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ABSTRACT

The was undertaken in order to determine
would be possible to isolate certain
which could be used to identify

study
whether it
comj-e t.e nc Le s

individuals
population
financial

with management potential in a
of branch and area managers within a

institution. The competencies selected
for study were extracted from an extensive review
of the relevant literature and were selected for
both relevance and ease of measurement. The
competencies were Locus of Control, Achievement
Motivation, Cognitive skills and Interpersonal
skills.

The subjects were divided into two groups on the
basis of a panel assessment by senior management
of the organisation. The first group consisted
of those individuals who were seen as having the
potential for fUrther advancement and the second
of the balance. The relevant competencies were
measured for both groups.
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age, time
elf Social

spent in current
relationships, a

It was found that
position, Control
sub-factor of Locus of Control and Awareness of

and Personal Excellence,level
of

time, Aspiration
sub-factors Achievement Motivation
differentiated significantly between the two
groups. In addition, Cognitive and Interpersonal
skills differentiated strongly between the two
g r-o up s .

Contrary to expectations, subjects with potential
were found to be significantly more externally
controlled with respect to the factor Control of
Social relationships.
are explored.

possible reasons for this

Finally, it was attempted to construct a
predictive model for use in identifying
management potential. The model met with limited
success, but was significant in that it
highlighted the inadequacies of the
"country-club" method of assessment.
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"As we survey the path leadership theory has taken,

we spot the wreckage of 'trait theory', the 'great

man' theory, and the 'situationist' critique,

leadership styles, functional leadership, and finally,

leaderless leadership, to say nothing of bureaucratic

leadership, charismatic leadership, group-centered

leadership, reality-centered leadership, leadership bY
objective, and so on. The dialectic and reversals of
emphases in this area very nearly rival the tortuous

twists and turns of chi_d-rearing practi~es, and one

can paraphrase Gertrude Stein by saying, J a leader is

a follower is a leader J • It

(Bennis, 1989, p.39)
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CHAPTER 1

INTRODUCTION

This chapter coVers the background ~nd purpose
of the research. It details the problem to be
investigated and gives the key assumptions and
definitions of the relevant terms. Finally, it
outlines the limitations and constraints of the
study.

THE BACKGROUND OF 'rHESTUDY

1.1 THE BANKING INDUSTRY

...,.~

The timeous identificatinn of potential managers
has always financialbeen important to
institutions, In recent years, since the
breakdown of previous regulatory agreements in
the banking sector, there has been artimmense
increase
financial

competition amongst variousin
institutions. The South African

industry has to some extent lagged behind its
European and American coudterPBrts in terms of
both increasing competitiveness the growing

on margins. This has been due largely
the

pr e sc u r-e
to the relative ~solation which South Africa has
experienced the last six years as a resultover
of the debt standstill and financial sanctions.
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The climate, however, is one ofcurrent
increasing competition for scaroe Trrarketshare.
Figure 1 shows the distributi0n of marketshare
for savings and
major players in

cheque deposits, amongst the
the banking industry. The
major player such as ABSA
and Allied) has made the

emergence
(Volkskas,
attainment

of a

critical mass crucialof
survival an aspect which is cLear-Iy
indicated by the relative market shares of the
various conglomerates shown in Figure 1. Only
those organisations which have attained
critical mass will be able to dictate
direction which the industry in general

this
the
and

pricing in particular, takes. In addition,
competition from other non-traditional sources
such as insuranc.e companies and even retailers,
is increasing pressure on the industry.

The sector is marked by shrinking margins in the
traditlonal interest related business and a need
to be innovative in the s larch for alternative
sources of income, whd Le at the "lame time
increasing productivity, cutting costs and
bscoming leaner and trimmer. This need is
emphasised further by the fact that the labour
productivity index for the financial, insurance,
real estate and business services has decreased
from 121.0 in 197C to 95.8 in 1990 while the
unit labour cost index has increase from 15.7 to
223.5 the period. (Nationalover same
P~oductivity Institute, 1991). Terms such as
"real-sizing" and "right-sizing" abound in the
search for euphemisms for the painful process of
shrinking which many organisations are racing.
Rosabeth Moss Kanter (1989, p. 31) refers to
this as "the ultimate corporate balancjng act".

t. : \ ,-
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SAVINGS DEPOSITS

6ankorp
1M3

CHEQUE DEPOSITS

~IGdPerrn
10.!;)

FIGURE 1: MAR~ETSHARE - DECEMBER 1990

STEDMAN, M. (1991). Personal communication with
the author.
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The increasing shortage of people with the right
skills has also led to greater competition for
this scarce resource. Paradoxically, at the
same time that the industry is going through
reductions in staff numbers, it is also locked
into the search for managerial expertise and
specialised skills. In 1989, the National
Hanpower Commission indicated that by the year
2000, there would be a total shortage of 103 000
managers and entrepreneurs (Cooper, Schindler,
McCaul, Hamilton, Beale, Clemans, Kruger Delvare

1989),Moonsamy, In addition, the
commission stated that there would be 442 000

professional and technical positions. In
the Institute for Futures

empty
the same year,

predicted there would be aResearch that
shortage 01 200 000 skilled workers by the year
2000. In both instances the implications are
that there will be enormous competition for the
scarce skilled people who will be available to
the industry.

Nergers and acquisitions hl;l.vebecome an integral
part of the overall scenario. The formation of
new, merged organisations creates additional
demands for the managemeut of change and the
facilitation of the ever-elusive synergies which
are required.

Information technology has become an additional
change driver in the banking industry. The

of is information.bankingcurrency

I
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Consequently, the development of banking is, in
essence, the development of an information-based

(Drucker,organisation
transformation

1988).

of banking institutions from
paper-based information processing sy~tems to
true technologically based organisations, has
had a radical impact on the skills needed by
managers. Managers are increasingly required to
assume individual responsibility for
relationships and communication to counter the
potential depersonalising effects of
technology. They are also required to be more
autonomous and to act with increasing
self-discipline. The increasing importance of
information technology has also influenced the
shape and structure of banking organisations,
flattening traditionally hierarchical
structures.

Finally, banking is an industry which has to
conform with statutory requirements which are
not merely local in nature, but international.

that banks have to see themselves asThis
global

means
organisations which part ofare

international environment. This has.become even
relevant over the last year with the

of South Africa into
more
increasing reintegration
the global community as well as the potential

into the South African market ofre-entry
overseas banks.

['/"./ ..
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1.2 THE REQUIREMENTS FOR MANAGERS

The identification and development of the right
management talent and skill has become vital in
the above
contributil1g

It is a primary factor
ability of the business to

context.
to the

compete and survive in an increasingly hostile
eI'vironment. Whereas previously, much of the
management of the banking industry found their
way into senior positions by virtue of long
tenure, the search is now on for managers who
can lead the industry through a period which is
increasingly characterised by rapid change,
competitiveness and on a scaleturbulence
unthought of a decade ago.

The old style of management is no longer
There is a growing need for managersadequate.

who are characterised by attributes previously
thought appLy to leaders only. Theto
distinction between managers and leaders is
becoming increasingly blurred as the demands on
managers increase and as power and authority are
devolved to all levels of the organisation.
Peters
leaders

(1989) has pointed to the need for
at all levels in the organisation,

These leaders have to be able to get to grips
with the fact that the familiar job of managing
by planning, leading, organising and controlling
has chan"ed radically and that the skills needed
to d0 the job effectively have consequently also
undergone a revolution.
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Kotter (1988) also makes a c05ent case for the
need levels in thefor at allleaders
organisation. Leadership is no longer reserved
for the top echelons. Although Ketter
differentiates clearly between management and
leadership, he sees both as necessary and not
mutually exclusiye.

Kanter (1989) torefers the need for
"post-entrepreneurial" management practices in
which entrepreneurial creativity and flexibility
are applied to existing businesses. Rank and
hierarchy are no longer the overall structuring
principles.

Leaders are required to be responsible for the
overall effectiveness of the organisation. They
have to do this by giving meaning, direction and
purpose amidst chaos within the context of a set
of values and principles by which the integrity
of the organisation can be maintained (Bennis,
1989)• Leaders at all levels have to provide an
example and a vision which will sustain the
organ1sation through the most turbulent of times
(Peters, 1989).

Kotter (1990, p. 104) sums the need up very
succinctly when he states that "No one has yet
found how to manage people effectively into
battle; they must be led."
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this the current study wasIn context,
undertaken to determine which attributes would
qualify irtdividuals to be managers in the new

who lead rather thanorga.nisation managers
managers who simply manage. This would enable
the early identification of these people and
allow the organisation to benefit from their
correct placement. The attributes identified
could be used for both interna.lselection and
external recruitment where this would be
appropriate.

2. THEORETICAL FRAMEWORK

The theoretical basis offered by the competency
1982)(Boyatzis, proved usefulmodel

providing a framework for organising the results
of previous work done on the j"dentific!'!-tionof
attributes for predicting managerial potential.
It was also used to organise the specific

which were selected for furtherattributes
study.

(1982, p. 12) gives the followingBoyatzis
definition of effective job perf~rmance:

in
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"Effective performance of a job is the

attainment

ou ticome s }

specific results ( i.e.of

required by the job through

specific actions while maintaining or being

consistent with policies, procedures, and

conditions of the organizational

environment."

Effective performance is therefore a function of
the interaction betwe~~ the demands of the job,
the org.:!r.isational theenvironment and
individual's competencies. In particular, the
degree of fit between the three components
d6tcr'mines the degree of effectiveness
achieved. Figure 2 shows the interaction of
these aspects schematically.

In this framework, a competency is defined as:

"an underlying characteristic of a person

which results 'ineffective and/or superior
performance in a job" (Klemp, lSjO in
Boyatzis, 1982, p.20).

Competencies may be viewed in terms of both type
and level. A type of competency refers to
specific behaviour or actions which are the
ovelt. manifestation en underlyingof
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1competency. The level of a .smp e t.e.nc y relates

to the psychological level at which it exists.
The level may be unconscious (eg a motive),
conscious (eg self-image) or behavioural (eg a
skill) . Figure 3 illustrates the interaction
between job perform
of competenc:-ies.

~ and these various levels

The mocel therefore allows the identification of
certain key competencies which relate to
effective behaviour in a m~nagerial position.

An extensive survey of the literature was
undertaken to ident~fy those competencies which
appeared
leadership

be most closely related toto
behaviour. In particular, those

aspects which are measurable and quantifiable
were examined in order to build these into a
predictive model.

A number of '~ey competencies were identified.
These were Internal vs External Locus of Control
(Rotter, 1966), Achievement t.fotivat ion
(McClelland, Atkinson, Clark anti Lowell, 1976),
Interpersonal skills d.nd Cognitive skills.

/'/ /
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Job

demands

Organisational

environment

FIGURE 2: MODEL OF EFFECTIVE JOB PERFORMANCE
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BOYATZIS, R. (1982). The Competent Manager:
A Model for Effective Performance.

New York: John Wiley & Sons.
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~ganiSational environment

//
/ F ctional/situationai job

/
/".r

/ ,//
I /'

/ /

\\

FIGURE 3: INTERACTION OF COMPONENTS OF
PERFORMANCE AND LEVELS OF COMPETENCIES

BOYATZIS, R. (1982). The Competent Manager:
A Model for Effective Performance.

New York: John Wiley & Sons.
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THE PROBLEM INVESTIGATED

The study focused on the investigation of the
relationship between attriLutes of leaders
identified in the literature survey and
potential for further advancement in the bank as
identified by line management within the bank.
In addition, it was intended to develop a
predictlve algorithm for the differentiation of
individuals with potential from those without,
based on the attributes which were found to
distinguish
populations.

significantly be t.we en the two

The sub-problems which were investigated are:

The first sub-problem

To determine whether individuals who di.splay
management potential as identified by their
superiors, perceive themselves as having an
Internal rather than an External Locus of
Control (Rotter, 1966).

The second sub-problem

To determine whether the above individuals have
a higher need for achievement (McClelland et al,
1976) than their peers.

I
I
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\

The third sub-problem

To determine whether the above individuals
measured bydisplay higher performance. as

performance
competencies
competencies

appraisal
than

in specific
The

scores,
their peers.

considered were Cognitive and
Interpersonal skills.

The fourth sub-problem

To combine th8 measures of the above variables
i~to a predictive model
differentiating between
candidates and others.

capable of
high potential

4. PROPOSITIONS

The following propositions were developed from
the above sub-problems:

I
'~

Proposition 1:

Individuals
themselves
Control.

with potential will perceive
having an Internal Locus of .

Ias

,I'/"
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Proposition 2:

Individuals potential are higher inwith
Achievement Motivation than their peers.

Proposition 3:

Measures of specific behaviourseffective
required for
Interpersonal

competence in Cognitive and
skills can differentiate fUrther

between individuals with potential and those
without.

Proposition 4:

It is possible to differentiate between
individuals with potential and those without by
means of a predictive model based on Locus of
Control, Achievement
and Interpersonal

and Cognitive
measured by

by performanceperformance levels

Motivation
skills as
in..licated

appraisal scores.

An aspect of particular interest was the effect
of an organisational culture such as that of the
bank on the above variables. The bank has been
traditionally extremely autocratic in style-
the above aspects require somewhat different
management styles. This is discussed further
under the limitations of the study.

-.
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THE LIMITATIONS OF THE STUDY

The study
limitations.
detail.

is subject to
Each of these is

a number of
discussed in

The study was conducted within one orga.nisation
only. This impacts on the generalisability of
the results,

The following is offered for thesupport
viability of this restriction on the research:

The study focused on building a model for
the identification of potential which will
operate as a pilot for further research and
ad such cannot be considered as definitive;

The issue of potential has been shown to be
both situationally and culturally
dependent. Kerr and Jermier (1978) found
that there are
individual, the

a number of aspects of the
task and the organisation

the effectiveness ofwhich influence
leaders. Variables such as the degree of
formalisation, rigidity and spatial
distance between superiors
subordinates, have been found to determine
whether specific style ofor not
leadership is successful.

J

I
.~

and

I'·

'It •

.1



- 18 -

Hersey and Blanchard (1982) define
in which the

or groups of
leadership
efforts of

as a process
individuals

individuals are focused on goal achievement
in a given situation. Furthermore, Burke
(1987, 10) defines organisationalp.
culture as "the unique pattern of norms, or
standards or rules of conduct, to which
members conform." He points out that this
encompasses authority structures and the
way in which power is exercised as well as
the values
organisation.

which are specific to the
This implies that those

aspects which characterise leaders may well
be organisation specific. These aspects
would therefore not necessarily lend
themselves to generalisation.

As has
financial

been pointed out earlio~, the
industry is intensely competitive

and destined to become more so in the next
decade. There is little or no co-operation
and exchange of information on personnel
matters. In particular, as a result of the
competition for scarce human resources,

information from othera.ccess to
organisations is impossible.

The study investigated only staff who had
already attained management positions within the
organisation.

The target reference group was people who were
in management positions, The intention was to

r- \
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develop a model which could identify the
required attributes for the promotion of people
into this level of management.

The study did not extend to the development of
the attributes identified.

Bennis (1989, p.5) states categoriwally that
"leaders are made, not born, and made mOre by
themselves than by external means." In the "

current study it was felt that the further
investigation of how this could be facilitated
fell outside: the scope of the investigation.
Rather the emphasis was on the basic material
required for the development of potential.

study
the

was not an exhaustive integration of
attributes which have been found to be

The
all
relevant for leaders.

The study focused on those critical aspects
readily tolend themselveswhich more

measurement and quantification as the ultimate
purpose was to differentiate the population with
potential from that without.
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,.o. DEFINITION OF TERMS

The relevant terms which require definition are:

Potential
Internal vs External locus of control
Achievement motivation
Competency
Cognitive skills
Interpersonal skills

Each of these is addrersed fully in the review
of the related literature. However, for the
sake of completeness, the following definitions
are offered here:

6.1 POTENTIAL

This was considered to be the potential of the
individual
beyond his

to advance more than two levels
current managerial level. In terms

within the bank, this wouldof the structure
mean an advance into general management in all
cases.

6.2 INTERNAL VS EXTERNAL LOCUS OF CONTROL

Rotter (1966, p. 1) defined the concept as "the
degree to which an individual perceives that the
reward follows from, or is ~ontingent upon, his

,,
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Boyatzis (1982) defines a competency as a basic
attribute of a person which allows him to
perform exceptionally well in a specific job.

- 21 -

own behavior ~r attributes versus the degree to
which he feels that the reward is controlled by

outside himself and may occurforces of
independently of his own actions." Collins
(1974, p. 381) points out that "it reflects
constant bias in the observer's judgments
regarding the origin of the good and bad things
that h•• pen to him".

6.3 ACHIEVEMENT MOTIVATION

The construct of Achievement Motivation has been
ofbeset a number difficul ties in

pointed out in the
has led to a

the concept. In t.he

by
As will bedefinition.

literature review, this
multi-dimensional view of
current context, the definition given by Erwee
and Pottas (1982, p. 85), will be used, ie "the

especiallY difficultstriving for and
challenging goals supported by high personal
standards of excellence."

6.4 COMPETENCY

'II'
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COGNITIVE SKILLS

Cognitive include analytical ability,
initiative, flexibility,

skills
conceptualisation,
innovativeness and the ability to keep a broad,
overall picture in mind (systems thinking).

6.6 INTERPERSONAL SKILLS

7.

Interpersonal skills reflect the general
interpersonal awa£eness of the individual, his
ability to negotiate, communicate at all levels,
give direction to others and empower and develop
them. The skill to work with teams is also part
of the overall cluster.

ASSUMPTIONS

THE ASSESSMENT OF POTENTIAL

The method used for the differenLiation of those
individuals with potential and those without is
subjective.

Leadership considere~ by a number of authorsis
to be situatior:tally dependent and also dependent
011 organisational culture as was discussed
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above. The criteria for leadership within an
organisation ~ay also be familiar to the members
of the organisation although they ~a) be foreign
to outsiders.

In this context, the asse~sors used to separate
the two sets of individuals were those with the
gr atest insight into and understanding of the
organisational culture of the bank. They are
also fully aware of the positioning required for
the bank in the future. In addition, three
independent ratings were obt~ined for each
individual and the results pooled.

7.2 THE POPULATION ASSESSED

8.

The study assumed that there are definitely
individuals
have the

in the management population who
potential for advancement into general

rnan""gement.

THE IMPORTANCE OF THE STUDY

hl?st of the studies on the competencies required
f'o> leadership have been quali tb.~i··e rather than
quarrt i,tative. Boyatzis' (1982) work covers a
numb~r of specific assessment methods as does a
recent publication by Spangenberg (1990).
Howevnr, the definition of an overall predictive
model has not been attempted. The current
research study was planned to highlight a
possible approach which will be of value in the
succession planning and selection. In addition,
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measurement
competencies.
reviewed.

Chapter 3 :

described in
research and
Finally, the
detailed.

9.

- 24 -

the study is of key importance to the bank in
providing an additional perspective on the
Lde n t Lfi Lc a t i.ou of potential. 'I'hd s approach may
serve as a screening device for other, more
sensitive but also more costly approaches, such
as the use of assessment centres.

