











A 3REVIATIONS

BSC - _alanced Score rd

BU — Business Unit

SAP — Systems Applications Products

HR — Human F sources

KPI Key Perform 1ce Indicator

SE  RQ - Safety, Health, Environment, Risk, «uality
IT — Information Technology
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Figure 3.4: E, F and G role response

Fand G ‘e response

19:

o

Source: Own research

Figure 3.4 above shows that 20% of the respondents came from the E-role level,

25% from the F-role level and 55% from the G-role level.

From the data gathered the mean values of all the responses on the 20 questions

(12 questions in the performance management category and 8 questions in the

personal development category) were calculated and iliustrated in the two spider

graphs (figures 3.5 and 3.6).

Figure 3.5: Performance Management — average response rate per question

rate per question
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Performance Management - average response

Source: OQwn research

From the graph above the following is evident.

e ..ie average values (means) varies between just below 2 to just above 3;
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The lowest  :an (most positive response) is seen in question pm1 (mean = 1.75)
and the hi~hest .. .ean (most ne~ative respo i) is seen in question pm3 (mean
3.38).

None of the averages were below 1 (which would have indicated a strong positive
response) and none of the averages were above 4 (which would have indicated a

strong negative response).

. gure 3.6: Personal Development — avera¢ response ratef - gquestion

Personal Development - average response rate
per question
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Source:; Own research

From the graph above the following is evident.

The average values (means) vary between 2 to just above 3.

The lowest mean (most positive respor :) is ¢ 2n in question pd7 (mean = 2.0)
and the highest mean (most negative response) is ¢ 3:n in question pd4 (mean =
3.26).

None of the averages were be w 1 (which would have indicated a strong positive
response) and none of the averages were above 4 (which would have indicated a

strong negative response).

The detailed analysis of the different ol :ctives follows in the paragraphs below.

3.4.3 Detail ar ysis

3.4.3.1 Primary objective
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3.4.3.1.1 Primary objective - Performance management tool

The mean values of the responses to the questions are illustrated in figure 3.7 below

and the frequency distributions in table 3.4 below.

. om these graphs and frequency tables the following is evident.

e .csting of the understanding, need and compilation of the BSC (questions pm1,
pm2 and pm3).

— The positive response to questions pm1 [(mean = 1.75 and frequency =
90.09% (agree and strongly agree)] and pm2 [(mean = 1.90 and frequency =
87.82% (agree and strongly agree)] indicated, that the respondents do have a
formal BSC and that they understand the need thereof.

— Question pm3 (mean = 3.38) indicates that 55.81% of the respondents feel
that they had input into their BSC compilation while 17.56% were neutral to
this question. The balance (26.63%) of the respondents indicated that they
had no input ..o the compilation of their BSC. The total of 44.19%
(respondents answering neutral or not agreeing) is an indicator of concern,

with possibilities of improvement.

o Testing communication and feedback during the BSC process (questions pm4
and pm8).

— The positive responses to questions pm4 (mean = 1.96) and pm8 (mean =

2.17) indicate, that the communication and feedback with regards to the

formal BSC interview is effective. This is confirmed by the high positive

frequency distribution of above 80% for both the qu stions.

o Testing alignment, weights and measurability of the KPI's (questions pm5, pm6
and pm7).

— Question pm5 (mean = 2.23) with frequ 1cy = 70.25% (agree and strongiy

agree) indicates, that the KPI's of the respondents are aligned with the

ArcelorMittal Strategic ob’ tives.
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— Question pm10 (mean = 2.95) indicates, that only 45.61% of the respondents
feel comfortable that their BSC point can be linked to their remuneration. This

indicator is an area of concern, with possibilities of improvement.

» . 2sting encourager ntfor innovation (question pm11).
— Question pm11 (mean  2.72) indicates, that 50.71% of the respondents
believe that the KPIs on their BSC encourages them to find better way to do
their jobs. This can definitely improve, as one would like to see people being

encouraged to be more innovative.,
3.4.3.1.2 Primary objective - Personal development tool

The mean values of the responses to the questions are illustrated in figure 3.7 below

and the frequency distributions in table 3.5 below.
From these graphs and frequency tables the following is evident.

» Testing encouragement to self-develop (questions pd1, pd4 and pd6).

— Question pd1 (mean  2.49) indicated, that 60.62% of the respondents are
encouraged by the BSC to accept responsibility for their own development.

— Question pd4 (mean = 3.26) indicated that 30.03% of the respondents believe
that they have enough time during normal working hours for training and self-
development, 43.06% do not have enough time, while 26.91% are neutral.
This indicator is an area of concern, with possibilities of improvement.

— Question pd6 (mean = 3.1) indicated, that only 28.61% of the respondents
think the company is serious about their development. . nis indicator is an

area of concern, with possibilities of improvement.

= Testing allowance to address shortcomings (questions pd2).
— Question pd2 (mean = 2.69) indicates that 50.99% of respondents have an
action plan developed af - their BSC interview with the purpose of

addressing shortcomings in their personal development. This is far below the
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Question pn~ The frequency distribution of the ¢ »artments between
85.71% (Engineering) and 83.53% (Staff), indicating a good understanding of
the principles and need of the BSC in all the departments.

Question pm3 (negatively-posed question). The frequency distribution of the
departments (disagreement with the statement) are between 61.18% (Staff)
and 44.44% (Iron), indicating an area of concern. This question tested the
inputs of the respondent into his or her own BSC. A much higher mean (>4)
was expected, which would have indicated far more participation in the
formulation of the BSC.

Testing communication and feedback during the BSC process (questions pm4

and pm8).

Question pm4. The frequency distribution of the departments is betwe 1 80%
(Engineering) and 80% (Steel), indicating that the respondents do have formal
one-on-one discussions with their supervisors.

Question pm8. The frequency distribution « the departments is between
88.57% (Engineering) and 75% (lron) indicating that the respondents do get

formal feedback after the BSC evaluation.

Testing alignment, weights and measurability of the KPIs (questions pmb5, pm6

and pm7).

Question pm5. The frequency distribution of the departments is between
74.42% (Roiling) and 62.5% (Iron) indicating reasonable alignment of the
KPis with the company strategy but a possible area for improvement.
Question pm6. The frequency distribution of the departments is between
60.46% (Rolling) and 45.71% (Engineering), indicating that all KPIs are not
clearly measurable. The possible low value at Lngineering may be contributed
to the nature of the business of the Engineering Department (KPIs for service
departments are normally more difficult to formulate and measure).

Question pm7. The frequency distribution of th departments (disagt :ment
with the statement) is between 24.42% (Rolling) and 19.45% (lron) with the

majority of respondents in all the departments giving a neutral answer on this
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question. This indicates that all the departments see the weights allocated to

the KPIs as a possible drawback of the BSC system.

e Testing the input (effort) given by the respondents at the workplace (questions

pm$g and pm12).

Question prr... The frequency distribution of the departments is 70% (Steel),
66.28% wolling), 56.94% (Irc , 55.29% (Staff) and 52.86% (Engineering)
indicating that more than 50% of all respondents believe that the BSC points
is a reflection of what the supervisor “thinks” of their performance. The big gap
between the Engineering, Iron and Staff departments compared to the Steel
and Rolling departments indicates a serious concern.

Question pm12. The frequ 1cy distribution of the departments is between
50% (Rolling) and 34.73% (Iron), indicating more than 50% of all respondents
do not believe that the BSC reflects the effort they put in at the workplace.
This correlates well with the responses in question pm9 and indicates an area

of serious concern.

o Testing the degree of comfort, the respondents have with linking the BSC

outcome to their remuneration (question pm10).

Question pm10. The frequency distribution of the departments is between
57.63% (Staff) and 37.14% (Engineering) indicating less than 60% of all
respondents are comfortable that their annual remuneration reward can be
linked to their BSC point. The very high mean values calculated in the
Engineering, Iron and Steel departments (all > 3) indicate a real concern in

this area.

+ Testing encourage 2nt for innovation (question pm11).

