask ex-colleagues what are you guys doing there” (Academic 4). 

Consultation was also viewed as a means of gaining perspective where managers used it to 

“talk to people” but not “necessarily follow what they say” but “just see how somebody else 

sees it, and then see if I can see it more clearly myself” (PAS 4). A manager stated that, 

“consulting with finance staff regarding “the operational budget” informed decisions regarding 

the “direction in terms of the resources that we need to execute projects” (PAS 14). 

Consultation was also common with the HR department to ascertain “what are the rules and 

regulations that need to be followed” (Academic 2). A manager reported consulting HR with 

regard to the staff that were required and their responsibilities and stated that: 

 

the direction where we’re going, the kind of staff that we need, the kind of decisions that I’m 

making in terms of responsibilities for staff (PAS 14).  

 

In some units, managers consulted the expert staff that they employed “in a particular area” 

before they made decisions (PAS 10). This was communicated by a manager as, “we’ve got 

experts, subject matter experts that lead and guide conversations depending on what the change 

that’s happening is” (PAS 10). A few managers mentioned, “talking to important stakeholders, 
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I would consider important for a particular decision” (Academic 9). Consultation with 

academic staff to illicit their opinions informed decisions and were regarded as facilitating the 

identification of gaps in the support that was provided to them. A manager commented on the 

University’s way of making decision and stated that, “you need to have everybody on board”, 

before you do anything you need to “inform them or get their input and then make a decision 

rather than making a decision alone” (PAS 22). Feedback from “the team” before decisions 

were made was regarded as “very important” (PAS 22). Sharing the same sentiment, another 

manager reported not knowing everything and requiring consultation with colleagues before 

making decisions and proclaimed that, “when I feel something I don’t know or maybe I can’t 

sort of factor it in properly into the work environment, then I consult” (PAS 21).  

 

The overall response regarding consulting in order to make decisions was expressed as “I’ll 

you know bounce up that idea and if there is agreement then we proceed” (PAS 15). Decision-

making through consultation was viewed as a collaborative effort and was stated as, “in the 

team we tend to take collective decisions, we’ll discuss at a team meeting and agree on what 

we’re gonna do” (PAS 20). 

 

4.2.4 Research Findings 

 

Decision-making was often based on research findings and appraising these findings. Based on 

research findings, decisions were made regarding which assessments to propose and which 

strategies to present to senior managers for consideration. While decisions were reported as 

being based on “a few things”, a manager stated that, “my decisions are based on the theoretical 

underpinnings” (Academic 9). Some managers mentioned sourcing “recent research papers” 

on a particular topic in “the journals” and one manager captured this as, “I’ll go to the journal, 

especially the Assessment and Evaluation in Higher Education and I get the recent papers on 

specific topics” (Academic 10). Another manager felt that it was essential to read recent 

literature to gain knowledge about a particular aspect and “read before a meeting” and 

conveyed this as, “if there’s something that I don’t know enough about I go to the most recent 

literature in the journals” (Academic 7). Using research findings to make decisions was 

illustrated as: 

 

Well, I use the research findings from all of the studies, so for example, if we need to decide 

on implementing or advising management on implementing a particular strategy, that has to 

rely on research findings on facts so, so that at least you can be able to show that this is what 

the data is telling you about the current situation and then these are the various scenarios 

based on that (PAS 5).  

 

In support of research findings as a basis for decision-making a manager mentioned reading up 

on “what others have done, what is happening in the field, what are the trends, what's working 
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or not elsewhere” (Academic 4). Appraising research findings before using them was also 

undertaken and captured as, “I normally do my homework and that means I also looked at a 

couple of papers that reported on initiatives” (Academic 3). The appraisal also included 

assessing the context of research findings and was articulated by a manager as, “a lot of it was 

from Australian universities. So there were a couple of papers that I did look at as well before 

making a decision” (Academic 3). The insight gained is that managers appraised findings from 

research before using them to support their decision-making. 

 

4.2.5 Consulting External Experts   

 

Expert consultants were drawn upon to assist some managers to make decisions. Where 

capacity was required, a manager mentioned, “consulting the experts” (Academic 7). An 

example was provided by stating that, “so if I know for example somebody is really good in 

this, I have no qualms” or, “to say to this person, listen I’m not sure how to do this, or I don’t 

understand this” and “can you please assist … So I also go to the experts, to an expert resource 

very directly” (Academic 7).   

 

A manger mentioned that expert consultants provided the steps on how to undertake certain 

processes such as identifying the relevant people and stated that, “what he indicated was the 

initial steps of how we should identify all of the relevant people” (PAS 5). An example of a 

consultation with an expert consultant was reported as, “the consultant indicated the initial 

steps of how we should propose a framework and outlined the steps to firstly identify all of the 

relevant people” (PAS 16). It was common for managers to report that they used a variety of 

decision-making options such as colleagues in the field, internal and external research and 

investigations in addition to consulting experts. A manager also mentioned using personal 

knowledge of processes and systems in addition to expert consultants and stated that, “I know 

the university’s processes, I know the system so a lot of that expertise would come from me as 

well” (PAS 16). This was illustrated as, “I use others in the field as well and then obviously 

you know what’s out there in terms of research” (Academic 4). Cumulative “knowledge, skills 

and expertise” were viewed as an asset to assist with decision-making and a manager stated 

that, “I suppose over a while you develop an enormous amount of knowledge, skills and 

expertise” and stressed that “I base what I do on what I’ve learnt” (PAS 8). Another example 

of using multiple sources for decision- making included “we also have to do investigations we 

don’t depend on other people to just tell us what’s the best thing” (PAS 16). A manager stated 

that: 

So that the decisions are taken, you know they’re very varied decisions. Some will be based 

on external research, some will be based on internal research, some will be based on the 

experts that we have on board (PAS 16). 
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External research in the above quote refers to scientific research available in accredited, peer 

reviewed journals. Internal research refers to doing literature reviews on a particular topic and 

analysing institutional data to inform management decisions, which were not subjected to a 

rigorous peer review process or published in a scientific journal. The findings indicate that 

consulting external experts to assist with making decisions was undertaken by very experienced 

managers as well as those recently appointed in managerial positions.  

 

4.2.6 Data-Informed Decision-Making 

 

A data-informed decision-making process served as the basis upon which some managers made 

decisions. In order for data to inform decision-making, a manager noted that “capturing data” 

in one unit preceded its usage in other units (PAS 16). Data to inform decision-making was 

mentioned in the form of “students’ marks”, “admission scores” (PAS 7), “course performance 

pass rates” (Academic 8). Data was regarded as an objective factual means upon which to make 

decisions and one manager stated that, “in terms of decision-making like I say part of it is very 

factual, like how the APS score is calculated” (PAS 7). A manager thus mentioned that the 

decision process undertaken was “very data-driven” and “data-informed” (PAS 7). This was 

illustrated as: 

 

I’m very fortunate to have a really great data team. We have a lot of decisions we make that are 

data-informed. So we’ve got data ranging all the way back to 2006. What those patterns meant 

in terms of the kind of students we’ve got in from basic education. The kind of resourcing that 

they had coming into play, and when I say resourcing in terms, in terms of the academic, in 

terms of the school curricular and development determine the kind of patterns and how they 

translate to different courses in higher years, and what we do is we use those data, that kind of 

data to really inform the kind of patterns that we want to see moving forward. So there’s a lot 

of data from the past. It is very data-driven (PAS 7). 

 

A data-informed decision-making process was viewed by a manager as being appropriate for 

making decisions regarding technology but not for managing people. This was summed up as, 

“so it depends on what you’re managing” and was articulated as, “if we’re talking about 

technology then it becomes much more data related” but “if it’s people, it’s going to be 

intuition, it’s gonna be experience, it’s gonna be what you’ve been taught” (PAS 14). 

 

4.3 EVIDENCE 

 

Managers struggled to understand what was meant by evidence. A manager captured this as, 

“evidence is not understood and even if it is understood, just how people understand it in their 

context varies” (Academic 9). The term context was used and referred to the South African 

context. A metaphor of crime was used to describe evidence, which highlighted the negative 
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connotations associated with the concept of evidence and was stated as, “evidence has a 

negative connotation in our cultural context I guess, in our … South African context” 

(Academic 9). The association with crime was communicated as, “the idea of policing you 

know evidence and it means going to jail if they find you guilty” (Academic 9). A manager 

questioned whether evidence was relevant in the management context because managers were 

viewed as, “policing evidence” (Academic 9). The criminalisation of evidence was highlighted 

as: 

 

Because they’ve been policed into believing that, right? It’s like in the South African context, 

it means murder or it means robbery or it means you know something negative … a crime. It 

means it’s criminalised, the word evidence is criminalised and maybe in these managing spaces, 

do we still adopt a notion of that criminalised way of looking at evidence, so that you believe 

as the manager you’re the police and you’re policing evidence (Academic 9).  

 

Not all managers were amenable to using evidence in their practice and collecting evidence 

due to the time consuming nature and the lack of resources to collect evidence. This was 

articulated by a manager as, “I didn’t have the resources, so for evidence I really just expand 

on any evidence or motivation that I have” (PAS 11). Another manager was able to articulate 

the evidence that was required for a particular task but was not willing to collect this evidence. 

This was stated as, “people’s emails and logs of what they had and hadn’t done on the platform. 

So these are different kinds of evidence” (PAS 20). After articulating the evidence this manager 

continued by stating, “and that was the kind of evidence I was really not willing to collect” 

(PAS 20). Various sources of evidence were thus important in the identification of what 

constituted evidence. 

 

4.3.1 Sources of Evidence 

 

Managers mentioned qualitative and quantitative sources of evidence. Quantitative sources of 

evidence included data and surveys whereas qualitative sources were reported in the form of 

reports, registers and minutes of meetings, feedback from students, evaluation forms, emails, 

feedback from staff, intuition and own knowledge, projects, interviews, publications and 

WhatsApp’s (see Figure 4.2). Managers were able to articulate their understanding of evidence 

and how they used evidence in practice. One manager noted that, “I mean evidence for my role 

is easy it’s the reports” (Academic 6). A variety of evidence was gathered by managers who 

collected evidence in the form of “intake forms, registers, WhatsApp conversations and emails” 

(PAS 3). The use of both qualitative and quantitative sources of evidence by managers was 

confirmed by the review of documents (Performance Management Presentation Doc 6, 

(2019c)). 
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Figure 4. 2: Sources of evidence. 

 

Managers indicated that evidence in this study differed depending on the work that was 

undertaken and in certain instances it was appropriate to collect evidence in the form of emails 

for referrals to other units and in other instances when workshops were conducted, registers 

were regarded as an appropriate form of evidence. Evidence of activities taking place were 

collected in hardcopy as well as in electronic form. This was articulated as:  

 

The evidence … what I do when a student comes in they complete a form, so that’s the evidence 

and they sign it so there’s hard copy paperwork then … when we have workshops, we take the 

register and … remember every workshop we book it on Sakai so you have evidence that it 

happened plus the register, the students signed, it shows how many attended so that’s evidence. 

Now when it comes to online it’s a little bit challenging however, for example on WhatsApp, 

there’s evidence, WhatsApp evidence I mean the communication, the number of participants is 

there on WhatsApp and for the one-on-one most times the students send emails, we have 

evidence of emails and also WhatsApp conversations you can have that as evidence (PAS 3). 

 

A reliance on intuition to make decisions led some managers to view intuition as a source of 

evidence. A manager mentioned that, “I use intuition” (PAS 17). Some managers also reported 

using their own knowledge as a source of evidence. This was articulated by one manager as, “I 

use my own knowledge and touch wood, I have the opportunity and the advantage of having 

that background and knowledge” (PAS 1). The advantage of acquiring knowledge and more 

particularly institutional knowledge over a period of time was communicated in terms of 

providing advice without referring to other staff. One manager captured this as, “I don’t have 

to send you running from pillar to post because the knowledge I have, I gained throughout the 
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years” (PAS 1). Building capacity and knowledge within units was mentioned by some 

managers and a manager reported this as, “we’re building our own capacity and knowledge” 

and considered this as a source of evidence (PAS 16). 

 

4.3.2 Evidence-Based Practices 

 

The type of evidence collected depended on the purpose for which it was used. A manager 

captured this as, “it depends on what we’re measuring … how widely we’ve done it, how 

frequently, as well as other value-added support systems” (PAS 18). This necessitated the 

collection of “quantitative indicators of how often we’ve done something, how regularly and 

where we’ve gone but we also have qualitative feedback” (PAS 18). 

 

A distinction was made between evidence from research and evidence of activities undertaken. 

A manager mentioned that “if it’s for your research it’s your actual publications” that are your 

evidence (Academic 4). This was echoed by another manager who stated that, “evidence would 

be a publication in a peer-reviewed journal” (Academic 9). Evidence for activities undertaken 

related to “workshops, course outlines and reflections from students’ feedback so those are all 

the evidence that I normally use” (Academic 4). Evidence for community engagement were 

articulated as projects and webinars and reported as, “in terms of your community engagement, 

it would be projects that you've engaged in” (Academic 4). This was further clarified in the 

form of an example where, “let’s say you've done a webinar, you attended meetings, the 

meeting attendance registers, email communication that's evidence” (Academic 4). Unit annual 

plans were reported as a means of collecting evidence based on the deliverables that were 

required. A manager mentioned that, “I have a unit action plan for that particular year” this 

plan “lists all of the activities that we are going to be doing” (PAS 5). The evidence was then 

produced from “the deliverables in terms of the reports, publications, presentations, so then 

that becomes a part of the evidence” (PAS 5). How evidence of deliverables and solutions were 

used in reports was by taking “a snapshot of the dashboard to present that as evidence” (PAS 

9). Training materials “dashboards and the predictive models that we’ve used, we also put that 

as evidence” other information included “on such and such a date, we had training, we trained 

so many people” and the “URL links and snapshots of the visuals demonstrates the solution 

and evidence” (PAS 9).  

 

Managers reported that evidence was required for performance management purposes where 

they and their staff needed to “attach evidence” to substantiate the ratings provided” (Individual 

Performance Contract User Guide Doc 3, (2019)). The performance management 

documentation also stipulated that both “qualitative and quantitative evidence” could 

accompany the submission of documents (Performance Based Remuneration - Train-the-

Trainer Doc 4, (2019b)). Managers were also required to discuss the outcomes with employees 

“and provide documented evidence” (Performance Management Presentation Doc 6, (2019c)). 
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The appeal process also required evidence and stipulated the submission of “the line manager’s 

rating and evidence of poor performance and the corrective action that he or she has taken” 

(Performance Management Presentation Doc 6, (2019c)). Discussions to “resolve differences, 

using evidence” was recommended in the performance management process (Performance 

Management Presentation Doc 6, (2019c)). The performance management documentation also 

stipulated that “evidence of achievement/ means of verification” (UCDP Doc 7, (2017d)) were 

required. Evidence of achievement and means of verification were regarded as being similar 

without any definitions for how to interpret them in practice. Managers’ discretion was thus 

relied upon. An example of how evidence was used in the performance management process 

was captured as: 

 

with regards to … the KPAs, if we had said we would be submitting rankings data and then that 

submission as well as the outcome for that particular year that becomes the evidence, that I will 

attach to say on this particular KPA this is what we have done (PAS 5).  

 

An assessment was made by one manager about the relevance and appropriateness of evidence 

gathered for performance management. A “mismatch in what we’re measuring” (PAS 18), was 

noted as: 

it doesn’t answer the question around whether evidence for the performance management 

system that we’re using now for example is even relevant or appropriate within an institution 

like this (PAS 18). 

 

One manager mentioned collecting qualitative and quantitative evidence when workshops were 

conducted which included a questionnaire with about “26 questions and then I collate all those 

answers and look at them. So that’s a big source of evidence” (PAS 4). Qualitative evidence 

included “external examiners reports and … evidence from minutes” (PAS 4). The use of 

qualitative and quantitative evidence is supported by the review of documents and substantiates 

this claim (Performance Management Presentation Doc 6, (2019c)). 

 

4.3.2.1 Research and Practice in HE 

 

The inability to separate research from practice was noted by some managers. Some managers 

commented on the advantage of being at a university, which enabled managers to conduct 

research and to use research to inform their work. This was articulated as, “I don’t think there 

is much research which is being done outside institutions of higher education and other research 

centres” (Academic 8). The type of research referred to in this instance and the link to practice 

was articulated by a manager as, “research did not necessarily involve publishing in journals, 

research could take the form of conducting surveys to improve future practice” (Academic 8) 

and was stated as: 

 



86 
 

so in a way, it means that by virtue of being within a university, which is a research intensive 

institution, we do needs to be informed by research. We might not be able to do huge research 

that ends up being published in journals but by, you know, the little surveys that we take, the 

little questionnaires that we give to our students, the little evaluation forms that we give them 

at the end of a workshop session, they will inform us how we would conduct the future 

workshops in a way that will benefit the students. So in that way, we cannot really separate 

what we do and research about what we do (Academic 8). 

 

 

The divide between research and practice was negated by a manager who argued that, “very 

often the research is directly translated into the practice, into what you’re going to do in your 

practice” and this was attributed to “the nature of the practice, and it’s very practice-oriented 

as well, there’s a big practice there” (Academic 9). This manager was adamant that theory 

could be translated into practice and stated that, “the theory can translate into practice and you 

can, you know, have it disseminated immediately through an article (Academic 9). Another 

manager noted that sometimes the research that is conducted by managers “is actually 

focussing on their work without it necessarily being a requirement from their side to do the 

research” (Academic 8). This manager proposed a future where research and practice could 

merge and stated this as, “so I actually see a way forward that could merge and actually 

encompass both worlds and move forward” (Academic 8). 

 
 

4.3.2.2 Interplay between management theory and practice 

 

The interplay between management theory and practice was viewed as a means to contribute 

to management research and practice. One manager stated that, “I think there has to be an 

interplay between practice and theory and that, that’s how our field evolved” (Academic 13). 

Room was thus created for “people who do fundamental research” to apply it in the workplace 

by documenting practices based on experience to create knowledge and then feeding practices 

back into research to contribute to workplace applications. The interplay between theory and 

practice was described as:  
 

To develop principles of management and chances are, they’ve got fundamental theory and 

then to take that to the workplace and work out how that works in practice and then to document 

that and feed that experience into the foundational knowledge where there’s that interplay 

between pure foundational research and you know workplace application and observing those 

applications and feeding the practical application principles back into the foundational theory, 

that interplay is quite important (Academic 13).  

 

The above quote exemplified what was communicated by managers regarding the interplay 

between management theory and practice and the contribution to bridging the R-P divide. 
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4.3.2.3 Learning and knowledge creation 

 

Some managers were of the opinion that EBP could foster learning and knowledge creation. 

Employing interns and amending policies and systems were cited as examples. The value of 

interns was that they brought new knowledge to the unit and was captured as, “so basically 

why we have like interns because they all the time bring new knowledge” (PAS 10). Amending 

processes and systems was regarded by a manager as what was required within a learning 

organisation and was captured as, “for an organisation to be a learning organisation, you have 

to document processes and systems” (Academic 13). A manager also mentioned that if learning 

was documented then it could cumulatively contribute to learning. Learning from 

implementing a policy followed by managers doing empirical observation in relation to what 

works and documenting lessons learnt was illustrated as: 

 

 
And so our policy is perhaps a good example where we institute a policy to manage, managerial 

aspects and then we follow that policy but when that policy no longer serves us, we amend the 

policy and then we follow the new policy. So in that sense, I think you know managers do need 

to do some empirical observation that we trying stuff and seeing what works; not always the 

best approach but you know and then documenting the lessons that we learn (Academic 13). 

 

 

The learning potential attached to doing research and amending systems and processes using 

findings from research that works in practice, was highlighted.  A manager stated that in order 

“for an organisation to be a learning organisation, you have to document processes and 

systems” and “as you learn you seem to amend your processes and systems” (Academic 13). 

Documenting learning from practice was viewed by a manager as, “it’s important that you 

document your learnings” because it would ensure “that the next person who comes along 

doesn’t have to discover everything from scratch again” (Academic 13). This was described 

as, “once you’ve documented what you’re doing, you carry on doing what you’ve documented” 

(Academic 13). The “consistency and quality of your product” allows managers to “embed the 

improved process” and in terms of “being a learning organisation I think it’s important that we 

do it like that, we document systems and processes” (Academic 13).   

 

One manager was not convinced of managers’ ability to incorporate learning into practice to 

create knowledge. In addition, this manager felt that, “management literature is more focussed 

on dictating” and that the literature was not in sync with reality and “what’s going on, on the 

ground” (Academic 11). This was stated as: 

we’re not really incorporating what we know about learning into our practice. So you know so 

we, we read widely about what’s available but the actual solutions that we’re looking for they’re 

not really available yet, people are still exploring (Academic 13).  
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4.4 RESEARCH INFORMED MANAGEMENT PRACTICES 

 

Research informed management practices were underpinned by conceptualisations of research, 

the presence of research in managers’ job descriptions and the use of literature to solve 

management problems. 