ORGANISATION OF THE REPORT

The remainder of the report is organised as
follows:

Chapter 2: The review of the related
literature firstly examines previous work
done on the identification of competencies
which characterise leaders and managers.
It then goes on to focus on the specific
competencies of interest namely, Locus of
Contrail Achievem~-t Motivation, Cognitive
skills and Interpersonal skills. Research
done on the~e competencies as well as the

of thesethe level of
displayed by individuals, is

The research methodology is
terms of the design of the

the instrumentation used.
data analysis methodology is
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4 : Chapter Four describes the
results of the research in terms of each of
the formal
chapter.
detail.

hypotheses
The results

stated in this
are discussed in

Chapter 5: In Ohapter Five, the summary,
conclusions
presented.

./

and recommendations
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CHAPTER 2

THE REVIEW OF THE RELATED LITERATURE

There has been a great deal of interest in the
roles and competencies of leaders and .anagers.
This chapter reviews work done in this area.
The between roles anddifferences the

f.

I .
\,
I

t '..

competencies required for leaders and managers
""~"*

is also reviewed. A number of specific
competencies were selected for further analysis
in this study. The definition of these
competencies, work related to their role in
managerial behaviour and their measurement is
discussed. The area of performance appraisal as
a means of assessing competence is discussed in
some depth an area which

a large amount
as this
subject

is
generally
controversy.

to

MANAGERS VS LEADERS

A number of authors have differentiated between
the roles and competencies required of managers
and leaders.

is
of

..
I, II •
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Warren Bennis (1989) made deductions about the
differences between leaders and managers based
on a series of interviews with notable leaders
in a number of different walks of life. Amongst
them were peo~le as diverse as Michael McGee,
athletics director for the University of
Southern California and Betty Friedan, author
and co-founder of the National Organization for
Wnmen. He sees the primary difference as that
betNeen "thosE') who master the context and those
who surrenrier to it It (Bennis I 1989 I p , 44).

Zaleznik (1977, 1990) examined observations of
managers and loaders as disparate as Sloan on
the one hand and John E' Kennedy on the other.
He asser-t n hha t "managers and leaders differ
fundamentally their Theworld views.in
dimensinns for assessing these differences
include managers' and leaders' orientations
towards their goals, their work, t.heir human
relations and their selves." (Zaleznik, 1977, p.
70)•

The work of Bennis (1989), Kotter (1990) and
Zaleznik (1977) is reviewed in terms of tbes~
four orientations) ie orientation towards goal.,
work, human relations and self.
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ORIENTATION TOWARDS GOALS

Managers are seen as adopting passive, reactive,
necessary goals which limit choices (Zaleznik,
1977). Managers set goals which are focused on
the bottom ljne, seek to maintain the status quo
(Bennis, 1989) and are related to the planning
and budgetjng process in the organisation
(Kot t er , 1990 ) •

Leaders, on the other hand, strive for
proa.ctive, desirable, personal goals wh ich shape
and direct ideas and open new directions. Their
goals determine the overall direction a business
takes (Zaleznik, 1977). The goals develop and
grow the organisation and are focused on the
horizon (Bennis, 1989). They set goals which
c r e a t e vision and set overall directions.
(Kot t er, 1990 ).

ORIENTATION TOWARDS WORK

Managers see wor-k as enab l.f.ng, This allows some
use of ideas and people to achieve various
tactical goals. Rewards and punishments are
used as a.ppropriate. Managers are essentially
conservative (Zaleznik, 19'f7}. Managers
administer, rely on control, ask }i.H'1 and when,
accept the status quo arJ.ddo things right within
a short-term time horizon (Bennis, 1989). They
cope with complexity, bringi~g about order and
consistency and oontrol and solve problems
through deductive reasoning (Kotter, 1990).
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Leaders operate from a position of :risk
seeking out exposed positions from which to
launch ideas and visions (Zaleznik, 1977). They
have a long-range perspective, ask what and why,
originate, challenge the status quo and do the
right things (Bennis, 1989). They cope with
change, reason inductively and actively look for
linkages (Kotter, 1990).

1.3 ORIENTATION TOWARDS HUMAN RELATIONS

Managers need to work with people and tend to
mediate in :relationships to pre"erve balance and
an even emotional tone. They are role-bound
(Zaleznik, 1977).
(Kotter, 1990).

They organise and staff

Leaders inspire more extreme emotional responses
and are empathic in their relationships with
others. They communicate directly and create a
sense of shared purpose. They set examples of
personal excellence (Zaleznik, 1977). They
focus on people and inspire trust (Bennis,
1989) . Leaders align people and motivate,
inspire and empower others. They ene:rgize
people and build netwo:rks (Kotter, 1990).
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1.4 ORIENTATION TOWARDS SELF

A manager is the classic good soldier (Bennis,
1989). He needs to feel that he belongs to a
clearly identified group.

Leaders are people with an intense sense of
themselves as individuals. They do not need to
belong they are their own people (Zaleznik,
1977; Bennis, 1989).

The qualitative nature of the differences
between the two groups is summed up by Bennis
(1989, p. 45) when he states that "Managers wear
square hats and learn through training. Leaders
wear sombreros and opt for education".

Despite these differences,
leadership at all levels in

the need
the organisation

demands people who fulfil the requirements of
both roles and have the competencies required
for both roles (Peters, 1987; Kotter, 199a).
Kotter (1990, p. 103) makes the point that
"strong leadership with no management is no
better, and is sometimes actually worse, than
the reverse." Good leadership tends to lead to
the reproduction of leadership throughout the
organisation and the hierarchy. This generates
a culture of leadership in the organisation.
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2. ROLE REQUIREMENTS FOR MANAGERS

The role requirements for managers to operate as
leaders in the new organisation of the nineties
and beyond are varied and complex. A review of
the will theclarifyrole requirements
competencies which requ.ired. In theare
competency model (Boyatzis, 1982) (Chapter 1,
Figure 1) role requirements are set by both the
demands the job and the organisational

A number of fundamental roles
of

environment.
which are to be fulfilled by the new manager
emerge from the literature.

2.1 VISIONARY AND DESIGNER

The role of visionary and designer is seen by
virtually all authors as being central to the
position of leader (Zaleznik, 1990; Kotter,
1988; Ninomiya, 1988).

The central position of vision in guiding,
unifying directing the organisation isand
stressed in many instances. Bennis (1989, p.6)
states that "the most pivotal (characteristic of
leaders) was a concern Hith a guiding pUrpose,
an overarching vision." Hennis and Nanus (1985,
p. 18) state that "Vision is the commodity of
leaders, is currency"•.and power their
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Similarly, Rosabeth Moss Kanter (1989) stresses
the a positive vision to unifyneed for
purpose. Peters (1987) also emphasises the need
to develop inspiring

allow
in the

and
visionan

to unificationorganisation
integration. Garfield (1986) refers to
"missions that motivate".

The issue of a shared vision is raised in
a number of ways. Peter Senge (1990) sees the
building of shared vision as a primary skill
requirement. He defines visioning as consisting
of encouraging personal vision, communicating
and asking for support, seeing this as an
ongoing blending intrinsic andprocess,
extrinsic visions and differentiating between

visions. Tichy andpositive and negative
Deyanna (1986) focus on the transformational
leader a leader who is concerned with change,
innovation and entrepreneurship as against
transactional leaders - leaders who manage what
they find. They see one of the major roles of
the transformational as that of aleader
visionary - a person who is "able to dream, able
to translate those dreams and images so that
other people could share them" (Tichy and
Devanna, 1986, p. 27). Ninomiya (1988) stresses
the need for both individual and collective
vision to give direction to the organisation.
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COACH AND TEACHER

The role of coach and teacher for all the other
team members is a further key element (Ninomiya,
1988; Rosener, 1990; Peters, 1987). Peter Senge
(1990) defines a learning organisation as one in
which people are continually growing and using
their increased capabilities to actively shape
their Qwn future. In this type of organisation,
the role of teacher and steward is ussential.
This role ensures ongoing self-renewal and
growth. Senge (1990, p. 11) defines the role as
"helping everyone in the organisation, oneself
included, to gain more insightful views of
current reality." It involves assisting people
in the surfacing of their mental models to
ensure the building of a future on a shared view
of the organisation. Naisbitt and Aburdene
(1990, p. 195) see a role where the leader must
"coach, inspire, and gain people's commitment."

EMPOWERING OF OTHERS, ENERGISING, PARTICIPATIVE
MANAGER, TEAM PLAYER

These necessarily allconcepts are not
synonymous, but are all related to the same
cLust.ec of role requirements (Kotter, 1990;
Zaleznik, 1977; Bennis, 1989). The essence is
the creation an environment in whichof
individual members of the team can function
relatively autonomously in whichand
decision-making is done at the lowest logical
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, .
level. Empowerment and energising people should
not be confused with some form of total licence
in which anything goes rather it is the
rational sharing of power within the limits of
guidelines which are determined by the overall
vision of the leader in the organisation.

Naisbitt and Aburdene (1990, p.196) refer LO
"democratic leadershipdemandi..; thatyet
respects pelpIe and encour~ges self-management,
autonomous teams, and entrepreneurial units."
R.osener (1990) uses the term "Interactive"
leadership and sees participation, inclu8ion~
the sharing of power and information, energ.ising
others and enhancing their self-worth as
essential components of this role.

Senge (1990) discusses the need for generative
learning and creativity at all levels in the
organisation as related to the role of the
leader as team-builder who empowers others to
function autonomously,

Bennis and Nanus (1985) refer to empowerment in
terms of Letrt vg people know that they are
significant and can make a difference, giving
them a sense of competence or mastery, a sense
of community or belonging and a sense of
enjoyment or fun in their work. Kanter (1983, 11 •

p. 237) that
them

"eml'O~lerleaders
and

states
involve give themsubordinates,

latitude, but they still set tough ~tandards".

"
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2•4 INNOVATOR AND CHANGE AGEN'l'

Growth and development presuppose change and
innovation and as such, the new organisation
demands that the manager function in the role of
innovator and change agent (Bennis, 1989;
Garfield, 1986; Kotter, 1990; Zaleznik, 1990).

As stated above, Tichy and Devanna (1986, p. 27)
see transformational leadership as being about
"change,
Bennis

entrepreneurship."
p.217) refer to

innovation and
Nanus (1985,

transformative "achievesleadership which
significant change that reflects the community
of interests of both leaders and followers;
indeed, it frees up and pools the collective
energies in pursuit of common goal." Kanter
(1989) views change and innovation as the
winning recipe for the corporate olympics.

2.5 'AANAGEROF CREATIVE TENSION

A growing body of literature sees the overall
and. dominant role of the leader and manager as
that of managing various dualities which are
present within the
and the environment.

context of the or-gmisation
Senge (1990) refers to the

need to . nage the creative tension between the
current reality and the vision of where the

/
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organisation needs to be. Peters (1987, p. 391)
states that living with paradox will be the
effective "premier trait",leader's
Organisations are "besieged by paradoxes" (Evans
and Doz, 1989). Tichy and Devanna (1986, p. 29)
state that "self-renewing organizations embrape
pa.radox" and that this enables them to survive
the various set-backs which they suffer as a
result of unpredictability thethe of
environment.

A number of paradoxes are discussed by Evans and
Doz (1989), Tichy gnd Devanna (1986) and Peters
(1987). The paradox most commonly referred to
is that of loose/tight couplings. The paradox
requires that tighter control be achieve~
through the greater empowerment of people - in
other words, more control paradoxically implies
greater decentralisation and the granting of
more authority.

The contrast between change a.ndcontinuity is
also especially relevant :forthe leadflr. There
is a need for stability as a basis for change,
to enable the organisation to carryon
productively through the chaos of change.
Peters (1989, p. 396) in particular, sees this
as the "core paradox..,foster:i.ng(creating)
internal stabilicy in order to encourage the
pursuit of constant change!",
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Leaders also have to be able to deal with the
demands for increasing specialisation on the one
hand and the need to have a broad view and to be
flexible on the other.

It is noteworthy that many of the previous role
re~uirements which have been discussed have
within them also the potential for this conflict
and tension. The need to manage these
organisational dualities and paradoxes therefore
becomes an integral part of the overall role of
the manager,

The roles of visionary and designer, coach and
teacher, the empowerment of other$ and team
player, innovator .md agentchange
ultimately the management of the tension between
a large number of apparent paradoxical
opposites, ~equire a wide-ranging set of
competencies for successful integration. The
balance of competencies required may differ in
specific situations, but there appears to be
some agreement in the literature about a number
of the generic. competency requirements for the
new leader/manager role.

3. COMPETENCIES REQUIRED FOR THE NEW MANAGERIAL
ROLE

The competencies identified as relevant from the
review of the literature, wi1~ be organised by
using the Boya.tzis(1982) model of competencies

and
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as a framework. Many of the competencies are
manifested in different ways at ~\fferent levels
of the model and all levels of competencies
interact to produce the actual behaviour which
can be seen as competent in the job situation.
The review will follow the convention of
identifying the competency at the lowest level
possible.

THE MOTl:VE/'rRAITLEVEL

Competencies at this level g«merally exist at
thA unconscious level within the individual.
Motives direct certain

:)

I.

behaviour t.owar-da

'II '

desirable goals. Traits, on the other hand, are
the dispositions which individuals have to
respond in certain characteristic ways to
generalised categories of events (Boyatzis,
1982; Spangenberg, 1990). Both of the~e aspects
have definite consequences fOr performance in
the work situation. A number of cOl1lpetenciesat
this level are discussed extensively in the
literature.

ACHl:EVEMENTMOTIVATION (n.Ach)

The need to sttive for excellence is seen as
relevant for leadership by a nUl1lberof authors
(Margerison and Kakabadse, 1984; Kanter, 1987,
1989; Kotter, 1982; Garfield, 1986). K.ellY
(1986) in a review of the literature and in
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discussions with promipent South Af~ican chief
executives, defined the desire to achieve
success as one of the most prominent influences

,
"

in the development to CEO status. Boyatzis ..
(1982) identifies Achievement Motivation as part
of a Goal/Action management cluster and relates
it specificallY to an efficiency orientation.

McClelland (1961) originally defined Achievement
Motivation as a prere~uisite for entrepreneuriel

At a later stage, however, hedevelopment.
claimed that high levels of Achievement
Motivation could be counterproductive in a
managerial role (HcClelland and Burnham, 1976).
The argument was that in a complex organisation,
an achievement or:i nted individual would try and
do everything themselves in order to satisfy
their internal drives. '1 .is would be impossible
due to the constraints of the situation and
would lead to ineffective functioning. If,
however, one considers ~anter's (1989) view of
the post-entrepreneurial organisation which
requires leaders rather than managers, it again

I ~
1

becomes an area which should b~ considered
seriously.

THE NEED FOR POWER AND INFLUENCE (n.P~wer)

McClelland (1961) stated that in addition to the
need for achievement, power motives were also
required for success in management. McClelland
and Burnham (1976, p. 101) elaborated further on
this and identified a need for power, "a concern
for influencing people", as crucial. They also

r ,
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but also to the use of
d Lne c'b Lng the efforts of • ~. t

(1982) sees part of the
a strong drive to lead
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stated that this need for lln""p.r has to be
controlled and directed for the benefit of the
organisation as a whole and not merely for the
personal satisfaction of the individual. Bennis
and Nanus (1985, p.15) see "the basic energy
to initiate and sustain action translating
intention into reality" as a crucial requirement
for the leader. Boyatzis (1982) refers to a
concern with impact and relates this to the use
of socialised power,
unilateral po~er in
others. Kotter
motivation needed as
which implies both power and achievement needs
backed by strong self-confidence. This enRbles
the individual t, use power to achieve things
through others.

KE.':1\,er(1983, p. 35) refers to "puwer skills -
skills in
information,
initiatives".
constructively
(1990).

persuading
SUPPOl't, and

others to invest
in newresources

The ability to share power
is also mentioned by Rosener

Power is often seen in a negative connotation.
Examination of the above, however, highlights a
different context in terms of issues such as
interpersonal influence, power sharing and
socialised power.
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3.1. 3 SELF-SUFFICIENCY, INDEPENDENCE, BEING ONE'S OWN
PERSON AND BEING INTERNALLY CONTROLLED

This cluster of competencies is very closely
related to Rotter's (1966) original definition
of Internal Locus of Control - the belief that
one is in control of your own reinforcements as
they will be contingent upon your own behaviour
and not on other uncontrollable forces around
you. Garfield (1986, p,57) states that "the
most intriguing quality of the peak performers
is that no matter how rough 'it' gets, how much
of an assault on mind and body, they always feel
that they can do something about it." They feel
that they are the directors ~f their own lives
and that they are in control of what happens
around them.

Bennis (198P, p.71) expresses something of the
same thought when he states that "rather than
being designed by your experience, you become
your own designer."

3.1.4 PROPENSITY TO TAKE RISKS, CURIOSITY AND A CHANGE
ORIENTATION

A major role requit'edof the leader is that of
change
risks

Curiosity, the propensity to takeagent.
and

therefore
a general change orientation is

of the utmost relevance and importance
(Bennis, 1989; Zaleznik, 1990; Kotter~ 1988).
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Tichy Devanna (1986,p. 30) state that

.:' ..' ,,;i.,~~--~. ., .

\

leaders define themselves as change agents-
they want to make a difference and transform the
organisation of which they form a part. In
addition, they see them as courageous people -
"prudent risk-takers, individuals who take a
stand". Bennis (1989) also stresses the need
for courage in leaders as part of their ability
to be innovative and change.

Kelly (1986) found that six of the CEO's in her
study stated that the ability to manage cha.nge
and handle ambiguity was highly relevant to
their success. Nine of the CEO's mentioned a

~'

l~king for challenge and risk-t~king as being
Lmpo r-t.an t .

FLEXIBILITY AND ADAPTABILITY

Flexibility and adaptability are closely related
to a change orientation and risk propensity and
have been found to characterise individuals who
are able to act as change agents (narfield,
19136; :'(elly,1986). However, these competenoies
are oriented more towards the way in which the
individual reacts to change than to the
proactive instigation of change. A flexible,

, .
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adaptable individual is more resilient in the
face of change and can withstand the onslaughts
of a chaotic environment more readily.
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immense
is essentially a reflection of the

demands which the leadership role places
individual and the abilit.y of the

I ·r

3.1. 6 STAMINA

Stam:i,naas a leadership requirement is mentioned
number of authors (Boyatzis, 1982;

1986; Kotter, 1988). The need for
by a
Garfield,
stamina

Although Boyatzis (1982) does not classify

on the
individual to withstand the pressures which are
implicit in these demands.

3.2 VALUES

values as a separate level of competency, they
are so important in the model of leadership that
they
(1990)

warrant separate mention. Spangenberg
also points out that values have a direct

influence on managerial performance and should
therefore be considered. Values are manifest at
the conscious level.

Leaders are seen to be value-driven above all
else. Tichy and Devanna (1986, p. 30) state
that "each of our transformational leaders was
able to articUlate a set of core values and
exhibited behavior that was quite congruent with
their value positions. II Peters and Waterman
(1982) also refer to the fact that the leaders
of the organisation need to live the values of

.,
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the organisation in a tangible and visible way
at all times. Kelly (1986) mentions that seven
of her sample of CEO's att.ached great importance
to having a clear value system.