Question pm11. The frequency distribution of the departments is between
56.97% (Rolling) and 42.85% (Engineering) indicating a less than expected
opportunity for innovation. This result is of specific concern in the Engineering
department that should be focused on innovative solutions to improve the

business.
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3.4.3.2.2 Secondary objectih 1 - personal development tool

The mean values of the responses to the questions are illustrated in figure 3.10

below and the frequency distributions in Annexures C, D, E, F and G.

From these graphs and frequency tables the following is evident.

» Testing encouragement to self-develop (questions pd1, pd4 and pd6).

Question pd1. The frequency distribution of the departments is between
68.57% (Engineering) and 55% (Steel) indicating that the respondents have
some believe that the BSC encourages them to seif-develop. The difference
between the highest (Engineering) and lowest (Steel) frequency could,
however, pose a learning opportunity for the lower-ranked departments.
Question pd4. .ne frequency distribution of the departments is between
36.05% (Rolling) and 22.36% (Staff), indicating that all the respondents do not
believe that enough time is allocated during nor il working hours for training
and self-development. What is of real interest, is that the staff departments
are the lowest ranked in this question.

Question pd6. The frequency distribution of the departments is between
32.56% (Rolling) and 24.71% (Staff), indicating that all of the departments do
not think that the company is serious about their development. This is an area

of major concern.

e Testing allowance to address shortcomings (question pd2).

Question pd2. The frequency distribution of the departments is between
57.14% (Engineering) and 41.67% (iron) indicating that a large number on
respondents do not have a action plan for future development after the BSC

interview. This is an area of concern.

« Testing allowance to be able to makes stakes to learn (question pd3).

Question pd3. The frequency distribution of the departments is between 50%
(Rolling) and 27.5% (Steel), indicating that 50% of all respondents do not

think that the BS. allows for mistakes as part of the individual’s learning
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— Question pd8. The frequency distribution of the departments is between

82.5% (Steel) and 62.86% /'~ 'neering), indicating ttr = many of the
respondents in the different departments use every possible opportunity to
self-develop. The lower frequency value in the Engineering and Staff

departments could indicate an opportunity for improvement.

3.4.3.3 Secondary objective 2.

3.4.3.3.1 Secondary objective 2 - performance management tool

The mean values of the responses to the questions are illustrated in figure 3.11

below and the frequency distributions in Annexures H, | and J.

From these graphs and frequency tables the following is evident.

Testing of the understanding, need and compilation of the BSC (questions pm1,
pm2 and pm3).

— Question pm1. Mean values of below 2 for E, F, and G roles indicate a very

strong positive response to this question. ne frequency distribution of the
gradings is: 98.59% E roles, 92.22% F roles and 85.94% G roles indicating
that the majority of respondents do have formal BSC's. A possible contributor
to the lower value on the G-role level, is the fact that the majority of engineers
in training and technicians in training are appointed on G-role level and follow
a structured training programme with a performance management system
different to the standard BSC process.

Question pm2. The frequency distribution of the gradings is: 84.51% E-roles,
93.33% F-roles and 85.94% G-roles, indicating a high level of communication
effectiveness with regards to the principles and need of a BSC. The higher
frequency value on the -ole level (and lower mean value indicating a strong
positive response) indicates a very strong level of communication downwards
from the E-role level.

Question pm3 (negatively-posed question). The fi juency distribution of the
gradings (disagreement with the statement) is: 63.38% E-roles, 61.11% .
roles and 50.52% G-roles. This indicates that almost 31.77% of all G-role
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e Testing communication and feedback during the BSC process (questions pm4
and pm8).

— Question pm4. The frequency distribution of the gradings is: 80.14% E-roles,
83.33% F-roles and 79.17% ~ roles indicating that almost 80% of all levels do
have formal one-on-one performance discussions at ieast twice a year with
their supervisors. The lower fr-uency value on G-roles should be seen as an
area for possible imp vement.

Question pm8. The frequency distribution of the gradings is: 85.92% E-roles,
81.11% F-roles and 78.65% G-roles, indicating a similar response on all the
levels. More than 78% of all respondents do get feedback on the final BSC

point allocated to them.

» Testing alignment, weights and measurability of the KPIs (questions pm5, pm6
and pm7).

— Question pmb5. The frequency distribution of the gradings is: 76.06% E-roles,
73.33% F-roles and 66.67% G-roles, indicating a decline in alignment with
strategic objectives as the level of the roles go lower. This is an indicator that
more effort should be applied to translate the company strategic objectives
into workable (and measurable) K, .s at the lower levels of the organisation

— Question pm6. The frequency distribution of the gradings is: 50.70% E-roles,
58.89% F-roles and 48.44% ~ roles indicating that more than 49% of both ~
and G-role level respondents are unsure that their KPIs are clear and
measurable. This is an area of possible improvement.

— Question pn.,. The frequency distribution of the gradings (disagreement with
the statement) is: 29.58% E-roles, 25.55% F-roles and 34.33% G-roles. A
very large number of respondents gave a neutral answer on this question /™
roles = 42.25%, F-roles = 50% and G-roles = 53.70%). This is a clear
indication that all the roles see the weights allocated to the KPIs as the

biggest drawback on the BSC system.

s 1 ting the input (effort) given by the respondents at the workplace (questions

pmg and pm12).
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— Question pm9. The frequency distribution of the gradings is: 57.75% E-roles,
60% F-roles ar* 59.90% "~ rc'-- ir*c-“ng tkr-*alltt-r¢° *~ 7 reth-*tt
BSC point is a reflection of how the supervisor perceives the performance of
the respondent. This is a major area of concern.

— Question pm12. The frequency distribution of the gradings is: 39.44% E-roles,
32.22% F-roles and 46.35% G-roles, correlating well with the frequency
distributions, as seen in question pm9. This is again an area of concern and
more worrying is the very low frequency from the F-role level (the technical

backbone of the company).

o Testing the degree of comfort the respondents have with linking the BSC

outcome to their remuneration (question g ... 10).

— Question pm10. The frequency distribution of the gradings is: 45.07% E-roles,
50% F-roles and 43.75% G-roles, indicating that more than 50% of all the
roles are not comfortable that the BSC point can be linked to their annual
salary adjustment. From the mean values it is evident, that this sense of

unease increases as the grading levels go lower down in the organisation.

« Testing encouragement for innovation (question pm11).

— Question pm11. The frequency distribution of the gradings is: 39.44% E-roles,
48.89% F-roles and 55.73% G-roles. This shows that the lower the level in the
organisation goes, the more is the belief that the KPIs on the BSC encourage
the respondents to find new and better ways to do their job. This is contrary to
the thinking that the E- and F-role levels people (engineers and technicians)
are more involved in plant optimisation and improvements than are the G-role
level people. Both the frequency distributions and the mean values however

indicate a huge opportunity for improvement.

3.4.3.3.2 Secondary objective 2 - personal developrr 1t tool

The mean values of the responses to the questions are illustrated in figure 3.12

t low and the frequency distributions in Annexures H, [ and J.

Lh
12



From these ~raphs and frequency tables the following is evident:

Testing encouragement to self-develop {questions pd1, pd4 and pd6).

Question pd1. The frequency distribution of the gradings is: 49.30% E-roles,
64.44% F-roles and 63.02% G-roles, indicating that there is a lot less
encouragement for the E-role level on the BSC to accept responsibility for
their own development. This may be because E-role level people are normally
weli-qualified and experienced and areas of self-development are less easily
identifiable.

Question pd4. The frequency distribution of the gradings is: 14.08% E-roles,
27.78% F-roles and 36.98% G- les, indicating that a small percentage of
respondents believe that they do get enough time during normal working
hours for training and self-development. It is evident that the higher the level
in the organisation, the less time is available for trainir , and development.
Question pd6. The frequency distribution of the gradings is: 23.94% E-roles,
24.44% , -roles and 32.29% G-roles, indicating that ail roles do not see the
company as being serious about their training and development. On all three
levels a large number of the answers were neutral. This perception is,

however, a lot stronger on E- and F-role levels.

Testing allowance to address shortcomings {question pd2).

Question pd2. . e frequency distribution of the gradings is: 35.21% E-roles,
51.11% F-roles and 56.77% G-roles, indicating that far less E-roles see an

action plan for development as outcome of the BSC interview.

e Testing allowance to be able to makes mistakes to learn (gt stion pd3).