 

4.4.1 Research Conceptualisation 

 

Research was conceptualised differently by PAS managers and managers with an academic 

appointment. Commonalities between PAS and academic staff included narrow definitions of 

research in terms of data collection and analysis for scientific and publication purposes as well 

as broad definitions of research, in terms of informal data collection and analysis to inform 

management practices. 

 

4.4.1.1 Professional administrative and support staff 

 

Some managers had their own way of conceptualising research. The purpose of research was 

captured by a PAS manager as: 

 
when you do research you are supposed to look how can this improve the social economical 

issues, how is it gonna improve communities, so that is why research, that is how I look at 

research (PAS 3). 

 

 

Research was defined very broadly by PAS managers as reading journals and looking for 

patterns in data as well as something that could be applied to management practices. A manager 

defined research as, “reading journal articles, googling a particular issue and looking for 

patterns in student data” (PAS 8). A PAS manager captured a perception of research as 

something intuitive and reported that, “I do [research] intuitively. I mean I do that every time 

I'm recording students and data and looking for patterns, for me that's research” (PAS 8). As a 

previous academic staff member, this manager conceptualised work using a research approach 

and captured this as firstly, “I worked as an academic all my life now I’m a support staff person 

but I’m still using the same approach” (PAS 8). Secondly, research, “it doesn’t compromise, 

in fact it enhances the support that I provide because I’m able to conceptualise my work” (PAS 

8). How research was conceptualised was contextual and based on issues that were managed 

and was stated as, “for me every day’s research is about, I’ve learnt how to interface with 

students” it also included learning because, “I’ve learnt how to manage the issues that many 

students present with in a very different way” (PAS 8). One manager stated that, “whatever 

research I am interested in it is what will help me in my work to help academics and help 

students” (PAS 6). Another manager reported that the research that was undertaken was a 

“specific kind of research” where a manager might ask questions about leadership development 

and more specifically “questions around succession planning for heads of schools” (PAS 18).  
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A manager noted a misperception about research which was captured as: 

 
we think wrong about research, we think that research is copy and pasting an idea and 

customising ideas from outside into your context and certainly there’s a place for that to practice 

an awareness about what other people are doing and what the sudden impact of that is (PAS 8). 

  

 

How research was conceptualised was dependent on what needed to be known at a particular 

time and was stated as, “it depends on what that particular time you are trying to research” 

(PAS 6). Consulting with colleagues and searching for literature was regarded by a PAS 

manager as research and was described as, “where I don’t know, I consult and get the 

documents” colleagues would also say, “read this, look at this, how is this and that for me is 

still research” (PAS 6). Another PAS manager mentioned that due to “the world we’re living 

in today” it was important to “have the ability to assimilate information really quickly” and to 

“evaluate it and decide what parts of that you can use to innovate or to bring about a new idea” 

(PAS 18). The importance of doing this was conveyed as, “it’s absolutely critical that managers 

are able to do that and I don’t necessarily always mean classic academic research” (PAS 18). 

Research skills that bring about change were also specified as: 

 
I am talking about just research skills being able to get out there, investigate, digest, assimilate 

and actually put a plan of action together that brings about change. I think those research skills 

are vital (PAS 18). 

 
 

Sourcing information was conceptualised by a PAS manager as being research because “getting 

information” (PAS 23) was part of the process of identifying a problem and looking for a 

solution and was stated as: 

 
 

getting information on student profiles, if you deem that to be research because obviously you 

can’t just say you want to provide say a time management webinar for students if you don’t 

know that the students are struggling with that. So obviously, you need to identify the problem 

and then you provide a solution (PAS 23).  

 

 

Research collaboration without recognition was cited by some PAS managers. A PAS manager 

mentioned collaborating with academics by providing them with research and data and not 

getting any recognition for it. This was captured as:  

 
I have to provide stats to them so they can do research but I'm more of a data provider so I'm 

not conducting research myself and I won’t lie I have no time to do it (PAS 7).  

 

 

Questioning a conceptualisation of what constituted research, was undertaken by a manager 

who stated that, “what I do you know, can’t be called research” (PAS 15). The research 

undertaken involved, “just reading up on something to assist me in facilitating programmes, I 

don’t know if one can call that research” (PAS 15).  
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4.4.1.2 Academic staff 

 

Managers on an academic HR contract defined research both narrowly and broadly. Research 

was also viewed by some managers as “being purposive” and something that benefits them and 

that they “could learn from”, which was “not abstract and something that they could refer to 

and apply” (Academic 3). A broad conceptualisation of research was captured by a manager 

on an academic appointment as, “when I say research, I’m not talking about you know, going 

and reading the literature and you know whatever” (Academic 9). This manager’s 

conceptualisation was deeper and was stated as, “I’m talking more broadly about informal ways 

of data collection to make those decisions in management, in the management spaces” 

(Academic 9). Another manager conceptualised research that managers undertook as, “research 

in the academic research sense and continuously investigating the areas of work looking for 

ways of enhancing the practice” which included “bringing in new interventions and stuff like 

that” (Academic 5).  

 

 

Studying further was conceptualised as research by some managers. A manager stated that 

although research may not be a requirement of the job some people study further and as part of 

their studies, they conduct research which qualified as research. This was argued as, “it was 

not a requirement for everyone to do research but it does not mean they’re not interested in 

research” (Academic 8). This manager reported that, “almost all of the people that were not 

necessarily required to do the research” were in some way “doing research when they are 

furthering their studies” (Academic 8). The qualifications were regarded as “research type of 

studies so in one way or another they are actually doing the research” (Academic 8). However, 

the difference was noted in terms of the research being conducted for academic purposes and 

was stated as, “the only difference now would be the research that they could be doing could 

be more for academic purposes” rather than “for researching about what has been done in 

practice” (Academic 8). 

 

 

A manager on an academic track conceptualised research as taking place within the context of 

the student support work that was undertaken in the unit. The reason for this was that although 

this manager was appointed on an academic appointment, this manager was required to perform 

a support function and thus research was not included as an output but was nevertheless 

undertaken. This was summarised as:  

 

 
so far, there isn’t any other academic work that I do. In this instance, I would interpret academic 

as the actual presentation of lectures and you know, I don’t do any of that because the focus has 

to be on student success, which is why, if I can have time to do research, I’ll research on student 

success or other issues related to what the Teaching and Learning Unit is involved with 

(Academic 8). 
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The continuous process involved in conducting research informed a conceptualisation of 

research as something that was undertaken in all aspect of work. A manager reported this as, 

“we do research all the time, even when we prepare, we prepare because you have to read 

literature on something” (Academic 10). How research was conceptualised was clarified as 

reading literature to solve problems without necessarily publishing and was captured as: 

 
 

we should be clear by what we mean by do research. So I think do research as in yes read stuff 

and you know consult the literature to address problems like that but I don’t think it’s necessary 

for you actually to publish in that field in that sense of doing research (Academic 12). 

 
 

A few managers were of the opinion that a conceptualisation of research was “not necessarily 

like formal research you know us having a research paper in an accredited journal” (Academic 

13). One manager felt that the “type of research” was important and conceptualised research 

as “practice-oriented research” (Academic 14), which was similar to a PAS manager who 

conceptualised research in relation to practice and articulated this as “research in relation to 

work” (PAS 21). 

 

 

4.4.2 Research in Job Descriptions 

 

Managers on an academic appointment reported that conducting research was included in their 

job descriptions. It was often articulated as, “I’m on a normal academic appointment so yes I 

need to do research” (Academic 1). The requirements of an academic job description was also 

described as, “everything that a normal academic would do. So the teaching, the academic 

citizenship, the research” (Academic 3). A manager with an academic appointment negotiated 

not to have research included in a performance review due to management responsibilities and 

not having time for research. This manager stated that, “we agreed not to measure my research 

outputs” (Academic 13). 

 
 

Research was not part of PAS managers’ job descriptions. A few managers emphatically stated, 

“no, I am not required to do research” (PAS 3). One manager questioned why research should 

be included in a PAS manager’s job description and exclaimed, “conduct research for what?” 

(PAS 1). The absence of research in managers’ job descriptions was stated as, “we’re not 

required to do research and write articles” (PAS 22) we are on a “support track” (PAS 12). 

Although PAS managers were not required to do research a manager stated that, “I have always 

been passionate about research, I mean I like research and data that’s why I am always writing 

papers” (PAS 11). Another PAS manager stated that, “research is just part of my responsibility” 

(PAS 14). 

 
 

Some managers highlighted the tension between academic and PAS appointments and whether 

research was required. One PAS manager mentioned wanting to be on an academic 

appointment in order to be able to conduct research and stated that, “I want my job to be an 
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academic position” (PAS 4). This PAS manager wanted to be employed as an academic due to 

the functions that were performed which were regarded as academic in nature and to capitalise 

on the credibility that accompanied an academic position. This was stated as: 

 

 
I’m actually in my opinion, I should have been appointed as a lecturer. Also because you know 

people would call rank and I say I’m not support, I’m a lecturer, yet the irony was they provided 

things that were very service and not academic and the complete opposite was true about what 

I had been doing (PAS 8). 

 

 

In an unofficial capacity, a PAS manager reported that, “one of my KPA’s is research” (PAS 

6). Collecting data and understanding it was described as being integral to some jobs and a 

PAS manager noted that, “I research because our job requires that we not only collect data but 

understand it” (PAS 5). 

 
 

4.4.3 Using Literature to Solve Management Problems 

 

Management literature was used to solve management problems. Some managers mentioned 

using literature on “change management to address changes in their units” and reported that 

they used “the findings and recommendations during the restructuring of their units” (PAS 5). 

One manager was of the opinion that literature “is always good because it gives more 

information” (PAS 7). Some managers mentioned reading “scholarly articles” (PAS 6) and 

“research papers” (Academic 10). These journal articles were sourced from either the “library” 

(PAS 6) or “google scholar” (PAS 20). The process for sourcing articles was outlined by some 

managers as, “knowing which topic you were interested in and then going to google to see 

basically how many people have spoken about this topic” (PAS 6). One manager noted that 

colleagues were a source of obtaining articles because they would share it and indicated that, 

“my colleagues, if they found something they will share an article” (PAS 10). One manager 

who was involved in assisting staff with the online design of their courses felt that reading 

books, was a means of supplementing information on what was required to produce an online 

course. This manager stated that reading books was essential because, “by reading a few books 

I can pick up a whole bunch of things” which otherwise “would take me my whole lifetime to 

find that stuff out if I didn’t read a book” (PAS 20). The importance of reading literature was 

captured by one manager as, “if you don’t read you stay behind” (PAS 3). Since the COVID-

19 pandemic, some managers mentioned that they needed to read articles more frequently on 

online learning from “reliable sources” and not from “Wikipedia” because “Wikipedia” was 

not regarded as a reliable source (PAS 11). This indicates that managers appraised the sources 

and articles that they read before they used them in their practices. In contrast, a manager was 

of the opinion that only staff who work in the faculty of management should read literature in 

the field of management and stated, “I’m not in the management faculty, I don’t read on many 

management issues” (PAS 19). On a more personal note, a PAS manager stated, “why will I 

read? (PAS 1). Some managers reported that they would not “necessarily read a management 

magazine per se” but would read autobiographies about leadership such as “Elon Musk” who 



93 
 

they considered to “have been able to think outside the box and really make globally impactful 

decisions that have transcended to improve human life” (PAS 14). Obtaining an international 

perspective and effective and successful examples on “how these global teams have really been 

able to do that and do it very, very effectively and successfully” (PAS 14), was an advantage 

of referring to literature. Autobiographies from literature “within the African space” were also 

read to solve management problems particularly when it came to making “good decisions” 

(PAS 14). Some managers mentioned that in their role as leaders of their units, they “sourced 

articles on leadership” to help them understand what they needed to be doing (PAS 16). One 

manager mentioned that experience allowed managers to draw on literature in their practice 

and stated that, “after you’ve been working for a number of years those things become part of 

you in a way” (PAS 16). Some managers felt that being managers required them to be research 

or evidence-based with regard to their functions. This was described as:  

 

There’s not enough time at all and part of leading a team you need to be research or evidence-

based in what you’re trying to do and so that creates a challenge in terms of doing your duties. 

There’s not enough time in a day to do literature searchers or to read literature or do any kind 

of reading, small, hands-on coordination, management, that type of things (PAS 22). 

 

One manager used a metaphor of a pot of curry to illustrate the importance of reading literature 

and developing contextual approaches to solve management problems. This was 

communicated as: 

so you’ve made a pot of curry all your life but someone suggested that you liquidize your 

chilies before you throw them in or you roast them and oils are released and it makes them 

even stronger. So, what I’m trying to say is you supplement what you do vicariously through 

ongoing reading, but you develop your own style and your own approach (PAS 8).  

 

It was important for some managers to use literature to solve management problems because it 

exposed them to theory and different ways of dealing with an issue. One manager captured a 

concrete example of exposure to, “theoretical notions of diversity … and different ways of 

looking at it” (Academic 9). With regard to organising activities, a manager mentioned that, 

“we do borrow from actual management literature” (Academic 10). How to deal with 

relationships, conflict and diversity in the workplace was a concrete example that was reported 

as:  

I guess one I can think would be, handling relationships in the workplace, handling people that 

I work with basically and basically working with diverse groups, how to handle the interactions 

and how to handle conflict in the workplace (PAS 13). 

 

Although one manager felt a sense of being well rounded in management there was an 

expressed need to “get out of the mould of being in health sciences and realise that number one 
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you’re a manager” (PAS 19). This signals a separation between being a researcher in health 

sciences and being a manager. This distinction allowed this manager to use literature to solve 

management problems.  

 

4.5 PERCEPTIONS OF RESEARCH RELEVANCE FOR PRACTICE 

 

Managers highlighted their perceptions of the relevance and shortcomings of research for 

practice.  

 

4.5.1. Research-Informed Practices Improve Management Practices  

 

Mangers who used research to improve their management practices stated that it was 

“absolutely” part of the way they managed their units (Academic 3). The explanation that some 

managers provided for using research in their management practices was that it challenged 

their assumptions and that, “research is always good because it gives more information … and 

it stops you always assuming that you doing the right thing” (PAS 7). Using research to enhance 

practices in the workplace was seen as something that enhances the support that is provided 

and one manger stated that, “I’m able to conceptualise my work” by drawing on research (PAS 

8). 

 

Managers were of the opinion that research improves management practices. One manager 

captured how research informed practice by stating that, “for me it's like the research or the 

theory under it should underpin the practice and vice versa” (Academic 4). An “artificial 

distinction” was noted because this manager felt that in order to improve practices, research 

needed to be done by employing a “scholarly approach to work even if you don’t publish, so 

that the publication would be your scholarship” (Academic 4). This manager advocated for a 

research-informed approach since “you could almost have like a research-informed approach, 

you know, so whatever you do is informed by research” (Academic 4).   

 

Engaging with and interrogating existing research in order to ascertain which “methodology 

was being used and the kind of features or variables that were used and mapping that with our 

problem” (PAS 9) was also practiced by managers. It was important for some managers to have 

an identity as a “scholarly academic” and be an “academic scholar” in the field in which they 

worked and to “engage in practices” which were “research-informed” (Academic 9). 

Conducting practices which were “research-informed” was believed to dispel “assumptions in 

the field” which practitioners made because research was based on theory (Academic 9). One 

manager was of the opinion that it was “very important to engage in research … in professional 

spaces or in the practice spaces” because this manager felt better equipped to “make better 

decisions … that translates then into what I will practice” (Academic 9).  
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The importance of research-informed practices was captured by a manager on an academic 

track as, “if you are not doing research there’s no way actually you can learn new ways of 

working in the space” (Academic 10). Reading “recent research” was recommended since this 

manager mentioned, “relying a lot on research” and more particularly “updated papers … new 

papers” and knowing who the authors are” (Academic 10).   

 

Some managers were of the opinion that their professional practice evolved through the use of 

empirical research. Research was used to inform processes and work in the field of 

management using observation and experimentation in order for management to progress. This 

was communicated as: 

 

I mean that’s how my professional practice evolved, it’s mostly by empirical research where 

you know the research is going into the environment where the best manager who’s known for 

his old school skill and then to document what that person does. So in theory, process is always 

a role you know, the work in the field is always a result of what kind of research is done. So 

yes I think certainly if we don’t observe, if we don’t experiment then we will not deliver the 

skill of management, we won’t progress (Academic 13). 

 

Doing research and disseminating it was viewed as important to improve professional practice. 

One manager mentioned that research “goes directly into improving practice … so by doing 

the research and disseminating it, we actually getting out the message” (Academic 3). Some 

managers mentioned that research had “a very important role actually in advancing 

professional practice” because it made “new findings” available (PAS 5). Research was thus 

communicated as impacting on professional practice. One manager mentioned that, “the 

research that I’ve done impacts in terms of professional practice” (Academic 7). This was 

succinctly captured as:  

 

I prefer to actually research what is happening in practice and I try to bring in some of those 

practical aspects and case studies into my material (Academic 9). 

 

4.5.2 Shortcomings of Research for Practice 

 

Most managers mentioned that the COVID-19 pandemic “increased workloads” (PAS 2). High 

workloads were also reported as the reason for not doing research and a manager on an 

academic appointment stated that, “I must be honest my research has fallen by the wayside the 

last two years because I've just been swamped” (Academic 14). Some managers who were 

academic staff considered it a luxury to conduct research even though research was a 

requirement of their academic appointment.  A manager on an academic appointment reported 

not being able to include research in a performance appraisal meeting because no research had 

been conducted. This manager further indicated that if research was undertaken it would be in 

the discipline and not related to “managerial research” (Academic 13). A PAS manager 
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reported being in a position “to support” someone else with their research but not being able to 

conduct independent research and communicated this as, “doing the research by myself I don’t 

know how I’d actually start” (PAS 2). Incorporating research in practice was described as 

challenging and more aptly as, “you know, that’s very difficult” (Academic 1).  

 

Whilst it was noted by some managers that management research was relevant for management 

practice especially as it relates to managing staff and their outputs, a concern was raised 

regarding who would do the research on management practices. This was expressed as:  

 

the question is who is gonna do that research its very relevant because management you know 

what we do is manage people … but it has a lot to do with understanding how can you manage 

your staff, okay because what is it that causes your staff not to perform well (PAS 3).  

 

A perception existed that management research was not contributing to the advancement of 

“new management concepts” but instead served to reinforce previous research. This was stated 

by one manager as: 

 

but I mean in terms of new management concepts, no one is coming up with new management 

concepts. So you find the stuff that comes out in management is reinforcement of what 

happened before or a repeat of what happened before and people like recycle the information 

and that’s a little bit off-putting sometimes (PAS 19). 

 

The example of people working from home was cited to support the belief that management 

literature was not relevant for management practice. A need was expressed for new concepts 

to address managing people who work from home and how people need to be managed 

differently. The extension of the workplace into people’s homes and the implications were 

captured as:    

 

there’s nothing or no one coming up with new concepts. I mean even now we have, we have 

kind of ventured into that space because people need to work from home, people need to be 

managed differently, we need to understand that your work, your workplace is now extended 

to your house, what are the implications of that? (PAS 19).  

 

New situations were currently arising which managers needed to deal with. A machine 

metaphor was consequently used to illustrate that human beings were dynamic and that there 

is always “a new challenge to manage” (PAS 10). However, a manager was of the opinion that 

literature was unable to “cover every situation” as a manual would and that “a manual is 

basically for a machine, a manual is not for a human being” (PAS 10). The opinion was 

expressed that a vast amount of research existed on “how to tackle different types of people” 

but that experience was required to produce “new knowledge” (PAS 10).   
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4.5.3 Incorporating Research in Practice  

 

Various views were expressed by managers regarding whether they were taught how to 

incorporate research in their practice. Some PAS managers received training from their 

previous academic appointments and qualifications on how to incorporate research into their 

practice. One manager previously worked as a lecturer and reported being taught how to 

incorporate research into practice as part of “doing research for the purpose of finding out this 

helps, this doesn’t help” (PAS 3). Managers reported that doing certain qualifications such as 

“honours and masters in education” (PAS 6), “MBA and PhD” (PAS 16) were responsible for 

teaching them how to incorporate research into their practice in order for them to be successful. 

Comments included, “it’s just like inculcated … because you know that if you don’t do it you’re 

less likely to succeed” (PAS 16). A few managers acquired this skill on the job “from real-life 

situations and while working and from experience” (PAS 1). 

 

Similar to PAS managers, some managers on an academic appointment reported being exposed 

to the “scholarship of teaching and learning” while they were doing their PGDip in Higher 

Education”, which included “how to draw on the literature to be able to inform practices” and 

also “how to be able to conduct research to be able to enhance practice” (Academic 3). Another 

manager also reported that, “it’s part of the PhD” (Academic 4) and that research cannot be a 

separate practice. One manager was of the opinion that “learning how to use research in 

disciplinary practice was part of an apprenticeship” (Academic 12) that was undertaken 

through a masters and PhD in mathematics through the tutelage of a supervisor.  