In terms of the specific values which are held
to be important, the most relevant are integrity

Bennis and Nanus, 1986; Bennis, 1989; Kotter,
1988 i,

1989;
Senge, 1990) I

Naisbitt and
ethical behaviour (Kanter,

Aburdene, 1990) and openess
(Beck, 1989). In addition, consistency in the
values held and continuity in the way in which
the values are expressed, is of particular
importance.

3.3 THE SOCIAL ROLES AND SELF-IMAGE LEVEL

A social role is shaped by the way in which an
individual interprets the social norms which are
relevant and acceptable to the social group to
which the individual belongs (Spangenberg,
1990). Self-image relates to the way in which
an individual pe r-ceLves himself and his
evaluation of this image (Spangenberg, 1990).
In terms of the competency model, many of the

_"

aspects which have been discussed at other
levels also manifest at the social role level.
However, this section will concern itself with
those competencies which are predominantly
manifest
level.

at the social role and self-image

/
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3.3.1 SELF-CONFIDENCE, POSITIVE SELF-REGARD, REALISTIC
SELF-PERCEPTION AND ACCURATE SELF-KNOWLEDGE

(1986, 149) states that "peak
assess their personal

Garfield
performers
strengths.
themselves."

p.
accurately

Peak performers inventory
He also notes that this assessment

should lead to very detailed and specific
self-knowledge rather than generalities. Bennis
(1989, p. 53) notes that "Jeople begin to become
leaders at the moment when they decide for
themselves how to be," He states that this is
the important

"Know means
base for effectivemost

leadership. thyself, then,
separating who you are and who you want to be
from what the wo rLd thinks you are and W?,J'Its you
to be." (Bennis, 1989, p. 54).

Knowing yourself is very closely related to
being your own person. In fact, one cannot be
one's own person without accurate self-knowledge
and realistic perception of oneself. The
individual should be both caUse and effect
rather than merely effect (Bennis, 1989).
Kotter (1988) stresses the importance of
self-confidence which can only stem from

Constructiveaccurate self-asse:ssment.
introspection plays a crucial role in the job of
managing. Introspection is needed for managing
disappointment an integral part of the
leadership role (Zaleznik, 1977~ Boyatzis,
1982).

I'
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TEAM PLAYER

The role was discussedplayerof team
extensively earlier. The role requires specific
competencies in terms of interpersonal skills
and the empowerment of others (Kotter, 1990;
Zaleznik, 1977; Bennis, 1989; Peters, 1987).

INTERPERSONAL PERCEPTION

The individual's ~; himself. 1.llperception
interpersonal terms relates to aspects such as
empathy, intuition and a concern for
relationships (Zaleznik, 1990; Isenberg, 1984;
Rosener, 1990; Zaleznik, 1990). The more
general concern for relationships is stressed by
Tichy anq Devanna (1986) who emphasise a belief
in people as crucial. Rosener (1990) refers to
enhancing
Boyatzis

self-worth as key.of othersthe
(1982, p. 127) views positive regard

expressed when people
and nonverbal skills that

for being
verbal

others
"demonstrate
cause others to feel valued" and sees this as a
relevant competency for managers. This
competency is closeJy related to the ability to
manage teams and be a team player and forms part
of an overall cluster
manifest at the skills
competencies.

competencies which are
level as interpersonal

"

.:~
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LIFELONi LEARNING AND SELF DEVELOPMENT

Leaders capitalise on all possible oppoltunities
to learn more and to broaden their personal
skills base and horizons. Tichy and Devanna
(1986, p. 32) state that "As a group, our
protagonists (leaders) show an amazing appetite
for continuous self-learning and development."
Garfield (1986) refers 0 an ongoing commitment
to personal growth. Bennis (1989) comments that
lea.dership cannot be taught, but must be learned
and that this learning is again an ongoing
process in which the leader plays a totallS
active role. Kanter (1989) stresses the role of
learning in the development of the peoFle who
-ill run the post-entrepreneurial 0rganisation -
people who will see their primary security in
being employable rather than employed - this
again continuing learningpresupposes
development.

SKILLS LEVEL

Boyatzis (1982, p. 33) defines a skill as "the
ability to demonstrate a system and sequence of
behavior that functionalJv related toare
attaining a performance goal". Skills may be
seen as the result of the interaction of many of
the underlying levels of competency. Skills are
the overt manifestation in behavioural terms of
competencies at lower levels.

..

and

,/
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There are two major, relevant clusters at this
level.

INTERPERSONAL SKILLS

Leaders need the ability to create networks
across various defined boundaries

Kanter (1989, p. 90)

1·· .'
\

formally
within the organisation.
quotes Chester Barnard in recognising that "The
leader's task ....is to develop a network of
cooperative relationships among all the people,
groups, and organizations that have something to
contribute to an econom ic enterprise. " This
allows to informp+ion and also the

I
t

~

I
t
l:

I,

"

access
opportunity :or cross-functional .ommunication
and influencing.

Systems thinking (Senge, 1990j Isenberg, 1984)
considers social networks to be of the utmost
importance in across formal

/

cutting
organisational boundaries
interrelationships rather

and
than

focusing on
on isolated

Effectiveelements
networking

organisation.of the
credibility, goodrequires

relationship building and interpersonal capacity
and integrity (Kotter, 1988). In addition, the
creation of meaning through communication is one
of the key strategies which leaders employ in
the process of leading the organisa.tion (Bennis
and Nanus, 1985), The business of the new
organisation requires a network of information
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and kriowi.e dg e (Drucker, 1988). Communication is
essential. This general skill of communication
includes negotiating (Karrt ei- , 1987; Mintzberg,
1975) and influencing skills (Bennis, 1989;

Bennis and Nanu s , 1986) as well as coaching,
mentoring and listening skills (Senge, 1990;

Beck, 1989).

COGNITIVE SKILLS

Cognitive skills include analytical ability, t.he
ability to deal with ambiguity, innovation and
creativity.

Analytical ability is the ability to think
logically and conceptualise. Analytical ability
also requires the collection and analysis of
relevant information. The diagncsti0 use of
concepts is characterised by pattern
identification and recognition in large amounts
of information. This is done by applying a
concept the situation for interpretiveto
purposes. Conceptualisation on the other hand
is a more advanced skill in which the concept to
organise or describe patterns and structures is
developed (Boyatzis, 1982). This is obviously
somawhat different from simply applying an
existing concept to a situation.

\
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Isenberg (1984) refers to the ability to
synthesise isolated items of information into a
cohesive whole leading to the so-called "aha!"
experience. He also relates this to the aspect
of tolerating ambiguity as a means to clearer
thinking and conceptualisation. Garfield (1986,
p , 209) points to "mental agility" which he
defines as "an ability to see a situation from
more than one perspective at a time". 'I'hi.aalso
relates to ::nentalflexibility and adaptability -
prerequisites for innovation and change. Kelly
(1986) found that twelve of her group of chief
executives mentioned analytical ability as a key
factor in their succesS.

3.5 SPECIALISED KNOWLEDGE

A broad, multi-disciplinary cross-functional
base of knowledge is considered to be essential
by a number of authors (Kanter, 1989; Kotter,
1990; Kelly, 1986; Boyatzis,1982). A narrow
focus is generally not seen as constructive. As
was pointed out earlier, this leads to a paradox
in which the leader is required to have general,
broad knowledge on the one hand, but is also
required to have certain highly specialised and
specific skills on the other (T:i.n.hyand Devanna,
1986).

I
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4. SPECIFIC
INVESTIGATION

COMPETENCIES SELECTED FOR

The following competencies
the total set reviewed
investigation in this study

were selected from
above for in-dep~h

Moti ve/'l'rait level:
Achievement Motivation
Internal Locus of Control

Skill level:
Interpersonal skills
Cognitive skills

The particular competencies were selected in the
first instance for measurability in
environment under investigation. In addition, a
series
people
whi_;h

of open interviews was held with senior
in the organisation in which the aspects
they viewed as relevant in achieving

senior positions were discussed. In the case of
Achievement Motivation, Cognitive skills and
Interpersonal skills there was general consensus
about the relevance and importance of the

\
fI .

the

/
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competencies. However, in the case of Inter~al I
I

I·
t

Loc ur, of Control, an observation which was
fr~guently made in response to the question:
"How did you arrive at the current position
which you occupy" was: . '

"The Bank told me to go to ...., then they
said I should go to .•.• and then I was

~ .
I
I'
I
f

t.
{., v .

appcLrrt ed as ....'",

This would seem to indicate some feelings of
helplessness and powerless in terms of career
decisions which had been made in the past - an
aspect which would appear to be in direct
contradiction with the proposition that people
who are leaders perceive themselves as having an
Internal Locus of Control. Consequently, this
competency was seen as being of paramount
importance in the study , given the relevance in
the literature and the apparent irrelevance of
the competency in the environment of the bank.

8ELEc'rEDCOMPETENCIES AT THE MOTIVE/'f'RAITLEVEL
I

~
1

Achievement Motivation and Internal Locus of
Control were selected at this level. Each of
these
deta.il.

will be considered in moreconcepts
The aspects considered will include the

definition of the concept, the measurement of
the concept, prior research done on the concept
and the identification of potentially

I. 71 •

troublesome areas.

;" , ',;J"
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5.1 ACHIEVEMENT MOTIVATION

5.1.1 DEFINITION OF ACHIEVEMENT MOTIVATION

The concept of need to achieve in its formal
form, can be traced back to the work of Murray
(1938) on personality theory and motivation in
general. Murray defined the motive to achieve
as the drive:

liTo accomplish something difficult. To
master, manipulate, or organize physical
objects, human beings or ideas. To do this
as rapidly and independently as possible.
To overcome obstacles and obtain a high
standard. To excell oneself. To rival and
surpass others. To increase self-regard by
the successful exercise of talent." (in
Naddi, 1976, p. 287).

Maddi (1976, p. 362) reduces this to an
operational definition of "Competition with a
standard of excellence". He also points out
that this construct embodies both approach and
avoidance aspects with the approach side looking
at the need for success and the avoidance side
at the failure. This last aspect hasfear of
also documented by other researchersbeen
(Horner, 1972; Yamauchi and Doi, 1977).

"

( ,
,'f ,;

,. ,,'

\:
I

'// .
. :,' ·",.:l' ,!

·.~'~.t

-~:



influenced the precise definition.

- 54 -

Erwee and Pottas (1982, p. 85) propose a fu~ther
simplified definition of the construct as
"striving for especially difficult and
challenging goals supported by high personal
standards of excellence." Boyatzis (1982, p.
62) defines it as "images of performing against
a standard of excellence or accomplishing
somp.thinguniquely".

The elements which are common to all the above
definitions are:

Some notion of a standard of excellence
which is not necessarily set externally -
ie some notion of internalised stand~'~s of
excellence;

Competition with others;

The need to surpass yourself,

Striving for a high level of difficulty or
challenge with the associated need to
persist or persevere in the face of
opposition.

Erwee and pottas (1982) in reviewing ~esearch on
the construc:t, point to the confusion which has
surrounded the definition. In particular, the
theoretical base, the methodology used and the

used in particular studies havesubjects

J

AWM iii I ..
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. '

The various facets of the definitions highlight
the mUlti-dimensionality of the construct.
Previous studies have elicited a number of
different factors in the concept. These are

and Pottasreviewed extensivelY Erweeby
(1982). The factors which have been found

~ .
I'
I

f'

include the following:

Personal vs social need t.o ach Leve (Bendig,
1964)

Need to do well at a task vs Need to be a
success (Costello, 1967)

Self-determination
(Malan, 1978)

vs Action orientation

Independence, Choice of achievement related
activity, Feelings related to success and
failure, for moderate rather ", .L /:.<':' ....

~. ._...._,,_.,. ---.
I -., """--
/ ' .

Preference
than high or low risk situations,
preference for activity involving
competition and skill vs co-operation and
chance and Choice of or persistence at
demanding tasks. (Mehrabian, 1968)

Need achievement with regard to a futUre
time perspective, facilitating anxiety and
debilitating anxiety (Modic, 1977)

Hope of
preference

of failure,
intellectual 'II'

success, Fear
for success
p r e fe r-e.no e

at
fortasks and achievement

orientated situations (Latta, 1978).
"

z
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Work ethic, Acquisitiveness for money,
dominance, mastery, pursuiL of excellenc~,
competitiveness and status aspiration
(Cassidy and Lynn, 1989)

Autonomous social achievementvs
(Strumpfer, 1975).

Pottas, Erwee, Boshoff and Lessing (1980) in the
development of the Achievement Motivation
Questionnaire, found the following factors:

Goal-directedness c:msisting
Persistence, Awareness of Time and Action
Orientationj

Personal Excellence consisting
Aspiration Level and Personal Causation.

The current study
Erwee

applied the definition
proposed by Pottas (1982) and
investigated the factors defined by Pottas,
Erwee, Boshoff and Lessing (1980).

ACHIEVEMENT MOTIVATION AND LEADERSHIP

Achievement Motivation has been shown to have
relevance
reviewed.

for leadership in the studies

managers
Boyatzis (1982) found that superior

had significantly higher levels of
Achievement Motivation than a~erage managers.
McClelland (1961) focused on this need in the
make-up of individuals who succeed.

\
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A number of instrument.s have been developed for
the measurement of Achievement Motivation. As
was pointed out earlier, the definition of the
construct is closely related to the measurement
methodology which is applied. This implies that
consistency should be maintained between the
definition of Achievement Motivation and the
method '.)ywhich it is measured.

- 57 -

s .1.3 MEASUREMENT OF ACHIEVEMENT MOTIVATION

In essence, the methods used can be divided into
three categories:

of these uses projective
such as the Thematic

Test (TAT, Murray, 1938) or
version of the TAT developed

The first
techni~ues
Apperception
the shortened
by McBer and Company, known as the Pictu~e
Story Exercise (Boyatzis, 1982). Both of
these tests measure Achievement Motivation
at the fantasy level (Maddi, 1976) and
require both registered test users and
interpreters in their application.
are therefore not necessarily prac.tical for
application
geographically
environment.

in generaliseda

decentralised commercial

They

and

..; .
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I.

At the second level, tests such as the

..

Cattell Sixteen Personality Factor
usedQuestionnaire

(Spangenberg,
(16PF)

1990).
becan

Once again, the test
has to be administered by a registered test
user under the supervision 0f ~ registered
psychologist. The practicality of this
method of testing in the environment under
scrutiny is questionable.

The final group of tests consists of
self-report inventories which are simple to
use and interpret and can be applied with
relative ease. The Achievement Motivation
Questionnaire (AMQ) developed by Pottas,
Erwee, Boshoff and Lessing (1980) is one
such instrument and was used in the current
study.
given

Further details of the test are
in the section dealing with

meth"";dolog~Tin Chapter Three.

Ii~TERNALLOCUS OF CONTROL

DEFINITION OF THE CONSTRUCT

A number of definitions are presented here with
a view t.o extracting consistent elements from
the definitions:

..... ~~h
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is in contre-l of his fate,"
quoted in Boyatzis, 1969, p. 66).

(DeChal.'ms,1969

,,' to which the individual perceives that the
reward follows from, or is contingent upon, his
own behavior or attributes versus the de ,'ree to
which he feels the r ewar-d is controlled by
forces outside of himself and may -Jccur

- 59 -

The construct was originally postulated by
Rotter (1966, p. 1). He defined the extent to
which a person can be conceived of as being
internally controlled as related to "the degree

independently of his own actions."

Boyatzis (1982, p. 71) refers to this as "a
sense of efficacy" and relates the concept to
that of "origins and pawns" coined by DeCharms
(1969). An origin t~lieves that he is "the
director of his life. He feels that what he is
doing is the result of his own free choice .•"
while tl pawn" feels that someone, or something,

DeCharms (in Lefcourt, 1981) expressed concern
about the differentiation of Locus of Control of
reinforcements (as in the Rotter definition)
from locus of causality of behaviour (as in his
own definition of origins and pawns). He proved
that the two aspects are not the same and are in
fact,
raises

in many instances, not correlated. This
some concern with the clarity of

definition of Lccus of Control and may also
relate to the potential multi-dimensionality of
the construct an aspect which will be
discussed further.

"

,/



- 60 -

The key elements in the definitions are:

A sense of reGponsibility for oneself in
terms of both behaviour and the results or
consequences of that behaviour;

Some sense of self-sufficiency or mastery.

A sense of the ability to control events
rather than being subject to random
fluctuations produced by others, fate or
luck;

A number of studies have been direct.edat the
multi-dimensionality of the construct. The
major factors which define some of the common
elements of the construct are:

Belief in luck vs belief in personal
control or predictability (Collins, 1974;
Greenberger and Strasser, 1986j Erwee and
Pottas, 1982; Mirels, 1970);

:
Some form of belief in political control as
against helplessness in the face of
polit.ical events (Erwee am! Pottas, 1982;
Mirels, 1970: Collins, 1974)

Control over social
and Pottas, 1982).

relationships (Erwee

'11/
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The four factors found
(1982) namely Political

by Erwee and Pottas
Control, Control over

Social relationships, Personal Control and
Belief in Luck, were used ~n the current study.
The factors are particularly relevant in the
environment under consideration if the
statements of apparent helplessness which were
quoted earlier are considered.

LOCUS OF CONTROL AND LEADERSHIP

Over
nature

and
of

above the qualitative studies on the
the ~onstruct, th~re have been a
studies which have investigated the

between Locus of Control and
number of
relationship
various facets of organisational and managerial
fUnctioning. In addition, there have also been
a number of studies which have looked at success
behaviour and Locus of Control.

In the area of coping with stress and handling
rapid change, studies by Anderson (1977) and
Anderson, Hellriegel and Slocum (1977) have
shown that internally controlled individuals
adapt more readily to stress, respond in terms
of task oriented behaviour and are bette~ able
to deal with rapid change, Dailey, Ickinger
and Coote (1986) in investigating the
relationship between Type A behavtour (the
behaviour exhibited by individuals who are prone
to heart-attacks), Locus of Control and
adaptation did not, however, achieve unambiguous
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results in the relationship between Locus of
Control and adaptation to and tolerance of
stress. Parkes (1984), however, also confirmed
the greater ability of individuals with an
internal Locus of Control to cope with stress.

Miller, Kets de Vries and Toulose (1982)
researched the relationship between Locus of
Control and the quality of strategy-making by
executives. It WaS established that internally

individuals (internals) are morecontrolled
likely to be innovative and to capitalise on
opportuniti~s ie indulge in mora risky and
proactive strategies. Externally controlled
individuals (externals), on the other hand,
tended to be risk averse, consarvative and
reactionary. The new organisation with the
demands for change, innovation and adaptation to
the environmental chaos it faces (Peters, 1987),
will require people who behave more like the
internals described by Miller et al (1982).

In the
Hjelle

interpersonal sphere, Goodstadt and
(1973) determined that internals are more

likely to rely on personal persuasive power
whereaS externals are inclined to use coercive
power to achieve results. This again relates to
~he communication and negotiation skills needed
for the
Hitchell,

new age leaders. In a similar Vein,
Smyser and Weed(1975} established that

internals are mare likely to be in managerial
positions than externals and that they are also
more comfortable with a participative style of
management.