Question pd3. The frequency distribution of the gradings is: 21.13% E-roles,
37.78% F-roles and 42.19% G-roles, indicating that all the roles do not think
that the BSC caters for mistakes as part of the respondent’s learning curve.

This is, however, far more evident on the E-role level.

¢ Testing ownership of own development (questions pd5, pd7 and pd8).
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— Question pu.. The frequency distribution of the gradings is: 83.10% E-roles,
90% F-roles and 83.33% G-roles, indicating that all the role levels take
ownership of their own development.

— Question pd8. The frequency distribution of the gradings is: 71.83% roles,
80% F-roles and 67.71% G-roles, indicating that all the role ievels do take
opportunities to develop. The higher value in the F-role level does correlate
with the fact that these respondents are mainly technical people who often are

exposed to opportunities on the plant to learn and develop.

3.5 ADDITIONAL COMMENTS FROM .. . ITIONNAIRE

The questionnaire allowed the respondents to add additional comments. These

comments v ‘e categorised in positive and negative responses toward the BSC

process.

Positive responses.

If handied in the right way it will motivate the person, otherwise it will stem to
negative behaviour.

Learn from others.

| think my manager must have a one-on-one discussion with me (on my
performance) every month.

The success of the BSC is strongly retated to the involvement of the manager in
the process.

" (posure to managerial work is crucial to the development of individuals.

The BSC is a useful tool for upcoming young employees, but not for established

employees.

Negative responses.

Many adhoc time-consuming tasks, that have to be done, are not on my BSC.
My supervisor changes the goalposts and makes things vague and unclear. |
have numerous fights to prove that | take my :f-development zrious. | am

completely dissatisfied with how my BSC is managed, and believe that my
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development is being prevented. | am rushed and forced to sign my BSC that |
am completely dissatisfied with.

The ratification process appears to be a black box favouring certain people and
penalising others. This makes the whole BSC process not fully reliable.

e LSy is a waste of time if your o 3C score can be overruled behind your back.
The BSC as a personal development tool focuses mainiy on the development of
line people and not across all functions (inciuding staff).

Management ratification makes the BSC a very subjective process. The 360-
degree tool adds more value to the process and should be re-introduced. Safety
KPls should apply only to people who can contribute towards the target. . he
‘people” part of the BSC should carry more weight.

Due to the current economic condition the focus on training and development has
somewhat diminished.

The normalisation of scores is regarded as unfair and has a demoralising effect.
Sometimes it is felt that the BSC only is a paper exercise and that not much is
coming from it.

The BSC is a joke and don't work.

The forced ranking of peopie makes this tool non-effective.

There are so many people who have the power to change the BSC points, which
makes the BSC system a theoretical exercise in which few people believe.

The BSC is not in line with down-stream and up-stream KPls.

| think the way that my year-end rating was determined, is a big circus.

| had different experiences with regard to the BSC when working for different
supervisors,

What is the point of having a BSC when management decides to “normalise” the
scores? Due to this too many people are achieving too high scores.

| would like to see the manager use a pen to write the final value of the BSC, and
not a pencil. He can change the value after you have signed the BSC and left.
We are wasting our time as top management decides on our increase and rob
F ertopay Paul.

BSC points keep on getting downgraded by higher management. This happened

several times in the past.



The BSC system is not effectively applied in ArcelorMittal as in the end, the
results are manipulated to achieve management’'s own targets.

What is the point of doing this questionnaire; all the comments will be ignored
anyway.

There should be strict guidelines as to what :ores should be given to
subordinates. Scores should never be adjusted by top management after being
discussed with people.

The BSC is useless if you start normalising.

The BSC is generally a rushed paper exercise. There appears to be no real effort
at improving performance, or pushing out non-performers.

Targets and expe ations are unclear.

My BSC did reflect the effort | put in at my workplace until management changed
it.

Some of tt KPls on my BSC are beyond my control {e.g. machine breakdown
for production personnel).

Clear goals and targets need to be identified before the BSC compilation and
interview.

The superintendent's BSC rating is a disaster no input from managers.
Announced results are changed without notification.

Due to the severe staff shortage and additional workload of my supervisor, he
was not available to discuss matters of importance in detail.

Salary adjustments are definitely not linked to BSC points — everybody cannot be
average.

According to  y manager, the BSC has no effect on my salary adjustment.

The BSC is an admin exercise  salary adjustments are thumb-sucked.

It would help if someone does not get penalised for something over which he /
she has no control.

The BSC is a paper exercise to ensure that all documents are in place for
auditing purposes.

No scope or motivation in current post for future development.
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3.6 CHAPTER SUMMARY

An empirical study was conducted by issuing 724 questionnaires to departments
within ArcelorMittal, Vanderbijlpark Works. Of these issued questionnaires, 49%
(353) were received back, and analysed. The study showed that 88% of the
respondents were male, 62% of the respondents were above the age of 40 years

and that the average age of the respondents was 42.9 years.

The analyses on the primary objective as performance management tool showed
positives responses in respect of the -
« understanding, need and compilation of the BSC; and

e communication and feedback during the BSC process.

The analyses on the primary obje ive as performance measurement tool showed
negative responses in respect of -

o alignment, weights and measurability of the KPIs on the BSC,

o the reflection of the effort of the respondent at the workplace on the BSC,

« the linkage of the BSC outcome to the annual remuneration process; and

= the degree of encouragement of innovation in the BSC process.

The analyses on the primary objective as personal development tool, showed

positives responses in respect of -

e people taking ownership of their own development,

¢ the number of people doing training or self-development outside of their normal
working hours; and

s people taking every possible opportunity to self-develop.

The analyses on the primary objective as personal development tool showed
negative responses in respect of the -

¢ amount of time available during normal hours for development;

e view of the respondent about the company being serious about their training /

development; and
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¢ allowance of mistakes in the BSC process as part of the individual’s learning

curve.

Similar trends were found during the analyses of the 2 secondary objectives. Smaller
variations were found within the different departments and different role gradings
within ArcelorMittal, Vanderbijipark Works. These findings were discussed in chapter

3 and summarised in chapter 4.
In the next chapter final conclusions were drawn from the findings in chapter 3, and

recommendations were made as to the possible improvement of the effective use of

the BSC process.
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CHAPTER 4

CONCLUSIONS AND RECOMMENDATIONS

4. 1INTRODUCTION

In this chapter the insight gained from the literature study in Chapter 2, the research
done, and results obtained form the empirical study (documented in chapter 3) will
be combined to conclude whether the BSC is effectively implemented (in
ArcelorMittal, Vanderbijlpark Works) as a:
¢ performance measurement tool, and a

» personal development tool.

Conclusions will be categorised to cover the analyses from the demographics of the
sample group, the primary objective, the two secondary objectives and the

comments received from the questionnaire.

The chapter ends with recommendations, verification that the study’s objectives were

met and recommendations for future study.

4.2 CONCLUSIONS

4.2.1 Conclusions on the demographics of the sample group

The sample group included all E-, F- and G-roles within ArcelorMittal, Vanderbijlpark
Works. These roles include the categories of first-line management, technical
support (technicians and engineers) and support functions (HR, SHERQ, Finance,

Quality, Planning, IT, IM, Commercial).

From the analyses in chapter 3, the following can be conciuded.
s A large number of this sample group are male (88%).
» The average age of this sample group is high (42.9 years).

e A large percentage of the sample group is already above the age of 50 (38%).
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4.2.2 Conclusions on the primary objective

The conclusions are discussed in the two areas of research: performance
measurement and personal development. The successful ° unsuccessful

implementation is indicated at the end of each statement.

42.2.1 Performance measurement

From the analyses in chapter 3 the following can be concluded.

» The BSC is well-entrenched in ArcelorMittal, Vanderbijlpark Works and the
employees understand the principles and need of the BSC (effectively
implemented).

» Only 55.81% of the respondents feel that they had input into the compilation of
their BSC (not effectively implemented).

e Co nmnunication and feedback during the BSC process, is good (effectively
implemented).

« The alignment of the KPI's with the company strategic objective is good
(effectively implemented).

o The measurability of the KPIs on the BSC is ranked low (not effectively
implemented).