 

Most managers who were interviewed, (25 of the 37 managers (67.56%)), reported that they 

were not exposed to or taught how to incorporate research in their practice. Of the 25 managers, 

16 (30.76%) were PAS managers. A few managers’ responses were “no, unfortunately not” 

(PAS 12), “taught to do that, no” (PAS 20), “no it’s not something you can teach people” (PAS 

19) and “not really, no I’ve never been taught how to do that” (PAS 22). The practice was to 

read and apply research in context as communicated by a manager who said, “I just read and I 

think, how can I apply it in my own context” (PAS 22). Some managers mentioned that their 

jobs did not require them to incorporate research in the work that they did in the discipline or 

in their roles as managers. One manager stated that: 

 

I've never truly been asked I'll be honest with you for research to be incorporated into my 

work … so I've provided at points if they ever needed stats for things but they've never asked 

me specifically to be doing research (PAS 7).  

 

Similar to PAS managers, those on an academic appointment also reported “never” (Academic 

9) being taught how to incorporate research in practice. A very honest response included, “I’d 

like to learn that, no-one has taught me that” (Academic 9) which also conveyed a willingness 

to learn how an academic could incorporate research in management practices. Acquiring these 



98 
 

skills was viewed as “evolving over time” (Academic 1), and being acquired from “experience” 

(Academic 11), from “learning from others” (Academic 9) and something that was not “really 

explicitly taught” (Academic 2). Other responses included “not in formal terms … I’ve never 

had like a structured session where I’m taught how to do it, over time” (Academic 5).  Having 

a natural disposition to incorporate research in practice was also stated as, “I didn’t learn that 

it’s just, it’s just in my nature to do so” (Academic 7). The practical application of how to 

incorporate research in practice was explicitly communicated by a few managers as it relates 

to their disciplinary and management practices. One manager mentioned that as academics we 

intuitively “we just think this makes sense, it will apply if I have to bring it into what I do”, 

which included functions such as “in my conversations with lectures or in a formal workshop 

or in teaching on the PGDip or just interactions” (Academic 5). Other managers could also not 

“recall going to a workshop” and “I don’t recall going to a workshop where I was taught how 

to use research and then actually put that into my everyday work” (Academic 11). Not being 

taught how to incorporated research in teaching or management functions was captured as: 

 

no I mean I certainly was taught how to do it in my work in mathematics but certainly not in 

you know the management work that I do or in the teaching work that I do (Academic 12).  

 

 

4.6 BRIDGING THE R-P DIVIDE BY ENGAGING IN ACTIONS OF SCHOLARSHIP  

How managers interpreted scholarship is explored before presenting actions of scholarship to 

bridge the R-P divide. 

 

4.6.1 Interpretation of Scholarship 

 

Some managers were of the opinion that they could contribute to management theory through 

scholarship. One manager noted this as a result of “the diverse nature of managers in the 

university” as well as “diverse teams” that come from “diverse backgrounds with years of 

diverse work experience, I’m sure, I think we can contribute to management theory” (PAS 22). 

A manager on an academic appointment reported that research and practice “goes hand in 

hand” and encouraged academics to shift their identities and to be both “academic scholars and 

scholarly academics” because “it is important for research to inform their teaching practices” 

(Academic 9). This was a means of promoting scholarship. Scholarship was articulated as: 

 

besides the field we’re working in, what I encourage in my professional interactions with the 

academics is academic staff development opportunities, it’s very important for me to underpin 

what’s happening on that, for them to shift their identities to start seeing themselves as an 

academic scholar and a scholarly academic (Academic 9). 
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Some managers interpreted scholarship as taking a scholarly approach to practice by reading 

literature, conducting research, publishing, attending conferences and being a peer reviewer for 

accredited journals. Reading literature as a form of scholarship was articulated by one manager 

as: 

it depends on what that particular time you are trying to research so therefore you go to the 

google scholar or library and basically scholarly articles, to see what they say about this, you 

know, and once you do that you go to Google and you see basically how many people have 

spoken about this topic and other universities what they say (PAS 6). 

 

Conference and symposium attendance in order to present research findings was articulated by 

some managers as a form of scholarship. One manager stated that, “we go to conferences to 

report on our findings” (PAS 6) and another manager highlighted the benefits of attending 

conferences in terms of “keeping abreast of what is happening in other institutions and how we 

bring literature into the work and how we sort of integrate new knowledge into everyday 

projects” (Academic 5). In support of scholarship the Department of Higher Education and 

Training recommended a “practice/practitioner-focused symposium rather than an 

academic/research symposium” that involved “participation from every university” and 

emphasised that it should “not duplicate other forums that already take place” (DHET (2017) 

Doc 1). 

 

Conducting research was also viewed as a form of scholarship by a few managers. One manager 

shared an experience of conducting research as “scholarly work” (Academic 9). Conducting 

research to “advance professional practice” was recommended as a form of scholarship and 

one manager was of the opinion that “management research is completely unavoidable” (PAS 

14). Some managers felt that “it will be a valuable practice to have managers produce some 

research, it is good for them for their knowledge to expand” (PAS 6). Once research was 

conducted, some managers emphasised that the research should be published as a form of 

scholarship and one manager mentioned that, “I wrote this year with a colleague … It’s 

something that your research leads to, you do the scholarly work” (Academic 9).  

 

 

Publishing as a result of undertaking doctoral studies was also mentioned and one manager 

foregrounded publishing with a supervisor as a form of scholarship by stating that, “my 

supervisor and I are trying to take the approach where chapters are also articles and we want to 

try and submit them” (Academic 1). However, this manager was also involved in producing 

publications and stated that, “I’ve got other research interest and people that I’m working with 

that are non-PhD related” (Academic 1). Publications were submitted to peer reviewed journals 

and besides “recently having a paper accepted for peer review” (Academic 1), the importance 

of publications to remain at the cutting edge and be recognised in a field was communicated 

by a manager as: 
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to be able to remain on edge and be able to be recognised within our field one way of us is 

demonstrating that, would be publications in peer review journals that shows in terms of the 

quality of the work that you are doing and also personal growth in your reputation as a 

researcher (PAS 5). 

 

 

The COVID context allowed managers to rely more on research than before and a manager 

was of the opinion that research was definitely relevant for disciplinary practices. Managers 

needed to solve problems and in order to do so they consulted published research articles with 

findings that could assist them to deal with COVID related problems and as such articles in 

academic journals were drawn upon to solve problems. A manager further felt that, “because 

things are changing like now we rely on research on COVID … on maybe assessment for 

emergency remote teaching (ERT)” and that “you can get a lot of that information from the 

research papers, published research that is already done in that area of COVID” (Academic 

10). Another manager noted that managers had access to “academic research in the traditional 

sense of the word” but that it was more important to be “immersed in the world around you 

and in subject disciplines that are relevant to your job” (PAS 18). The benefit of disciplinary 

research for practice was captured in terms of “knowing what was happening, what was 

relevant and being able to innovate in your job” (PAS 18).  

 

 

Being a peer reviewer and being on editorial boards for journals was articulated as a form of 

scholarship. This act of scholarship was capture by a manager as: 

 
I do a lot of peer review for other journals and I'm also on the editorial board of an accredited 

Journal so that's how we look at it, it depends on what the focus is of the research and then you 

kind of determine what the possible journals are you know, cause you speak to a particular 

audience and so based on that, you will target a particular journal (Academic 4). 

 

 

Managers articulated actions of scholarship to bridge the R-P divide as research dissemination, 

conducting collaborative research, publishing and attending conferences.  

 

4.6.2 Research Dissemination  

 

Disseminating research was viewed as a means to bridge the R-P divide. Managers who 

conducted research disseminated their research through various channels such as books, 

meetings, publications, conferences and seminars. Books were also used to disseminate 

research. A manager described this as “the normal academic way, so I’ve just got one accepted 

now a book chapter” (Academic 3). The dissemination of research was often accomplished 

through committee meetings. Faculties were viewed as ideal fora to disseminate research and 

a manager stated that, “I disseminate it to faculties” (PAS 13). One manager reported that 

“teaching and learning committees and school committees” were examples of platforms 

managers used to disseminate research (Academic 11). 
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4.6.2.1 Collaborative Research  

 

Collaborative research was mentioned as a form of scholarship to transition from disciplinary 

research to management research thereby bridging the R-P divide. A manager reported being 

in conversation with management academics at an international university to initiate 

management research. It was envisaged that “this contribution for scholarship would be 

valued” and that “moving into the management space is actually something that could be like 

really rewarding afterwards” (Academic 12). The transition from disciplinary research to 

management research was communicated as challenging because “it’s easier to contribute to 

theory in the discipline rather than in the management discipline even though we are managers” 

(Academic 12). A manager reported that “managers were familiar with research in their 

disciplines and not with the management research methods and literature” (Academic 12). 

Linking contributions to scholarship of “what you do on a day-to-day basis” was viewed as 

something that “could be quite rewarding” (Academic 12).  

 

 

Collaboration between academic and PAS managers was viewed as a means of disseminating 

research. A PAS manager mentioned implementing “good work” and needing to “capture it in 

a collaborative article” where collaboration involved “academics putting it in their article and 

they publish as academicians and we are also authors” (PAS 3). The collaboration was 

described as producing an article with input that is provided by both PAS and academic staff 

and the collaboration is “partly support and partly academic” (PAS 3). Collaborations between 

academic staff and support staff to become more effective using action research, was suggested 

by a PAS manager who stated that: 

 
action research leads to you being a better performer in your job and too often we’ve kind of 

identified research in this very traditional academic way and we haven’t considered how 

important action research is in each vocation at the university (PAS 18). 

 
 

4.6.2.2 Publishing 

 

Publishing research in academic peer reviewed and accredited journals was viewed as a means 

to influence practice and bridging the R-P divide. A manager who was previously on a PAS 

appointment but who recently moved onto an academic appointment described this as, “there’s 

still very little literature about what actually happens on the ground” (Academic 1). The value 

of contributing to scholarship was “to help managers or policy makers … to use the findings” 

(Academic 1). Producing evidence of what worked within the South African context was regard 

as, “producing the studies, the evidence to kind of feed into what we do” (Academic 1). The 

overall effect was that “over the last few years the literature has really grown” as a consequence 

of publications in the field (Academic 4).  
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Contributing to scholarship and setting an example for people “who are part of your team” was 

viewed by a manager as important because “the theory practice divide for me is an artificial 

one you've got to do both” (Academic 4). Publishing as a contribution to scholarship was 

recommended for “various hierarchical levels, whether you’re a manager, whether you’re a 

junior worker in higher education” in order for “everyone to get involved in the research part 

and even if it’s not for publication” and even if it was only “for a scholarly approach you have 

to do the research” (Academic 4). In sharp contrast, another manager who was previously on a 

support appointment recommended publications as a contribution to scholarship and personally 

obtained ethics to conduct “not a big research [study] but a small research [study] to inform 

practice and at the same time to write for publications” (Academic 5). Managers on both 

academic and PAS appointments mentioned publishing articles. One manager articulated this 

as, “I also published an article so yes, I’ve published” (PAS 3). Another manager mentioned 

publishing three to four articles and stated, “I've done that so like for this year alone I've got 

three … four publications yeah for this year” (Academic 4). 

 

 

The ability to “generate knowledge” was primary and from a management perspective 

published research revealed “how systems are and how complex they can be in higher 

education” especially with regard to “systems thinking” (Academic 5). Despite all their 

responsibilities, the view was expressed that managers could contribute to scholarship and 

balance their research and management responsibilities. A manager communicated this as, 

“managers are at a higher level and they’ve also got like a lot of responsibilities” so “they can’t 

manage both their management and the research but they can still contribute to scholarship” 

(Academic 10).   

 

 

A structural HR barrier to bridging the R-P divide was highlighted by some managers. Not 

having “time to work on our own degrees because we are really, really busy at work” led a 

PAS manager to state that “there’s nothing in it for us to publish” (PAS 20). Most managers 

felt that it was unfair that some PAS managers “get time to do research, academic staff get time 

to do that and they get research funds” and that there was thus a lack of consistency across the 

university. As such this manager was of the opinion that managers “shouldn’t be required to 

publish without also, getting some benefit from it. At the moment it’s just extra work” (PAS 

20).  This reinforces the HR structural barriers identified in section 4.1.2. 

 
 

An academic who managed a support unit did not think it was necessary for managers to 

conduct management research and conveyed this as, “I don’t think it’s essential that managers 

should necessarily be active in research in the area that they are managing” (Academic 12).  

The overall sentiment was expressed as: 

So I, I don’t think that an assistant dean teaching and learning should necessarily personally 

be active in research on teaching and learning but I think it is important that such a person 

engage and be abreast with the current research of what they are managing (Academic 12).  
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Managers who did research as well as those who did not do any research were of the opinion 

that publishing in journals was a good way to disseminate research. The process for choosing 

to publish as a means of disseminating research was described as identifying an accredited 

journal in most instances. Where the need existed to urgently disseminate research, as was the 

case during the pandemic, non-accredited journals were also viable options. One manager 

mentioned, “making an assessment of a non-accredited journal before deciding to publish in 

it” and that “the deciding factor was that it was a peer-reviewed international journal” 

(Academic 4). Publishing in journals was viewed as, “researchers’ publication outputs” (PAS 

5) and important to disseminate research. A manager affirmed the dissemination of research by 

publishing in journals and stated that, “journal publications are where I disseminate research” 

(PAS 14). While some managers just mentioned “publications” (Academic 5) others stated, 

“journal papers yeah, mainly those” (Academic 8). Choosing the most appropriate journal to 

disseminate research was considered an important consideration and was captured as, “well I 

try and publish in the most appropriate journals” (Academic 12).  

 

4.2.2.3 Conferences  

 

Conferences were described as avenues to disseminate research. Both “national and 

international conferences” (Academic 3) were viewed as ideal places to disseminate research. 

A manager disclosed that, “there are different ways of disseminating research and one could 

be conference and seminar presentations” (Academic 8). A few managers mentioned the 

importance of “conference attendance and conference presentations” (PAS 5) and that 

attendance at conferences depended on whether “papers get accepted” (Academic 2). Some 

managers mentioned that they were unable to attend conferences during the pandemic and it 

was stated as, “look this year we couldn’t go to any of the conferences due to COVID” 

(Academic 11). Despite the COVID restrictions, some managers were optimistic that they 

could still attend conferences and disseminate their research and stated that, “hopefully, we 

will be attending a conference” (PAS 3). Fully paid for conference attendance was viewed as 

“an opportunity not only to disseminate research but also to publish and flourish” (PAS 8). 

 

 

4.7 CHAPTER SUMMARY 

 

This chapter focused on key findings in the six themes namely, the pracademia space, decision-

making, evidence, research informed management practices, perceptions of research relevance 

for practice and bridging the R-P divide by engaging in actions of scholarship.  

 

The theme pracademia as a space in HE, indicated that the pracademia space opened up 

possibilities for academic and PAS managers to transition into becoming pracademics who 

have both management and research skills to bride the R-P divide. Management experience 
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was assumed when managers were appointed which led managers to identify the need for 

management training to foster effectiveness and efficiency in their management practices. The 

findings revealed that pracademics are able to contribute to theory and practice through their 

doctoral studies and by communicating with people from a management position of credibility. 

The findings also indicated that the pracademia space was a space in which management 

practices occurred even though it was a space that was not officially recognised by the 

University. 

 

Decision-making as a theme indicated that managers used multiple sources and combinations 

of decision-making such as intuition and gut feelings, past experience, collaborative 

consultation, research findings, consulting experts and data to solve management problems. 

The findings indicated that critical thinking informed the appraisal of decision-making 

processes. Managers also reported that they incorporated objectivity in their decision-making 

by basing their decisions on combinations of decision-making sources. 

 

The findings related to the theme of evidence indicated that managers did not understand the 

concept of evidence and criminalised it in an attempt to understand its applicability in HE. 

Combinations of qualitative and quantitative sources of evidence such as intuition and personal 

knowledge, interviews, reports, surveys and data were used. Evidence-based practices were 

outlined in terms of evidence from research and evidence of activities undertaken. Managers 

regarded drawing on research findings as a means of improving management practices since 

research was able to highlight what worked in various context. Some managers felt that being 

managers required them to be research or evidence-based in their functions. Who benefits from 

maintaining the R-P divide was not evident in the findings. Nevertheless, the inability to 

separate research and practice signalled an artificial R-P divide. Managers were of the opinion 

that it was possible to directly translate research into their practice and to immediately 

disseminate it in an article. A future was envisaged where the worlds of research and practice 

were merged. Applying research in practice and researching management practices was the 

basis for the interplay between management theory and practice and was viewed as an EBP 

that could contribute to management research and practice. The findings also indicated the 

importance of learning and knowledge creation as an EBP by documenting learning from 

practices and amending systems and processes using research findings.  

 

Research-informed management practices emerged as a theme in the data analysis process. 

Managers communicated their conceptualisations of research narrowly in terms of data 

collection and analysis for scientific publication purposes as well as definitions of research 

broadly as more informal data collection and analysis to inform management practices. 

Research was also conceptualised as reading literature to solve management problems without 

necessarily publishing. Managers viewed research-informed management practices as reading 

literature, using literature to solve management problems and using research to improve 
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management practices. The findings indicated that using literature to solve management 

problems exposed managers to theory. Management literature was used to solve management 

problems such as change management, conflict and diversity in the workplace. Managers also 

appraised the literature that they read before they used it to solve management problems.  

 

Perceptions of research relevance for practice as a theme indicated that research-informed 

practices enhanced management practices through scholarly approaches to practice. The 

findings indicated that research was viewed as a means of knowledge production to advance 

management practices. Managers communicated the importance of incorporating research in 

their management practices despite not receiving formal training on how to accomplish this.  

 

Bridging the R-P divide by engaging in actions of scholarship was another theme that emerged 

from the data. Scholarship was interpreted as attending conferences, conducting research, 

publishing as a result of undertaking doctoral studies, being a peer reviewer and a member of 

journal editorial boards. Disseminating research in terms of undertaking collaborative research, 

publishing and attending conferences were found to be integral components of scholarship to 

inform EBM practices.  

 

The findings provide the basis for answers to the research questions and new insights on the 

R-P divide in HE, EBM practices and the role of research in management practices. The next 

chapter focuses on answering the research questions based on the themes highlighted in this 

chapter. 
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CHAPTER 5: DISCUSSION 

 

This chapter seeks to answer the research questions based on the findings in chapter 4. In this 

chapter, I reflect on the findings in relation to the research sub-questions. The research 

questions are restated together with the key themes within which the analysis and findings are 

interpreted to bridge the R-P divide which include the pracademic contribution to EBM, EBM 

practices and the role of research in practice. The answer to the overall research question is 

embedded in the answers to the sub-questions.  

 

5.1 RESEARCH QUESTIONS REVISITED 

 

The central research question posed in this study is: How does an evidence-based management 

lens contribute to an understanding of the research-practice divide in higher education?  

 

The central research question is further divided into the following sub-questions: 

 

1) How does the R-P divide manifest in HE?  

2) How does evidence from research inform management practices in HE? 

3) How do managers perceive the role of research in their practice? 

 

5.2 PRACADEMIC CONTRIBUTION TO EVIDENCE-BASED MANAGEMENT 

 

The research sub-question: How does the R-P divide manifest in higher education? is 

considered in this section.  

 

 

5.2.1 Pracademia 

 

Managers’ functions allow them to operate in spaces where they can be categorised as either 

academic, PAS or pracademic staff. The majority of staff who were interviewed operated in 

the pracademia space and are referred to by McNatt et al. (2010) as pracademics. Despite 

constraints in each space, the present study found that managers on both the academic and PAS 

appointment tracks were able to be characterised as pracademics who practice EBM and bridge 

the R-P divide.  

 

The pracademic paradigm is based on approaches in medicine and law where practitioners 

write journal articles and use their theoretical background to solve real-world problems thus 

closing the “knowing-doing” divide (McNatt et al., 2010, p.111). Scientific theories are 

regarded as the basis for management practices (McNatt et al. 2010). The findings of the 
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present study indicate that managers are able to make a contribution to theory and practice by 

operating in the pracademia space. The pracademia space highlights the usefulness of research 

to solve practical real-world problems in the world of work.  McNatt et al. (2010) argue that 

pracademics should be able to understand problems experienced in management practice and 

use theory and in some cases consulting opportunities as a basis for decision-making. The 

present study found that having obtained or doing PhD’s was regarded as an opportunity, to 

link theory and practice by doing research and incorporating the findings into practice. 

Additionally, managers in this study were able to research their management practices. This 

contributed to bridging the R-P divide and extends the theoretical base by indicating that 

managers’ understanding of practical problems allows them to research their practices.  