.\
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Greater job involvement and commitment have also
been found in internals than in externals
(Runyon, 1973).

A cautionary note is sounded in research by
Bazerman (1982). He firstly differentiates
between control over activities and control over
outcomes and then hypothesizes that actual

dependent on the congruenceperformance is
between the degree to which the organisation
imposes control and the individual's capacity to
use control. This issue of organisational "fit"
is highly relevant in the current study as it
was conduoted in one organisation only. This
means that any findings are specific to one
organisation and, as has been pointed out
earlier, may not be generalisable to others.

A further anumalous finding which should be
noted is that of Boyatzis (1982,. Locus of
Control waS defined operationally at the trait
level as the self-definition score on the
Picture Story Exercise. Locus of Control was
found to be significantly related to managerial
performance, but in a curvilinear manner. It
was found that both superior and poor managers
had significantly higher scores than average
managers. Boyatzis (1982) interprets this as
meaning that although an individual perceives
themselves as being internally controlled,

\
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actions initiated by the individual are not
nec~ssarily appropriate. This would indicate
that Locus of Control is a necessary but not
sufficient competency
competencies such as

for a manager. Other
those on the Cognitive

skill level are required to ensure that the
behaviour
appropriate
testing.

actually
and has
Boyatzis

exhibited overtly, is
undergone some reality
(1982) also considers the

possibility that managers with an Internal Locus
of Control might tend to "buck the system!!which
could lead to poor ratings from their

:

A number of possible measurement methods are
available. Self-report inventories abound and
dominate in the experimental work which has been
done.

superiors. This may again be ineffective and
lead to poor results.

This latter finding will also be revisited in
the interpretation of the results of the present
study as ratings by superiors were used both as
the criterion for separating individuals with
potential from those without potential and also
as a measure of the Interpersonal and Cognitive
skills displayed by the subjects.

5.2.3 MEASUREMENT OF LOCUS OF CONTROL

. ,
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The most commonly used measurement instrument
has been the questionnaire originally developed
by Rotter (1966). There havr been a number of
concerns about the measurement of Locus of
Control by this meaHS.
issues such as:

They have centred on

High correlation of scnles used with
various measures of social desirability;

Low item-total score correlations;

The multi-dimensionality of the construct;

The forced-choice format of the original
scale;

The inclusion of items
scale which serve as
not relevant to the
measured at all;

in the original
distractors and are

ccn sta-uot being

Heterogeneity
environment.

of the external control

These concerns have led to the development of a
number of other scales which measure either the

certainoverall construct aspects ofor
construct
Strickland,

(Duttweiler, 1984; Nowicki and
1973; Clifford, 1976; Lefcourt, Von

•,
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Bayer, Ware and Cox, 1979). There does,
however, not appear to be any conclusive
evidence of the superiority of these scales ever
the original (Erwee and Pottas, 1982).
Consequently, the original scale and the factors
identified by Erwee and Pottas (1982) were used
for the current investigation.

5.3 THE RELATIONSHIP BETWEEN ACHIEVEMENT MOTIVATION
AND LOCUS OF CONTROL

The relationship between Locus of Control and
Ach i.evemont,

number of
prompted by
si.miLai-L ties

Motivation has been the s11bjectof a
investigations. This has been
the fact that there are definite
in some of the sub-factors of the

two cons,tructs. So, for exampLe I Personal
Causation defined by Pottas et al (1980) as a
sub-factor of Achievement Motivation and
Personal Control which Erwee and Pottas (1982)
found as a sub-factor of the Rotter (1966,
scale, would appear to be similar.

Rotter (1966, p. 3) postulated a relationship
between the two constructs on the basis that
work done on Achievement Motivation prior to his
study had indicated that "people who are high on
the need for achievement, in all probability,
have some belief in their own ability or skill
to determine the outcome of their efforts". It
was not, however, necessarily seen as a linear
relationship.

:..:... ,~
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Erwee and Pottas (1.982)point out that a number
of studies have confirmed the overall
relationship. They also review studies which
have looked at some of the sub-factors in each
of the constructs and found some relationships.
Their own study focused specifically on the
relationship between the two constructs in a
population of South African managers. They
concluded that although the two constructs are
related, they should nonetheless be considered
as separate psychological constructs. This is

, .

particularly when the lower levelI:1.pparent
dimensions are examined.

The possible relationship was eXplored further
in the current study and details of this are
reported in Chapter Four.

6. COMPETENCIES AT THE SKILL IJEVEL

The competencies at the skill level which are
manifest in behaviour, were also considered for
further inclusion in the study. It was decided
that clusters of skills in the Interpersonal and
Cognitive spheres would be included as both
these clusters have been given prominence by
previous studies of leaders.
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6.1 THE DEFINITION OF INTERPERSONAL AND COGNITIVE
SKILLS

The definition of these skills was explored
relatively fully in the section dealing with the
competencies expected in leaders. It should be
noted that these skills can be assessed to a
large extent in terms of the assessment of the
behaviours which would be expectad in the
relevant con~ext.

Interpersonal skills are considered to include
negotiating
communication,
development of
and empowering

skills, team effectiveness,
interpersonal awareness, the
people, allowing

people, giving
participation
direction to

others and having a well-defined personal
presence.

Cognitive skills,
of analytical

on the other hand are made up
ability, conceptualisation,

innovation and initiative, flexibility, systems
thinking and the ability to s.ee the broad
picture.

6.2 THE MEASUREMENT OF INTERPERSONAL AND COGNITIVE
SKILLS

There are a number of instruments available for
the of two categories ofassessment the
competencies. So, for example, the FIRO-B test

;
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could be used at the motive level tc assess

\

interpersonal competency. Cognitive capacity
could be assessed with the use of the Mental
Alertness test (Spangenberg, 1990).

In this instance, however, as these competencies
were seen as essentially skill based, they were
assessed on the behavioural level by means of a
performance appraisal Thisinstrument.
necessitated a review of the literature about
performance appraisal.

6.3 PERFORt-fANCEAPPRAISAL

6.3.1 BROAD OVERVIEW OF THE PRINCIPLES AND CONCEPTS OF
PERFORMANCE APPRAISAL

Performance appraisal generally refers to the
assessment of a subordinate's performance in a

particular position by his formal superior in
the organisational hierarchy. Landy and Farr
(1980, p. 74) point out that this type of
assessment can be seen as "a retrospective
synthesis by one individual of the efforts or
performance of another" and that it therefore
deals with a whole congl~meration of activities
rather than with any individual ekills or
activity.
extremely

appraisal can bePerformance
determining levels ofinuseful

.'

competence or skill in people where the aspect 'II •

,
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which is being assessed can be observed in a
number of different behavioural manifestations.
This is cluster ofthe with thecase
interpersonal and cognitive skills identified
above.

Boyatzis (1982) performanceused various
measures as the criterion measure in his study
of managers. The level of pe~formance of the
managers was used to distinguish good performers
from poor ones. The actual measures used
consisted of work Qutpu' measures, supervisory
nominations and supervisory ratings. The use of

{;

performance
measurement
approach.

this type ofappraisal for
therefore an unusualis not

THE PERFORMANCE APPRAISAL PROCESS

The performance appraisal process is generally
considered to be beset by a large number of
problems. These proolems relate to issues of
the accuracy, validity and reliability of the
measurements obtained. A review of the
literature quickly demonstrates the potential
areas of difficulty.

()..
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Resistance of the superior to the formalised
process of appraisal is often the overriding
problem (McGregor, 1987). Superiors dislike
confronting their subordinates, may lack the
skL.l to han- the required counselling and
often distrust the validity of the appraisal

major problem which McGregorinstrnment. The
(1987) identifies,
manager should
subordinates.

is the requirement tha~ the
~play God" over his

The solution proposed is a more
interactive process in which the subo"t'dinatecan
playa proactive role.

A review by Landy and Farr (1980) of research
done, indicates that position characteristics,
organisation characteristics, purpose of rating,
rater and ratee charact~ristics, rating scale,
rating instrument and the rating process have
all been addressed as potential influences on
the validity and reliabi'~ty of performance
ratings obtained via perforn,,;,uceappraisal.

Figure 4 illustrates the components of the
process of performance appraisal and will be
used to organise t.I,e aspects which have been
researched. Each of the components of the model
are discussed separately.

\ ..
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F.IGURE 4: PROCESS MODEL OF PERFORMANCE RATING

LANDY, F.J. ~nd PARR, J.L. (1980). Performance
Rating.
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107.
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::_) Purpose of rating .-::1-

The purpose of the rating has an effect on
the extent to which ratings ~re more or
less lenient. Landy and Farr (1980) point
out that which are used forratings
administrative applications such as salary
increases or promotion decisions, tend to
be more lenient than those which are
obtained for research applications.
McIntyre, Smith and Hassett (1984)
investiga.ted the relationship and found
that although there is an effect, it is
slight. Personal experience by the author
in a number of South African organisations
has shown empirically that there is a
definite tendency towards greater leniency
in rating when the purpose is for salary
increases. If the assessment is done for
the purpose of highlighting strengths adn
areas for development in the individual,
ratings tend to be more severe and also
have less evidence of halo effect.

ii) position and organisation characteristics

I~ •,

It appears that the difficulty level of the
job performed by an individual has a slight
positive correlation with the magnitude of
the positive rating given (Landy and Farr,
1980). Again, empirical experience by the
author in a large range of South African

tr
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organisations
hierarchical

been thethathas
level of positions has a

definite effect on the ratings, with
ratings of staff at high~r levels in the
hierarchy
implicit
pattern

being increasingly lenient. The
thisassumption reflected by

of ratings appears to be that
senior people would not have reached their
current if they were not goodstatus
performers in any event. The relevant
aspect which is lost from sigh~ in this
case, is the fact that the expectations set
for the individual should also increase.

Characteristics of the Rater

Landy and Farr (1980) highlight a number of
general f aret.st

Higher ratings are generally given to
ratees of the same race as the rater;

There are some indications that rater
age may be inversely correlated with
leniency;

Psychological attributes of the rater

"',

..
such cognitive complexity and

also found to
as

self-confidence were
have an effect on bias patterns in
ratings;

1
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Experience in rating was found to have
two effects - more experienced raters
tend to give more reliable ratings but
also appeared to be more lenient;

The rater's own performance level also
appears to have some effect on the
ratings given in that better
performers tended to rate more
accurately;

The extent of the rater's knowledge of
both the ratee and the job contribute
significantly to accuracy of rating.

Research by Borman (1979) seem~d to suggest
that accurate raters are dependable,
stable, empathic, tolerant individuals.

The ke~ point about this research is,
however, the fact that
deal of variability

there is a great
introduced into

performance ratings as a consequence of
rater response sets. These response sets
predispose individual raters to leniency,
severity, central tendency or halo effect
in their ratings.
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Landy and Farr (1980) note that sex role

iv) Ratee characteristics

v)

interaction
significant.
favourable

with occupational type appears
Males tend to receive more

ratings than females in
traditionally male occupations.
Reassuringly though, rater performance does
tend to have the strongest influence on
actual ratings.

Rating instrument and scale development

Landy and Farr (1980) point out that there
does not
advantage

appear to be any particular
to using one type of rating scale

over any other (eg graphic scales,
behaviourally anchored scales, numeric
scales). They also
should probably not

point out that there
be more than nine

possible response categories and that clear
dimensional definitions would also be
desirable.

Siegel and Lane (1987), in looking at
litigation cases on performance appraisal
in the USA, cite a number of aspects in
which performance appraisals have been seen
to be lacking. These include appraisals
developed without the benefit of prior task
analysis which raise the question of

.
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andrelevance trait appraisalcontent
rather
oriented

specificallythan behaviourally
appraisals. They therefore

suggest that these should be some of the
criteria to be used in the development of
effective appraisal instruments.

vi) The rating process

Landy and Farr (1980) state that training
has generally been found to be effective in
reducing rater errors. There is no real
evidence of the effect of such training on

validitythe of the ratings although
aspects such as ~est-retest reliability
increase somewhat.

Siegel and Lane (1987) also refer to the
relevance and impor·tanceof :t'atertraining
in the process of achieving more accurate
ratings. McIntyre, Smith and Hassett
(1984) also report positive findings on the
effects of rater training, However, they
stress the need for frame of reference
training in which the actual context of the
appraisal rating is discussed as well as
pure rater error training. The former is
found to be more influential in determining
the actual accuracy of the ratings. Borman
(1979) on the other hand determined that
training significantly reduced Halo effect
in ratings, but did not increase accuracy.

I
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There is also some evidence that ratees
assessed earlier on tend to be assessed
more reliably than those done later in the
process.

1

I
I

In conclusion, then, the literature appears to
confirm that the performance appraisal rating is
fraught with a number of potential traps in each
of the elements of the process. The instrument
which was used for this study will be reviewed
in detail in Chapter Three to establish the way
in which the specific problems iden·tifiedabove
are dealt with.

7. SUMMARY

The survey of the literature points to the

leadership
of a number of

at all the
competencies
levels of

for
the

relevance

orga.nisation.
for vision,
self-knowledge

It especially emphasises the need
congruent values, realistic

and self-confidence a.ndthe need
to one's own person, the need to excell and be
extended, team work, communication, networking
and a strong base of cognitive skills. The
specific areas selected for further study are
Achievement Motivation, Internal Locus of
Control and Cognitive and Interpersonal skills.
These competencies have been stu::1led r I 'If'quantitatively i:n some of the studies reviewed.
However, no pr-e dLc t.Lve model combining some of
these aspects has been found in the review of

'"', 1" ~\ ".' ; _. _ ...
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the literature. The measurement of the selected
competencies been reviewed and thehas
potential difficul ties pointed out. These
difficulties will be addressed in Chapters Three
and Four when the methodology and the results
obtained are discussed.

I'
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CHAPTER 3

RESEARCH DESIGN AND METHODOLOGY

The propositions stated in Chapter One are
repeated here and restated in the form of
testable hypotheses where this is relevant. The
rationale for the choice of the hypotheses is
given in terms of both the literature review and
the actual context of the organisation within
which the study was conducted. The research
design is detailed and the methodology used for
the testing of each of the hypotheses is given.

1. THE PROPOSITIONS

1.1 STATEMENT OF THE PROPOSITIONS

Four propositions were stated to be tested in
this study. The propositions are as follows:

Proposition 1: Individuals with potential for
further advancement will perceive themselves as
having an internal Locus of Control.

,_,,, ..~.;, \~.
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Proposition 2: Individuals with potential for
f'ur-t.he r- advancement are higher in Achievement
Motivation than their peers.

Proposition 3: Measures of specific effective
behaviours required for competence in Cognitive
and Interpersonal Skills can differentiate
'urther between individuals with potential and
those without.

Proposition 4: It is possible to differentiate
between individuals with potential and those
without on the basis of a predictive model which
includes Locus of Control, Achievement
Motivation and performance levels as measured by
performance appraisal scores for cognitive and
interpersonal skills.

1.2 CHOICE OF PROPOSITIONS

The choice of the propositions and the variables
to be measured was based on the survey of the
literature. The variables detailed above were
found to be significantly related to leadership
behaviour. it was found inIn addition,
discussion with var~ous individuals in the bankJ

that achievement motivation, cognitive skills
and interpersonal skills were considered to be
important. Locus of control on the other hand
appeared to be irrelevant.

I
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As this latter point conflicted with work which
had been done previously, it was thought to be
of particular relevance in the current
investigation. It ~s also of particular
importance as the bank is undergoing a culture
change which will lead to the flattening of
structures and the devolution of decision-making
authority to lower levels in some instances.
This will depend very much on people being able
to function independently in their own frames of
reference.

A further issue in the choice of the specific
variables to be considered was that of
measurability. As was discussed in Chapter Two,
measures which are easy to obtain are available
for Locus of Control, Achievement Motivation and
Cognitive and Interpersonal skills. The
measures are particularly easy to apply to the
population of interest and therefore influenced
the choice of the variables to be investigated
to saine extent.

Lastly, it was considered that it would be
useful to attempt to generate a predictive model
for potential. The organisation would benefit
considerably from the availability of such a
model for use in the selection of high potential
candidates. The model would not be consider&d
to be the final selection tool in succession
planning, but could be useful as a short-listing
technique. If the model were to be applied at a
later stage, the variables which merit inclusion
in the model would therefore be- those for which
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measurements are readily available or for which
measurements could be obtained with relative
ease. The geographically decentralised nature
of tl,e organisation was alsc considered. There
are not necessarily registered and skilled
psychologists available all sites.at
Simplicity in testing was therefore a criterion
for the selection of variables.

In particular, it has beco~e an urgent priority
in the organisation to de tecnu.ne an effective
means of selecting candidates to be put through
the Management Development Centre (Assessment
cp.ntre) as it was found that the previous ways
of selecting yieldedcandidates

attendees.
often

inappropriate As the assessment
centre
releva.nt
useful.

is a very costly instrument, more
and appropriate screening would be

2. THE HYPOTHESES

The propositions stated above were rephrased as
testable hypotheses. This was done to enable
statistical significance testing to be carried
out prove or disprove the propositionsto
stated.
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Hypothesis 1:

There is no significant difference between the
mean scores for Locus of Control for those , ,

individuals with potential for further
d~velopment and those without.

1,\ Control, Control Social Relationships,over
Personal Control and Belief in Luck for
those individuals with potential for

Sub-hypotheses:

individuals potential for further

There are no significant differences
between the mean scores for the sub-factors
of Locus of Control namely Political

further development and those without.

Hypothesis 2:

There is no significant difference between th~
mean scores for Achievement Motivation for those

development and those without.

Sub-hypotheses:

There are no significant differences
betweer the mean scores for the sub-factors
of Achievement Motivation namely Goal

1
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Directedness and its aub-cfact oz-s ,

Persistence, Awareness of Time and Action
Orientation and Personal Excellence with
its sub-factors, Aspiration Level and
Personal Causation for those individuals
with potential and those without.

Hypothesis 3:

There are no significant differences betwe&n the
mean scores as measured by performance appraisal
for the cognitive skills and the interpersonal
skills of those individuals with potential for
further advancement and those without.

Sub-hypotheses:

There is no significant difference between
the mean scor-e for Cogni tive skills of
those individuals with the potential for
further advancement and those without.

There is no signifitant difference between
the mean score for Interpersonal skills of
those individuals with the potential for
further advancement and those without.

"
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effectively between

Hypothesis 4:

The proposition to be tested, related to the
possibility of constructing a predictive model,
based on those elements of Locus of Control,

skills for
Cognitive and

which there are
Achievement
Interpersonal

Motivation,

significant differences between the mean scores
for those individuals with the potential for

without. Thefurther advancement and
model should discriminate

those

the two groups of individuals.

It was decided that an indication of the
effectiveness of the predictive model would be

given by a comparison of the proportions of
people
with

rotually assessed to belong to each group
the proportions predicted to be in ea~h

The proportion of people who are predicted
to have potential by the model will be
identical to the proportion of people who
actually have potential, as assessed by the
panel.

group.

The following hypothesis was therefore stated:

.•
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model was not predicting as effectively as would
be desirable.