¢ The weights allocated to the KPIs are seen as a drawback on the BSC system
(not effectively implemented).

e A large percentage of the respondents see the ®"SC as a reflection of their
"perceived” performance, and not of their actual performance (not effectively
implemented).

e Only 41.36% of the respondents believe that the BSC reflects the effort of the
input at the workplace (not effectively implemented).

e Only 45.61% of the respondents are comfortable that their annual remuneration

can be linked to the BSC result (not effectively implemented).

The BSC does not encourage innovation enough (not effectively implemented).

In summary, the BSC process is well-entrenched in ArcelorMittal, Vanderbijipark

Works, but lacks overall effectiveness.



4222 Personal development

e The majority of the respondents agree that the BSC encourages them to self-
develop (effectively implemented).

« Not enough time is available during normal working hours for training and self-
development (not effectively implemented).

o The spondents do not believe that the company s serious about their
development (not effectively implemented).

¢ Not enough action plans for the future development of the individual are derived
after the BSC interview (not effectively implemented).

¢ The "5C does not allow for mistakes as part of the '~arning curve of the
individual (not effectively implemen  1).

e A fair number of people (33.14%) are busy with studies / training outside of their
normal working hours (effectively implemented).

e The respondents do take ownership of their own ¢ relopment (effectively
impiemented).

e .1e respondents do take every possible opportunity to learn / ¢ f-develop

(effectively implemented).
The BSC encourages people to self-develop, but develop 2nt plans are lacking; not
enough time for training is given, and managers must show an intent to develop their
people.

4.2.3 Conclusions on secondary objective 1

The conclusions are discussed in the two areas of research: performance

measurement and personal development.
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4231 Performance measurement

e All the departments demonstrate a good understanding of the principles and
need of the BSC. The Engineering department showed the highest percentage of
understanding.

¢ More people in the fron Making department (#10% more than the other
departments) indicated, that they had no input into the compilation of their BSC.

 One-on-one discussions in all the departn 1ts are at an acceptable level with
Engineering at the highest percentage (90%).

+ Formal feedback in the depariments varies at levels between 88.57%
(Engineering) and 75% (lron).

« The alignment of t KPIs with the company strategic objectives is below
expectation in the Iron Making Department (62.5%). All the other departments are
between 70% and 75%.

* The measurability of the KPIs in all the depart. :nts is relatively low with specific
concerns in the Engineering, Iron Making and Staff departn ts (all frequencies
below 49%).

» A large number of respondents in all the departments answered neutrally on the
question of weights allocated to the KPIs on the BSC. All departments see this as
a possible drawback of the BSC system.

e Compared to the other departments far more peopie in the Steei Making and
Rolling departments believe that their BSC point is a reflection of their “perceived”
performance.

» Less than 50% of all departments do not believe that the BSC reflects the effort
they put in at the workplace. This is far more evident in the very low frequency
distributions in the Iron Making and Staff departments (both below 38%).

o The Engineering, Iron Making and Steel Making departments are far more
uncomfortable than the Rolling and Staff departments with the linkage of the BSC
resuit to their annual remuneration adjustn 1t

¢« The Engineering department shows the least encouragement for innovation on

the BSC.
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4~ -7 F i r—t

» The belief that the BSC encourages self-c elopment, | far greater in the
Engineering department (13.C. /6 more) than in the Iron Making and Steel Making
departments.

» All the departments are in agreement that not enough time for training is available
during normal workings hours. Only ™" 36% of the respondents in the Staff
department believe that they do have enough time available for training during
normal working hours.

¢ All the departments a in agreement that the company is not serious about their
development. In the Staff departments only 24.. [% of the respondents believe
that the company is serious about their development.

s In both the Iron Making and Steel Making departments less than 45% of the BSC
interviews result in development plans to address the shortcomings of the
individual.

¢ In the Engineering, Iron Making and Steel Making departments, less than 31% of
all the respondents do not believe that the BE . allows for mistakes to be made
as part of the individual’'s lez  ng curve.

¢ The number of people who are busy with studies / training outside normal
working hours, vary from almost 1 in every 2 at the Steel Making department, to 1
in every 5 people in the Rolling department.

» In all depart 2nts there is evidence that the respondents take ownership of their
development.

s More people (20%) in the Steel Making deparl _znt (compared to the Engineering

department) try to make use of every opportunity to learn.

4.2.4 Conclusions ¢ acondary objective 2

The conciusions a  discussed in the two areas of resez h: perform 1ce

measurement and personal development.
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4~ 4.1 Performance measurement

¢ The distribution of the frequencies for the number of formal BSC's for the different
role gradings indicates a downward trend from the top grade (E) to the lower
grade (G). This may be because some of the lower grades are still engineers and
technicians in training who follow a different performance management
evaluation system.

* The higher than expected F-role grade frequency distribution, with regards to the
understanding of the principles and need of the ~3C, is an indicator that there is
a strong level of communication from E-role downwards to the F-role level.

e |t is evident from the analyses that the G-role grades are less involved in the
compilation of their BSC’s (compa 1 to the E-, F-roles).

¢ The higher than expected . -role grade frequency distribution, with regards to
formal one-on-one discussions, again indicates that the E-role level people are
doing a good job on this level but can improve on their effort with the G-role level.

* All the grade levels to get feedback on the final BSC point aliocated to them.

o The alignment of the KPIs with the company strategic objectives, decline as the
level in the organisation descends (E-, F-, G-role).

* ..1e measurability of the KPIs is less on the E-role and G-role levels.

o The response of all the grade levels on the weights allocated to the KPIs as a
drawback of the BSC system, is similar.

o A similar response was noted on all the grade levels with regards to their
“perceived” performance versus their actual input.

e The G-role level is more positive in that the BSC reflects the effort they put in at
the workplace. The F-role level is most negative on this topic.

¢ The G-role level is the least comfortable that the BSC point can be linked to their
annual remuneration adjustment.

e The level of encouragement for innovative solutions on the BSC increases as the

levels in the organisation descends (G-roles see more of this on their BSC).

66



4242 Personal deveiopment

The encouragement on the BSC, for personal development, is far less on the E-
role level.

The time available for training / seif-development during normal working hours,
decreas ; as the levels in the organisation ascends (the higher levels have less
time).

The perception that the company is serious about their development increases as
tt levels in the organisation descends (less people on the higher _-role levels
think that the company is serious about their development).

Far less of the respondents on the _-role len see the outcome of their BSC
interviews resulting in a development plan to address shortcomings.

The allowance for mistakes to be made as part of the individual's learning curve
descends as the level in the organisation ascends (least at the higher E-role
level).

The percentage of respondents doing training outside normal working hours is
less on the G-role levels.

All the grade levels do take ownership of their own development.

The respondents on the F-role level take more action on any opportunity to self-

develop.

4.3 RECOMMENDATIONS

From the study and the conclusions drawn, the following recommendations are

made.

Address the issue of mistrust between the employees and their supervisory
management. This mistrust is evident from the general comments as noted in
chapter 3 (paragraph 3.5). This stems from the newly implemented “ratification
(normalisation)” process, which force ranks employees after the BSC process.

nployees do not understand how this process works and how this ties in with
the current BSC process. All the good work done on the BSC process, is

destroyed because of this deemed unfair procedure.
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Managers should make aillowance for individuals to make mistakes — this is part
of the learning curve. The "5C is ridently mo used to punish mistakes mac
rather than to encourage innovation.

Encourage innovation in the organisation. The encouragement for innovative
solutions in tt  Engineering department is below par and is seen as a huge
opportunity fc improvement. Focus should also be on the E-, and F-role levels in
the organisation.

More effort should be applied to translate the company strategic objectives into
workable (and measurable) KPls at the lower levels of the corganisation. The
alignment of the KPIs in the Iron Making department should be checked. The
measurability of the KPIs in the Engineering, Iron Making and Staff departments
should be checked. Focus should be on - and G-role levels.

ArcelorMittal should make a concerned effort to allow more time for training and
self-development during normal working hours. This, however, should go hand in
hand with managers’' developing training plans to address the shortcomings of
their subordinates. Managers should take time to help the employees to manage
their development plans, have regular follow-up discussions to address stumbling
blocks, and provide support and resources. Focus shouid be put on the
development of action plans in the lron Making and Steel Making department. An
overall check should be done on the development plan on the E-role level in the
organisation.