 

A few pracademics on an academic appointment were able to conduct research and apply 

research in their daily management practices. The findings indicate that being on an academic 

appointment in the world of academia allows some managers to negotiate a reduced workload 

to enable them to fulfil their management responsibilities, do their PhD’s, consult management 

literature, devote time to research and take sabbaticals to do their research and PhD’s. Briner 

(2013) argues that there are limited incentives for academics to get involved in applied 

management research to inform decision-making. The present study adds to the literature by 

indicating nuances in HE where managers on an academic appointment conducted research 

and made an effort to apply research findings in their management practices enabling 

pracademics to bridge the R-P divide in HE. 

 

Some pracademics were of the opinion that they did research-informed work, which allowed 

them to bridge the R-P divide despite the unofficial status of the pracademia space. McNatt et 

al. (2010) argue that the pracademic paradigm requires legitimisation. As champions of making 

decisions based on research findings these knowledge brokers need to be given authority to be 

credible according to Cruz (2020). Although some managers in the present study operated in 

the pracademia space, the university did not officially recognise the pracademia space where 

pracademics were able to operate.  This however did not deter pracademics from using findings 

from research or researching their management practices.  

 

An understanding of the competencies required to practice evidence-based decision-making is 

required (Daouk-Öyry et al., 2020). Alsaqqa (2020) argues that managers do not always have 

the capabilities such as formulating issues, accessing evidence and applying EBM in their 

decision-making to incorporate EBM in their management practices. Competent decision-

making is dependent on scientific knowledge (Alsaqqa 2020) which constitutes using evidence 

from research findings as a source of evidence. Knowledge of research methods and appraising 

research are competencies required to practice EBM (Daouk-Öyry et al., 2020, Barends et al. 

2017). Alsaqqa (2020) thus recommends that managers use social science and organisational 

research to support their EBM practices. Pracademics have both research and management 
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skills enabling them to bridge the R-P divide. Rynes and Bartunek (2017) argue that there is 

no reason why practical problems cannot be solved by one person who has managerial and 

research skills, and combines scientific evidence (findings from research) with management 

experience. The findings from the present study indicate that pracademics have both 

managerial and research skills and use scientific evidence to solve practical management 

problems. Pracademics are thus able to use EBM to bridge the R-P divide in HE. Any tensions 

between the role as a manager and researcher were reconciled by intentions to become better 

EBM practitioners. Within the R-P divide, whether managers were able to combine practitioner 

and research skills in one individual, a pracademic, was a gap that was addressed by the present 

study.  

 

5.2.2 Knowledge Production and Transfer 

Pracademics are able to contribute to knowledge production and transfer. According to Alsaqqa 

(2020), the R-P divide in management is a result of the knowledge production and transfer 

problem. The findings from the present study support the production of theory by pracademics 

and the use of research findings to inform practice. Pracademics are thus able to address the 

‘lost in translation’ problem. Dipboye (2007) argues that the two separate worlds, academia 

and practice cannot combine and McNatt et al. (2010) argue that one view of the world of 

management is required that draws on the pracademic paradigm. The findings from the present 

study indicate that the pracademia space does not require the two worlds to combine. The two 

worlds are able to remain separate with PAS and academic staff who are pracademics bridging 

the divide by operating in the pracademic space (pracademia). In support of this finding, 

Bartunek and Rynes (2007) acknowledge the separate worlds of academia and practice. The R-

P divide is seen as a knowledge production problem that can be solved by collaborative joint 

research efforts between academics and practitioners (Tranfield et al., 2004). Bartunek and 

Rynes (2014) thus contend that the R-P divide is not dichotomous and can be used to build 

theory and promote research.  

 

Criado-Perez et al., (2020) argue that varied channels to communicate research findings are 

required. Alsaqqa (2020) highlights that the dissemination of information is essential for 

knowledge transfer to prevent the ‘lost before translation’ problem. Cruz (2020) suggest that 

management academics should bridge the R-P divide by publishing research that is relevant 

and accessible to management practitioners. Through publishing relevant and rigorous articles, 

pracademics in the present study contribute to knowledge production and transfer and address 

the ‘lost before translation’ and the ‘lost in translation’ problems. In order to address the R-P 

divide, Barends et al. (2014) suggest collaboration on research between academics and 

practitioners. While collaboration was undertaken, the present study highlights the value of 

pracademics conducting research thereby producing knowledge and bridging the R-P divide. 

In support of this finding, Van de Ven & Johnson (2006) argue that the divide should not be 

closed because it enables practitioners to find solutions to their own problems. The findings 

from this study indicate that pracademics are able to solving the ‘lost before translation 
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problem’ because they are able to produce knowledge. Pracademics are also able to solve the 

‘lost in translation’ problem because they use evidence from multiple sources in their practice, 

they engage in scholarship by conducting research and disseminating research in publications, 

conferences and seminars and engaging in peer review processes. Bansal et al. (2012) thus 

argue that the divide should be bridged which pracademics are able to do.  In order to promote 

the usage of research evidence by managers, Cruz (2020) argues that leaders need to champion 

the use of research evidence and the organisational culture need to value using findings from 

research. The findings from this study show that pracademics in HE who bridge the R-P divide 

experience structural challenges due to their conditions of service. The findings indicate that 

HR conditions of service for PAS staff do not make allowance for research, funding or time 

for PhD studies. The pracademic space is also not officially acknowledged as a legitimate space 

within the university. 

 

5.3 EVIDENCE-BASED MANAGEMENT PRACTICES 

 

The research sub-question: how does evidence inform management practices? is answered in 

this section.  

 

5.3.1 Combinations of Scientific and Intuitive Decision-Making Sources of Evidence 

 

Decision-making is a management practice. Theorists advocate for using multiple sources of 

evidence in the decision-making process in organisations (Alsaqqa, 2020; Yang, 2020; Briner, 

2019; Rousseau, 2018; Briggs & McBeath, 2009). Briner and Walshe (2014) identify five 

sources of evidence: experiential evidence from managers’ expertise and experience 

(professional experience, judgements and consulting colleagues); stakeholder evidence (views 

and concerns from staff and students); internal organisational evidence (plans, registers and 

reports); data (or metrics from the local context (institutional data)) and lastly scientific 

research (publications). Evidence in the literature was presented as systematic reviews, meta-

analysis, randomised control trials, longitudinal studies, cross-sectional studies, commercial 

non-peer reviewed consulting research reports, expert opinion, anecdotes and case studies 

(Briner &Walshe, 2014). The present study indicates that managers use a combination of 

scientific research-based and intuitive decision-making sources, which comprise research 

findings and data as well as intuitive decision-making sources including intuition and gut 

feelings, past experience, collaborative consulting and consulting expert consultants. Using 

combinations of evidence sources to make decisions was viewed as incorporating objectivity 

into the decision-making process. This study is supported by previous research by Briner and 

Rousseau (2011) who highlight advancement in evidence-based practice to the extent that 

managers incorporate multiple sources of evidence in their daily practice. Unlike studies by 

Briner (2013) and Rousseau (2012a, b, c), this study extends existing knowledge and indicates 

that managers in HE use evidence from scientific research derived from accredited and peer 

reviewed publications. Managers in a university context have easy access to journal articles 

through the university library which facilitates the adoption of EBM practices.   
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Evidence must be relevant to the context in which it applies (Briner, 2019). Criado-Perez et al. 

(2020) note a dissonance between academics and practitioners and found that insights from 

academics in the form of scientific research are not regarded as relevant and thus tend to be 

overlooked. The present study indicates that recent research findings from journal articles and 

data-driven and data-informed approaches were used by managers to inform their decision-

making processes and some managers considered data to be an objective and factual means to 

support decision-making. Decision-making based on evidence was viewed as incorporating 

objectivity into the decision-making process rather than just relying on experience, intuition 

and gut feelings. Trends from data were also used to inform decisions regarding resource 

provision and future directions. Bridging the R-P divide has been advocated as a solution to 

increase the use of EBM (Yang, 2020). Gaining insights from data obtained from research 

findings before making decisions was undertaken by a few managers. The present study thus 

indicates that evidence from scientific research was used to inform management practices and 

bridge the R-P divide.  

 

An organisational culture that promotes evidence and learning is essential in an evidence-based 

approach to management (McCarthy & Griffiths, 2021). Creative problem solving requires 

intuition (Wright et al., 2016). A study by Wright et al. (2016) found that context-sensitive 

judgements rely on situated expertise which includes past experience and intuition in 

combination with research evidence and that managers in organisations make decisions using 

these combinations of evidence (Wright et al., 2016). The present study confirms that managers 

draw on multiple sources of evidence. A more nuanced understanding of sources of evidence 

emerged in this study where managers identified two types of evidence: evidence from research 

and evidence for activities undertaken. Publications constituted evidence from research and 

emails; registers; reports; unit action plans; surveys; intuition and personal knowledge; data; 

feedback from staff and students and WhatsApps, constituted evidence of activities 

accomplished in the management context. Based on the two types of evidence sources this 

study is able to sub-divide and distinguish between scientific research (publications) and data 

as evidence from research and experiential evidence, stakeholder evidence and internal 

organisational evidence, as evidence produced to indicate that activities were accomplished.  

 

Managers need to be critical when making evidence-based decisions in organisations (Alsaqqa, 

2020; Rousseau, 2018). Appraising literature is essential before it is used in practice (Cruz, 

2020). The present study highlights the complex nature of the decision-making process. Some 

managers appraised research findings in terms of context, relevance and whether they were 

from accredited and peer reviewed sources before using them to make decisions. Decisions 

based on theoretical underpinnings, recent research papers and journals were relied on when 

some managers made decisions to implement a particular strategy. Additionally, intuition was 

filtered through a cognitive appraisal process to assess its ability to achieve a desired outcome.  
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Wright et al. (2016) argue that there has been an over emphasis on scientific evidence as a basis 

for decision-making in EBM and a perspective of what happens in practice is limited. Scholars 

(Cruz, 2020; Briner, 2013; Tranfield et al., 2004) found that management decisions were not 

really supported by research. The present study challenges this and shows that some managers 

use research-based decision-making approaches by using findings from research and data to 

make decisions. The use of scientific research-based decision-making in this study also 

challenges a previous study by Barends (2013) that indicates that managers make decisions 

based on tentative information. The findings of the present study are further supported by 

Hodgkinson (2011) who contends that practical problem solving and years of experience as a 

practitioner can be combined with scientific investigations. It must however be noted that the 

HE context may be more conducive to EBM practices especially with regard to managers using 

findings from research since managers may have research included in their job descriptions 

and they have easy access to journal articles through their libraries. Despite this, in the present 

study, some PAS and academic managers reported that they did not use a research-based 

decision-making approach. Time is perceived as a barrier to making decisions based on 

evidence. Research by Cruz (2020) found that managers could not find time to read or appraise 

research during working hours and that managers found research findings to be incompatible 

with their work. This however in the present study some managers noted the compatibility of 

using research findings to support their work despite time constraints. 

 

5.3.2 Evidence-Based Management During Times of Disruption 

 

Evidence-based decision making has become much more important during the COVID-19 

pandemic (Cruz, 2020). Times of disruption such as the pandemic are uncertain, riddled with 

time pressure and competing values and present high potential loss (Yang, 2020). Yang (2020) 

therefore highlights that some may argue that decisions made during COVID-19 are not 

evidenced-based. This has led Yang (2020) to pose questions regarding what constitutes 

evidence in “pandemic-like situations” (p.706) and how evidence could be made more 

accessible to decision makers. Yang (2020) argues that “appropriateness, reasonableness and 

intuition” (p.706) should guide decisions in the various stages of a pandemic to avoid errors 

that may arise during the decision-making process. Less scientific evidence such as tacit 

knowledge and intuition of professionals should be acceptable during the early stages of a 

pandemic according to Yang (2020). Yan (2020) further argues that “reasonable unbiased 

professional judgement” needs to be considered as evidence during periods of crisis (p.708). 

Yan (2020) further contends that knowledge brokers or trained professionals are best placed to 

co-produce, interpret, evaluate and apply evidence in times of crisis. In the present study, 

managers were confronted by a unique situation during the COVID-19 pandemic which 

influenced their management practices. COVID-19 led manages to consult literature and read 

more articles from reliable sources more frequently because they needed access to research 

findings on how to solve problems related to the online environment that they found themselves 

in. Managers also accessed accredited and non-accredited research articles which highlight 

variations in the time it took to complete the review process as well as the rigour in non-
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accredited articles. Nevertheless, research produced in an academic scientific context was used 

and applied to inform decisions more frequently, which is contrary to Briner’s (2013) assertion 

that this does not happen. Briner (2013) cast doubt on the applicability, quality and relevance 

of research that managers read. In the present study, managers read research from journals that 

were relevant to HE, accredited and peer reviewed. Leung and Bartunek (2012) consider a lack 

of access to academic journals as a barrier that confronts management practitioners. In contrast, 

managers in the present study were employed at a university, which enabled them to gain easy 

access to journal articles. Leung and Bartunek (2012) argue that the focus of journal articles is 

not usually on implications for practice or application to the daily lives of practitioners. The 

present study provides evidence to the contrary because research literature was appraised by 

managers and a preference was communicated for reading journals with implications for future 

research and practice. In particular, a manager mentioned reading e-Books and some journals 

that made mention of implications for future research and future practice.  

 

5.4 THE ROLE OF RESEARCH IN PRACTICE 

 

The research sub-question: How do managers perceive the role of research in their practice? is 

considered in this section.  

 

5.4.1 Perceptions of Research  

 

The perception of research differed depending on whether managers were employed as PAS 

managers or whether they were on an academic appointment. The applied nature of research 

and how it improves social, economic and community issues was conveyed by PAS managers 

as the purpose of research. Besides reading journals and googling issues, the intuitive, practical 

and purposive nature of conducting research that managers could learn from was highlighted 

in the present study. The context specific nature of the work undertaken in a unit was 

considered when research was referred to. Identifying a problem and then sourcing information 

to produce a solution based on what was reported in publications was regarded as research. 

Similarly, some managers on an academic appointment conceptualised research as informal 

ways of data collection to make management decisions as well as looking for ways of 

enhancing practices. In contrast to PAS managers, those on an academic appointment 

questioned whether reading up on an issue to assist with work tasks could be regarded as 

research. Using a continuous process of conducting research in all aspects of work was 

considered as research because some managers on an academic appointment included reading 

literature in their perception of what constituted research. Similar to PAS managers, managers 

on an academic appointment conceptualised research in relation to practice and included 

practice-oriented research that had implications for work-based tasks, which were not 

necessarily published in accredited journals. Research was conceptualised broadly as reading 

journal articles, informal data collection and analysis and looking for patterns in data to inform 
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management practices. The narrow conceptualisation of research includes data collection and 

analysis for scientific and publication purposes. 

 

 

5.4.2 Research-Informed Management  

 

Research was used to inform management practices. Cruz (2020) argues that using evidence 

from research leads to positive outcomes in an organisation. The present study found that 

managers read various forms of literature including books, journal articles, internal university 

newsletters, online newsletters and blogs in order to keep abreast of management practices. A 

few managers read scholarly and research articles in journals. The findings of this study are 

thus in sharp contrast to studies (Briner, 2013; Baba & HakemZadeh, 2012; Leung & Bartunek, 

2012), that argue that practitioners do not read academic journals and that they read less abstract 

literature. The present study also indicates that managers read a combination of abstract 

research articles and less abstract newsletters and blogs.  

 

McNatt et al. (2010) argue that managers underperform because they do not use findings from 

research. Additionally, theorists assert that managers do not use evidence in the form of 

findings from research (Cruz, 2020; Baba & HakemZadeh, 2012; Rousseau, 2012c; Briner et 

al., 2009). The present study extends the literature and provides evidence to the contrary. 

Managers reported that they were expected to be research or evidence-based in their functions. 

This is partially due to some managers having an academic appointment and thus the 

requirement to engage with research. However, in this study the findings indicate that managers 

separated their discipline affiliations from their management practices and advocated for 

evidence-based management. In the present study, managers also reported that research played 

a role in challenging their assumptions and exposing them to theory and various ways of 

dealing with issues. In this manner, they were able to bridge the R-P divide and some managers 

explicitly mentioned using the findings and recommendations from literature to solve 

problems.  

 

De Frutos-Belizón et al. (2019) found that practitioners lack interest in research findings. In 

contrast, in the present study research on leadership, change management, performance 

management, dealing with COVID related challenges with operating in an online environment, 

conflict management and diversity management, were read to assist managers with their 

management tasks. This indicates that managers in the present study drew on research to 

improve their management practices and is contrary to Briner’s (2013) argument that EBP is 

rarely influenced by research and evidence. An effective intervention that uses research to 

inform practice was conveyed in the example where a PAS manager used literature on change 

management to deal with changes in a unit. This is in opposition to Briner (2013) who argues 

that effective interventions are not based on research to inform practice. The present study also 

indicates that managers drew on the collective wisdom from research to inform their 

management practices which Briner (2013) did not encounter. In addition, the present study 
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extends the literature in that it found that assimilating research at a rapid rate, appraising it and 

making decisions regarding what to use was important to managers. 

 

Van de Ven and Johnson (2006) argue that practitioners are not aware of relevant research. In 

addition, De Frutos-Belizón et al. (2019) criticised management research for its limited 

relevance to practitioners. In the present study, research was perceive as being relevant for 

practice. Obtaining information from published research enabled managers to immerse 

themselves in the world around them to make innovations in their work. This finding is 

supported by Mohrman et al. (2001), who conducted an empirical study in which practitioners 

found research to be useful. The present study found that conducting research to produce new 

concepts and disseminating new research findings was viewed as a means of learning and 

improving management practices and bridging the R-P divide in HE. Empirical research was 

seen as a means of improving management practice and contributing to the evolution of the 

field of management.  

 

Findings from research can be used for operational and strategic decision-making (Alsaqqa, 

2020). In the present study, the application of theory from research to solve real-world 

management problems was a management practice. Some managers used theory to underpin 

practice and for practice to inform theory. A scholarly approach to management with research-

informed approaches and a critical appraisal of methodologies was used to solve management 

problems. An identity as a scholarly academic and an academic scholar was possible by 

drawing on research to solve problems and making better decisions based on research. These 

findings are supported by Tranfield et al. (2004), who assert that research findings need to 

translate into application in practice. Van de Ven and Johnson (2006) found that practitioners 

do not conduct research and do not make a theoretical contribution to practice. There are thus 

producers and consumers of evidence (Yang 2020). Practitioners are regarded as consumers of 

knowledge rather than producers of knowledge (Cook & Elwell, 2014; Briner, 2013; Bansal et 

al., 2012; Baba & HakemZadeh, 2012; Briner & Rousseau, 2011). The present study negates 

this and adds to the literature by indicating that pracademics conducted research and produced 

knowledge. Pracademics managers thus contributed to management theory through 

scholarship, which enabled research and practice to go ‘hand in hand’. Some managers also 

reported that they would like to conduct management research to improve their practices. The 

value of contributing to scholarship by conducting management research and publishing it was 

to produce evidence to help managers to use the findings to inform what they do. Contributing 

to scholarship was a means of debunking the R-P divide, which was considered to be an 

artificial one because managers felt that both contributions to theory and practice were 

required. A scholarly approach to management requires managers to conduct research and 

balance this with their management responsibilities despite time constraints. Relying on recent 

research in the literature was found to be important in the present study. These findings are 

supported by Leung and Bartunek’s (2012) contention that scholarly research should have 

practical application.   
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A few managers reported that they were taught how to incorporated research in their practice 

whereas the majority of them were not taught how to incorporate research in practice. This 

finding is supported by Bansal et al. (2012) who argue that practitioners are not aware of how 

to incorporated research in practice. In the present study, the notion of research being 

inculcated in a person through a natural disposition to incorporate research in practice was 

expressed in addition to managers acquiring the skill on the job from real-life situations. 

Reading and applying research was the practice that mangers used in order to incorporate 

research in their practice. Certain professional qualifications such as a PhD exposed managers 

to skills on how to draw on the literature to inform practices and also how to conduct research 

to enhance practice to bridge the R-P divide. These findings are supported by studies (Barends 

& Rousseau, 2018; Briner, 2013; Leung & Bartunek, 2012) that show that managerial skills 

are generally acquires through experience and those managers who have formal qualifications 

require awareness of how to use scholarly literature in practice. The present study also indicates 

that having support mechanisms in place such as prior training on how to incorporate research 

findings in practice is another contributing factor to using research findings in practice.  

 

In the present study, managers who did research as well as those who did not do any research 

were of the opinion that publishing in journals was a good way to disseminate research. The 

dissemination of research by those who conducted research was accomplished through books, 

meetings, publications, collaborative research and conference attendance. These findings are 

in accordance with Leung and Bartunek’s (2012) suggestion that EBM could be acquired by 

using communication that is accessible to practitioners when communicating scholarly 

evidence from research. The present study found that disseminating research findings and 

allowing managers to be evidence-based, is essential for the implementation of EBM in 

practice to bridge the R-P divide. Briner and Rousseau (2011) provide an example from the 

field of industrial and organisational psychology where there seems to be very little interaction 

between academics and practitioners in journals, with very few practitioner opportunities for 

research and publication. This is contrary to the finding from the present study which extends 

the literature by indicating that managers in HE conduct research and published in academic, 

accredited and peer reviewed journals.   