3. THE LIMITATIONS OF THE STUDY

lbe stuay has a number of limitations. The
ma.ic r lhlitation is the fact that the study was
conducted in one organisation only. As was
pointed out in Chapter One, Section 5, this is
not seen as a problem as the ,issue of potential
for adv~ncement is essentially culturally bound
and the results of one study would therefore not
npcessarily be generalisable to other
Qrganisations in any event.

A further important limitation is the fact that
the study did not include every competency which
has ever been identified for leaders. This was
discussed extensively above in Section 1.2
above, which referred to the choice of
propositions for further analysis. It should
also be noted that the study Nas not consiq.ered
to be final and definitive in that it will serve
as a pilot for the further investigation of the
competency modelling approach in defining
profiles for individuals required in various
positions in the organisation. In this context,
the restriction of the number of compotencies
included in the study is not s~en as
problematic.

i.
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."

The use of performance ?ppraisal information as
measureoment method for specific competenciel5 was
also raised as a potential problem in Chapter
Two. The specific instrument used and the way
in which potential problems are addressed by the
instrument, are discussed exhaustively in this
chapter.

",

Finally, the subjectivity of the method used for
the assessment of potential could also be
questioned. In this instance, the results
obtained are discussed with this caution very
much in mind. The issue will be discussed
further in Chapter Five.

4. RESEARCH HETHODOLOGY

Commercial Banking division. The levels

4.1 SAHPLING

The bank employs approximately 7 000 people. Of
these, about 600 fall in the managerial
population. This population is in turn divided
between the branch ope r-at.Lo na in the Commercial
Banking Division and

particular
planning
therefore
5 shows

interest
and career management and 'che study waS
restricted to this population. Figure

the basic st.r-uctrur-aL hierarchy Ln the

the rest of the bank.
is Un population of
in terms of succession

Branch management

t
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intention
potential
Management.

was to predict the advancement

those without this potential. The population
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selected for study in this hierarchy were those
of Area manager and Branch manager. No staff
below these levels were considered as the

. '
of managerial staff into r .eral

The entire population at this level
was considered to be the target population.
This meant that the total sample size was 138
area and branch managers.

The population was considered to consist of two
categories those with the potential for
further advancement in the organisation and

was classified into the two relevant categories
as detailed below in Section 4.2.3.

Each subject was assessed in terms o~ the
following variables of interest:

The. degree of externality in Locus of
Control;

The strength of each of the sub-factors of
Locus of Control;

Tbe strength of Achievement Motivation;

The ~eaSure of each of the sub-factors of
interest in Achievement Motivation.

Performance level in respect of Cognitive
skills as obtained from the performance
appraisals;



4.2

4.2.1
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Performance
Interpersonal

level
skills

in respect of
as obtained from the

performance appraisals;

Selected biographical variables such as
age, length of service with the
organisation,
position as
level.

tenure in a management
well as details of educational

The
for

information collected
further ana.Lvsis and

served as the basis
the testing of the

relevant hypotheses.

MEASUREMENT OF THE TEST VARIABLES

QUESTIONNAIRE MEASURES

A set of questionnaires was sent out;to each
person in the sample.

The set was sent out under cover of two letters
(Appendix 1). The first of these, under cover
of the Wits Business School, sanctioned the
research and the second was a personal letter
from the author who is known to all the
subjects.

The set of questionnaires consisted of the
following (Appendix 2):

ma
/
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A basic biographical questionnaire;

The Internal-External Locus of Control
(I-E) questionnaire (Rotter, 1966);

The Achievement Motivation Questionnaire
(AMQ) (Pottas et aI, 1980).

4.2.1.1 THE BIOGRAPHICAL QUESTIONNAIRE

The objective
collect certain
the subjects,

of the questionnaire was to
basic information about each of
Although a reasonable amount of

the information required is available from the
organisation's salary system, the work required
to extract the information in a usable form was
considered to be too time-consuming and the
questionnaire was consequently used. In
addition, a great deal of the information
contained in the organisational database is of
dubious accuracy in terms of biographical
variables. The questionnaire was simple to
complete and the information was collected with
the purpose of controlling for the influence of
any biographical aspects. In particular, the
influence of age and tenure were of interest.

4.2.1.2 THE I-E QUESTIONNAIRE

The I-E questionnaire was used. for the
of the extent to which the subjectsmeasurement

perceived
controlled.
Rotter(1966)

themselves
The

as being externally
format developed by

was used precisely as it stands.

>.

_.:......



, .~.

- 93 -

The reasoning for this was that it would allow
db ,t comparison with the Erwee
Pottas(1982) study in whLch the instrument was
used and in which the sub-factors of interest
were identified.

The test is a self-report inventory consisting
of twenty-nine forced choice questions in whict
the subject is asked to choose one of two
alternatives. One of the alternatives relates
to a perception of external control and the
other to internal control. Six of the questions
are fillers. It was applied by asking subjects
to circle an A or a B on the questionnaire
itself.,depending on their choice .

The potential problem issues surrounding the use
of the test have been detailed in Chapter Two.
It was, however, as explained earlier, decided
that as there is no totally conclusive evidence
that any other tests are more tr.ouble-free,the
I-E test would be used.

The total score is made up of the number of
externally

individual.
oriented choices bymade

The maximum attainable score is
the

therefore twenty-three. The high~r the score,
therefore, the greater the degree to which the
individual perceives himself to be externally
controlled. 11
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The psychometric properties of the scale are
detailed by Rotter (1966) and indicate t .ia+ the
scale can be applied usefully in terms of a" 'c::t
such as the internal consistency of the sca#e
and the test-retest reliability.

The classification of the items in terms of the
sub-factors determined by Erwee and Pottas
(1982) g i.v. , in 3. Th":'sis Appendix
cla,sification used as ~he hasis forWEtS

developing
be seen,
have wars

scores for the sub-factors. As can
items 3 (One of the major reasons we
is because people don't take enough

interest in politics), 6 (Without the right
breaks one cannot be an effective leader) and 29
(Most of the time I cannot understand why

the way tr.eydo) were not
the factor scores as the

low. This means that the

politicians behave
included in any of
loadings were too
overall score in this instance is a maximum "
twenty only if all the sub-factors are combined.

It should be noted that the scores obtained for
the I-E scale are, ~n effect, ordinal measures.
However, as the test has been well validated and.'
used xtensively by a number of researchers who
have treated the scores successfully as interval
data, this practice is also followed in the
current study.

.'., ..
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A basic LOTUS 1-2-3 programme was developed in
which the answers given to the various items
could be entered and the questionnaire could be
automatically scored, both in terms of total
score and in terms of the sub-factor scores.

4.2.1.3 THE ACHIEVEMENT MOTIVATION QUESTIONNAIRE(AMQ)

The Achievement Motivation Questionnaire
developed by Boshoff et al (1980) was used to
measure the level of Achievement ~otivation of
the subj ect s, The questionnaire was chosen for
its ease of administration, but also because it
again allowed direct comparison with the Erwee
and Pottas (1982) study.

The AMQ is a self-report inventory. It consists
of eighty-fou. forced choice questions in which
the individual is asked to choose one of two
alternatives. One of each pair of alternatives
demonstrates achievement motivated behaviour
whereas the other indicates the opposite. In
this case it was again administered by asking
respondents tc circle either an A or a B for the
appropriate alternative on the questionnaire.

The sub-factors which were determined originally
in the development of the test (Pottas ....t al,
1980) are scored individually through the
~ nbination of specified sets of items as
indicated in Appendix 4. The intermediate
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factor scores are determined through the
summation of the releva~t sub-factor scores.

The scores obtained for the AMQ factors are
ordinal measures as well. This test has also
been used fairly extensively by the original
developers and others and the scores have
therefore again been treated as interv~l data in
the current study.

A LOTUS 1-2-3 programme was again developed into
which the answers could be entered and which
then automatioally produced the test scores for

well as the overallsub-factorsthe as
Achievement Motivation score.

Norms on the test are available in the form of
normalised stanines. There are norms available
for a number of sub-groups. The group of most
interest in the present study are White Male
South African Managers which consisted of a
a a.mpLe of 240 managers (Pottas et aI, 1980).
Data on the psychometric properties of the test
given by the developers indicate that the test
has val:i.dityand reliability.

4.2.2 PERFORMANCE APPRAISAL

The measurement. of the cognitive
Interpersonal skills was done by the use of
performance appraisal scores from the normal

• t
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annual performance appraisal exercise in the
bank. This appraisal is done using the
MENTOR-3 system and questionnaires which hav~
been designed specifically for branch management
(Appendix 5). The MENTOR-3 system is used by a
large num~er of organisations in South Africa,
England and Israel, including two other major
financial institutions in South Africa. The
system is therefore well tried and tested and
has been shown empirically to have good
reliability and validity.

The appraisal scores were retrieved from the
computerised information system for each of the
individual subjects for whom the information was
available. In bqo cases, the individuals had
been promoted to branch management after the
most recent performance appraisal exercise.
This meant that they had been assessed on a
diff )rent questionnaire and that the info:rmatit:llQ.
was not compatible \1ith that for thEI othe:t'
managers, They were therefore excluded from any
of the analyses which required th!;3performancle
appraisal information,

:
The sC'oresfor the competenciet3of interest were
made up of composite dimensions. Cognitive
ukills consist of the dimensions of
Initiative/Flexibil~ty a~d Problem analysis
whereas Interpersonal skills are made up of the
dimensions of Communication/Interaction and
Leading. The items which define each ot these
skills are given separrtely in Appendices 6 and
7. The selection of the relevant dimen&ions for

•"""'''' ..w. : '.~ .. '
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, ,

inclusion in the analysis was done on the basis
of the
clusters

Interpersonal and Cognitive 3kill
identified in the review of the

literature in Ch~pter Two.

4.2.2.1 OVERVIEW OF THE BANK'S PERFORMANCE APPRAISAL
SYSTEM

The bank has made use of a computerised
performance appraisal system since 1985. The
system relies on a questionnaire which is
completed for each individual by his immediate

which is
for later

completed
discussion

by
with

the
the

"

superior.
questionnaire
subo r-d i.na t a

appraisor.

There is also a self-assessment

As this was not used in the cur-z-en+
study, the issue of self-assessment will not be
discussed further here. The criteria used for
measurement are both behavioural and results
oriented.

The quest i.onnadr-e information Ls captured on
computer and processed to ameliorate some of the
errors encountered in the rating process and to
~Dnsolidate the results and present them in a
unified, usable format to the rater. The rater
uses the consolidated information for a feedback
discussion with the ratee. The system prOVides
management information in the form of specific
scores for performance dimensions per individual
staff member.

!. 'II'
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It has been noted in Chapter Two and earlier ln
the current chapter, that performance appraisal
is a somewhat controversial measure to use in a
study
which

of this
could r (:

t
f ~.
i

.(,.

nature. The possible problems
be encountered were discussed

extensivelY in Chapter Two in the context of the
model of the performa.nce appraisal process
offered by Landy and Farr (1980) p r-eserrted in
Chapter Two, Section 6.3.2. It is therefore
consistent and convenient to use the same model
as the framework for discussing the way in which I

\the appraisal system us ed add:resses the
problematic issues. The operation of the system
is discussed within the series of sub-headings
which
model.

denote the various components of the

i) Purpose f.or Rating

The major objective of the system is to
further the development of the individual
being assessed. The principal output of
the system is a discussion document which
is used as the basis of a developmental
counseliing' interview with the individual.
There is no direct coupling with salary
increments or with promotion at this point
although
assessment
advancement.

does ask for an I., "•the system
potential for furtherof

As was mentione~ in Chapter
I,

'II 'Two, ratings should therefore not
necessarily be excessively lenient.

(I
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Position and organisation charar ..",tics

The effect of position should be relatively
uniform for the group under consideration
as they are more or less at the same
hierarchical level in the organisation.

Characteristics of the Rater

The major effect of rater style is evident
in the various types of bias which is often
present in ratings. This relates to
effects such as lenienc" severity and
central tendency as well as halo effect and
a lack of differentiation amongst ratees.
~he definition of these varir d rating
errors is appr-oac hed from a stat ast.Lca L
point of view by Saal, Downey and Lahey
(1980). The following definitions are
o f Ee r e d :

Halo The lack of
variability
partioular
pa.rticular

associated witl:l a

rater's scores for a
ratee across all the

performance dimensions;

Leni.ency an.d Severity The extent
to which mean ratings are sbifted from
the midpoint of the scale in a
positive or negative direction;
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Central Tendency and lack of
differentiation (Range restriction)

the extent to which the ratings
given reflect actual performance
differences between the ratees. This
is generally interpreted statistically
as relating to the standard deviation
of the ratings assigned to all ratees
per dimension. In terms of central
tendency the relationship of the mean
rating to the midpoint of the scale is
also considered. If che two coincide
and the standard deviation of the
scores is relatively low, central
tendency is indicated.

Training has been found to reduce the above
error elements significantly as was
reported in Chapter Two (Landy and Fat'r,
1980; Siegel and Lane, 1987; McIntyre,
Smith f.l.ndHassett, 1984). In particular,
it has been found that training on the
context of performance appraisal and on
rater errors,
ratings.
appraisal system,
given to

I

In
results in the most accurate

the case of the bank's
training

contex.t
extensive was

theraters ofon
appraisal, the counselling process, rating
procedures and errors and the operation of
the system itself.

t, .•
r ,

"II •

In addition, however, the system also makes
allowance for the statistical analysis of
the ratings in terms of the potential
errors.
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In the first instance, all raters
receive feedback reporting on the
extent to which their ratings appear
to have been subject to halo effect
with particular individuals identified
where the effect may have been very
strong.

Secondly, the system analyses ratings
per rater in terms

and
of lack of
standardisesdifferentiation

raters' ratings to the norm for the
overall within whichgroup
individuals rated are to be viewed.
The norm is expressed in terms of both
the mean and the standard deviation of
the appraisal scores.

The this to increase
remarkably.

effect of is
inter-rater reliability
Research system in an

has pointed to
of 0,8 and
It should be

done on the
organisation
inter-rater

Israelin
reliabilities

greater (Sattath, 1982).
noted thut the statistical Process which is
applied to the scores could be ql, stioned
as the ratings are effectively ordinal
measures. It has, however, been found
empirically in a number of studies that the
transformations are effective. The d.~ta
was therefore treated as interval in the
balance of the study.

\
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This approach allows, therefore, for some
of the most controversial issues in terms
of ratings to be addressed,

The which were found to bevariables
significant in this context were race and
sex differences between raters and rateeS.
As all the raters and the ratees in the
sample considered were whl.te males, this
variable was not relevant.

Rating instrument and scale development

The appraisal questionnaires were developed
in interaction with representatives of line
mE..o.agement.Detailed behavioural analysis
interviews conducted to determinewere
which differentiate good

These
behaviours

performers from poor performers.
behaviours were then phrased in terms of
the which appear on the

that the
whd ch is
(1987) has

items
que s t.Lonna i r e s • This implies
element content validityof
quesrt Loned by Siegel and Lane
been addressed. It also means that the
issue of trait rather than behavioural
appraisal was largely addressed although
there are still some elements of the items
in the appraisa~ questionnaire which could

t /
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be seen as being trait oriented. In this
however, Kavanagh (1970) found thatregard,

there
of the

was no real clear evidence in favour
superiority of objective,assumed

performance oriented traits.

broader used indimensionsThe
questionnaire such as Communication/
Interaction, are defined in te~ms of the
items which appear within each of the
dimensions. This clarifies the meaning of
the dimensions. A cluster analysis was
also used to ensure that the items within
each of the dimensions were grouped
together correctly.

In addition, the weighting of the various
items in the dimensions as well as of the
dimensions overall has also received
attention. Items which are found to be
relevant to the dimension in question are
regressed against the overall score for the
dimension to determine weightings. These
weightings along with the grouping of the
items are used for the calculation of
dimension scores for all appraisors ~ a
procedure which ensures common definition
of the dimensions and their importance for
all appraisors.

The scales used are indicated in the form.
As there is no clear-cut evidence in favour
of aI1Y specific form of rating scale, this
is not problematic.

the

\
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alsotraining givenThe covers the
definition of the dimensions to be used for
the appraisal as well as the use of the
rat:tng scales.

bank's performanceth eIn then,summary,
appraisal system does attempt to address the
issues which appear to have been the most

in the performance appraisalrelevant
controversy and as such the ratings achieved are
felt to be useful in the current study.

POTENTIAL4.2.2.2 THE DETERMINATION OF THE
PERFORMANCE .APPRAISAL

Although the appraisal questionnaire contains a
to potential, this was not the source
the differentiation of those with

reference
used for
potential from the rest of the sUbjects. The
assessment was not used as it was felt that the
proximity of the assessment and the scoreS for
the other competencies of interest could lead to
the effects being confounded.

THE IDENTIFICATION OF SUBJECTS WITH POTENTIAL
FOR FURTHER ADVANCEMENT

4.2.3

assessment to
with

!~ f

I

I"
I
f

was used
subjects

An independent
discriminate between those
potential
potential

and those without. ofA rating
was requested from the Regional

I

"

to'

"

t. .•
if .
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General Managers for all ~he subjects under
their immediate control. This rating was done

the four
divisional
Divisional

Regional General Manager:.:;,the
the

on the basis of a yes-no split. The subject was
seen as either having the pot.errt.LaL for further
advancement or not. These rating::::were then
debated fUrther with a panel which consist:edof

Human Resources Executive and
Head to whom all the other

participants report. The final ratings were
based on the consensus of this panel.

Subjects were
on the basis

thus divided into t 0 cate~7''t'i~s
of the above assessments. The

cases in the database were coded on the hasis of
the classification.

Although the rating obtained is essentially a
"country club" style of rating, it was felt that
~he panel assessment would give greater
objectivity and reliability to 'the
classification. This added objectivity derived
from the fact that no single person's judgement
was the final decision. All cases Were debated
by the panel, each of whow could bring a
different perspective to bear on the pro.blem.

effects personal animosities
personality clashes would therefore to a large
extent have been moderated by the input of the
other members of the panel. It should also be
noted that the performance appraisals were done
nine months before t.heassessment of po"Cential.
This meant that there waS very little
possibility of the apprai~al
clouding the assessment of potential.

information
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1987).

The following methodology was used in the
analysis of the data collected through the
measures de sc iLbed All statisticalabove.
manipulation of the data waG done using the
Number c..runcher Statistical System (Hintze,

DESCRIPTIVE STATISTICS

The sample was described in terms of the various
biographical variables. In ar. :,:.tion,the
d~ tributions of the various measures for the
biographical variables, the Locus of Oorrt r-oL
factors and sub-factors, the Achi.evement
Motivatic~ factors and sub-factors and Cognitive
and Interparsonal skills, were also analysed.
Finally,
I-E, AMQ

simple correlations were done for the
and performance appraisal Scores to

determine whether any significant relationships
could be determined. Correlations were tested
for significance at the 0,05 level.