Revisit all KPIs for weight allocation. All the departments and all the levels in the
organisation see this as a drawback of the BSC syste

Test the applicability of the KPIs. Ensure that the KPIs on the BSC are clear and
that it reflects the effort the company requires form the individual. Specific
attention is needed in the Iron Making and Staff departments. Focus should also
be on the F-role level in the organisation.

Allow ore participation of the individual during the compilation of the BSC (this
will improve buy-in).

The E-role level communicates very well downwards to the lower levels in the
organisation. Take key learning aspects from this group, and skill the F- and G-
role levels to the same extent.

Allow for more KPls to encourage and measure group performance.
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4.4 ACHIEVEMENT OF THE STUDY’S OBJECL..VES

The study had one primary objective: to dete. 2 the effective use of the BSC as
performance measurement and personal development tool within ArcelorMittal,
Vanderbijlpark Works. This objective was met when results from the empirical study
{which was linked to the literature study) proved that, although some aspects of the

BSC process are well entrenched, the BSC is not effectively implemented.

Both the secondary objectives were also met when the researched showed that the
effective implementation of the BSC do show variances within the different

departments and different role gradings in ArcelorMittal, Vanderbijlpark Work.
4.5 REC.MMENDATIONS . JRFUTUF RESEARCH

This research was done within one of the four main centres of operation of
ArcelorMittal, South Africa. Future research should be done in the other three
centres (Newcastle, Vereeniging and Saldanha) in order to determine the overall
status of the BSC implementation and to compa results. Possible centres of
excellence may be duplicated in the centres as to improve the effectiveness of the

BSC process in a very short period of time.

Further research could also be done within the ArcelorMittal Group (internationally)

to determine best practises.
At present ArcelorMittal South Africa has implemented changes to the existing BSC

process. Future research should be done in order to determine if these changes did

improve the effectiveness of the BSC when compared to the previous system.
4.6 CHAPTER SUMMARY
This chapter summ s 1 the fir*"ngs as discussed in chapter 3. F " n tF'- the

following are evident.
e The BSC process is well-entrenched within ArcelorMittal, Vanderbijlpark Works.
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» Communication with regards to the BSC process is good.

e C T evic it with 1 jard to ¢ tain asf :ts of the ET7Z (alignment of
KPls, measurability of KPls, weights allocated to KPls, trust in the system to give
a fair reflection of the effort put in at the workplace).

s People do take ownership of their own development.

o Concerns are evident with regards to time available for training during normal

working hours and management’s attitude towards training.

The chapter ends with recommendations for improvement on the current system as

well as suggestions on future research on the same topic.
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QUESTIONNAIRE TO DETERMINE THE EFFECTIVENESS OF THE BSC AS A PERFORMANCE
MANAGEI INT AND A PERSONAL DEVELT?MENT TOOL, IN ARCELORMITTAL,
VANDERBIJLPARK WORKS

JOB TITLE L _ JOB GRADE

DEPARTMENT : __ AGE _ .
(Rolling, Steel, Iron, Engineering, Staff)

GENDER : DATE

Thank you for taking a moment to fill in this que=suonnaire. Your honest and
complete response is valued highly as this will enable us to improve the
effectiveness of our people management policies, strategies and practices.
Please utilise this opportunity to reflect on your experiences and perceptions

with regards to the BSC which was followed during the year ending 2008.

This questionnaire is anonymous and all information gathered from this questionnaire will be
kept confidential. It will be analysed and consolidated with all other responses gathered
during this survey and will be used only for research purposes to be able to make conclusions

and recommendations on the above mentioned topic.

Please indicate your response with an X to each statement below. Where requested, please

add any additional comments in text format. Pi~25e hi ~~ ° _the completed — ~~tionnaire at

your HR consultant.

BSC = Balanced Scorecard
KPI's = Key Performance Indicators
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Frequency distribution -,

pm? pm2 pm3 pmd pmS pmB pm7 pm8
bins Frequency Percentage Freguency Percentage F  uency Percentage Frequency Percentage Frequency Percenlage Frequency Percentage Frequency Percentage Freguency
1 143 40.51% 102 28.90% 29 8.22% a7 27.48% 53 15.01% 26 7.37% 21 5.95% 68
2 175 49.58% 208 58.92% 65 18.41% 203 57.51% 195 55.24% 156 44.19% 78 22.10% 217
3 23 6.52% 28 7.93% 62 17.56% 29 8.22% 84 23.80% 110 31.16% 177 50.14% 26
4 5 1.42% 6 0% 136 38.53% 17 4.82% 14 3.97% 46 13.03% 67 18.98% 26
5 7 1.98% 9 2.55% B1 17.28% 7 1.98% 7 1.98% 15 4.25% 10 2.83% 16
353 100.01% 353 100.00% 353 100.00% 353 10.00% 353 100.00% 353 100.00% 353 10.00% 353
90.08% 87.82% 26.63% 84.95% 70.25% 51.56% 28.05%
55.81% 21.81%
pd1 pd2 pd3 pd4 pdS pdt pd7 pd8
bins Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage Frequency P ntage Frequency
1 35 9.92% 16 4.53% 15 4.25% 5 1.42% 27 7.65% 11 3.12% 72 20.40% 54
2 179 50.71% 164 46.46% 115 32.58% 101 28.61% a0 25.50% 90 25.50% 228 64.59% 19
3 83 2351% 103 29.18% 143 40.51% 95 26.91% 95 26.91% 148 41.93% 38 10.76% 84
4 43 12.18% 92 14.73% 58 16.43% 100 28.33% 113 32.01% 68 19.26% 11 312% 12
5 13 3.68% 18 5.10% 22 6.23% 52 14.73% 28 7.93% 36 10.20% 4 1.13% 4
353 100. % 353 100.00% 353 100.00% 353 100.00% 353 100.00% 353 100.00% 353 10.00% 353
60.62% 50.99% 36.83% 30.03% 33.14% 2861% 84.99%
pm3 pm10 pm11 pm12
Frequency Percentage Frequency Percentage Frequency PercentageAFrequency Percentage
40 11.33% 24 6.80% 21 5.95% 28 7.93%
170 48.16% 137 38.81% 158 44 76% 118 33.43%
84 23.80% 75 21.25% 100 28.33% 87 24.65%
42 11.90% 68 19.26% 46 13.03% 72 20.40%
17 4.82% 49 13.8¢ 28 7.93% 48 13.60%
353 100.00% 353 100.00% 353 100.00% 353 100.00%
59.49% 45.61% 50.71% 41.36%
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Data - Steel Making

3 3 3 5 2 3 2 2

2 3 4

38 2 2 4 2 2 2 4 2 4

34

rade Age pm1 pm2 pm3 pm4 pm5 pm& pm7 pm8 pm9 pm10 pm11 pm12 pd1 pd2 pd3 pd4 pd5 pd6 pd7?7 pd8
38