 

Due to the separate worlds in which practitioners and academics operate in, networking 

seldomly happens. Leung and Bartunek (2012) argue that the network links between scholars 

and practitioners do not have strong nodes and rarely overlap. In addition, academics and 

practitioners do not always attend the same annual conferences, which would foster such 

learning opportunities (Leung & Bartunek, 2012). This creates a divide between academics 

who are the researchers producing research and practitioners who are the managers who use 

findings from research. The present study shows that managers attend academic conferences 

and in a scholarly manner present and disseminate their findings. This essentially allows 

managers to bridge the R-P divide using EBM.  
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Multiple solutions are advocated to solve the “lost in translation” (Shapiro et al., 2007, p.249) 

problem. The solution advocated by Bansal et al. (2012) is that both researchers and 

practitioners need to contribute to theory development and the dissemination of findings. 

Collaboration between academics and managers serves as a means to bridge the research 

practice divide (Cruz, 2020). In the present study, some managers conveyed the importance of 

scholarship to transition from conducting disciplinary research to conducting research about 

their management practices. Collaborations were forged with management academics 

internationally in order to contribute to management theory and gain an understanding of 

management research methods and literature, in order to advance research and management 

practices. Collaboration between academics and PAS managers was sometimes undertaken 

without providing PAS managers with recognition. A PAS manager thus mentioned 

collaborating with academics by providing them with research and data and not getting any 

recognition for it. At times collaboration between academic and support staff when conducting 

action research and disseminating research, took the form of academics writing articles and 

PAS managers being authors on articles. This finding is supported by Briner and Rousseau 

(2011) who contend that in most instances, academics ask the research questions and also 

interpret the answers. However, the findings from the present study expands our understanding 

of collaboration by indicating that PAS managers initiated collaborations with academics, 

which is in contrast to Briner’s (2013) view that the research agenda is driven by academics 

not practitioners. Leung and Bartunek (2012) found that practitioners do not learn from 

academic’s research and academics also do not get opportunities to learn from practitioners. 

Practices in the two different worlds thus remain unaffected by each other. The present study 

highlights research collaboration between academics and PAS managers in order for mutual 

learning to take place as well as for pracademics to learn from and contribute to producing 

research and publishing it in academic journals. This also creates opportunities for managers 

to conduct action-research thereby bridging the R-P divide since practice would inform 

research and in turn research would be available for managers to access to solve real-world 

management problems. By considering action-research as a viable research approach action-

research may also enable managers to perform their tasks optimally by using the findings from 

such research.  

 

In this study, an artificial research-practice (R-P) divide was noted by some managers who 

were unable to separate research from practice due to the university context that allows 

managers to conduct research and to use research to inform their work. The findings indicate 

that research could include conducting surveys to improve practice and that research informed 

management did not necessarily involve publishing in journals. Managers negated the divide 

between research and practice because they felt that research could be directly translated into 

practice. A vision for the future was proposed to bridge the R-P divide by merging the world 

of theory and the world of practice. The interplay between management theory and practice 

was viewed as contributing to EBM because managers could do research based on a problem 

encountered in the workplace, they could then apply it and document experiences to create 

foundational knowledge and then feed that practical application of theory back into research. 
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The present study is supported by Leung and Bartunek’s (2012) suggestion that EBM uses 

findings from research to provide managers with the opportunity to operate effectively. 

Bridging the R-P divide would then lead to learning and knowledge creation. Better decision-

making is thus possible though EBM according to Kovner (2014). The findings in this study 

highlight managers’ perceptions that EBP and EBM could foster learning and knowledge 

creation and contribute to what Briner and Rousseau (2011) termed practice-oriented evidence 

in the field of management. The differences between research findings and practitioner actions 

in EBM can thus be bridged (Rynes & Bartunek, 2017). The findings from this study indicate 

that the role of research is to generate evidence to improve management practices and to use 

management experiences to conduct practice-oriented research. Conducting research and using 

research to inform management practices allows managers to incorporate EBM in their 

management practices. Research is thus able to bridge the R-P divide through practice-oriented 

research as an EBM practice. 

 

5.5 CHAPTER SUMMARY  

 

The pracademia space enables pracademics to bridge the R-P divide through their contribution 

to knowledge production and transfer through EBM practices such as using research findings, 

researching their management practices and disseminating their research findings. Evidence-

based management fosters the use of combinations of scientific and intuitive decision-making 

sources as evidence to contribute to bridging the research-practice divide in HE. Research was 

perceived both broadly and narrowly to solve management problems and highlights what works 

in various context to inform EBM practices. Evidence from scientific research and evidence of 

activities undertaken were used to bridge the R-P divide. Reading combinations of journal 

articles with implications for future research and practice as well as less abstract management 

literature and appraising the literature played a role in bridging the R-P divide by informing 

management practices. Research is perceived as being relevant to solve real-world 

management problems and highlights an artificial R-P divide. Contributing to scholarship by 

conducting management research, publishing, engaging in peer reviews, undertaking 

collaborative research and attending conferences, is regarded as a means to bridge the R-P 

divide.  

 

The research questions were answered in this section and provide the basis for a discussion of 

the limitations of this study, implications for policy and practice which are presented in the 

next chapter.  
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CHAPTER 6: CONCLUSION   

 

In this chapter the purpose, research questions and the contribution to the literature are 

synthesised based on the findings and discussion chapters. I then revisit the assumptions 

presented in Chapter 2. The implications for policy and practice, limitations and future 

directions for research are then provided before reflecting on the DBA journey.   

 

6.1 SIGNIFICANCE OF THIS STUDY 

 

This study was designed to explore evidence-based management as a lens to investigate the 

research-practice divide between management research and practice in HE in order to 

contribute to an understanding of how evidence informs management practices. The rationale 

for this study was based on literature that indicates that academics have traditionally produced 

management research and managers have largely been involved in performing management 

practices based on experience and intuition (Cook & Elwell, 2014; Briner, 2013; Bansal et al., 

2012; Baba & HakemZadeh, 2012; Briner & Rousseau, 2011). The perception exists that 

research is not relevant to real-world problems experienced by management practitioners (De 

Frutos-Belizón et al., 2019; Bansal et al., 2012). This has largely been attributed to the lack of 

application of evidence from research in management practices (Briner, 2013). Since not much 

attention has been given to bridging the R-P divide in HE, the contribution this study makes is 

that it provides insights into how evidence from research informs management practices, to 

bridge the R-P divide. Exploring evidence-based management as a lens to bridge the R-P divide 

and advance professional practice was undertaken by exploring the central research question: 

How does an evidence-based management lens contribute to an understanding of the research-

practice divide in higher education? This study was underpinned by the following three sub-

questions: 1) How does the R-P divide manifest in HE? 2) How does evidence from research 

inform management practices in HE? and 3) How do managers perceive the role of research in 

their practice?  

 

My findings answer the above questions and contribute to the literature by indicating that:  

 

Pracademics in HE conduct research and publish in academic, accredited and peer reviewed 

journals.  Pracademics also solve the ‘lost before translation’ problem by producing knowledge 

and they solve the ‘lost in translation’ problem by using evidence from multiple sources to 

solve real-world management problems and disseminating research findings. By researching 

their management practices and contributing to theory and practice, pracademics bridge the R-

P divide.   
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Sources of evidence can be sub-divided and distinguished into evidence from scientific 

research (publications), as well as evidence for activities accomplished in the form of 

experiential evidence, stakeholder evidence and internal organisational evidence. As an 

evidence-based practice, objectivity in decision-making is accomplish by using combinations 

of decision-making sources including research-based decision-making sources (research 

findings and data) and intuitive decision-making sources (intuition and gut feelings, past 

experience, collaborative consulting and consulting expert consultants).  

 

 

Research-informed management practices led managers in HE to read combinations of abstract 

scholarly research articles in accredited journals and less abstract newsletters and blogs, to 

appraise the research literature and to express a preference for reading journals with 

implications for future research and practice. The pandemic led managers to consult literature 

and read articles from reliable sources more frequently because they needed access to research 

findings on how to solve problems related to the online environment that they found themselves 

in. Managers also accessed accredited and non-accredited research articles which indicates 

variations in the time it took to complete the review process as well as highlights the rigour in 

non-accredited articles.  

 

 

Insights regarding how managers perceive the role of research in their practice is gleaned from 

how research is conceptualise and its perceived relevance for practice. Research is 

conceptualised broadly as reading journal articles, informal data collection and analysis and 

looking for patterns in data to inform management practices and narrowly as data collection 

and analysis for scientific and publication purposes. Research on leadership, change 

management, performance management, conflict management, diversity management and 

dealing with COVID related challenges operating in an online environment, were read and 

played a role in bridging the R-P divide by assisting managers with their management tasks.  

Research challenged managers’ assumptions and exposed them to theory and various ways of 

dealing with management issues and enabled them to be research and evidence-based in their 

functions thereby bridging the R-P divide. Research was also perceived as being relevant for 

practice. The application of theory to solve real-world management problems and for practice 

to inform theory was viewed as an EBM practice. An identity as a scholarly academic and an 

academic scholar was possible by drawing on research to solve problems and making better 

decisions based on research. Contributing to scholarship was a means of debunking the R-P 

divide, which was considered to be an artificial divide because managers felt that both 

contributions to theory and practice were required. The value of contributing to scholarship by 

conducting management research and publishing it was to produce evidence and help managers 

to use the findings to solve real-world management problems.  
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6.1.1 Summary of Research Contributions 

 

The most important contributions this study makes are that: 

 

1. Pracademics in HE conduct research and publish in academic, accredited and peer reviewed 

journals and by researching their management practices and by contributing to theory and 

practice, pracademics bridge the R-P divide.   

 

 

2. Research-informed management practices led managers in HE to read combinations of 

abstract scholarly research articles in accredited journals and less abstract newsletters and 

blogs, to appraise the research literature and to express a preference for reading journals with 

implications for future research and practice.  

 

 

3. Research was perceived as being relevant for practice. Managers conceptualised research 

broadly as reading journal articles, informal data collection and analysis and looking for 

patterns in data to inform management practices.  The inability to separate research and practice 

signalled an artificial R-P divide because managers felt that both contributions to theory and 

practice were required. The application of theory to solve real-world management problems 

and for practice to inform theory was viewed as an EBM practice.  

 

 

4. This study contributes to studies in HE by providing insights into how managers in a 

university context use evidence-base management practices to bridge the R-P divide. This 

study also highlights the importance of pracademia as a space for pracademics to produce 

knowledge and use evidence in the form of findings from research to solve management 

problems in an evidence-based HE management context.  

 

 

6.2 EVIDENCE-BASED MANAGEMENT ASSUMPTIONS REVISITED 

 

A reflection of the assumptions presented in Chapter 2 provide nuances for EBM emanating 

from the HE context and in some instances challenges these assumptions. The first assumption 

asserted that the R-P divide in EBM exists (McNatt et al., 2010). The findings from this study 

present a nuanced interpretation of this since some managers in HE use findings from research 

to inform their practices. Evidence-based management practices are thus able to bridge the R-

P divide.    

 

The second assumption is that a body of knowledge is available for practitioners to draw on to 

improve their practices (McNatt et al., 2010). Managers in this study had oversight over a wide 

variety of support functions ranging from student success, teaching and learning, HR and 
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finance and the findings indicate that some of them read, assessed and produced management 

literature. A growing body of knowledge in EBM is available for managers to consult and this 

study thus affirms the argument made by Briner (2013), Briner and Rousseau (2011) and 

McNatt et al. (2010) that EBM presents a body of knowledge for managers to draw on.  

 

 

The third assumption made is that practical knowledge is derived from research knowledge, 

which has largely informed the knowledge transfer problem (Van de Ven & Johnson, 2006). 

The findings from this study indicate that the ‘lost before translation’ problem is negated in HE 

because managers have access to literature available from the University library and managers 

produce knowledge. The ‘lost in translation’ problem is negated by managers who use research 

findings to inform their management practices and disseminate their findings to improve 

management practices. The findings from this study contradict the argument made by Rynes 

& Bartunek (2017) that practitioners are sceptical of research and thus do not use research. 

Within the COVID-19 context, findings from research were regarded as relevant to solve real-

world management issues. Managers also indicated that the potential exists for practice to 

inform theory and for theory informs practice. Practical knowledge is thus derived from 

research knowledge and research knowledge in turn is informed by practical knowledge. 

 

The fourth assumption is that practitioners do not use research findings and they do not produce 

research findings that are rigorous (Bansal et al., 2012; Van de Ven & Johnson, 2006; Tranfield 

et al., 2004). This study found that pracademics read management literature and used literature 

to inform their practices. In addition, a few pracademics published in accredited peer reviewed 

journals, which provides an indication of the rigour of their research. Avenier and Parmentier 

Cajaiba (2012) argue that academic research is rigorous whereas practitioners focus on 

relevance. This study found that managers who produced management research strived for both 

relevance and rigour by publishing in accredited peer reviewed journals.  

 

Whilst this study indicates that research findings may be used as evidence to improve 

management practices, the negative effect of research for management practices needs to be 

taken into consideration. Management research may not always be desirable in practice. Some 

research may hinder practice more that it helps. Conflict may arise from research findings 

which managers may need to consider before they apply research in their practice. Findings 

are not always accepted by managers due to implementation barriers such as an understanding 

of how to implement the findings in practice and the costs involved. Management research may 

also expose legal violations and risks to the organisation which could damage the organisations 

reputation if they are disseminated or used in practice. The manner in which research findings 

are communicated is thus critical and managers should seriously consider both the positive and 

negative the effects of management research on their practice and organisation before using 

findings from research as evidence.   
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Another critical view against this assumption is that Cornuel and Hommel (2012) argue that 

the financial crisis highlighted the need to re-examine the training of management 

professionals. Phillips, Hsieh, Ingene and Golden (2016) note concerns with the MBA 

curriculum and argue that a unified body of knowledge does not exist and that the response 

from business schools to the financial crisis has been inadequate. Traditional paradigms of 

management teaching and research have been questioned in order to advocate for a revised 

curricula and changes to the manner in which managers are trained in business schools 

(Cornuel & Hommel, 2012).  Bennis & O’Toole (2005) thus argue that programme offerings 

at business schools such as the MBA, do not imbue ethical behaviour or impart useful skill to 

their graduates.  The culture at business schools has been to pursue a curriculum with a narrow 

model of academic excellence (Bennis & O’Toole, 2005). Theories taught in business schools 

have therefore failed to address reality and the curriculum has not adapted sufficiently (Phillips 

et al. 2016).  Cornuel and Hommel (2012) contend that business schools have taught formal 

methods to the detriment of incorporating practically relevant research which enables managers 

to draw on managerial intuition. Additionally, Cornuel and Hommel (2012) argue that the 

intellectual foundation of management teaching and research need to be broadened to produce 

globally responsible leaders since very few business schools have adopted broad intellectual 

and philosophical frameworks (Cornuel & Hommel 2012). Bennis and O’Toole (2005) argue 

for a multi-disciplinary curriculum based on ethical, strategic and policy questions. Cornuel 

and Hommel (2012) highlight that practical ways of learning are required in the training of 

leaders to deal with real world complexities and change and they thus recommend integrated 

content in teaching which includes religious philosophical frameworks to facilitate knowledge 

production and transfer in business schools.    

 

The fifth assumption is that some members of the Academy of Management do not believe that 

the R-P divide exists (Shapiro et al., 2007) thus perpetuating the persistence of the separate 

worlds between the academic and practitioner paradigms. This study indicates that the R-P 

divide was perceived as an artificial divide and that although the academic and practitioner 

paradigms exists, the pracademics paradigm is a viable paradigm in HE to bridge the R-P divide 

through EBM practices. 

 

The sixth assumption is that the divide should be closed (Broekkamp & van Hout-Wolters, 

2007; Shapiro et al., 2007), which is not regarded as a viable option for McNatt et al. (2010) 

because of the different paradigms in EBM. Bartunek and Rynes (2014), Bansal et al. (2012) 

and McNatt et al. (2010) make the suggestion to bridge the R-P divide. The findings from this 

study indicate that pracademics who use EBM practices are able to operate in the pracademia 

space and bridge the R-P divide in HE.  
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6.3 IMPLICATIONS FOR POLICY AND PRACTICE 

 

Some conclusions can be drawn from the findings, which have implications for both policy and 

practice.  

 

 

6.3.1 Policy Implications  

 

Managers expressed a desire for management training. At the government level, the 

Department of Higher Education and Training (DHET) makes funding available through the 

University Capacity Development Grant for management training, which is administered by a 

national body called Universities South Africa (USAf). The opportunity exists for EBM to be 

included in national HE management training programmes to benefit managers in the HE sector 

thus bridging the R-P divide at a sectoral level. Schools of Management or Business Schools 

could also be approached to offer management training that includes EBM and provides 

practical contextual examples of how to use evidence in the form of findings from research to 

solve management problems. Those responsible for professional staff development in 

universities could advocate for EBM to be included in New Managers Programmes and 

Leadership Development Programmes thus enhancing existing training offerings. 

 

Advocacy related to the legitimisation of pracademia as a legitimate space is a policy issue that 

needs to be explored at a national HE level as well as in universities. The pracademia space is 

not well understood by managers. Due to the informal nature of the pracademia space, some 

managers expressed a desire to retain the two worlds of academia and practice and to be on an 

academic appointment without a consideration that the pracademia space may be an option. 

Advocacy around managers operating in the pracademic space is thus required. The findings 

indicate that the pracademia space is a space in which EBM practices occur even though it is a 

space that is not officially recognised by the university. In order to avoid resistance to the 

legitimisation of this space, national human resource development influencers such as the 

DHET and USAf should firstly be approach for sectoral buy-in which could then be followed 

by an exploration by University HR committees of the viability of legitimising the pracademia 

space for managers. The support from senior leadership in universities should be sought in 

order for appropriate conditions of service to be included in HR policy documents.   

 

6.3.2 Practice Implications 

 

The findings indicate that a conceptualisation of research informs the incorporation of research 

in practice. Evidence-based management practices could benefit from an awareness of a 

broader contextual practice-oriented conceptualisation of research that is not necessarily 
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published in accredited journals but is nevertheless a source of evidence to be used in 

combination with other sources. 

 

Managers mentioned that they were not taught how to incorporate research findings in practice. 

Through EBM training, more managers would be in a position to apply an evidence-based 

approach to management practices thus bridging the R-P divide between research theory and 

practice.   

 

Scholarship enables a contribution to management theory. Kieser and Leiner (2009) argue that 

collaborative knowledge production is produced outside the university. The present study 

indicates that collaborative knowledge production takes place within the university setting 

between researchers and managers albeit on a small scale. Adopting an EBM identity fosters 

research-informed practices. Professional management practices could be enhanced by taking 

a scholarly approach to conducting research and disseminating it. The findings indicate that 

collaborative research is a form of scholarship that facilitates the transition from disciplinary 

research to researching management practices. Actively pursuing collaborative research 

opportunities between managers in the university and across universities could transform EBM 

by researching practices and incorporate research in workplace management practices and in 

so doing benefit the HE sector. Managers would thus produce knowledge and evidence to 

inform their practices rather than relying on academics to produce research findings.  

 

More managers should be incentivised to pursue doctoral studies in management. This study 

found that pracademics imbue confidence, create equilibrium and acquire credibility by 

speaking the same language as academics by undertaking doctoral studies and using these 

competencies to bridge the R-P dived by using findings from research.  

 

 

6.4 LIMITATIONS AND DIRECTIONS FOR FUTURE RESEARCH 

 

Limitations of this study are noted and should be considered within the context of the findings. 

The findings also present opportunities for further research. This study is based on a qualitative 

single case study design, which presents strengths and weaknesses. The qualitative nature of 

this exploratory study was a strength in that it allowed the research questions to be answered 

and the purpose of the study to be fulfilled. However, it is a limitation in that my ideas and 

values may have influenced interview responses, how the data were interpreted and how the 

findings were presented. A research design with multiple case studies could provide a more 

nuanced view that covers all HE institutions in South Africa rather than just the perspective of 

a research-intensive university. Generalisability of the findings based on the qualitative case 

study design is a limitation of this study. While interesting insights have been generated for an 

understanding of the R-P divide in evidence-based HE management, the findings should not 

be generalised beyond the university case study context. Future research could employ a 
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quantitative research design and conduct research in other institutional types such as 

comprehensive universities and universities of technology, which could yield more 

generalisable results within HE.  

The sampling strategy included senior managers in the University. It is thus possible that the 

sampling strategy may have influenced the findings due to the combination of managers on 

PAS and academic appointments. Future research could interview PAS managers or 

alternatively only interview managers with an academic appointment. However, in this study 

such a sample would not have provided a realistic picture of managers in the university context 

since the university context comprises managers on both tracts. The findings may also not have 

revealed the existence of pracademics who are drawn from both appointment tracts. The role 

of pracademics within EBM in HE is an issue that should be further explored to contribute to 

the literature on EMB. 