As was mentioned before, the I-~, AMQ and
Performance Appraisal scores are all ordinal
measures. This would imply that the median
should be used as a measure of central tendency
and quartiles as measures of dispersion in the
distributions. In addition, the Spearman rank
order correlation should be used to determine
the relevant correlation coefficients. However,



potential. In the case of language, a simple
test for a significant difference between the
proportions of English speakers and other
language speak~rs was done. Lastly, in the case
of the eduQational levels, simple tests for
significant differences between the populations
in terms of the proportions of subjects with
University and Banking qualifications and those
without, were done. All tests were conducted at
the 0,05 level of significanoe.
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as was discussed earlier, the data was treated
as interval for the purposes of the above
analyses as firstly, the t'llJO tests used have
been validated effectivsly and se~ondly, the
performance appraisal data had been dealt with

giveninterval and satisfactory
number of

dataas
inresults a largeempirical

organisations. Consequently, means and standard
deviations used for measures of thewere
distributions and Pearson correlations were used
to determine the strength of the relationships
between the relevant variables.

As the study was not a controlled experiment
which allowed for ~be control of the e~fects of
the biographical variablL I, age, tenure, length
of management experienct.:) tUliC in current
position. language a~d educational levels we '0

examined whett'er t.he ce wert:.,to determine
significant differonces between the group with
potential and that without fer these variables.
In the case of age, tenure, length of management
experience and time in current position, t-tests
were done to determine whether there were

differences between the means for
with potential and that without

significant
the group

I
I

J
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categories
potential
without.

namely those subjects with the
for further advancement and those
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Variables which were found to differentiate
betweensignificantly the two groups were

inclusionconsidered further infor
predictive model.

4.3.2 HYPOTHESIS TESTING

In the case of the first three hypobhe sr 'J, the
all the variables was ordinal.fordata

Consequently, the fir~t three hypotheses were
all tested by means of a non~parametric
technique in the form of the Mann~Whitney test.
The test indicates whether the cent~al tendency
of a. variable of interest differs in two
populations of interest.

In the case of Hypothesis 4, a discriminant
a.nalysis was first done using the aSSessment of

as either having or not having
the dependent, classification
independent variables which Were
inclusion in the analysis were

the subjects
potential as
variable. The
considered for
all those which were found to differentiate
significantly
interest in

between the two populations of
the tests of the biographical

variables and of the first three hypotheqes.
The technique generates predictions of the class
to which each of the cases considered should
belong. It also indicates the classification of
each case and the probabilities of the case
falling in one or the other of the two relevant

"

the
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The hypothesis itself was tested by determining
whether there were significant differences
between the
proportions
assessment.

proportions predicted and the
as indicated by the panel
The test was conducted at the 0,05

level of significance.

In addition, an examination was made of the
overall number 'Jf cases ",hich were correctly
classified. The werewhichcases
mis8-classified were re-examined and in some
instances referred back to the panel for further
assessment and re-evaluation. The results of
this procedure are reported fully in Chapter
Four and discussed extensively in Chapter rive.

COMPARISON WITH THE ERWEE AND POTTAS (1982)
STUDY

No attempt was made to do a fUrther factor
analytic study of the data to determine whether
the factors found in the study by Erwee J;tnd
Pottas (1982) were replicated. All that was
done comparison of the descriptivewas a

statistics for the two studies on the variables
related to the Locus of control and Achievement
Motivation results. This was done simply on the
basis of attempting to determine whether there
were any significant differences between the
means of the factors for the populations sampled
in the two studies, using t-tests. T-tests were
used as only summary statistics in terms of
means and standards deviations were available

I'

'/1 '

I.
l· ,

,,1;!- ,"

!I

••



"

I

I

I
I
1
I,

~

~ .
!I,

I
!'
t

- 111 -

from the Erwee and Pottas (1982) study. In
addition, the two samples considered are large.
This comparison was done out of interest only as
it did not add materially to the information
required for the study in the context of the
bank.

1

1
;,1

5. FEEDBACK TO THE SUBJECTS OF THE STUDY

Feedback to
provided in
findings of
written form
feedback will

the subjects of the study was
the form of a synopsis of the major
the study. This was sent out in
to all respondents. In addition,
be provided to the Head of the

Commercial
discussion.

DivisionBanking in verbal

6. SUMMARY

The target population was the whole population
of branch and area managers in the Commercial
Banking Division. Differentiation between those

Irmembers of this population who have the
potential to advance further in the organisation
and those who do not, was done on the basis of
an initial assessment by the superior with
Subsequent consensus rating by panel. All the
relevant hypotheses were tested against this
classification as criterion. The meaSures used
for the collection of data were the Rotter
(1961) I-E questionnaire, the Erwee and Pottas
(1982) Achievement Motivation Questionnaire and

..' ~".
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Control and Achievement Motivation had hpen used
in a prior South African study and results
obtained were compared against those of the
earlier study.
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bank's internal performance appraisalthe
system. The potential problems with the USe of
the measures have been discussed and resolved.

The instruments used for Internal Locus of

"
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CHAPTER 4

RESEARCH RESULTS

The results of the research study are presented
in terms of the following aspects:

An overall doscription of the population of
interest in terms of the biographical
variables;

An analysis of the distributions of the
scores obtained on the I-E scale, the AMQ
scale and the Performance Appraisals;

The resul.ts of the testing of the first
three hypothe~e~,

The results of the discriminant analysis and
the testing of the fourth hypothesis as well
as details about the model derived from the
analysis;

A brief comparison with the study done by
Erwee and Pottas (1982).

lI~
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1. THE TARGET POPULATION

A total of 138 people were identified in the
f: .target population. Of' these, 124 returned the

questionnaires du Ly comp Let.ed,
. <, '

In the cases
where questionnaires were not received back,
individuals were conta.cted to enquire as to the
reason why. In six cases, it appeared that
questionnaires were lost in the mail. Of the
remaining eight, one manager stated that he did
not have the time to complete the questionnaires,
one claimed that he had not received the
information
remaining

in the first instance and the
promised to return theseven

questionnaires, but failed to do so. It was
decided not to prompt the~ further. The only
common characteris~ic amongst those who did not
return anything, was that four of them came from
the same Region in the bank.

1.1 PROFILE

A review of the biographical details of the group
yields the following profile:

..Male, English speaking, white, aged about 44
years with an average length of service in
the bank of twenty years of which, on
average, nine years have been spent in a
managerial position and th~ee and a half

iI'

yea:t'sin the
matriculated,

posit.ion. All arecurrent
only 5,6% have a university

'11 1
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degree, with a further 9,7% having done some
diploma through a university. 61,3% of the
group have some banking qualification done
through
Bankers.

the South African Institute of
There were no female managers in

the group and no black managers.

Details of the distribution of the biographical
variables for the total sample are reflected in
Table 1. Means and standard deviations for the
variabie where this is relevant, namely age,
banking experience, management experience and
time in current position, are given in Table 2.

1.2 POPULATIONPROFILE DIFFERENCES BETWEEN THE
IDENTIFIED AS POTENTIAL FOR FURTHERHAVING
ADVANCEMENT AND THOSE WITHOUT

A further analysis was done on a number of the
biographical variables to determine whether or
not there were significant differences between
the two sub-populations, ie those with potential
and those without. The differentiation of the
overall sample into individuals with potential
and those without by means of the assessment
technique described in Chapter Three, yielded
twenty-four subjects with potential and a hundred
without.

The distribution of the biographical information
for the two sub-samples is also reflected in
Table 1 whereas the means and standard deviations
are shown in Table 2.
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TABLE 1; DISTRIBUTION OF BIOGRAPHICAL INFORMATION
( :

Dimension

r
I·

I
Banking
qUalifications

Age

Time in current
position
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TABLE 2; MEANS AND STANDARD DEVIA'I'IONSFOR
BIOGRAPHICAL DETAILS

Dimension Mean SD

Age Total 43.49 6.56
With potential 40.29 5.38
Without potential 44.26 6.61

Ba.nking Total 19.9 8.19
experience With po terrt.La L 18.13 8.18

Without potential 20.34 8.18
M3nagement Total 8.79 5.96
experience With potential 8.67 5.58

Without potentia.l 8.82 6.07
Time in Total 3.41 3.55
current positio With potential 2.01 1.55

Without potential 3.74 3.81

Tests for significant differences between the tl<1
sub-samples
language,

were done in the case 01were
University education, Banking

qualifications, banking experience, management
experience and time in current position.

i) Language:

The language distribution for the three groups ie
total sample, individuals with potential and
those without is shown in Figure 6. Visual
examination would indicate that there may well be
a significant difference in the distributions of
the three groups.
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No ot easee (n)100r-------~~------------------------------------~

English Other
Language group

~ TOTAL sAMPLE W&! mn POTENTIAL D mHour POTENTIAL

FIGURE 6: LANGUAGE DISTRIBC1ION

A test for the difference in the proportion of
Englis:h speakers in the group with potential as
against the group without potential was done. A
z-value of 2.333 was found which is significant
at the 0,05 level.

In addition, the proportion of English speakers
in the overall group was also tested against the
group with potential and in this case a z-value
of -1.945 was found which is again significant at
the 0,05 level.

,. "

There was no significant difference between the
proportion of· "other" language speakers in the
overall group and that in the group without
potential.
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It therefore be concluded that Englishcan
speakers are over-represented in the group with
potential when compared to the group without
potential R~ well as the overa:l sample.

University eci:lcation~

The distribution of the three sub-groups in terms
of various levels of University .education is
reflected in Figure 7.

No of cases (n)100r-------~~------------------------~--------~

60

60

40

20

None Diploro.a
Educational level

II Degree

~ TOTAL SAllPLE ~ WITa. POTEl'.'TlAL D WlTaour POTENTIAL

FIGURE 7: UNIVERSITY EDUCATION
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Tests for differences in the proportion of people
with any type of university education in the two
groups did not yield significant results.

Banking qualifications:

The distribution of the three sub-groups across
various levels of Banking Qualification is shown
in Figure 8.

A test for differences in the proportion of
people with banking qualifications in the two
groups did not yield significant results.

No of oases50r-------~~--------------~--------------------~

20

o
Basic Licentiate
Banking examination

AS9()oiale

f..

I

.-,'

None

~ TOTAL SAMPLE ~ mTII: POTENTIAL 0 '!flTIIOl1r POTENTIAL

FIGURE 8: BANKING QUALIFICATIONS
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iv) Age:

The age
plotted

distributions of the three sub-groups is
in Figure 9. Visual examination would

appear to indicate that there could be a relevant
difference in the distributions for
sub-groups in this variable,

In this case, a t-test for the differences
between the mean ages of the two groups was
conducted and confirmed the anticipated
difference. A t-value of -3,097 was found which
indicates that the mean age of the group with
potential and that of the group without differ
significantly at the 0,05 level. The group with
potential are therefore significantly younger
than the group without potential.

..

No of cases (n)
40r-------~~----------------------------------__,

35 " ..

30 .

25 ..

15

20 ..

10

5

OUD~~~~~~~~~~~~,~~~~wu~~~~~~
26.5 32.5 35.5 40.5 44-.5 46.5

Y~IU'II

~ TOTAL SOOt! ~ lI1TH POTENTIAL 0 wrmOUT POTENTIAL

FIGURE 9: AGE DISTRIBUTION
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v) Banking experience:

The distribution for the three sub-groups is
shown in Figure 10.

A t-test for the differences between the mean
banking experience in the two groups did not
yield a significant result.

No ot eaaes (n)
30 30

20 ·,"'"·w •..·• "' ·",, ,,",.. ......, , "" " " " , 20

.~

I ;.I

I
j
!'

~.

I
L,.

{ :
\

I,
J.

,,",

r
,

,

.'

II
l- J

15 "' , .. 15
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O~~~~L~~~~~~~~~aL~~~~~~~-L~U-WO
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~ 'fOT,t.L sAl.lPLE ~ mTH POTENTIAL 0 lm'lIOUT POTENTIAL

FIGURE 10: TOTAL BANKING EXPERIENCE
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Management experience;

The distribution of the three sub-groups is shown
in Figure 11.

Again, a t-test did net yield a significant
difference for the two groups.

No of oases (n)
40

30

20
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o
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FIGURE 11: MANAGEMENT EXPERIENCE
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Time in current position:

As in the case of Age and Language, a visual
examination of the distribution shown in Figure
12 would appear to indicate that there may be a
significant
sub"':groups.

between the variousdifference

~.~o_o~f~o~.a=s~e~9~(=n~) ~
100....:

60

2.5 6.5 10.5

Years

14.5 18.5

~ TOTAL SAMPLE ~ WITH I'OTEN'l'XAL D Wll'HOtl'r POTENTIAL

FIGURE 12: TIME IN CURRENT POSITION
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This was again confirmed. The t-test for the
differences between the means for the two groups
gave a t-value of -3,481 ~hich is significant at
the 0,05 level. This means that the group with
potential have been in their current position for
a significantly shorter period that the group
without potential.

The results of the t-tests done are Rummarised in
Table 3.

TABLE 3: T-TEST RESULTS FOR BIOGRAPHICAL VARIABLES

Variable t-value Proba-
bility

It can therefore be concluded that English
speakers predominate in the group with potential,
that they are somewhat younger than their
colleagues in the other group and that they have
spent less time
their colleagues
faster movement
general.

in their current positions than
perhaps an indication of

through the organisation in
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It was decided that the differences found in
these variables would be investigated further in
the attempted construction of a predictive model
at a later stage. The variables for which
significant found,differences namelywere
language, age and time in current position, were
therefore included in the predictive model.

OVERALL INVESTIGATION OF TEST AND PERFORMANCE
APPRATSAL SCORES FOR THE SAMPLE

A descriptive analysis of both the test scores
obtained from the sample and the performance
appraisal scores for the attributes of interest
was undertaken. The analysis dealt with both the
distribution of the scores and the correlations
between the various scores.

SCORE DISTRIBUTIONS

Tables 6 show the distribution4, 5 and
statistics for the overall sample and the two
sub-samples, ie those individuals with potential
and those without for the I-E scale and its
sub-factors, the AMQ and its sub-factors and the
performance appraisal measures.

In addition, Figures 13, 14 and 15 show the
distributions for the scor~s for the I-E scale,
the AMQ scale and the Performance appraisal
scores. Visually, it would appear that there are

\
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distributions for the variables as postulated.
This is examined further in the later section of
this chapter which deals with the testing of the
hypotheses.

( : \

In the case of the I-E scores, the only score
distribution which was markedly skewed was that
for the factor "Belief in luck". This could be
because of the obvious nature of the relevant
questions or just simply because bank managers
are not very strong on belief ln luck due to a
self-selection process related to the need to
assess lending risks.

In the case of the AMQ, there were also no strong
anomalies in the distributions of the scores.
The skewness which was found in some of the
distributions did not vary grea.tly from tha.t
found by Erwee and Pottas(1982) and was therefore
not explored further.

process of reducing

approximately 68 is a
that all the scoreS were

of 68 as part of the
rater errors which was

In terms of the performance appraisal scores, it
should be noted that the fact that the meaDs of
the two performance appraisal dimensions for the
total sample are both
function of the fact

c. .,

standardised on a mean Ij .

described in Chapter Three.
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TABLE 4: DESCRIPTIVE STATISTICS: I-E SCALE

Total aazap Le With potential without potential MaximUlD
possible

Mean Standard Mean Standard Mean Standard score
n " 124 deviation n=24 deviation n " 100 dc·.'iation

1.95 2.29 1.27 1.87 1.25 4

1.2 1.71 1.08 1.08 0.98 5

1.22 1.52 1.22 7

Dimension

Political Control
Control over Social
relationships
Personal Control

Total sample

TABLE 5: DESCRIPTIVE STATISTICS: AMQ

Dimension
Mean Standard

n" 124 deviation
17.08 2.75
14.05 3.27
6.77 1.93
14.9 3.77

10.16 1. 84

37.9 6.19
25.06 5.04

Persistence
Awareness of Time
Action Orientation
Aspiration level
Personal Causation
Goal-directedness
Persv'al Excellence

'. ;. > " I /' az ..:!\i" ',' 9"~#S; /

With potential Without potential l1aximU!!!
possible

Mean Standard I Mean Standard score

n=24 deviation n = 100 deviation
17.13 3.05 17.07 2.69 21
15.29 3.28 13.15 3.21 20
6.625 2.34 6.8 1.83 9
16.5 3.15 14.52 3.82 21

10.58 1. 53 10.06 1.91 13
39.04 7.23 37.62 5.92 50
27.08 4.07 24.58 5.15 34
~~/~ifIi'·'·~~~'i");;> ~~:~*,UP;:"!~~1' "';.';'~""

Total sample

TABLE 6: DESCRIPTIVE STATISTICS: PERFORHANCE APPRAISAL

With potential without potential
Dimension

Maximum
possible

Standard
n "124 deviation n=24 deviation n = 100 deviation
Mean standardStandard l1eanMean SCore

( ..

/
~

1
. ~
.'

I. •
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6

4~"""""""""''''''''''''''''''''''''''''''''''

2

0~~~_L~~~_L~~~J_~~a_~~~
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Factor
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FIGURE 13: I-E SCORE DISTRmUTION
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60

40

20

Cognitive Skills Interperacnal Skills
Dimension

~ TOTAL SAMPLE ~ WITH POTENTIAL 0 WITHam POTENTIAL

FIGURE 15: P A SCORES

2.2 CORRELATIONS

A correlation matrix for the full sample was
derived for all the I-E, AMQ and performance
appraisal scores. As the relevant variables are
de:dved ordinal measures. correlationsfrom
should have been calculated using the Spearman
Rank-order correlation coefficient. However, as
was discussed earlier, the fact that both the I-E
questionnaire and the AMQ are validated tests and
th'e proven empirical validity of the Performance
appraisal scores, was used as justification for
treating the data as being of interval level for
this and Pear.son correlationEl werepurpose
calculated.

"
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i) Comparison to the Erwee and Pottas (1982) study
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The I-E factor scores are correlated negatively
with A~Q scores in general due to the
direction of the scale (ie a high score
indicating a greater degree of ex'tocne.Lf,ty in the
relevant dimension).

The results OR the Pear.on correlations are shown
in Table 7. The results were compared to the
results reported by Erwee and Pottas (1932) and
were also examined for any aspects of interest
which oou.Ld relate to the further analysis
required.

The correlations obtained by the researchers in
the previous study are given in Table 8. In both
cases it was found that the sub-factors of the
I-E scale and of the AMQ scale are significantly
correlated internally within each of the s~ales.
This would ~ppear to indicate that the factors
derived are not orthogonal and that there is a
relative degree of overlap between the factors.
The exception to this in the case of the current
study is the sub-factor, Action Orientation.
This does not correlate significantly w~th any of
th~ other sub-factors of the Al:olQexcept for the
Factor of which it part,forms a

Goal-directedness and the total AMQ score. In
the Erwee and Pottas (1982) study, this factor
also correlated significantly with Personal
Causation and the Personal Excellence fa~tor.
This may provide information which could be
inve!i'~'gated further at a later stage in a
separate study.

~ta;JI
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TABLE 7: CORRELATIONS BETWEEN I-E, AHQ AND PERFOHHANCE APPRAISAL SCORES

LOC
total

mension

1.