e
e
e
e

e

artment Gender

e
Stee

e
e
e
e
e
e
e

Stee

Stee

Stee

36
38
30

e
e

Stee

Stee

Stee

44
53
42
57

Stee

Stee

e
f
f

e
e

Stee

Stee

33

e
e

Making female

Stee

56
26
41
31

Stee

f

Stee

52
27
51
48
52
51
58
32
47

f

f

g
9
9
g
g
g
g
g

e
e
e
e
e
e
e
e
e
e

laking ma

Stee
Stee
Stee
Stee
Steel
Stee
Stee
Stee
Stee
Stee

g
g
9

Making female

Stee

40

e

50

e
e

54
28
37

e
e
e

50

g
9
9

e

23
54
49

e
e

Stee

Stee

Stee

Stee
Stee
Stee

Stee

Mal g ma
Making ma

Stee
Stee

g
g

Making female

Stee

39
41

laking female
laking male

Steel Making male

Stet

g

Sted

42

48

g
g

Steel Making male

32

Steel Making male

101



ANNEXURE F

ROLLING
Index Page
F juency distribution 103
Descriptive statistics 104

Data 105-106



Frequency distribution - Rolling

103

pm1 pm2 pm3 pm4 pms pm6 pm7 pmd
- Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage Frequency Pe enfage Frequency
1 34 39.53% 22 25.58% 6 6.98% 21 24 42% 12 13.95% 11 12.79% 8 9.30% H
2 39 45.35% 53 61.63% 16 18.60% 49 56.98% 52 60.47% 41 4767% 20 23.26% 56
3 10 11.63% 7 8.14% 13 15.12% 10 11.63% 20 23.26% 24 27.91% 37 43.02% 6
4 0 J0% 1 1.16% 40 46.51% 3 3.49% 1 1 % 6 6.98% 18 20.93% 4
5 3 3.49% 3 3.49% " 12.79% 3 3.49% 1 1.16% 4 4.65% 3 3.49% 7
86 100.00% 86 100.00% 86 100.00% 86 100.00% 86 100.00% 86 100.00% 86 100.00% 86
84.88% 87.21% 25.58% 81.40% 74.42% 60.47% 32.56%
59.30% 24.42%
pd1 pd2 pd3 pd4 pd5 pd6 pd?7 pd8
bins Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage Frequency
1 8 8.30% 5 5.81% 3 3.49% 0 0.00% 3 3.49% 4 4.65% 12 §3.95% 9
2 45 52.33% 44 51 1% 40 46.51% 31 36.05% 16 18.60% 24 27.91% 62 72.09% 54
3 22 25.58% 23 26.74% 27 31.40% 22 25.58% 30 34.88% 38 44.19% 7 8 % 16
4 8 9.30% 10 11.63% 12 1.95% 25 29.07% 32 37.21% 14 16.28% 3 3% 5
5 3 349% 4 4.65% 4 4.65% 8 9.30% 5 581% 6 6.98% 2 2.33% 2
86 100.00% 86 100.00% 86 100.00% 86 10.00% 86 )0.00% 86 100.00% 86 100.00% 86
£ 33% 56.98% 50.00% 36.05% 22.09% 32.56% 86.05%
pm9 pm1i0 pmii pm12
Frequency Percentage Frequency Percentage F  uency Fercenfage Frequency Percentage
8 9.30% 5 581% 5 581% 4 35%
49 56.98% 39 45.35% 44 51.16% 39 45.35%
20 23.26% 15 174 & 22 25.58% 21 24.42%
5 581% 17 19.77% 9 1.47% 9 10.47%
4 4.65% 10 11.63% 6 6.98% 13 15.12%
86 100.00% 86 100.00% 86 10 )% 86 100.00%
66.28% 51.16% 56.9¢ 50.00%



Descriptive statistics - Rolling

pm1 pm2 pm3 pmd pmS pmé pm7 pmé pm9 pm10 pmi1 pmiz2
Mean 1.825581 1.953488 3.395349 2.046512 2.151163 2.430233 2.860465 2255814 2385349 2.8t 485 2.616279 2.860465
Standard Error 0.09672 0.090457 0.122981 0.097727 0.076728 0.104011 0.104826 0.112412 0.098246 0.125058 0.1074 ! 0.125058
Median 2 2 4 2 2 2 3 2 2 2 2 25
Mode 2 2 4 2 2 2 3 2 2 2 2 2
Standard Deviation 0.896947 0.838864 1.140475 0.906278 0.711543 0.964557 0.97z 15 1.042464 0911096 1.159744 0.996094 1.159744
Sample Variance 0.804514 0.703694 1.300684 0.821341 0.506293 0.930369 0.945007 1.086731 0.830096 1.345007 0.992202 1.345007
Kurtosis 3.513281 4.604863 -0.595599 2607118 2.261494 (0.695556 -0.280¢ ! 1.898536 1.49832 -0.879079 0.323736 -0.618097
Skewness 556305 1.680404 -0.588205 1.363278 0.775255 0.806409 -0.106749 1.5062 7 1.130758 0.510334 0.913359 0.695656
Range 4 4 4 4 4 4 4 4 4 4 4
Mir um 1 1 1 1 1 1 1 1 1 1 1 1
Maximum 5 5 5 5 5 5 5 5 5 5 5 5
Sum 157 168 202 176 185 209 246 194 206 246 225 246
Count 86 86 86 86 86 B6 86 86 86 86 86 86
Confidence Level{85.0%) 0. 12306 0.179853 0.244519 0.194307 0.1525556 0.206801 0.208422 0.223505 0 135339 0.24865 0.213563 0.24865
pr 1.825581 pd1 pd2 pd3 pd4 _pd5 pdé pd7 pd8
pm2 1.953488
pm3 3.395349 2453488 25E 195 2697674 3.116279 3.232558 2930233 2081395 2.267442
pm4 2.046512 0.098771 0.101244 0.099341 0.108992 0.101527 10302 0.081395 0.088186
pm5 2.151163 2 2 2.5 3 3 3 2 2
pme 2430233 2 2 2 2 4 3 2 2
pm7 2.860465 0.915963 0.938899 0.921249 1.010749 0.941518 0.955365 0.754829 0.817808
pm8 2.255814 0.838988 0.881532 0.8487 1.021614 0.886457 0.912722 0.569767 0.66881
pmS9 2.395349 0684424 0374046 0.073012 -1.12361 354426 -0.048311 4.948092 2.103475
prro ) 2.8604865 0.845735 0.849974 0.736452 0321625 -0.312453 0.307579 1.711951 1.183514
pm11 2616279 4 4 4 3 4 4 4 4
pm12 2.860465 1 1 1 2 1 1 1 1
pdi 2.453488 5 5 5 5 5 5 5 5
d2 2.581395 21 222 232 268 278 252 179 195
d3 2697674 86 86 86 86 86 86 86 86
pd4 3.116279 0.196383 0.201301 0.197516 0.216705 0.201862 0.204831 0.161836 0.175338
pd5 3.232558
pd6 2.930233
pd7 2.081395
pd8 2.267442
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Data - Rolling
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Data -~ Rolling
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Fregquency distribution - Staff

pro pm2 pm3 pm4 pmb pmeé m7 pm8
Frequency Percentage Freguency Percentage Frequency Percentage Frequency Percentage Frequency Percenfage Frequency Percentage rFrequency Percentage Frequency
] 37 43.53% 26 30.59% 6 7.06% 27 31.76% 15 17.65% 4 4.71% ) 7.06% 18
2 43 50.59% 45 52 94% 14 16.47% 48 56.47% 45 52.94% 38 44 71% 17 20.00% 50
3 3 3.53% 9 10.58% 13 16.29% 4 4.71% 19 22.35% 26 30.59% 43 50.59% 7
4 0 0.00% 2 2.35% 28 32.94% 3 3.53% 2 2.35% 13 15.29% 16 18.82% 5
5 2 2.35% 3 3.53% 24 28.24% 3 353% 4 471% 4 4.71% 3 3.53% 5
85 100.00% 85 100.00% 85 100.00% 85 100.00% 85 100.00% 85 100.00% 85 100.00% 85
94.12% 83.53% 23.53% 88.24% 70.59% 49.41% 27.06%
61.18% 22.35%
pd1 pd2 pc pd4 pdr5 pd6 pd7 pd8
5 Frequency Percentage Frequency Percentage Frequency Percenlage Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage Frequency
i 10 M7 4 4.71% 5 5.88% 1 1.18% 9 10.59% 4 4.71% 20 23.53% 15
2 4 48.24% 39 45.88% 29 3M4.12% 18 21.18% : 24.71% ' 20.00% 51 60.00% 42
3 22 25.88% 24 28.24% 29 34.12% 25 2941% 23 27.06% 38 44.71% 1 12.94% 24
4 8 9.41% : 12.94% 11 12.94% 25 29.41% 22 25.88% 13 15.29% 1 1.18% 2
5 4 4.71% 7 8.24% 1 12.94% 16 18.82% 10 11.76% 13 16.29% 2 2.35% 2
85 100.00% 85 100.00% 85 100.00% 85 100.00% 85 100.00% 85 100.00% 85 100.00% 85
60.00% 50.59% 40.00% 22.35% 35.28% 2471% 83.53%
pm9 pm10 pm11 pmi2
Frequency Percentage Freguency Percentage Frequency Percenfage Frequency Percentage
14 16.47% 10 1.76% 7 8.24% 6 7.06%
33 38.82% 39 45 88% 37 43.53% 26 3 %%
20.00% 14 16.47% 24 28.24% 24 28.24%
b 17.65% 13 15.29% 9 10.59% 15 17.65%
6 7.06% 9 10.59% 8 9.41% 14 16.47%
85 100.00% 85 100 3% 85 100.00% 85 100.00%
55.29% 57.656% 51.76% 37.65%
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lescriptive statistics - Staff