 

 

This study indicates the presence of scholarship in EBM practices without direct reference to 

engaged scholarship (Van de Ven & Johnson, 2007) or relational scholarship (Bartunek, 2007).  

Future research on engaged and relational scholarship and the benefit to pracademics could 

thus be undertaken in the context of HE to determine whether pracademics experience role 

conflict in their EBM practices.  

 

 

This study is located in the HE context. A triangulation of data which included the perspectives 

of mangers in the corporate sector is a limitation of this study. An EBM lens could benefit from 

a large scale comparative study that investigates the uniqueness of the HE management context 

and culture as distinct from the corporate sector. Future research could examine similarities 

and differences in the R-P divide in EBM between the corporate sector and HE. This would 

uncover fresh insights and provide a holistic perspective of the R-P divide in EBM.   

 

 

6.5 REFLECTIONS ON THE DBA JOURNEY 

 

Intellectual curiosity led me to pursue how EBM could be used as a lens to investigate the R-

P divide in HE management. My starting point was underpinned by literature in the field and 

was strongly coupled by a reflection of my experience as a senior manager in a public research-

intensive university in South Africa. The literature suggested that managers who are 

management practitioners do not use findings from research in their practice. As a manager, 

my reflection was that I very rarely read up on management issues and instead relied on my 

experience and consultations with colleagues. Embarking on the DBA journey allowed me to 

explore how I could perform my role more effectively by taking an evidence-based approach 

to management which underpins this thesis. My overall reflection is that managers who work 

in the pracademia space, pracademics, are able to contribute to scholarship in management and 

they are also able to use combinations of evidence sources and findings from research to inform 

their management practices, bridge the R-P divide and solve real-world management problems. 
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The compilation of this thesis has led to a realisation that the DBA journey has allowed me to 

navigate my way in the future into becoming a pracademic who uses an evidence-based 

management approach, disseminates research knowledge and then feeds that research 

knowledge back into practice. Pursuing this approach and encouraging other managers to do 

likewise, will allow me to bridge the R-P divide using EBM and is a direct result of my DBA 

journey.  
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APPENDIX 1: INTERVIEW QUESTIONS 

 

1.Please describe your management responsibilities?  

2.Would you say that your management responsibilities are part of your performance 

reviews? 

3.When you do your performance management, what evidence do you include?  

4.Do you have a formal qualification in management? If yes, did your content cover how to 

use research to inform your practice? 

5.As a manager how do you access best practice? 

6.What do you use as a basis upon which to make management decisions? 

7.Are you given time in your responsibilities to read literature? 

8.Which journals do you read? 

9.What research informs your work? 

10.How is research relevant to your practice? 

11.Are you on the support or academic track? 

12.What role does research play in your job description? 

13.How does the faculty support you to produce research? 

14.How do you disseminate your research? (only if person does research) 

15.In which field have you published? 

16.The journals that you publish in, who are their target audience? 

17.In your opinion, is it possible for a manager to practice both their research skills and their 

management skills as part of their management functions?  

18.How could research advance professional practice? 

19.In your opinion, should managers produce research? 
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20.Can you share an instance where you used literature to solve a management problem? 

21.In your opinion, are examples of management solutions available to inform practice? 

22.How would you describe the focus of the literature that you read?  

23.Based on your reading would you say that the literature on management include 

implications for practice? 
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APPENDIX 3: CODE SCHEME 

CODE CODE DEFINITION CODE GROUP 

#People Managed 2021/01/06 11:30 AM 
Zero people are managed by this 
manager. 

#PEOPLE 
MANAGED 

Academics attend to real world M 
problems_NO 

2021/01/06 11:46 AM 
Management academics do not pay 
attention to real world management 
problems in their research. 

FOCUS ON REAL 
WORLD 
MANAGEMENT 
PROBLEMS 

Academics attention to real world M 
problems_YES 

2021/01/06 11:49 AM 
Management academics attend to real 
world management problems in their 
research. 

FOCUS ON REAL 
WORLD 
MANAGEMENT 
PROBLEMS 

Access Best Practice_Benchmarking 2021/01/06 11:51 AM 
Managers access best practice using 
benchmarking exercises. 

ACCESSING BEST 
PRACTICE 

Access Best 
Practice_Conference/Seminar 
Attendance 

2021/01/06 12:01 PM 
Managers access best practice by 
attending conferences and seminars. 

ACCESSING BEST 
PRACTICE 

Access Best Practice_Conseptualisation 2021/01/06 12:03 PM 
How best practice is conceptualised. 

ACCESSING BEST 
PRACTICE 

Access Best Practice_Consult & 
Collaborate with Colleagues 

2021/01/06 12:06 PM 
Managers access best practice by 
consulting and collaborating with 
colleagues. 

ACCESSING BEST 
PRACTICE 

Access Best Practice_Consult External 
Experts 

2021/01/06 12:12 PM 
Managers access best practice by 
consulting external experts. 

ACCESSING BEST 
PRACTICE 

Access Best Practice_CoP 2021/01/06 12:13 PM 
Mangers access best practice by attending 
community of practice (CoP) meetings. 

ACCESSING BEST 
PRACTICE 

Access Best Practice_Critical Appraisal 
& Engagement 

2021/01/06 12:15 PM 
Managers access best practice through 
critical appraisal and engagement. 

ACCESSING BEST 
PRACTICE 

Access Best Practice_Developing 
Systems 

2021/01/06 12:18 PM 
Managers access best practice by 
developing systems. 

ACCESSING BEST 
PRACTICE 

Access Best Practice_Feedback from 
lecturers 

2021/01/06 12:24 PM 
Managers access best practice by 
obtaining feedback from lecturers. 

ACCESSING BEST 
PRACTICE 

Access Best Practice_Feedback from 
Students 

2021/01/06 12:25 PM 
Managers access best practice by 
obtaining feedback from students. 

ACCESSING BEST 
PRACTICE 

Access Best Practice_Learning from 
Others 

2021/01/06 02:09 PM 
Managers access best practice by learning 
from others 

ACCESSING BEST 
PRACTICE 

Access Best Practice_Past Experience 2021/01/06 02:11 PM 
Managers access best practice by drawing 
on past experience. 

ACCESSING BEST 
PRACTICE 

Access Best Practice_Professional 
Networks & Standards 

2021/01/06 02:12 PM 
Managers access best practice by drawing 
on professional networks and professional 
standards. 

ACCESSING BEST 
PRACTICE 
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Access Best Practice_Reflection 2021/01/06 02:13 PM 
Managers access best practice by 
reflecting on their practices. 

ACCESSING BEST 
PRACTICE 

Access Best Practice_Research-Read 
Literature 

2021/01/06 02:14 PM 
Managers access best practice by reading 
literature base on research. 

ACCESSING BEST 
PRACTICE 

Access Best Practice_Showcase Work 
Continuous Improvement 

2021/01/06 02:16 PM 
Managers access best practice by 
showcasing their work to ensure 
continuous improvement. 

ACCESSING BEST 
PRACTICE 

Access Best Practice_Social 
Media/YouTube 

2021/01/06 02:17 PM 
Managers access best practice by 
accessing social media and youtube. 

ACCESSING BEST 
PRACTICE 

Access Best Practice_Trends from Data 
(Data Analytics) 

2021/01/06 02:17 PM 
Managers access best practice by look at 
trends based on data i.e. using data 
analytics. 

ACCESSING BEST 
PRACTICE 

Access Best Practice_Webinars 2021/01/06 02:19 PM 
Managers access best practice by 
attending webinars. 

ACCESSING BEST 
PRACTICE 

Accessing Best Practice_Best Practice 
Considerations 

2021/01/06 02:36 PM 
Best practice considerations are taken into 
account when accessing best practice. 

ACCESSING BEST 
PRACTICE 

Challenge_Doing Research During Office 
Hours 

2021/01/06 02:22 PM 
Conducting research during working hours 
is a challenge. 

CHALLENGES 

Challenge_Incorporating Research in 
Practice 

2021/01/06 02:37 PM 
Incorporating research into practice is a 
challenge. 

CHALLENGES 

Challenge_Managers Doing Research 2021/01/06 02:37 PM 
Doing research about management issues 
is a challenge. 

CHALLENGES 

Contextual Relevance 2021/01/06 02:38 PM 
Context is important. 

HE MANAGEMENT 
CONTEXT 

Leadership vs Management 2021/01/07 12:25 PM 
Leadership and management in higher 
education are perceived as being different. 

HE MANAGEMENT 
CONTEXT 

Management Context in HE 2021/01/07 12:37 PM 
The management context in higher 
education has its own nuances. 

HE MANAGEMENT 
CONTEXT 

Management Part of Performance 
Review_NO 

2021/01/07 12:37 PM 
Management as a function is not part of a 
manager's performance review. 

HE MANAGEMENT 
CONTEXT 

Management Part of Performance 
Review_YES 

2021/01/07 12:38 PM 
Management as a function is part of a 
manager's performance review. 

HE MANAGEMENT 
CONTEXT 

Management Qualification/Training_No 2020/10/05 03:25 PM 
Managers do not have any formal 
management qualifications or training. 

HE MANAGEMENT 
CONTEXT 

Management Qualification/Training_Yes 2021/01/07 12:40 PM 
Managers have formal qualifications or 
training in management. 

HE MANAGEMENT 
CONTEXT 
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Management_In JD 2021/01/07 02:07 PM 
Management is included in the manager's 
job description. 

HE MANAGEMENT 
CONTEXT 

Management_NOT in JD 2021/01/07 02:07 PM 
A management role is performed but in not 
included in the manager's job description. 

HE MANAGEMENT 
CONTEXT 

Nature of Managing Academic Units 2021/01/07 02:43 PM 
The nature of managing an Academic 
Unit. 

HE MANAGEMENT 
CONTEXT 

Nature of Managing Support Units 2020/10/05 04:20 PM 
The nature of managing a support unit 
with its nuances in the context of a 
university. 

HE MANAGEMENT 
CONTEXT 

Nature of Managing_Hybrid Unit 2021/01/07 02:45 PM 
The nature of managing a hybrid unit and 
its nuances due to the employment of 
academic and professional support staff is 
explained.  

HE MANAGEMENT 
CONTEXT 

Contribution to Scholarship 2021/01/06 02:39 PM 
Making a contribution to scholarship 
through research and publications. 

LITERATURE 
ACCESSED 

Journal Target Audience_Academics 2021/01/07 12:05 PM 
Academics are the target audience of 
journals. 

LITERATURE 
ACCESSED 

Journal Target Audience_Both Academic 
& Practitioners 

2021/01/07 12:05 PM 
Academics and practitioners are the target 
audience of journals. 

LITERATURE 
ACCESSED 

Journal Target Audience_Managers 2021/01/07 12:06 PM 
Managers are the target audience of 
journals. 

LITERATURE 
ACCESSED 

Journal Target Audience_Practitioners 2021/01/07 12:08 PM 
Practitioners in a discipline are the target 
audience of journals. 

LITERATURE 
ACCESSED 

Journals Read_Auto Scholar 2021/01/07 12:11 PM 
Auto-Scholar is an example of a journal 
that is read. 

LITERATURE 
ACCESSED 

Journals Read_Education 2021/01/07 12:19 PM 
Education journals are read. 

LITERATURE 
ACCESSED 

Journals Read_Engineering Education 2021/01/07 12:20 PM 
Engineering Education Journals are read. 

LITERATURE 
ACCESSED 

Journals Read_Innovations in Ed & 
Teaching Intern 

2021/01/07 12:21 PM 
An international journal, Innovation in 
Education and Teaching is read. 

LITERATURE 
ACCESSED 

Journals Read_No 2021/01/07 12:22 PM 
Academic (research) Journals are not 
read. 

LITERATURE 
ACCESSED 

Journals Read_Nursing Education 2021/01/07 12:23 PM 
Nursing Education Journals are read. 

LITERATURE 
ACCESSED 

Journals Read_SA Journal of HE 2021/01/07 12:23 PM 
The South African Journal of Higher 
Education is read. 

LITERATURE 
ACCESSED 

Journals Read_Student Affairs in Africa 2021/01/07 12:24 PM 
The Student Affairs in Africa is read. 

LITERATURE 
ACCESSED 
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Journals Read_Studies in HE 2021/01/07 12:25 PM 
Studies in Higher Education is read.  

LITERATURE 
ACCESSED 

Literature Read_Books 2021/01/07 12:31 PM 
Books are an example of literature that is 
read. 

LITERATURE 
ACCESSED 

Literature Read_Implications for Practice 
NO 

2021/01/07 12:32 PM 
The research literature that is read does 
not have implications for practice. 

LITERATURE 
ACCESSED 

Literature Read_Implications for Practice 
YES 

2021/01/07 12:33 PM 
The literature read has implications for 
practice. 

LITERATURE 
ACCESSED 

Literature Read_Journals 2021/01/07 12:33 PM 
Journals are an example of literature that 
is read. 

LITERATURE 
ACCESSED 

Literature Read_Online 
Newsletters/blogs 

2021/01/07 12:35 PM 
Online news letters and blogs are an 
example of literature that is read. 

LITERATURE 
ACCESSED 

NO Mention of Journal Name 2021/01/07 02:47 PM 
Journal names are not mentioned. 

LITERATURE 
ACCESSED 

Read Literature During Office Hours NO 2021/01/07 06:10 PM 
There was no time to read literature during 
office hours. 

LITERATURE 
ACCESSED 

Read Literature_During Office Hours 
YES 

2021/01/07 06:11 PM 
Time was allocated to read literature 
during office hours. 

LITERATURE 
ACCESSED 

Read Literature_NO 2021/01/07 06:12 PM 
No literature was read. 

LITERATURE 
ACCESSED 

Read Literature_NO Not Really 2021/01/07 06:13 PM 
Literature was rarely read. 

LITERATURE 
ACCESSED 

Read Literature_Why 2021/01/07 06:13 PM 
The question was posed as to why it was 
necessary to read literature. 

LITERATURE 
ACCESSED 

Read Literature_Yes 2021/01/07 06:14 PM 
Literature was read. 

LITERATURE 
ACCESSED 

Read Management Literature_NO 2021/01/07 06:14 PM 
Management literature was not read at all. 

LITERATURE 
ACCESSED 

Read Management Literature_YES 2021/01/07 06:15 PM 
Management literature was read. 

LITERATURE 
ACCESSED 

Use Literature to Solve Management 
Problem_YES 

2021/01/08 10:31 AM 
Managers used literature to solve 
management problems. 

LITERATURE 
ACCESSED 

Use Literature to Solve Problems in 
Discipline 

2021/01/08 10:31 AM 
Managers used literature to solve 
problems in their disciplines. 

LITERATURE 
ACCESSED 

Use of Literature to Solve Management 
Problem_NO 

2021/01/08 10:35 AM 
Managers did not use literature to solve 
management problems. 

LITERATURE 
ACCESSED 

Decision Making_ Responsiveness 2021/01/06 02:40 PM 
Managers take responsiveness into 
account when making decisions. 

DECISION MAKING 

Decision Making_Benchmarking 2021/01/06 02:41 PM 
Managers base their decisions 
benchmarking exercises. 

DECISION MAKING 
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Decision Making_Best Practice 2021/01/06 02:42 PM 
Managers base their decisions on best 
practice. 

DECISION MAKING 

Decision Making_Capacity & Workload of 
Team 

2021/01/06 02:43 PM 
Managers base their decisions on the 
capacity and workload of their team.  

DECISION MAKING 

Decision Making_Cascaded 2020/10/05 03:05 PM 
This is an example of how decisions are 
cascaded from one level to the next by 
managers in a university.   

DECISION MAKING 

Decision 
Making_Collaborative_Consulting 
Colleagues 

2021/01/06 02:45 PM 
Decision making is a collaborative effort 
and is based on consulting colleagues. 

DECISION MAKING 

Decision Making_Consult 
Experts/Consultants 

2021/01/06 02:46 PM 
Expert consultants are drawn upon 
(consulted) when managers make 
decisions. 

DECISION MAKING 

Decision Making_CoP 2021/01/06 02:47 PM 
Communities of Practice (CoP's) are 
drawn upon when managers make 
decisions. 

DECISION MAKING 

Decision Making_Cost 2021/01/06 02:48 PM 
Costs are taken into consideration when 
managers make decisions. 

DECISION MAKING 

Decision Making_Data 2021/01/06 02:49 PM 
Managers base their decisions on data. 

DECISION MAKING 

Decision Making_Draw on Team 
Strength & Diversity 

2021/01/06 02:50 PM 
The team's strengths and diversity are 
considered when managers make 
decisions. 

DECISION MAKING 

Decision Making_Facts 2021/01/06 02:50 PM 
Managers base their decisions on facts 
that are available to them. 

DECISION MAKING 

Decision Making_Feedback 2021/01/06 02:51 PM 
Feedback is used as a basis upon which 
to make decisions. 

DECISION MAKING 

Decision Making_Gut Feeling 2021/01/06 02:52 PM 
Managers use their gut feelings when 
making decisions. 

DECISION MAKING 

Decision Making_Individual Knowledge 2021/01/06 02:53 PM 
Individual knowledge is used to make 
decisions. 

DECISION MAKING 

Decision Making_Interviews 2021/01/06 02:53 PM 
Interviews are used as a basis upon which 
to make decisions. 

DECISION MAKING 

Decision Making_Intuition 2021/01/06 02:54 PM 
Managers use their intuition when making 
decisions. 

DECISION MAKING 

Decision Making_It Depends 2021/01/06 02:55 PM 
The context is taken into account when 
making decisions. 

DECISION MAKING 

Decision Making_Job Description-
Outputs 

2021/01/06 02:56 PM 
Managers use their staff's job descriptions 
and outputs when making decisions. 

DECISION MAKING 
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Decision Making_Past Experience 2021/01/06 02:57 PM 
Past experience is drawn upon when 
making decisions. 

DECISION MAKING 

Decision Making_Policy/Framework 
Documents 

2021/01/06 02:58 PM 
Policy and framework documents are used 
when making decisions. 

DECISION MAKING 

Decision Making_Power Differentials 
Considered 

2021/01/06 02:58 PM 
Power differentials are taken into account 
when decisions are made. 

DECISION MAKING 

Decision Making_Research Findings 2021/01/06 02:59 PM 
Findings from research are used for 
decision making. 

DECISION MAKING 

Decision Making_Skills Set of Team 2021/01/06 03:00 PM 
The team's skill set is considered when 
decisions are made. 

DECISION MAKING 

Decision Making_Strategy 2021/01/06 03:01 PM 
Strategy is used when decisions are 
made. 

DECISION MAKING 

Decision Making_Timeframe Immediate 2021/01/06 03:02 PM 
Timeframes are considered when 
decisions are made. 

DECISION MAKING 

Decision Making_Transformation 
Imperatives 

2021/01/06 03:02 PM 
Transformation imperatives are taken into 
account when decisions are made. 

DECISION MAKING 

Decision Making_Trial & Error 2021/01/06 03:03 PM 
Trial and error is used in the decision 
making process. 

DECISION MAKING 

Decision Making_Value Added 2021/01/06 03:03 PM 
The value add of a decision is considered 
when making decisions. 

DECISION MAKING 

Doing Studies during Office Hours 2021/01/07 12:56 PM 
Managers are able to attend to their study 
obligations during office hours.   

 

High Workload 2020/10/05 03:09 PM 
The high workloads that managers in HE 
experience is conveyed in the quote that is 
linked to this semantic code. 

IDENTITY 

Identity as Manager_NO 2021/01/07 12:02 PM 
Managers have not identified with the role 
of a manager and do not see themselves 
as managers. 

IDENTITY 

Identity as Manager_Yes 2021/01/07 12:04 PM 
Managers have self-identified as 
managers of a unit/department in the 
University. 

IDENTITY 

Managers Should Do Research_It 
Depends 

2021/01/07 02:11 PM 
Whether managers should do researchers 
is dependent on the manager's context. 

IDENTITY 

Managers Should do Research_YES 2021/01/07 02:12 PM 
Managers should do research. 

IDENTITY 

Managers Should NOT do Research 2021/01/07 02:13 PM 
Managers should not do research. 

IDENTITY 

Qualification_Masters 2021/01/07 06:08 PM 
Managers had a Masters qualification. 

IDENTITY 
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Qualification_PhD 2021/01/07 06:09 PM 
Managers had a PhD. 

IDENTITY 

Qualification_Postgraduate Diploma 2021/01/07 06:10 PM 
Managers had a postgraduate diploma. 

IDENTITY 

Staff Appointment_Academic 2021/01/08 10:21 AM 
Managers are employed on a academic 
staff appointment. 

IDENTITY 

Staff Appointment_Academic & Support 2021/01/08 10:22 AM 
Managers are employed on an academic 
and support staff appointment. 