Awarenesl' Action
of orienta-

Time tion

Aspira-

tion

level

Pers!.s- Personal I Goal ~otal

lence

Political I Control,. Personal
cont.roI of social control

relation-
ships

Personal Belief

in lucke:x:cel-causationldirected-tence AMQ

ness

rsistence 1

areness i)£ time :, :,~'SA!~I 1

CognitivE

skills
Inter~1personal

skills

1

tion orientation
piration level

r ~.~~9~ 1
,g ..~~~$ 0.0025

<-nWI9of . Ihza16] -0.0099 I i g~,l;~:i'I 1

"'" ',:riji~~Er-~~~i*iV~~~~$I'i.i~M~1 1

rsonal causation
(ijl~$~a1-directedness

1

litical control . "'!l.;Zlil~ -0.1475 -0.0716 ·."i1.4Q?!! :iP.iJ,!;l;J.'i' +~~?1~;! BF4tt!:Y. ;'''~~~21> 1 r-----4------+----~~----+-----~----~
ntrol of soc. reI -0.1497 -0.0901 -0.0909 0.0072 -0.0814 -0.1423 -0.0245 -0.1086 ...~.;.~~*~ 1 I I I
rsonal control ::-Q ..~~~~ -0.1377 -0.0542 -0.1669 8~;~~~~,S~~:?i~~ ':_~~~M,..:~;#~~~::g.~~~~ )@p. 1

lief in luck +O~~4.*~ -0.1542 -0.0149 ,:2ol;l!!2$, Hjj;i~~~\¥-q:~~2~'t. .;.qll~ttl'* +~j'~*~!l,:l)Il~~~~ 'n@i-a.l( ·:~''$5.''9 1
C total ; ..(I;#l~ di~11!1!J -0.0772 ;~~~~~~, 8P~~1~6 y~~~i,iM*~~~1.W:tQ;~~~~!VOd.Z5 .?1f~~~[A'it~~,f·);g4~8~=f------+-----~-----4

p~~s~1 -n.oms ] 1l~$52$1: .~1.'1~~a..• 0,"(:199 " G:.34111l J 1rsonal excellence
Q total >~.Ii~!i~tCI~~9~71~;#M·I'g~r~~~hO·~~$9 '~",aii~~1lJ.41~~

gnitive skills

terpersonal skill

y: f8DJD}~lsignificant at 0,05 level
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TABLE 8: CORRELATIONS BETWEEN I-E AND AMQ SCORES (ERWEE AND POTTAS, 1982)

""

Dimension Persis- Awareness Action Aspira- Personal Goal Personal Total Political Control IPersonal B'i>lief LQC

tence of orienta- tion causation directed- excel- AI1Q control of sociall control in luck total

Time tion level ness lence relation-I

shipS

Persistence I

Awareness of time t'.·:·.'i'::'Q~~' 1

Action crientation ,JI;~ i' n~!"~~t 1 I
Aspiration level b(·.!!i~ 0.1 0.11 I

Personal caueat ton :.,"'. _))I,~ "":'-:"," '",,' 1

Goal-directedness <)~ ,n ;~( '0:" ~;® in, ~~~:tl:.'9~ 1 '
Personal excellence HUll;, ,:-., ':»:n: '" ~.,.,k::u il~ i.:h.: p:~,,!1 1

Al1Q total ' ~.~., :! l1 .; :{h5S I :,,, Q~$~'J 'u ti.:~~1!' '~'H 1

--------------~--~--+----Polit.l.cal control I"" ...,,+~ -0.1 -0.04 -0.24 f :;;ili:.!") '.;:;. -0.15 1

Control of soc. reI -0.13 -0.03 -0.02 -0.04 -0.05 -0.08 -0.05 -0.08 t :<P;~11 1

Personal control L ,,-od, -0.11 -0.15 ,'::nf~! -0.11 ".'" ,(;:.+.q ..~;~. 0.19 0.12 1

Belief in luck :':H\n~ >,:,od.s -0.15,· 'W I:", !Y ":;, :~U: H: .)il:l!i A~~e .' .0;"" 1

LOCtotal 'H~.r~~ -0.16 -0.12 ,:;iIH [", "'~,"~TH !~ "c 12'2 \Flil:i. \ 11:~~'11 9;~~ '~~~$ 1

I-'
::..:>

""

Key: H', .::,,:',!Significant at 0,05 level
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In the current study, Action orientation from the
AMQ scale has no significant relationship to any
of the I-E fartors. This confirms the results of
the earlier study. As would be expected from the
definitions of the factors, both studies found a
number of significant correlations between the
sub-factor of Personal Causation in the AMQ and
the sub-factors of tho I-E scale. The notable
exception in both studies is Control of Social
relationships an aspect which is discussed
fUrther in Chapter Five.

ii) The Performance Appraisal dimensions

~

. ,
_- .i

./.....•. ~.
~,....~, '1" ,~~; '" ,.,.,~,.,...I ' ,

~

"

T~o aspects are noteworthy. Firstly, t ere are
no si;i;nificant correlations between these
dimensions and any of the AMQ or the I-E scale
factors. This could be desirable as it could be
seen as an indication of the relative
orthogonality of these dimensions to the others -
they could therefore not be regarded as measuring
the same competencies as the other lariables.
The value would therefore be that they do add a
fUrther DPrspective and dimension to the issue of
prediction which is pursued later.

. '""

I
-)if

;s.,.

The fUrther aspect of interest is the high '/1
correlation between the two performance appraisal
dimensions themselves which begs the question of
the actual measurem~nt done in the appraisals.

,-.--.y
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The concern would be the extent to which the high
correlation represents the consequences of
possible
appraisals

halo performance
equivalent

in the
genuinely

effect
againstas

performance levels
individual subjects
the reliability
appraisal data was

on both dimensions for the
included in the sample. As

and validity of performance
discussed at length earlier,

this will be borne in mind as a caution in the
application of the results of the study.

iii) Age And AMQ scores

A last category of significant scores are those
for age and some of the factors of the AMQ.
Table 9 shows the correlations. As can be seen,
correlations with the sub-factors of AWareness of
timel Aspiration level, Personal Excellence and
the overall AMQ acor-eare significant at the 0,05
level. The inverse relationship would tend to
indicate that the level of Achievement motivation
in some aspects decreases with increasing age - a
finding which is perhaps not sUrprising. There
may again be field for further-investigation in
this area.

TABLE 9: CORRELATIONS BETWEEN AGE AND AMQ SCORES
.•

'II'

Koy: , Significant at the 0,05 lovel

t /
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results of interest. There are indications of
Overall then, the correlations yielded some

some areas which could provide material for
,.>

I

'I
j

further investigation. However, it was felt that
these would ~e beyond the scope of the current
investigation. , .

3. THE TESTING OF THE HYPOTHESES

HYPOTHESIS 1

'I
. .1

individuals with potential for further

~ ....

There is no significant difference between the
mean scores for Locus of Control for those

development and tnose without •

The hypothesis was stated in testable form as:

Ho: The
for

mean of the total I-E score
the population with potential

is identical to that for the

Ha: The mean of the total I-E score
for the two populations differs.

population without potential.
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Sub-hypotheses:

There are no significant differences between the
mean scores for the sub-factors of Locus of
Control namely Political Control, Control over
Social Relationships, Personal Control and Belief
in Luck for those individuals with potential for
further development and those without.

(: .

This generates four separate sets of hypotheses
where each is of the form of:

that for the population
potential.

without

Ho : The mean of the relevant
sub-factor score of the population
with potential is identical to

Ha: The mean of the
for

relevant
the two

r-/,.__
I~'I ":'-~

1/

~ ..,
1,

sub-factor score
populations differs.

In the case of the main hypothesis and each of
the sub-hypotheses, the results of the
Mann-Whitney tests used are shown in Table 10
under the heading of "I-E test scores".

'/1 •

.. ' ::.$ ..-..... ~: .
, .,..-. ;,.4 • t-~..:
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TABLE 10: MANN-WHITNEY TEST RESULTS

IE TEST SCORES

Variable z Proba- Signf
value bili- at

ty 0,05

Total I-E 1.6949 0.090
Political control 1.3724 0.169

Personal control 0.9328 0.350
Belief in luck -0.J.990.842
MJQ TEST SCORES
Total AMQ 1.9195 0.054
Persistence 0.2593 0.795
T;i.me,;~warenes$ : . •..•.: :t:~,;tl~~>ai0 •046 ,';.:'~:m <::
Action orientation -0.031 0.974
.A$p;i;!;t;:a;'I:;l.:c:I'i~, :l.:eV~::L; •.........2.;'~O:ta; Q'~,Q:t2:!'?'.:F:1!::'!·n "
Personal causation 0.8822 0.377
Goal directedness 1.3692 0.170
)?e;r,'~~ha.l··~*¢¢~lleri.ce ; :~:~!~~::t'.t!1),~'Il~o::::;!;:,it;n.'•••
PERFORMANCE APPRAISAL
Q~~Pi'k'id:V'e'!·i;:kil;t;~,.,i/ .•·~~••S~P'$; Q:4 ('),Q(H "','; ';~;'H"
:t:rH;;e:J!'pei-$~! ••!:tk.$].j,;~::.;.< .:{!~7410·I.Q·~QPQ;d>:-..:::tI: >.!

The main hypothesis could not be rejected at the
0,05 level of significance, which indicates that
there is no significant difference in overall

f'

~

propensity to internal or external locus of

1I I-
i

The sub-hypothesis that the dLst.r-LbuuLons of the
scores for the sub-factor, Control over Social
Relationships differs between the population with

L 'I t •

control between the two populations of interest.

potential
rejected

and that
at the 0,05

without
level

potential, was
of significance.

'I'



,.,'

- 139 -

r-

."1<-

I

There is therefore a significant difference in
the extent to which people with potential and
those without perceive themselves to be in
control of social relationships. The individuals
with potential appear to perceive themselves as
having a greater tendency towards an external
locus of control in this factor than those
without potential.

None of the other factors yielded silnificant
differences. The implications of this finding in

of the relevant theoretical andthe light
organisational context is discussed in Chapter
Five.

3.2 HYPOTHESIS 2

There is no significant difference between the
mean scores for Achievement Motivation for those

withindividuals potential for further
development and those without.

Th~ hypothesis was stated in testable form as:

Ho : The mean of the total Achievement
Motivation
population
identical

score for the
with potential is

that for theto
population without potential.

The mean of the total AchievementHa:
,'tmotivation the twoforscore

populations differs.

'I.

I

~~"""".·~~~.'AW~~~--~~~~~g.~.~~~""""MM".22~~~I~i2l.I·~.~~g~h~7···~~~.~c;;~"~~.iji,.iiiinII1l1i.i~1'r?'tt~~••~)~1IUF:"'...J
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Sub-hypotheses

There are no significant differences between the
mean scores for the sub-factors of Achievement
Hotivaticn nam.ely Goal Directedness and its
sub-factors, Persistence, Awareness of Time and
Action orientation, and Personal Excellence with
its sub-factors, Aspiration level and Personal
Causation, for those individuals with potential
and those without.

This generates seven separate sets of hypotheses
where each is of the form of:

Ho : The of relevantthemean
sub-factor
population
identical

for
potential

thescore
iswith

to for thethat
population without potential.

He. : The of the
for

relevant
the two

mean
sub-factor score
populations differs.

the aub+hvpo.t.he se s , the of
In the case of the main hypothesis and each of

the :II'results
Mann-Whitney tests used are shown in Table 10
under the heading of "AMQ test scores".

\,

/
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differences between the two

The main hypothesis could not be rejected which
would indicate that there are no significant
differences in overall level of Achievement
motivation in the two populations.

However, the sub-hypotheses for Awareness of
Time, Aspiration level and Personal Excellence
could all be rejected at the 0,05 level of
significance.
significant
populations

This indicates that there are

in these areas. The further
implications of this finding is explored in depth
in Chapter Five.

3.3 HYPOTHESIS 3

There are no significant differences between the
mean scores as measured by performance appraisal
for the cognitive skills and the interpersonal
skills of those individuals with potential for
further advancement and those without.

Ho : The mean of the scores for
cognitive skills for individuals
..lith potential is identical to

Two testable hypotheses were generated from this
viz:

that for individuals without
potential.

tt



populations
potential
without.

Ha:

and

Ho :

Ha:

The l:esults
hypotheses
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The mean of the scores
cognitive
populations differs.

skills

The mean
interpersonal
individuals
from that

of the

for
for the two

scores for

potential.

The mean

with potential differs
skills for

for individuals without

of the
interpersonal
populations differs.

skills
scores for

heading "Performance Appraisal".

Both
level

the
of

significant
cognitive

for the two

were rejec::;ed
There

of the Mann-Whitney test for the two
are shown in Table 10 under the

in the scores

hypotheses
significance.
difference

and interpersonal s kd.Ll.a

individuals
advancement

a't the 0,05

of those
further

is thus a

for

for both
between the

with
and

"I
-r

the
those

,/
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3.4 HYPOTHESIS 4

As a consequence
hypothesis testing
reported earlier
the independent
construction of
following:

of the results of the above
as well as of the results

for the biographical details,
variables selected for the

a predictive model were t2'.;

Language
Age
Time in Current Position
Control over Social relationships
Time awareness
AspiI'ationlevel
Cognitive skills

and Interpersonal skills.

The biographical variables were included in order
to determine the potential improvement in
predictive accuracy which could be achieved in
this manner.

The group identific?~._;_)flvariable used I was the
classification of the subjects according to the
panel assessment of whether or not they had the
potential for further advancement. As shown
before, the 124 cases received in total was
divided into 24 cases with potential for further
advancement and 100 without. Of these cases
there were 120 cases with complete sets of data
which enabled the inclusion of the cases in the
subsequent analysis.
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The discriminant analysis was firstly performed
on all the identified variables. Table 11 gives
the classification of the subjects in terms of
predicted and actual grouping as calculated by
the discriminant analysis. 91,3% of the subjects
with potential were classified correctly by the
model whereas only 79,4% of the subjects without
potential were classified correctly. In
addition, the value of Wilk's Lamda (Hintze,
1988) is 0,7034 for the given variables - this
means that only roughly 30% of the variability in
the classification was accounted for by the
independent variables. This is quite low and
casts doubt on the effectiveness of the
classification.

~' ..-.-.

TABLE 11: CLASSIFICATION MATRIX

tual

Percentage reduction in classification error: 60.0

The hypothesis stated, namely:

The proportion of
to have potential
identical to the

people who are predicted
by the model will be

proportion of people who
actually have potential, as assessed by the
panel; ~.

r
I'

, {}
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was restated in testable form as:

Ho: The proportion of people predicted
by the model to have potential is
identical to the proportion of
people assessed by the panel to
have potential;

Ha: The proportion of people predicted
by the model to have potential
differs from the proportion of
people assessed by the panel to
have potential.

The null hypothesis was rejected at the 0,05
level of significance. This implies that the
Proportion of people predicted by the model to
have potential differs significantly from the
proportion as assessed by the panel to have
potential. This would Seem to provide further
evidence of the )hadequacy of the model.

However, it should also be noted that the model
did classify a total of 96 cases correctly, ie
80% of the subjects were correctly classified by
the model - a finding which appear to support at
least a measure of predictive accuracy for the
model.

Despite the lack of statistical support for the
discussion in Chapterhypothesis, the

highlights some of
emerge from this

Five
the very useful issues which

attempt at model construction.

'I •
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In particular, the model suggests other
approaches to the issue of the identification of
potential and suggests that there may be a way in
which the judgement of assessors can be
supplemented.

( :

4. WITH THE ERWEE AND POTTAS (1982) . ,COHPARISON
STUDY

As discussed in Chapter Three, t-tests for the
differences between the means of the results
achieved by Erwee and Pottas (1982) in their
sample of managers and the means obtained in the
current study were done. In this instance
t-tests were done despite the ordinal nature of
the data as the test is validated and the results
of the Erwee and Pottas (1982) study were given
in grouped form only, in terms of means and
standard deviations.

Table 12
deviations
as well as

gives the means and the standard
frOm the Er~;eeand Pottas (1982) stucly

the t-values and the probabilities
t 4(.

"

found
the

in the testing procedure. As can be seen,
only factor which gave significant results

the sub-factor "Control of Socialwas
Relationships" of Locus of Oorrbr-oL, The fact
that this was the only factor of the Locus of
Control scale which differentiated effectively
between

il .

the population with potential and that
without potential raises some interesting
questions which are discussed in Chapter Fivel
particularly as the subjects in the current study
scored lower than the Erwee and Pottas (1982)
subjects for this factor.

-a ,



I 1.77 1.4

Proba-
bility ..

-1. 003 0.3159
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TABLE 12: MEANS AND STANDARD DEVIATIONS FOR THE
ERWEE AND POTTAS (1982) STUDY

Dimensions

Political control
I Mean
n = 101

Standard t-value
deviation

Control over Social
relationships

1.65 1.4 2.699 0.0076

Awar enos s of Time 13.52
Action--;,rientation 6.42~:~~~~'------r-~~-~~'----~~~--~~~~~~~~Aspiratiun level 15.44
Pe rr-l_cmal..c;;:.;a::.u::.::.f::l;::a..:;t-=i..::o,;;;n;__~~-+__--:--=-9.:...~6-72-t-__ -::-'-7-+-_":;"':"_::7:::"';:_-l-~~~.::.....-j
Goal~directedness 36.84

3.1 -0.4302 0.667
4.2 -1.0376 0.3008
2.3 -1.2366 0.2177
4.1 1.0186 0.3084
2.4 -1.8595 0.0645
7.6 -1.1293 0.2601
5.6 0 1Personal Excellence 25.06

AMQ1.'T6'ba.l"· '; ! H:: I.i!i.f> :;."::: .. ::" "Y (

.,

5. Sm1MARY

This chapter presented the results of the
analysis of the data which wag gathered for this
st',dy. It has looked at a profile of each of the
two populations of interest in biographical terms
and has also identified significant differences
between the populations of interest in a number
of aspects.

An attempt was made to construct a predictive
model based on the variables which were found to
differentiate significantly between the , :\

,
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population with potential and that without. The
model was moderately successful, but should
probably be viewed more in the light of a means
of challenging the purely armchair, country-club
type of assessment than as an absolute mechanism
for distinguishing between
potential and those without.

withmanagers

Finally, the results obtained for this group of
subjects in terms of their scores on the !-E and
AMQ scales were compared to the Erwee and Pottas
(1982.) study to determine whether any significant
differences were detectable between the two
populations. It was found that only "Control
over Social Relationships" in the I-E scale
~howed a significant differF.IhCebetween the two
groups.
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CHAPTER 5

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

1. OVERVIElV OF THE STUDY

The banking industry has
last

become increasingly
few years. This hascompetitive over the

been the result of the deregulation of mutual
agreements amovrt,stthe banks themselves, the
redefinition of the financial industry as a whole
due to Government deregulation and increasing
pressure on the
their traditional

banks from new entrants into
markets, There has also been

greater competition for more specialised
resources and in particular, for management
skills. At the Same time, the development of a
cadre of "new age" managers with the leadorship
qualities which are required to lead
organisations through the turbulent times we are
facing, has intensified the search for management
talent.

means of identifying people with managerial ..
'II'

The study was pz-ompted by the need to develop a.

potential in a relativelY uncomplicated and cost



screening
people.

of a relatively large number of
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effective way. A further requirement was that
the method used, should allow for the initial

A number of other techniques such as the
Management Development Centres (MDC) an

and in-depth

I
) ,..'
! :

I
I

in-house assessment centre
psychological
pu.rpose.

testing are available for this

However,
resources

these techniques require specialised
in terms of qualified and registered

psychologists.
expensive

Furthermore, the MDC is extremely
and can only deal with a limited ~u&ber

of people over any given period of time, as no
that twelve candidates can be handled in anymore

one four day session.