pm1 pm2 pm3 pm4 pmb pm6b pm7 pms pm3g pmt0 pm11 pmi2

Mean 1.670588 1.952941 3.588235 1.905882 2235294 2.705882 2.917647 2.178571 26 2670588 2694118 3.058824
Standard Error 0.082653 (.098882 0.136271 0.098481 0.101318 0.102931 0.097893 © 11271 0.12658 0.128978 0.117184 0.130021

n 2 2 4 2 2 3 3 2 2 2 2 3

2 2 4 2 2 2 3 2 2 2 2 2

Standard ition 0.762019 0.911643 1.256356 0.907948 0.934103 0.948979 0.902533 1.019812 1.167007 1.18912 1.080383 1.198739
Sample \ e 0580672 0.831092 1.578431 0.82437 0.872549 0.90056 0.814566 1.040017 1.361905 1.414006 1.167227 1.436975
Kurtosis 6.867391 2.924406 -0.769775 3.598653 1.838427 -0.102687 0.19587 1.772818 -0.675671 -0.606313 -0.1 2 | -0.936482
Skewness 1962884 1.446027 -0.573473 1655276 1.124 B 0626406 - 1334¢ 376356 0.465772 0.626584 (0.700001 0.2242:
\ange 4 4 4 4 4 4 4 4 4 4 4 4
Minimum 1 1 1 1 1 1 1 1 1 1 1 1
Maximum 5 5 5 5 5 5 5 5 5 5 5 5
Sum 142 166 305 162 190 230 248 183 221 227 229 260
Count 85 85 85 85 85 85 85 84 85 85 85 85
Confidence Level(95.0%) 0.164364 0.196637 027099 0.19584 0.201481 0.20469 0.194672 0.221313 0.251718 0.256487 0.233033 0.258562
pm1 1.670588 pdi pa2 pd3 pd4 pdS pd6 pd7 pd8
pm2 1.9529
pm3 3.588235 2.470588 2.741176 2.929412 3.435294 3.035714 3.164706 1.988235 2223529
pm4 1.905882 0.106627 0.11121 0.120443 0.115284 130587 0.115769 0.086147 0.082243
pm5 2.235294 2 2 3 3 3 3 2 2
pm6 2.705882 2 2 2 4 3 2 2
pm7 2.917647 0.98305 02531 1,110429 06287 1.196848 1.06734 0.794237 0.850441
pm8g 2.178571 0.966387 51261 1.233053 1.129692 1.432444 1.139216 0.630812 0.723249
pm9 26 0.42234 -0.119445 -0.523584 -0.997085 -0.923674 -0.420898 3687072 1.31939
pm10 2.670588 077692 0.746978 0462689 -0.039917 -0.026941 0.203901 1.335207 0.739537
pm11 26941 4 4 4 4 4 4 4 4
pm12 3.058824 1 1 1 1 1 1 1 1
pd1 2.470588 5 5 5 5 5 5 5 5
pd2 2741 '8 210 233 249 292 255 269 169 189
pd3 2.929412 85 85 85 85 84 85 85 85
pd4 3.435294 0.212039 0221154 0.230514 0.229256 0.259732 0.23022 0.171313 0.183436
pd5 3.035714
pd6 3.164706
pd7 1.988235
pd8 2223529
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Data - Staff

pm1 pm2 pm3 pm4 pm5 pm& pm7 pm8 pm8 pm10 pmt1 pm12 pdt pd2 pd3 pd4 pd5 pd6 pd7 pd8
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Frec ncy distribution - E roles

pm1 pm?2 pm3 pmd pms pmé pm7 pm8
5 Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage Freguency
1 32 45.07% 18 25.35% 4 5.63% 20 28.17% 14 19.72% 4 5.63% 5 7.04% 16
2 38 53.52% 42 59.15% 10 14.08% 44 61.97% 40 56.34% 32 45.07% 16 22 54% 45
3 1.41% 10 14.08% 12 16.90% 3 4.23% 14 19.72% 24 33.80% 30 42.25% 2
4 0 0.00% 0 0.00% 30 42.25% 3 4.23% 3 4.23% 9 12.68% 18 25.35% 5
5 0 0.00% 1 1.41% 15 21.13% 1 1.41% 0 0.00% 2 2.82% 2 2.82% 3
71 100.00% 71 100.00% 7 100.00% 71 100.00% 71 100.00% 71 100.00% 71 100.00% 71
98.5%9% 84.51% 19.72% 90.14% 76.06% 50.70% 29.58%
63.38% 28.17%
pd1 pd2 pd3 pd4 pd5 pd6 pd7 pds
bins Frequency Percentage Frequency Percentage Frequency Percentage Freguency Percentage Frequency Percentage Freguency Percentage Frequency Percenfage Frequency
1 6 8.45% 1.41% 1 1.41% 0 0.00% 6 8 % 1 1.41% 14 19.72% 7
2 29 40.85% 24 33.80% 14 19.72% 10 14.08% 26 36.62% 16 22.54% 45 63.38% 4
3 23 32.39% 32 45.07% 34 47.89% 15 21.13% 18 25.35% 33 46.48% 12 16.90% 17
4 11 15.48% 13 18.31% 18 25.35% 30 42.25% 19 26.76% 16 22.54% 0 0.00% 3
5 2 2.82% 1 1.41% 4 5.63% 22 54% 2 2.82% 5 7.04% 0 0.00%
71 100.00% 71 100.00% 71 100.00% 100.00% Al 100.00% 71 100 )% 71 100.060% 71
49.30% 35.21% 21.13% -08% 45.07% 23.94% 83.10%
pm3 pm10 prr pmi2
Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage
6 8.45% 4 5.63% 3 4.23% 6 8.45%
35 49.30% 28 38.44% 25 35.21% 22 30.99%
14 19.72% 21 29.58% 26 36.62% 19 26.76%
12 16.90% 11 15.49% 10 14.08% 16 22.54%
4 5.63% 7 9.86% 7 9.86% 8 1.27%
71 100.00% 71 100.00% 71 100.00% 71 100.00%
57.75% 45.07% 39.44% 39.44%
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Descriptive statistics - E roles