IDENTITY 

Staff Appointment_Support 2021/01/08 10:23 AM 
Managers are employed on a professional 
support staff appointment. 

IDENTITY 

Field 2021/01/07 12:59 PM 
The various disciplinary field from which 
managers emanate are mentioned.  

DISCIPLINARY 
FIELDS 

Guideline Documents_Not Useful 2021/01/07 01:51 PM 
Guidelines and guideline documents are 
not useful. 

GUIDELINES 

Guideline Documents_Useful 2020/10/05 03:08 PM 
Guidelines and guideline documents are 
useful. 

GUIDELINES 

How Research Improves Management 
Practice 

2021/01/07 11:49 AM 
Research has the ability to improve 
management practices. 

RESEARCH 
CONTRIBUTION 
TO MANAGEMENT 
PRACTICE 

How Research Improves Management 
Practice_No 

2021/01/07 11:58 AM 
Research does not improve management 
practices. 

RESEARCH 
CONTRIBUTION 
TO MANAGEMENT 
PRACTICE 

How Research Improves Practice 2021/01/07 11:58 AM 
Research improves disciplinary practices. 

RESEARCH 
CONTRIBUTION 
TO MANAGEMENT 
PRACTICE 

Literature Focus on Real World M 
Problems_NO 

2021/01/07 12:27 PM 
Research literature does not focus on real 
world management problems. 

FOCUS ON REAL 
WORLD 
MANAGEMENT 
PROBLEMS 

Literature Focus on Real World M 
Problems_YES 

2021/01/07 12:28 PM 
Research literature focuses on real world 
management problems. 

FOCUS ON REAL 
WORLD 
MANAGEMENT 
PROBLEMS 

Literature Focus on Real World 
Problem_NO 

2021/01/07 12:29 PM 
Research literature does not focus on real 
world discipline problems. 

FOCUS ON REAL 
WORLD 
MANAGEMENT 
PROBLEMS 

Literature Focus on Real World 
Problems_Discipline 

2021/01/07 12:30 PM 
Research literature focuses on real world 
disciplinary problems. 

FOCUS ON REAL 
WORLD 
MANAGEMENT 
PROBLEMS 

Management Academics Concern with 
Management Problems 

2021/01/07 12:36 PM 
Management academics are sufficiently 
concerned with management problems. 

FOCUS ON REAL 
WORLD 
MANAGEMENT 
PROBLEMS 
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Management Academics Concern with 
Management Problems_NO 

2021/01/07 12:36 PM 
Management academics are not 
sufficiently concerned with management 
problems. 

FOCUS ON REAL 
WORLD 
MANAGEMENT 
PROBLEMS 

Management Research_Relevance for 
Disciplinary Practice 

2021/01/07 01:55 PM 
Management research is relevant for 
disciplinary practice. 

RELEVANCE OF 
MANAGEMENT 
RESEARCH 

Management Research_Relevant for 
Management Practice 

2021/01/07 01:57 PM 
Management research is relevant for 
management practice. 

RELEVANCE OF 
MANAGEMENT 
RESEARCH 

Management Research_Relevant for 
Management Practice NO 

2021/01/07 02:04 PM 
Management research is not relevant for 
management practice. 

RELEVANCE OF 
MANAGEMENT 
RESEARCH 

Management_Contextual not divorced 
from Discipline 

2021/01/07 02:04 PM 
The management context is integrally 
linked to disciplinary practice in higher 
education. 

RELEVANCE OF 
MANAGEMENT 
RESEARCH 

Manager_Academic Unit 2021/01/07 02:09 PM 
Manager of an Academic Unit/Department. 

MANAGEMENT 
UNIT 

Manager_Hybrid Unit 2021/01/07 02:09 PM 
Manager of a hybrid Unit/Department. 
Such a unit appoints staff on both an 
academic and professional support basis. 

MANAGEMENT 
UNIT 

Manager_Support Unit 2020/10/05 04:14 PM 
Managers of support units are one 
component of the management structure 
in HE. 

MANAGEMENT 
UNIT 

Metaphor_Farming 2021/01/07 02:14 PM 
A farming metaphor is used for the use of 
data to undertake management practices. 

METAPHORES 

Metaphor_Gathering & Mental Storage 2021/01/07 02:18 PM 
A hunter gathering and storage metaphor 
is use for using evidence in management 
practices such as problem solving. 

METAPHORES 

Metaphor_Pot of Curry 2021/01/07 02:20 PM 
A pot of curry metaphor is used for using 
evidence from research in management 
practices. 

METAPHORES 

Metaphor_Speed Limit 2021/01/07 02:21 PM 
A speed limit metaphor is used for using 
evidence in discussions with team 
members before solving management 
problems.  

METAPHORES 

Metaphor_Tree 2021/01/07 02:26 PM 
The metaphor of a tree is used to indicate 
the importance of using consultants to 
assist with management problems.  

METAPHORES 

Metaphore_Crime 2021/01/07 02:28 PM 
The metaphor of a crime is used for 
evidence in management. 

METAPHORES 

Metaphore_Gardening 2021/01/07 02:32 PM 
The metaphor of gardening is used for the 
use of evidence in management practices. 

METAPHORES 
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Metaphore_Machines 2021/01/07 02:40 PM 
The metaphor of a machine is used for the 
use of research in management practices. 

METAPHORES 

Pracaademic Practice_CONCEPT 2021/01/07 02:48 PM 
The concept of academic practices 
captured. 

PRACADEMIC 
PRACTICES 

Pracademic 
Practice_Challenges_Appointment Track 

2021/01/07 03:44 PM 
The professional support appointment 
track is a challenge for pracademics. 

PRACADEMIC 
PRACTICES 

Pracademic 
Practice_Challenges_Balancing Work 
and PhD 

2021/01/07 03:45 PM 
Balancing work and PhD studies is a 
challenge for pracademics. 

PRACADEMIC 
PRACTICES 

Pracademic 
Practice_Challenges_Decision Making 
Constraints 

2021/01/07 03:45 PM 
Decision making constraints are a 
challenge for pracademics. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Challenges_Doing 
PhD 

2021/01/07 03:46 PM 
Pracademics experience challenges while 
reading for their PhD's. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Challenges_Ethics 2021/01/07 03:47 PM 
Obtaining ethics clearance is a challenge 
for pracademics. 

PRACADEMIC 
PRACTICES 

Pracademic 
Practice_Challenges_Management 
Training 

2021/01/07 03:47 PM 
Enrolling for management training is a 
challenge for managers. 

PRACADEMIC 
PRACTICES 

Pracademic 
Practice_Challenges_Research & 
Publishing 

2021/01/07 03:48 PM 
Doing research and publishing is a 
challenge for pracademics. 

PRACADEMIC 
PRACTICES 

Pracademic 
Practice_Challenges_Research Support 

2021/01/07 03:52 PM 
Research support is a challenge for 
pracademics. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Challenges_Time 
for Research 

2021/01/07 03:55 PM 
Finding time for research is a challenge for 
pracademics. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Challenges_Time 
Management 

2021/01/07 03:56 PM 
Time management is a challenge for 
pracademics. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Collaborations 2021/01/07 03:57 PM 
Collaboration is a pracademic practice. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Collaborative 
Decision Making 

2021/01/07 03:57 PM 
Collaborative decision making is a 
pracademic practice. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Collaborative 
Research 

2021/01/07 03:58 PM 
Collaborative research is a pracademic 
practice. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Conduct 
Management Research 

2021/01/07 03:58 PM 
Pracademics conduct management 
research. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Conference 
Attendance 

2021/01/07 03:59 PM 
Attending and presenting at conferences is 
a pracademic practice.  

PRACADEMIC 
PRACTICES 

Pracademic Practice_CoP Cultivates 
Research 

2021/01/07 04:00 PM 
Communities of Practice cultivate 
research. 

PRACADEMIC 
PRACTICES 



150 
 

Pracademic Practice_Critical Appraisal & 
Engagement 

2021/01/07 04:01 PM 
Critical appraisal and engagement is a 
pracademic practice. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Data-Informed 
Approach 

2021/01/07 04:01 PM 
Adopting a data-informed approach is a 
pracademic practice. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Doing PhD 2021/01/07 04:02 PM 
Undertaking PhD studies is a pracademic 
practice. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_EBM 2021/01/07 04:02 PM 
Evidence-Based Management is a 
pracademic practice. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Growing Talent 2021/01/07 04:03 PM 
Talent management with a focus on new 
staff being inducted on how to use is a 
pracademic practice. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Knowledge 
Creation 

2021/01/07 04:05 PM 
Knowledge creation is a pracademic 
practice. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Management & 
Research Skills in One Person 

2021/01/07 04:06 PM 
Management and research skill can be 
embodied in one person. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Merging Theory & 
Practice 

2021/01/07 04:06 PM 
Merging theory and practice is a 
pracademic practice. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Professional 
Development 

2021/01/07 04:07 PM 
Continuous professional development is a 
pracademic practice. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Publilshing 2021/01/07 04:08 PM 
Publishing is a pracademic practice. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Publish in 
Management Journals_NO 

2021/01/07 04:08 PM 
Managers published in their discipline but 
not in management journals. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Read Literature 2021/01/07 04:09 PM 
Pracademics read literature and 
incorporate this into their practice. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Reflection 2021/01/07 04:20 PM 
Reflection is a pracademic practice. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Research 2021/01/07 04:21 PM 
Research is a pracademic practice. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Senior 
Management Committee Collaboration 

2021/01/07 04:22 PM 
The senior manager's committee is used 
as a forum for collaboration by managers 
at the university. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Strategic Thinking 2021/01/07 04:24 PM 
Employing strategic thinking is a 
pracademic practice. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Systems Thinking 2021/01/07 04:24 PM 
Using systems thinking in managing a unit 
is a pracademic practice. 

PRACADEMIC 
PRACTICES 

Pracademic Practice_Work Space 2021/01/07 04:25 PM 
Work spaces that are conducive to EBM 
are provided. 

PRACADEMIC 
PRACTICES 
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Pracademic_Contribution to 
Management Practice 

2021/01/07 04:27 PM 
Pracademics are able to make a 
contribution to management practice 
through research. 

PRACADEMIC 
PRACTICES 

Publication Field_Academic 
Development 

2021/01/07 04:28 PM 
Managers published in the field of 
Academic Development. 

PUBLISHING 

Publication Field_Blended Learning 2021/01/07 04:29 PM 
Managers published in the field of Blended 
Learning. 

PUBLISHING 

Publication Field_Cultural Studies 2021/01/07 04:29 PM 
Managers published in the field of Cultural 
Studies. 

PUBLISHING 

Publication Field_Curriculum 
Development 

2021/01/07 04:30 PM 
Managers published in the field of 
Curriculum Development. 

PUBLISHING 

Publication Field_Higher Ed 2021/01/07 04:33 PM 
Managers published in the field of Higher 
Education. 

PUBLISHING 

Publication Field_Language & Linguistics 2021/01/07 04:33 PM 
Managers published in the field of 
Language and Linguistics. 

PUBLISHING 

Publication Field_Maths Education 2021/01/07 04:34 PM 
Managers published in the field of Maths 
Education. 

PUBLISHING 

Publication Field_Student Success & 
Support 

2021/01/07 04:35 PM 
Managers published in the field of Student 
Success and Support. 

PUBLISHING 

Publication Field_T&L 2021/01/07 04:36 PM 
Managers published in the field of 
Teaching and Learning. 

PUBLISHING 

Publication Field_Writing 2021/01/07 04:36 PM 
Managers published in the field of Writing. 

PUBLISHING 

Publication_Relevance for Practice 2021/01/07 05:11 PM 
Relevant and responsive practices are 
employed. 

PUBLISHING 

Publilshed_In Journal of Student Affairs 2021/01/07 05:12 PM 
Managers published in the Journal of 
Student Affairs. 

PUBLISHING 

Publish and Research_After Hours 2021/01/07 05:13 PM 
Managers did research and published 
after hours and not during working hours. 

PUBLISHING 

Publish with implications for 
Management Practice 

2021/01/07 05:14 PM 
Managers included implications for 
management practice when they 
published. 

PUBLISHING 

Publish with implications for 
Management practice_NO 

2021/01/07 05:14 PM 
Managers did not include implications for 
management practice in their publication 
articles. 

PUBLISHING 

Publish_Collaboratively 2021/01/07 05:15 PM 
Managers published collaboratively with 
co-authors. 

PUBLISHING 
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Publish_Evidence for M Practice_NO 2021/01/07 05:55 PM 
Managers did not provide research 
evidence for management practice from 
empirical studies when they publish.  

PUBLISHING 

Publish_Evidence for M Practice_YES 2021/01/07 05:18 PM 
Managers provide research evidence for 
management practice from empirical 
studies when they publish.  

PUBLISHING 

Publish_In Accredited Journals 2021/01/07 05:56 PM 
Managers published in accredited 
journals. 

PUBLISHING 

Publish_No 2021/01/07 05:56 PM 
No articles were ever published. 

PUBLISHING 

Publish_Reports 2021/01/07 05:57 PM 
Research was conducted and reports 
were published. 

PUBLISHING 

Publish_with implications for practice 2021/01/07 05:58 PM 
Publications included implications for 
practice. 

PUBLISHING 

Publish_Yes 2021/01/07 06:01 PM 
Managers had previously published. 

PUBLISHING 

Published_In Higher Education Journals 2021/01/07 06:02 PM 
Managers published in Higher Education 
Journals. 

PUBLISHING 

Published_In Journal of Assessment and 
HE 

2021/01/07 06:03 PM 
Managers published in the Journal of 
Assessment and Higher Education. 

PUBLISHING 

Published_In Journal of HE 2021/01/07 06:04 PM 
Managers published in the Journal of 
Higher Education. 

PUBLISHING 

Published_In Psychology 2021/01/07 06:05 PM 
Managers published in Psychology 
Journals.  

PUBLISHING 

Published_In SAJHE 2021/01/07 06:06 PM 
Managers published in the South African 
Journal of Higher Education. 

PUBLISHING 

Published_In Studies in HE 2021/01/07 06:07 PM 
Managers published in Studies in Higher 
Education Journal.  

PUBLISHING 

Published_In T&L in HE 2021/01/07 06:07 PM 
Managers published in the Teaching and 
Learning in Higher Education Journal.  

PUBLISHING 

Publishing_In JD 2021/01/07 05:58 PM 
Publishing was included in the manager's 
job description. 

PUBLISHING 

Publishing_NOT in JD 2021/01/07 05:59 PM 
Publishing was not included in the 
manager's job description.  

PUBLISHING 

Research Constraints_Responsibilities & 
Deadlines 

2021/01/07 06:15 PM 
Responsibilities and deadlines posed as 
constraints to conducting research. 

RESEARCH 

Research Constraints_Time 2021/01/07 06:16 PM 
The availability of time was a constraint to 
conducting research. 

RESEARCH 
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Research Constraints_Workload 2021/01/07 06:17 PM 
Workload was a constraint to conducting 
research. 

RESEARCH 

Research Dissemination_Books 2021/01/07 06:18 PM 
Research was disseminated in books. 

RESEARCH 

Research Dissemination_Committee 
Meetings 

2021/01/07 06:18 PM 
Research was disseminated in committee 
meetings. 

RESEARCH 

Research Dissemination_Conferences 2021/01/07 06:19 PM 
Research was disseminated at 
conferences. 

RESEARCH 

Research Dissemination_Critical 
Dialogue Sessions 

2021/01/07 06:20 PM 
Critical dialogue sessions were used to 
disseminate research. 

RESEARCH 

Research Dissemination_Google Scholar 2021/01/07 06:20 PM 
Google scholar was used to disseminate 
research. 

RESEARCH 

Research Dissemination_in Practice 2021/01/07 06:21 PM 
Research was disseminated in practice 
consultations with staff. 

RESEARCH 

Research Dissemination_National 
Conventions 

2021/01/07 06:22 PM 
Research was disseminated at national 
conventions. 

RESEARCH 

Research 
Dissemination_Newsletters/Fora 

2021/01/07 06:22 PM 
Research was disseminated in 
newsletters. 

RESEARCH 

Research Dissemination_Publishing in 
Journals 

2021/01/07 06:23 PM 
Research was disseminated by publishing 
in journals. 

RESEARCH 

Research Dissemination_Seminars 2021/01/07 06:24 PM 
Seminars were used as a forum to 
disseminate research. 

RESEARCH 

Research Informed Approach 2020/10/05 04:35 PM 
Evidence was requested from others to 
back up decisions. 

RESEARCH 

Research Informs M Practice_No 2021/01/07 06:25 PM 
Research evidence was not used to inform 
management practice. 

RESEARCH 
CONTRIBUTION 
TO MANAGEMENT 
PRACTICE 

Research_Academic and Support 
Collaboration 

2021/01/07 06:26 PM 
Collaborative research is undertaken by 
professional staff and academics. 

RESEARCH 

Research_Applied not Theoretical 2021/01/07 06:27 PM 
Applied research is conducted not 
theoretical research. 

RESEARCH 

Research_Collaboration 2021/01/07 06:28 PM 
Collaborative research is undertaken. 

RESEARCH 

Research_Conceptualisation 2021/01/07 06:29 PM 
How research is conceptualised in practice 
situations. 

RESEARCH 

Research_Encouraged_NO 2021/01/07 06:30 PM 
Research is not encouraged. 

RESEARCH 

Research_Encouraged_YES 2021/01/07 06:31 PM 
Research is encouraged. 

RESEARCH 
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Research_Equated with doing PhD 2021/01/07 06:31 PM 
Research is equated with doing a PhD. 

RESEARCH 

Research_In JD 2021/01/07 06:32 PM 
Research is in the manager's job 
description. 

RESEARCH 

Research_In JD_NO 2021/01/07 06:32 PM 
Research is not in the manager's job 
description. 

RESEARCH 

Research_Initiative 2021/01/07 06:34 PM 
Initiative is taken to conduct research. 

RESEARCH 

Taught How to Incorporate Research In 
Practice_NO 

2021/01/08 10:28 AM 
Managers were not taught how to 
incorporate research into practice. 

RESEARCH 

Taught how to incorporate research in 
workplace 

2021/01/08 10:28 AM 
Managers were taught how to incorporate 
research into their practice. 

RESEARCH 

Time for Research_NO 2021/01/08 10:29 AM 
No time to conduct research. 

RESEARCH 

Time for Research_YES 2021/01/08 10:30 AM 
Time was allocated to conduct research. 

RESEARCH 

Use Research in Management Practices 2021/01/08 10:36 AM 
Research informed management 
practices. 

RESEARCH 

Do Research_Present & Future_NO 2021/01/06 03:04 PM 
No intention exists to do research 
presently or in the future. 

RESEARCH 

NO Encouragement for Research 2021/01/07 02:47 PM 
Managers are not encouraged by their 
superiors to do research. 

RESEARCH 

Responsibililty_Peer Review 2021/01/07 06:38 PM 
Peer review is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Ad hoc Management 
Reporting 

2021/01/07 06:39 PM 
Ad hoc management reporting is a 
management responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Collaboration 2021/01/07 06:39 PM 
Collaboration is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Committee 
Responsibilities 

2021/01/07 06:40 PM 
Being a member of university committees 
is a management responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Community Engagement 2021/01/07 06:41 PM 
Community engagement is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Conflict Resolution 2021/01/07 06:42 PM 
Conflict resolution is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Consulting on 
Assessment Strategies 

2021/01/07 06:42 PM 
Consulting on assessment strategies is a 
management responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Curriculum Development 2021/01/07 06:44 PM 
Consulting with academics on curriculum 
development issues is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 
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Responsibility_Data Analytics 2021/01/07 06:44 PM 
Managing data analytics is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Day to Day Operations 2020/10/05 04:40 PM 
Responsibility and Roles need to be 
distinguished.  Responsibilities were 
articulated as attending committee 
meetings, conflict resolution, day to day 
duties, ethics, external funds, finances, 
grievances, hosing workshops, HR, sitting 
in meetings, planning, project 
management, registration issues, report 
writing. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Ethics 2021/01/07 06:43 PM 
Managing ethical conduct is a 
management responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_External Funds 2021/01/07 06:45 PM 
Managing external funds is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Financial Management 2021/01/07 06:46 PM 
Financial management is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Fund Raising 2021/01/07 06:46 PM 
Fund raising is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Governance 2021/01/07 06:47 PM 
Governance is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Grant Management 2021/01/07 06:47 PM 
Grant management is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Grievances & 
Assessments 

2021/01/07 06:48 PM 
Managing student grievances and 
assessments is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Head of Unit 2021/01/07 06:49 PM 
Being the Head of a Unit is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_High End Stuff 2021/01/07 06:49 PM 
Attending to higher-level duties is a 
management responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Host Workshops 2021/01/07 06:50 PM 
Hosting workshops is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_HR 2021/01/07 06:50 PM 
Managing people and attending to other 
human resource issues is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Institutional Surveys 2021/01/07 06:51 PM 
Conducting institutional surveys is a 
management responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Lecturing 2021/01/07 06:51 PM 
Lecturing is a management responsibility. 

MANAGEMENT 
RESPONSIBILITIES 
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Responsibility_Liaising with other 
Departments 

2021/01/07 06:52 PM 
Liaising with other departments is a 
management responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Manage Advisors 2021/01/07 06:52 PM 
Managing advisors is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Manage Bursary Students 2021/01/07 06:53 PM 
Managing bursary students is a 
management responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Manage Online Learning 
Team 

2021/01/07 06:54 PM 
Managing an Online Learning team is a 
management responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Meeting Attendance 2021/01/07 06:54 PM 
Attending meetings is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Mentoring 2021/01/07 06:55 PM 
Mentoring staff is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Monitoring High Risk 
Students 

2021/01/07 06:55 PM 
Monitoring high risk students is a 
management responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Operational Management 2021/01/07 06:56 PM 
Operational management is a 
management responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Organise CoP Meetings 2021/01/07 06:57 PM 
Organising community of practice 
meetings is a management responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Plannng 2021/01/07 06:58 PM 
Planning is a management responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Project Management 2021/01/07 06:59 PM 
Project management is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_QA of T&L 2021/01/07 06:59 PM 
Quality assurance of teaching and learning 
is a management responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Registration Issues 2021/01/07 07:00 PM 
Managing registration issues is a 
management responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Report Writing 2021/01/07 07:00 PM 
Report writing is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Reporting 2021/01/07 07:01 PM 
Reporting internally to senior management 
and externally to government departments 
is a management responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Research 2021/01/07 07:02 PM 
Conducting research is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Research Supervision of 
PG Students 

2021/01/07 07:03 PM 
Supervising postgraduate student's 
research is a management responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Staff Development 2021/01/07 07:03 PM 
Staff development is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 
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Responsibility_Strategic Leadership 2021/01/07 07:04 PM 
Providing strategic leadership is a 
management responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Support Services for 
Students 

2021/01/07 07:04 PM 
Offering support services to students is a 
management responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Systems Development 2021/01/07 07:05 PM 
Developing systems is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_T&L 2021/01/07 07:05 PM 
Managing teaching and learning is a 
management responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Responsibility_Workshops 2021/01/07 07:06 PM 
Conducting workshops is a management 
responsibility. 

MANAGEMENT 
RESPONSIBILITIES 

Role_Diverse 2021/01/07 07:07 PM 
Diverse roles characterised manager's 
responsibilities. 

MANAGEMENT 
RESPONSIBILITIES 

EVIDENCE 2021/01/07 12:58 PM 
Evidence is explicitly mentioned and 
examples are given of how it is used in 
practice. 

EVIDENCE 

Use of M&E 2021/01/08 10:36 AM 
Monitoring and Evaluation was used to 
support management practices. 

EVIDENCE 

Use of Data for Reporting 2021/01/08 10:33 AM 
Data was used for reporting purposes i.e. 
managers used data to support 
arguments/recommendations made in 
their reports. 

EVIDENCE 

Source of Evicence_Course Outline 2021/01/08 09:29 AM 
A course outline is a source of evidence. 

SOURCES OF 
EVIDENCE 

Source of Evidenc_Payouts/Receipt of 
Funds 

2021/01/08 09:32 AM 
Payouts/receipts of funds is a source of 
funding. 

SOURCES OF 
EVIDENCE 

Source of Evidence_Action Plans 2021/01/08 09:35 AM 
Action plans are a source of evidence. 

SOURCES OF 
EVIDENCE 

Source of Evidence_Committees 2021/01/08 09:37 AM 
Committee attendance is a source of 
evidence. 

SOURCES OF 
EVIDENCE 

Source of Evidence_Conference 
Presentations 

2021/01/08 09:38 AM 
Conference attendance is a source of 
evidence. 

SOURCES OF 
EVIDENCE 

Source of Evidence_Consulting 
Colleagues 

2021/01/08 09:41 AM 
Consulting colleagues is a source of 
evidence.  

SOURCES OF 
EVIDENCE 

Source of Evidence_Data 2021/01/08 09:48 AM 
Data is a source of evidence.  

SOURCES OF 
EVIDENCE 

Source of Evidence_Diary/Logbook 2021/01/08 09:48 AM 
A diary/logbook is a source of evidence.  

SOURCES OF 
EVIDENCE 

Source of 
Evidence_Documents/Templates 

2021/01/08 09:50 AM 
Documents/templates are a source of 
evidence.  

SOURCES OF 
EVIDENCE 
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Source of Evidence_emails 2021/01/08 09:50 AM 
Emails are a source of evidence.  

SOURCES OF 
EVIDENCE 

Source of Evidence_Engagement & 
Reflections 

2021/01/08 09:52 AM 
Engagement and reflection is a source of 
evidence.  

SOURCES OF 
EVIDENCE 

Source of Evidence_Evaluation Forms 2021/01/08 09:57 AM 
Evaluation forms are a source of evidence.  

SOURCES OF 
EVIDENCE 

Source of Evidence_Experience 2021/01/08 09:58 AM 
Experience is a source of evidence. 

SOURCES OF 
EVIDENCE 

Source of Evidence_Feedback from Staff 2021/01/08 09:58 AM 
Feedback from staff is a source of 
evidence.  

SOURCES OF 
EVIDENCE 

Source of Evidence_Feedback from 
Students 

2021/01/08 09:59 AM 
Feedback from students is a source of 
evidence.  

SOURCES OF 
EVIDENCE 

Source of Evidence_Focus Groups 2021/01/08 09:59 AM 
Focus groups are a source of evidence.  

SOURCES OF 
EVIDENCE 

Source of Evidence_Indicators 2021/01/08 10:00 AM 
Performance indicators are a source of 
evidence.  

SOURCES OF 
EVIDENCE 

Source of Evidence_Intake Forms 2021/01/08 10:01 AM 
Intake forms are a source of evidence.is a 
source of evidence.  

SOURCES OF 
EVIDENCE 

Source of Evidence_Interviews 2021/01/08 10:04 AM 
Interviews are a source of evidence.  

SOURCES OF 
EVIDENCE 

Source of Evidence_Intuition 2021/01/08 10:05 AM 
Intuition is a source of evidence.  

SOURCES OF 
EVIDENCE 

Source of Evidence_Meetings & Minutes 
of Meetings 

2021/01/08 10:06 AM 
Meetings and minutes of meetings are a 
source of evidence.  

SOURCES OF 
EVIDENCE 

Source of Evidence_Models 2021/01/08 10:07 AM 
Statistical models are a source of 
evidence. 

SOURCES OF 
EVIDENCE 

Source of Evidence_Networking 2021/01/08 10:09 AM 
Networking is a source of evidence.  

SOURCES OF 
EVIDENCE 

Source of Evidence_Observation 2021/01/08 10:10 AM 
Observation is a source of evidence. 

SOURCES OF 
EVIDENCE 

Source of Evidence_Own Knowledge 2021/01/08 10:11 AM 
Knowledge is a source of evidence. 

SOURCES OF 
EVIDENCE 

Source of Evidence_Peer Reviews 2021/01/08 10:13 AM 
Peer reviews of lecturer's teaching are a 
source of evidence. 

SOURCES OF 
EVIDENCE 

Source of Evidence_Presentations 2021/01/08 10:14 AM 
Presentations are a source of evidence. 

SOURCES OF 
EVIDENCE 

Source of Evidence_Projects 2021/01/08 10:15 AM 
Projects are a source of evidence. 

SOURCES OF 
EVIDENCE 

Source of Evidence_Publications 2021/01/08 10:15 AM 
Publications are a source of evidence. 

SOURCES OF 
EVIDENCE 

Source of Evidence_Qualitative 2021/01/08 10:16 AM 
Qualitative data is a source of evidence.  

SOURCES OF 
EVIDENCE 

Source of Evidence_Quantitative 2021/01/08 10:16 AM 
Quantitative data is a source of evidence.  

SOURCES OF 
EVIDENCE 
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Source of Evidence_Registers 2021/01/08 10:17 AM 
Attendance registers are a source of 
evidence. 

SOURCES OF 
EVIDENCE 

Source of Evidence_Reports & Letters 2021/01/08 10:18 AM 
Reports and letters are a source of 
evidence.  

SOURCES OF 
EVIDENCE 

Source of Evidence_Road Shows 2021/01/08 10:19 AM 
Road shows to various departments to 
present ideas are a source of evidence. 

SOURCES OF 
EVIDENCE 

Source of Evidence_Spreadsheets 2021/01/08 10:20 AM 
Spreadsheets are a source of evidence. 

SOURCES OF 
EVIDENCE 

Source of Evidence_Survey 2021/01/11 09:06 AM 
Surveys are a source of evidence. 

SOURCES OF 
EVIDENCE 

Source of Evidence_Teaching 2021/01/11 09:07 AM 
Teaching workload is a source of 
evidence. 

SOURCES OF 
EVIDENCE 

Source of Evidence_URL Links 2021/01/11 09:09 AM 
URL links are a source of evidence. 

SOURCES OF 
EVIDENCE 

Source of Evidence_Visual 
Documentation 

2021/01/11 09:10 AM 
Visual snapshots of documents are a 
source of evidence. 

SOURCES OF 
EVIDENCE 

Source of Evidence_WhatsApps 2020/10/27 05:59 AM 
WhatsApps are a source of evidence.  

SOURCES OF 
EVIDENCE 

Source of Evidence_Written Agreements 2021/01/08 10:21 AM 
Written agreements/contracts are a source 
of evidence. 

SOURCES OF 
EVIDENCE 

Use of Consultants_External 2021/01/08 10:32 AM 
External consultants were drawn upon to 
provide management support. 

ROLE OF 
CONSULTANTS 

Use of Consultants_NO 2021/01/08 10:33 AM 
Consultants were not used. 

ROLE OF 
CONSULTANTS 

Use of Consultants_Retired Professors 2020/10/05 03:07 PM 
Retired employees have been drawn upon 
to assist with project work and have also 
been paid for their services.   

ROLE OF 
CONSULTANTS 

Suggestion_Funding for Conference 
Attendance 

2021/01/08 10:25 AM 
Funding to attend conferences was a 
suggestion made. 

SUGGESTIONS 

Suggestion_Management Training 2021/01/08 10:26 AM 
Offering management training to 
managers was suggested. 

SUGGESTIONS 
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APPENDIX 4: MEMOS 

Method Memo 

 

 

Concept Memo 

 

Documenting Definitions 

Description of Codes 
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Profile Memo 

 

Analytic Memo 

 

Documenting Concepts 

Description 
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Concept Memo 

 

Concept Memo 
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Concept Memo 

 

 

 

  



164 
 

APPENDIX 5: NETWORKS 

 

Higher Education Management Context Network 
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Identity as a Manager Network 

 

 

 

Evidence Network 
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Pracademic Practices Network 
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APPENDIX 6: REFLECTIVE DIARY EXTRACTS 

REFLECTIVE DIARY 

2020/10/03 11:18 AM 

My research diary is an attempt to document my epistemological journey and includes Methodological 

Reflections as well as Epistemological Reflections.   

METHODOLOGICAL REFLECTIONS 

2021/01/04 11:37 AM 

The Challenges and Pracademic_Practice codes were analysed for nuances which was absolutely essential to the 

analysis process because it allowed specific challenges and practices to be categorised as individual codes in their 

own right. A reflective process was also evident during the coding and re-coding process as evidenced by this 

example. As a consequence, 2 codes were deleted. 

Part of the thematic analysis involves creating themes and in Atlas.ti this involves creating code groups from the 

various codes. I began this process today.   

Semantic Linkages were made using networks. This began the process of working at a theoretical level. 

THEMES FOR DISCUSSION 

-Knowledge Creation 

-Attributes 

2021/01/04 09:28 AM 

All the interviews as well as the documents have been coded. Saturation has been reached because no new codes 

are being generated and no new concepts are emerging from the data.   

The next step in the analysis process is to go through all the codes and de-aggregate some of them. Examples of 

this will be to further analyse the pracademic challenges and practice codes. 

2020/11/26 03:21 PM 

The code, Pracademic Challenges needs to be unpacked to uncover all the nuances related to challenges. 

2020/11/12 05:03 AM 

I am still creating new codes after coding the 11th transcript, so the interview process will continue.  Every 

manager has something different to contribute based on their management experience, the type of work and 

people they manage, their understanding of management. How they perceive research and their understanding 

and use of evidence differs in the interviews.  I am thus beginning to question how saturation will be achieved???? 

But this is an issue that will receive continuous reflection throughout the data collection and coding process. 

2020/11/10 04:05 AM 

While conducting interviews it became clear that the manner in which some interview questions were phrased 

needed to be changed.  Below are examples of the original formulation and the revised formulation: 

1a. To what extent do you rely on past experience to make decisions? 
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1b. While conducting your work, what do you use as a basis for decision-making? 

of being a Manager & Researcher" and Pracademic Practice_ Management & Research Skills in one Person". The 

process of merging these two codes was simple and allowed the code to capture the essence of what was said in 

one code rather than having two different codes. 

Source of Evidence_Intuition and Source of Evidence_Intuition Example were also merged today. 

2020/11/04 05:47 AM 

The code Pracademic Practice needs to be broken down into sub-codes because there are nuances in what a 

pracademic practice encompasses which could enrich the analysis. 

Hyperlinking quotations to show how one quotation contradicts or explains another quotation was done which 

will facilitate the write up of the findings. 

2020/11/01 07:37 AM 

I am finding that keeping the Reflective Diary Comment Option open at the same time as the transcript and Code 

Manager is making it easy to capture Methodological and Epistemological Reflections. 

2020/10/27 06:01 AM 

Codes were colour coded. This assisted me to refine and delete duplicate codes.  Data Collection_BIS Data and 

Data Collection_Interviews were merged with their respective Sources of Evidence codes which were a better fit 

for the data.  A reflection on the codes allowed similar codes to be colour coded and will assist with the process 

of producing code groups and ultimately Themes.  

Hyperlinks were created between quotations by an interviewee that contradict each other.   

 2020/10/26 06:10 PM 

After coding 4 interview transcripts it is becoming necessary to colour code the different codes to make it easy to 

code future transcripts. 

2020/10/12 02:01 PM 

The first two interview transcripts were re-coded today. The aim was to ensure that the coding was done 

consistently.  Although this was time consuming, it assisted with refining the coding process in both transcripts. 

2020/10/05 02:38 PM 

The transcription process today required identifiers to be removed from the interview transcripts in order to 

ensure that the participants were granted the anonymity and confidentiality that they were promised when they 

gave consent to participate in this study. 

Only one interview was coded thus far.  Semantic codes have also become the descriptive codes because they 

describe what the interviewee has imparted based on their experience.  In order to undertake the semantic level 

coding, comments and memos were written but and in order to ensure that the memo and comment process is 

continuous, comments were added to Interview 1 and I also attached more memo's to the semantic codes.  

Because this is the first interview to be coded, I re-read the transcript yesterday and added more codes.  Today, I 

re-read the transcript again this time with the intention to add more memo's and codes which can be used in the 

coding of other documents.   

Two semantic codes were deleted today because they were not linked to any quotes. This indicates that they 

were mistakenly coded and were thus removed. 
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While writing memo's the quote was captured under the Decision by Committees. How to replicate this is an 

issue that I need to read up on as I don't seem to be able to do this with other memo's.   

2020/10/03 11:31 AM 

Data in the from of interview transcripts and documents were uploaded onto ATLAS.ti.  The interview process 

began in September and was followed almost immediately by the transcription process.  After the first pilot 

interview, it became clear that the interview schedule needed to be revised.  An example of this is the question: 

To what extent do you rely on past experience to make decisions? which was revised to: What do you use as a 

basis upon which to make management decisions?  During the interviews, Notes were made on the interview 

schedule and the questions were ticked in different colours to ensure that each participant was asked all the 

questions.  Each participant was assigned a different colour. 

Reflections were previously captured while doing the Literature Review and readings for the Methodology 

chapters.  These will be copied and pasted into this diary with their respective dates. 

The descriptive semantic coding began today after the 2 data sets (transcripts and documents) were uploaded.   

Cultural reflexivity - was practiced during an interview yesterday with an international staff member who grew 

up, studied and worked overseas before being employed at the University. He is proficient in English however, his 

accent is not easily understood. Understanding his accent and intonation of words made follow-up questions a 

challenge.  Caution will be taken when transcribing this interview in order to avoid bias and misunderstanding 

sentences. 

METHOD MEMOS (capture reflections on the research process and included justifications for using case study, 

the sample and analysis process). 

2020/06/11 10:45 AM 

Pillow (2003) on Reflexivity 

-Keeping a journal, questioning my voice in writing up the research, being reflexive about myself, the participants, 

the context 

-The reflexive approach I adopted began with the reading of the literature, data collection, analysis, interpretation 

and write up of this thesis. 

2020/05/28 07:19 AM 

The insertion of the word 'management' has become crucial because it is easy for an interviewee to speak about 

their practice in their discipline/area or work rather than to speak about their management practices. 

Saunders et al. (2016) documents a research onion of research. My research onion is based on his 

conceptualisation and has been adapted to visualise the research philosophy of my study. 

2020/05/11 11:48 AM 

Data collection - needs to ensure that the list of documents reviewed appears in an appendix.  

2020/04/16 10:33 AM 

For reflective purposes the comments section was used to keep track of reflections. 

2020/04/18 11:29 AM 

The process of data analysis needs to be thoroughly documented to provide an indication of the credibility of the 

findings. 
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2020/04/20 10:17 AM 

It is important to address reflexivity in the thesis (Cohen et al. 2007).  Self-reflexivity will be made explicit in a 

separate section of the methodology chapter. 

2020/04/21 11:58 AM 

REFLECTION - inclusion and exclusion criteria are important for categories and data associated with the codes.  

How this research is of benefit to the target population is important to assist as well as the practical applicability. 

2020/05/11 11:34 AM 

SAMPLE 

Based on the readings related to sampling the sample for this study was considered and refined to include 

managers in the university. Some managers are on an academic track and some are on a support track. 

The sample includes 28 participants  

Support 17; Academic 11 

2020/05/11 11:37 AM 

The manner in which comments are written has been reviewed.  The initial method included writing comments 

below each other. This has created problems with having to scroll down.  A revised method which includes writing 

the most recent comments at the top to make the most recent comments easily available will now be used. 

EPISTIMOLOGICAL REFLECTIONS 

2020/11/29 11:15 AM 

The coding process has led me to think that knowledge creation as a code should be broken down into tacit and 

explicit knowledge. This has emerged as a result of coding interview 28 and will be explored further. 

2020/11/26 03:23 PM 

I have taken research leave so hopefully I will be able to revise my Literature Review and Methodology Chapters. 

While transcribing and analysing the data, I intend to start writing up the findings.  This should assist me with 

writing up the Findings Chapter.  Reflections on this would be good to note in the Methodology Chapter as well. 

For me, this strategy is essential to how knowledge is produced in this research project and thesis and the 

epistemological reflection based on this will be captured in due course.  

2020/11/04 05:29 AM 

After coding 5 transcripts it is becoming clear that Knowledge Production is emerging as a theme which needs to 

be developed from the codes. 

2020/11/01 07:31 AM 

Using Microsoft Teams to conduct interview has indicated a limitation in terms of not being able to see the 

interviewee face to face, not being able to pick up on non-verbal ques and to limit the interviewer and 

interviewee speaking at the same time.  However, due to most staff at the University working from home, this 

mode of interviewing is absolutely necessary while the Covid-19 pandemic regulations are applied. An example of 

the interviewee and interviewer speaking simultaneously is captured below:  

"Researcher: So how do you…   

Participant: And it’s not… Yes. 
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Researcher: Sorry, sorry you can continue. 

Participant: No that, no it’s okay. 

Researcher: So I wanted…   

Participant: Forgive me, I’m used to talking to people. 

Researcher: We’ll get used to this, not being able to see each other and yet having to speak. 

Participant: Yeah" 

2020/10/12 02:03 PM 

The first two transcripts were re-coded today to achieve consistence within the coding process.  This will assist 

greatly with the write up of the findings and the discussion chapters because the coding is an initial step in the 

production of new knowledge from the data that is being analysed through the coding process.  

2020/10/05 05:10 PM 

My justification for a case study approach was captured in the literature review and the comments in the 

literature review project in ATLAS.ti.  Basically it relates to the bounded nature of one university as the research 

context, the specific time frame of a PhD to do the research and the socio-political context where managers are 

required to incorporate evidence into their practice at the university via performance management or public 

grant funded requirements. 

2020/10/03 11:31 AM 

Epistemological reflections capture the overall research process and specifically how knowledge was produced.  

The interview questions were answered by the participants in the pilot interviews, literature was available on the 

topic and access to participants was achieved.  The research questions will thus be able to be answered therefore 

this is a viable study.   

 

 

 