pm1i pm2 pm3 pm4 pmbd pmb pm7 pm8 pm9 pm10 pmil pmi2
Mea 1.56338 2.056338 3.591549 1.887324 2084507 2.€& 3718 2943662 2.070423 2619718 284507 2.901408 971831
Standard Error 0.062582 0.185909 0.135429 0093122 0.089142 0.104941 0.111488 0.114051 0.124254 (0127896 O 12277 137485
Median 2 2 4 2 2 2 3 2 2 3 3 3
Mode 2 2 4 2 2 2 3 2 2 2 3 2
Standard Deviation 0.527322 1.5665 141146 0.784682 0.751123 0.884246 0.939412 0.981011 1.046985 1.077668 1.030325 1.15847
Sample Variance 0.278068 2453924 1.302213 0615894 0.564185 0.781891 0.88 5 0.923541 1.096177 1.161368 1.061569 1.342052
Kurtosis -1.348657 49.54265 -0.325111 3.873311 0.269843 0.167035 -0.290669 2.574855 -0.30002 -0.46537 -0.287038 -0.855281
£ 258 0.040889 6486239 -0.677262 1480901 0.483719 0.5t 109 -0.204736 1545569 0671721 0529109 0.524779 0.169626
f 2 13 4 4 3 4 4 4 4 4 4 4
! Im 1 1 1 1 1 1 1 1 1 1 1 1
! um 3 14 5 5 4 5 5 5 5 5 5 5
Sum i1 1486 255 134 148 186 209 147 186 202 208 211
Count 71 71 i 71 I 71 71 71 71 71 71 71
Confidence Level(95.0%) 0.124815 0.370784 0.270105 0185726 0.177788 0.209297 0.222355 0227467 0247817 (0.25508 0.243874 0.274205
pm 1.56338 ~ pd1 pd2 pd3 pd4 pds pd6 pd7 pd8
pm2 2.056338
pm3 3.591549 2833803 2.84507 3.140845 3.732394 2788732 31126876 1971831 2.225352
pmd 1.887324 0112121 0.093335 0.100893 0.115164 0.121882 0.105291 0.07225 0.080734
pmS 2.084507 3 3 3 4 3 3 2 2
pmé 2619718 2 3 3 4 2 3 2 2
pm7 2.943662 0.944751 0.786455 0.850139 0.970386 1.027 0.887199 0.608789 0.680277
pm8 2070423 0.892555 0.6818511 0.722736 0.94165 1.054728 (0.787123 0.370624 0.482777
pmS 2619718 -0.22464 -0.344357 -0.083825 -0.748369 -0.891086 -0.173425 -0.198456 0.6256
pm10 2.84507 0.385699 0.283685 0.153712 -0.397693 0.114859 0.279405 0.01264 0.527029
pm11 2.901408 4 4 4 3 4 4 2 3
pm12 2.971831 1 1 1 2 1 1 1 1
pd1 2.633803 5 5 5 5 5 5 3 4
pd2 2.84507 187 202 223 2685 198 221 140 158
pd3 3.140845 71 71 71 71 71 71 71 71
pd4 3.7323%4 0.223619 0.186151 0.201224 0.229687 0.243087 0.209996 0.1440908 0.161019
pd5 2.788732
pd6 3.112676
d7 1.971831
pd8 2.225352
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Data - E roles

Job

epartment Gender grade

- pm5 pr i pm7 pm8 pm9 pm10 pm11 pm12 pd1 pd2 pd3 pd4 pd5 pds pd7 p

1

Age pm1 pm2 pm3 p

3 3 3 5 2 3 2 2

2 2 2

3 2 2 2

2

37

58
45

51

46
60
43
43
30
28
43
47

e
e
e
e

female

female

Staft
Staff
Staff
Staff
Staff
Staff
Staff

female

female

59
41

36
45

Staff
Sta

51

39

Staff
Staff
Staff

53
53

39
53
49

Staff
Staff
Staff

51

Staff
Staff
Staff
Staff

51

54
39

38
34
38
36
38
30
44
53
42

e
e
[
e
e
e
e
e
e
e

e
e
e
e
e
e
e
e
e
e

Making ma
Making ma

Stee
Stee
Stee
Stee
Stee
Stee
Stee
Siee
Stee
Stee

116



ANNEXUF |

F ROL™S
Index Page
Frequency distribution 118
Descriptive statistics 119
Data 120-122

117



Frequency distribution . roles

pm1 pm2 pm3 pm4 pmb pm6 pm7 pm8
z s_Frequency Percentace Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percenfage Frequency Percentage Frequency Percentage Frequency
1 46 51 % 37 41.11% 9 10.00% 31 34.44% 14 15.56% 5 5.56% 4 4.44% 19
2 37 41 4 47 52.22% 10 - 11% 53 58.89% 52 57.78% 48 53.33% 19 21.11% 54
3 5 5.56% 3 3.33% 16 17.78% 4 4.44% 19 211 % 24 26.67% 45 50.00% 8
4 0 00 . 1 1.11% 32 35.56% 2 2.22% 2 2.22% 9 10.00% 18 20.00% 4
5 2 2.22% 2 2.22% 23 25.56% 0 0.00% 3 3.33% 4 4.44% 4 4 44% 5
90 100.00% 90 100.00% 90 100.00% 90 100.00% a0 100.00% 90 100.00% 90 0% 90
92.22% 93.33% 21 % 93.33% 73.33% 58.89% 25.56%
61 4% 24 44%
pd1 pd? pd3 ﬂ” pd5 pdé pd7 pd8
bins _Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage Frequency F  entage Frequency
1 9 10.00% 3 3.33% 2 2.22% 1 1.11% (i 12.22% 1 1.11% 22 24 .44% 17
2 49 54.44% 43 47 78% 32 35.56% 24 26.67% 29 32.22% 21 23.33% 59 65.56% 55
3 19 21.11% 29 32.22% 41 45.56% 26 28.89% 23 25.56% 45 50.00% 7 7.78% '
4 11 12.22% 10 11.11% 11 12.22% 28 N % 21 23.33% 13 14.44% 2 2.22% 4
5 2 2.22% 5 5.56% 4 4.44% 12.22% 6 6.67% 10 A% g 0.00% 0
90 100.00% 90 100.00% 90 100.00% 90 100.00% 90 100.00% 90 1.00% a0 100.00% 90
64.44% 51. 1% 37.78% 27.78% 44.44% 24 44% 90.00%
pm9 pm10 pm11 pmt2
Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage
11 12.22% 6 6.67% 5 5.56% 6 6.67%
43 47 78% 39 43.33% 39 1.33% 23 25.56%
19 21 4% 17 18.89% 3 34 44% 28 3%
11 12.22% 15 16.67% 9 10.00% 20 22.22%
6 6.67% 13 14.44% 6 6.67% 13 14.44%
90 100.00% 90 100.00% 90 100.00% 90 100.00%
60.00% 50.00% 48.89% 32.22%
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Freguency distribution - G roles

pI pm2 pm3 pm4 pm5 pmé pm7 pm8
bins Frequency Percentage Frequency Percentage Frequency Percenlage Frequency FPercentage Frequency Percentage Freguency Percentage Frequency Percentage Freguency
1 85 33.85% 48 23.96% 16 8.33% 48 2396% 25 13.02% 17 8.85% 2 3.70% 33
2 100 52.08% 119 61.98% 45 23.44% 106 55.21% 103 53.65% 76 39.58% 16 29.63% 118
3 17 8.85% 15 7.81% 34 17.71% 22 AB% 51 26.56% 62 32.25% 29 53.70% 16
4 5 2.60% 5 2.60% 74 38.54% 12 6.25% 9 4.69% 28 14.58% 7 12.96% 17
5 5 2.80% 7 3.65% 23 11.98% 6 3.13% 4 2.08% 9 4.69% 0 0.00% 8
192 1 .00% 192 100.00% 192 100.00% 192 100.00% 192 100.00% 192 100.00% 54 100.00% 192
85.94% 85.94% 31.77% 7917% 66.67% 48.44% 33.33%
5052% 12.96%
pd1 pd2 pd3 pd4 pd5 pd6 3 pd8
_bins  Frequency Percentage Ffrequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage Frequency Percentage Frequency
20 10.42% 12 6.25% 12 6.25% 4 2.08% 10 521% 9 4.69% 36 18.75% 30
2 101 52.60% 97 50.52% 69 35.94% 67 34.90% 36 18.75% 53 27.60% 124 64. % 100
3 41 21.35% 42 21.88% 68 3542% 54 28.13% 53 27.60% 7 36.46% 19 9 % 53
4 21 10.94% 29 15.10% 29 15.10% 42 21.88% 73 38.02% 39 20.31% 9 4.69% 5
3 9 4. 69% 12 8.25% 7.29% 25 13.02% 20 10.42% 21 10.94% 4 2.08% 4
192 100.00% 192 100.00% 192 100.00% 192 100.00% 192 100.00% 192 100.00% 192 100.00% 162
63.02% 56.77% 42.19% 36.98% 23.96% 32.29% 83.33%
pm9 pm10 pm11 pm12
Frequency Percentage Frequency Percentage Freguency Percentage Freguency Percentage
23 11.98% 14 7.29% 13 8.77% 16 8.33%
92 47.92% 70 36.46% 94 48.96% 73 38.02%
51 26.56% 37 19.27% 43 22.40% 40 20.83%
19 9.90% 42 21.88% &7 14.06% 36 18.75%
7 3.65% 29 15.10% 15 7.81% 27 14.06%
192 100.00% 192 100.00% 192 100.00% 192 100.00%
59.90% 43.75% 95.73% 46.35%
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