It was decided
by the
(1982)

that the theoretical framework
provided
Boyatzis

competency model proposed by
would be useful in investigating

those competencies which would
role

be required for
and which couldsuccess in a managerial

therefore distinguish between individuals with
the potential for further advancement and those
Nithout.

A t-ev i.ew of the literature on leadership and the
requirements for management of the organisations

led to the identification of aof the nineties,
number of competencies which could be significant
in differentiating between individuals with the
potential
without.

for meeting the new demands and those
The full list of competencies compiled



interpersonal skills
would not progress

stronger cognitive and
than those individuals who

further in the organisation.
proposed that it would be
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was screened on the basis of relative importance
and also of the practical requirements of the
organisation. Locus of Control, Achievement
Motivation and Cognitive and Interpersonal skills
emerged from this filtering process as a set of

were generally considered tocompetencies which
be important by various authors and by
individuals illterviewed within the bank. In

the competencies could be readilyaddition,
assessed and appeared to allow the required
diff~rentiation.

It was proposed that individuals who have the
potential for further advancement would tend to
perceive themselves as internally controlled
relative to those who do not have further
potential. In addition, it was also proposed
that individuals with potential would have a
higher need for achievement than others. They
would also have

Finally, it was
possible to construct a predictive model, based
on the strengths of the above competencies for
particular individuals, which would allow the
classification of individuals into two groups -
those with the potential for further adVancement
and those without the potential.

An issue which was considered as a potential
problem was that of only assessing individuals
within one organisation. However, it was decided
that as this would be a pilot study and as

f· .
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aspects such as management style and therefore
potential for advancement are strongly culturally
dependent (Kerr and Jermier, 1978; Hersey and
Blanchard, 1982; Burke, 1987), this limitation
loiould not impact on the value of the study for
the bank. It should, however, be borne in mind
as a caution in attempting to generalise the
findings of the study to any other organisations.

The study was conducted within the population of
branch and area managers a population of 138
people. A set of questionnaires consisting rrf a
basic biographical qUestionnaire, the I....E
questionnaire (Rotter, 1961) to measure the
degree to which the individual is internally
controlled and the Achievement Motivation
Questionnaire (Pottas et al, 1980) to measure the
level of need for achievement of the individual,
was sent out to all the area and branch
managers. Performance appraisal information from
the bank's internal performance appraisal system
was used to determine the strength of Cognitive
and ,Interpersonal skills for each of the
subjects. This information was available on the
bank's computer sys't.emand was extracted from the
database. Complete datasets were available for
123 subjects.

The
two

overall group of subjects was divided into
groups - those with the potential for further

advancement and those without potential. This
was on the basis of assessments by a panel
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consisting
superior,

individual's immediateof the
the superior's peers in other regions,

the divisional head and the Human Resources
Executive for the Division.

The propositions about differences in Locus of
Achievement Motivation, Cogn.Lt.LveloSkilJ.s

uub.i ect.s

t,?:stedby
data was

collected by means of ordinal measurements. In

Control,
and Interpersonal skills between the
with potential and those without, were
means of Mann-Widtney tests as the

addition to these competencies, the biographical
data related to age, language, education and work
experience were also tested to determine whether
there were any significant differences between
the two groups.

It was found t.hat; people with potentia.l are
predominantly English speaking I are youngE!r and
have spent less time in their current positions
than their colleagues.

It was further found that within the overall
competency of Locus of Control, Contrel of Social
Relationships differentiated significantly
between the two groups. In the Achievement
Motivation of Time,competency, AWareness
Aspiration Level and Personal Excellence were
found to show significant differences between the
two populations. Finally, the levels of
Cognitive skills and of Interpersonal lIs were
found to be significantly different ~n the two
populations.



A discriminant analysis was performet.: sing the
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found to differwhichcompetencies were
significantly between the two populations as well
as language, age and time spent in ~urrent
position as independent variables. The
discriminant function derived, obtained relative

classification of the twoin thesuccess
populations. However, there were a number of
mis-classifiec' cases which were investigated
further. This fUrther investigation raised some
questions as to the original classification of
the subjects.

I
i

2. DISCUSSION OF THE RESULTS

The discussion of the results will be presented
in terms of findings related to the biot ph ica.L
variables and each of the initial proposition::;;
stated and the hypotheses which were tested in
attempting to substantiate the propositions.

2.1 BIOGRAPHICAL PROFILES

The biographical variables for the two groups
wer.e investigated in depth as it was not possible
to control for the effects of these variables in
the overall selection of the candidates for the
two populations. In addition, as this was not an
eXperimental design, but rather a post hoc study,
it was also not possible to design the research
conditions in such a way as to negate the
potential influence of these aspects.
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It was found that language, age and length of
time spent in current position differed betw~en
the group with potential and that without.

2.1.1 LANGUAGE

In the case of language, it was found that
English-speakers were represented in a
significantly higher proporti~n in the group with

the overall group. Inpotential than in
addition, the proportion of English-speakers in
this group was significantly higher than in the
group without potential. It is possible '\at
this is a circumstance which has arisen from the
actual distribution of the bank branches. The
major proportion of the bank's business, as for
any othe~ South African organisation, is in the
PWV area. This means that managers with greater
potential tend to be placed in this area. As the
business language of the area tends to be
predominantly English, it may be that
English-speakers are favoured by the environment.

A further speculative reason for this difference
relates to the culture of the English-speaking
South African population as compared to that of .

t

ii'

the Afrikaans-speaking
generally perceived that

population. It is
the English-speaking

population come from a more liberal, less
authoritarian background tha.n the
Afrikaans-speaking population. In fact, there
has been comment that there is no tradition of
Afrikaner liberalism a.tall (Du Toit, 1987). It

I
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may be that the requirements of leadership in the
new organisation with the concomitant empowerment
of people, participation and flattening of
hierarchical structures is somewhat foreign to
the Afrikaans culture.

2.1. 2 AGE

2.1. 3

The results found, showed that the average age of
the subjects with potential was 40,29 years as
against an average age of 44,26 years for the
group without potential - a difference which is
statistically significant. This is not a
surprising result, as individuals with potential
are generally seen to progress more rapidly
through the organisation than others an
explanation which is also substantiated by the
findings on the time spent in current position.
As the level of the whole group of subjects was
relatively similar, the group with potential had,
in effect, arrived at this level sooner than
their colleagues.

TIME SPENT IN CURRENT POSITION

Subjects
through
rapidly

with potential were found to move
the ranks of the organisation more

than their colleagues, spending less time
in anyone position. On average, those people
with potential had been in their curren~
positions for
nearly three

about two years as compared to
and a half years for those without

I.
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potential.
finding,

Again, this is not a
The only aspect which

perhaps still old too long

questioned, is whether the average age of 40, and
the time in current position of two years is not

respectively. If the organisation is going to
achieve what it needs to do, it may be that even
faster movement is going to be required. This
may point to the need for the introduction of
some form of concentrated management development
process in the organisation in which potential
high-fliers are moved through the organisation as
rapidly as is sensible to ensure succession.

2.1. 4 OTHER BIOGRAPHICAL VARIABLES

experience and management
highly correlated with

experience are quite
age (age:management

It is of interest that although total banking

experient'e correlation is 0,7211 and age:banking
experience correlation is 0,6371), neither of
these variables were significantly different for
the two groups.

means that the samples have very small numberA of
people in them and this may have led to the lack l
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In the case of University qualifications, the
overall number of people with some form of
qualification is quite small. Only 15,3% of
subjects had some form of University
qualification (including part-time diploma.) and
only 5,6% of the subjectR had a degree. This

. ~
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of significance in the results obtained here. In
the case of Banking qualifications, the picture
is somewhat different with 61,2% of the subjects
having some form of
that the difference

qualification. It may be
here is not significant as

this is virtually an entrance requirement for
anyone within management ranks in thethe
organisation.

In general, then, the two populations do appear
to differ in terms of language, age and time in
current position. As a result of this, age and
time in current position were taken into account
in the construction of the model tested in the
discriminant analysis.

2.2 THE RESEARCH PROPOSITIONS

Four sets of propositions were stated initially.
The results obtained in testing the hypotheses
generated from each of these propositions is
discussed in depth in this section. 'fhe
relationship of the findings to the theoretical
framework and other research findings reviewed in
Chapter Two is also considered and discussed.

2.2.1 PROPOSITION 1: THE ROLE: OF LOCUS OF CONTROL

It proposed that individuals with thewas
potential for further advancement would be more
likely to perceive themselves as being internally
controlled t :.at those without the potential.
This Nas restated in terms of testable hypotheses

/
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which looked at
population with
terms of:

the differences
potential and that

between the
without itt

Their perceptions of themselves in terms of
overall Locus of control as measured by the
I-E scale;

Their perceptions of themselves as measured
by the I-E ~cale in terms of the sub-factors
of Locus of Control identified by Erwee and
Pottas (1982), namely Political Control,
Control of Social Relationships, Personal
Control an" Belief in Luck.

Initial examination of the means
I-E total score

of the
and thedistributions of the

sub-factor scores, showed a completely unexpected
result when compared to the previous literature
on leadership and management reviewed in Chapter

The for those individuals with
appeared to be

those without
that people with

scores
potential
higher
potential.

generally
than for

This implies
potential could well perceive themselves to
be more ex.ternally controlled tha.n
those without potential. This conflicts
directly with the theoretical model built up
from the literature which lndicated that
leaders would tend to be more internally
controlled than other individuals.

/
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In testing the hypotheses statistically, the only
factor in which the means of the distributions
for the two populations differed significantly,
was the factor for Control of Social
Relationships. This would appear to indicate
that individuals with potential tend to perceive
themselves as more passive in Social
relationships than those without potential.

The distributions of the overall I-E score would
differ significantly at a probability level of
0,10 an indication that there may <1lsobe some
trend evident
of Locus of

~n terms of the general direction
Control, with a tendency towards

externality being evident.

As was
light

stated,
the

the r-esuLt is unexpected in the
theoretical model. However, it is

completely surprising within the context of
in which the study was

The apparent feelings of
and powerlessness which were

the open interviews with managers
earlier, were an indication that

not
the environment
conducted"
helplessness
detected in
mentioned
sUccess in the environment of the bank did not
necessarily mean that an individual had to have
an internal Locus of Control.

It would appear that although progress in the
organisation is possibly dependent to some extent
on the efforts of the individual, individuals
are relatively powerless in the management of
their own careers. In fact, the notion that an

(
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individual can and should be proactive in the
management of their own career is relatively
foreign to most people within the organisation.
In general the feeling is that one should go
where you are needed and sent. There is also the
thought that if you do what is expected of you,
the appropriate moves will come your way. None
of this requires an attitude of being in control
of your own destiny or ·thefeeling that you have
the to control your own rewards andpower
punishments.

In particular in the area of the control of
social relationships, it is possible that those
managers who are seen to have the potential for
further progress, are in tune with the
requirements of so~ial relationships within the
organisation I:md work within these and abide by
the requirements passively, rather than taking an
active role.

It should also be noted, however, that the scores
for both groups are still relatively low - a fact
which would tend to indicate that there is still
more of a tendency towards some form of internal
control, rather than a complete tendency towards
ex.ternality.

It should be borne in mind that any
classification errors which have been generated
by the assessment method used for potential could
impact on the significance of the results. The
raters consisted of a panel which was made up
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largely of people who
people being assessed.

were in charge of the
The possibility that

these assessors would prefer individuals who are
more externally controlled particularly with
respect to the way in which they manage social
relationships with their superiors, the panel,
should not be ignored. The panel may also have
preferred individuals who are not likely to IIbuck
the system", as they would be easier to manage
and would also create less threat. This issue is
also discussed further in the section which deals
with the construction of the predictive model.

..
!:

The results should also be viewed in the context
of the research by Bazer-man (1982) \'lhichwas
reviewed earlier. He proposed that performance
would be dependant on the degree of fit between
the extent to which an organisation Lmpo ses
control and the individual's capacity to use
control. The findings may therefore also imply
that the organisation is not able to tolerate
individuals who are too internally oriented as it
tends to be somewhat autocratic in nature and
tends to impose a large amcurrt of external
control on individual members. I!.iividualswho
are externally controlled would adapt more
readily to the environment and would therefore
perform better.

/

Work by Andrisani and Nestel (1976) which looked
at the stability of Locus of Control in the face
of various types of work exper-Lencex, may also be

,
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relevant here. Their study found that actual
work experience may influence the direction of
individual Locus of Control ~erceptions as well
as the other way around. If an individual
therefore experiences a work environment in which
a proactive stance is not necessarily encouraged,
he may change his own perceptions as to his Locus
of Control.

Lastly, the curvi-linear relationship between
Locus of Control and performance which was found
by Boyatzis (1982) should be considered. He
found that both good and poor performers

themselvesperceived
controlled.

being internallyas
It may be that managers who are not

andsuccessful are not seen as having the
potential for further advancement may be still be
more internally controlled than their colleagues
wi'th potential particularly in the area of
control of social relationships. They may,
however, be behaving inappropriately as a result
of this a factor which could disqualify them
from further advancement.

In summary then, it would seem that those
individuals in the organisation who are seen as

high~fliers, generally perceivebeing t.he

themselves as being rp.latively more externally
controlled and significantly so in the area of
control of social relationships. This result is
somewhat
literature
context
which the

surprising in the light of the
reviewed, but is not unexpected in the

of the organisational culture within
relevant people are functioning. The

I
I
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issue of fit betw"een the individual and the
culture, previous experience with the environml::!nt
and the possible inappropriateness of behaviou
exhibited, could be
apparent discrepancy
the results of the
effect of having a
individuals who are in charge of the people being
rated, should also be taken into consideration as
they may tend to choose individuals who maintain
their own relative comfort zones rather than
those individuals who may be out of line in many
instances.

some of the reasons for the
between the literature and
study. In addition, the
rating panel consisting of

The consequences of the above results for the
organisation are interesting in practical terms.
If people who are their "own people" (Zaleznik,
1977; Bennis, 1989) are really going to be
required to manage the orga.nisation through the
nineties, the organisation will have to review
the criteria by which it. chooses its leaders and
managers radically. This aspect is discussed
further in a later section dealing with the
implications of the study,

2.2.2 2: ACHIEVEMENTPROPOSITION
MOTIVATION

THE ROLE OF

It proposed that individuals with thewas
potential for fUrther advancement would have a
greater need achievement than those withoutfor
the potential further advancement. Thefor
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proposition was
terms of the

restated in testable form in
differences between the two groups

of individuals on measures of:

Overall strength of Achievement Motivation
as measured by the Achievement Motivation
Questionnaire (AMQ) (Boshoff et aI, 1980);

The strength of each of the sub-fac~ors of
Achievement Motivation identified by Erwee
and Pottas (1982). These factors are
Persistence, Awareness of Time, Action
Orientation, Goal-directedness, Aupiration
level, Personal Causation and Personal
Excellence.

In addition, the relationship between age and the
strength of Achievement Motivation was also
examined.

i) The relationship between age and Achievement
Motivation

The results which were obtained firstly indicated
an inverse relationship between age and
Achievement Motivation. This means that the
strength of Achievement Motivation would tend to
decrease with increasing age. In particular,
significant correlations were found with the
factors of Awareness of time, Aspiration level,
Personal causation and Personal excellence as
well as the total AMQ score. This result is not

J /
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unexpected. Kimmel (1974), for example, refers
to a model of changing motivation throughout life
in which the so-called "g r-owt.h+e.xpansion" mot.ives
of which Achievement Motivation is an integral
part, are the predominant motives in tne first
half of an individual's life. This changes in
mid-life, when the individual senses that the
period of expansion in his life is at an end. He
then goes into a phase of contract~on where goals
become focused on stability and r' dremeont. The
change may also take place. du e to tl..lreJ " ci.ve
degree of satisfaction of somt;.of the expansion
motives which is experiel1ced at a later stage of
life.

The relationships found in this study is
therefore consistent with general patterns found
by other researchers. This could also be one of
the why has been found toreasons age
differentiate between the population with the
potential
colleagues.

further advancement and theirfor

ii) Overall findings for Achievement Motivation

In the case of Achievement Motivation itself in
the two populations, there are three findings of
interest.

\

I. ' "

that the
overall
mea.aur-ed
two populations. Howeve~, one of the sub-factors

In the first instanC'.~. it was found
of the di.st r-Lbutions of the r.means 11 •

score for Achievement Hotivation as
by the AMQ did no i'. differ between the

m
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(,'

of the Goal-directedness cluster, Awareness of
Time and one of the sub-factors of the Personal
Excellence cluster, Aspiration level, as well as
the Personal Excellence factor itself, did show

"

significant
populations.

differences between the two

In all ceeee ,

higher for the

the LeveL of the :factor was

population with potential
the population. wi thoutthan fa.!'

potential.

These findings confirm part of the second set of
propositions. Closer examination of the areas
which were found to be significant leads to
additional information of inLerest.

iii) Awareness of Time

The definition of Awareness of Time implies that
individuals who score highly in this factor like
structure in their lives and 'irewell-prepared
for any eventualities. They ensure that their
time managE'ment is impeccable.

which,
They also have a

according to the
plans and def~~ite

future ot'ientation
definition, includes precise
career goals.
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It is understandable that an aspect such as this
should be seen as relevant in the envirunment of
the bank. The ba.nk is a highly structured
environment in which a great number of people
have to interact in a co-ordinated manner. This
is Jarticularly true for the munagement of the
organisation where one of the primary roles
relates to the co-ordination and integration of
the efforts of others.

, .

The only element of the definition which would
seem to contradict t.he earlier findings in
respect of Loc~s of Control, is the aspect of
Career goals. However, if this is exa~ined
closely, it is not ne cesa.c ra.Ly contradictory
either, as an individual JTl<\'. well have goals
without having the certainty that he is able to
influence the achievement of thr~e goals ii~ectly
himself. It is also, however, of inter."stto
note that this sub-factor of the AMQ did not, in
fact, correlate significantly with any or the
sub-factors of the I-E scale and had a very low,
though somewhat significant correlation with the
overall I-E score. It may therefore be that the
element of proactivity which is implied in the
definition should not be over-emphasised. It
would seem that the emphasis is on time
management rather than pruactive planning.

Once again, there is a need to consult the

., f '

.
1

Aspiration level

precise definition of the sub-factor before
discussing the findings.
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Aspiration level embodies the need to take
calculated risks and respond to challenges
which may not necessarily lead to success.
The individual sets high performance
standards and demanding goals for himself
and for others in his environment. Such
people are prepared to go to great lengths
to achieve what they have set out to do.
They may prefer to run their own business
rather than working for an employer - an
entrepreneurial stance.

If this is compared to the original.definition of
Achievement Motivation as given by Murray (1938;
and quoted earlier in this report, namely:

"To accomplish something difficult.
master, manipulate, or organize physical
objects, human beings or ideas. To do this
as rapidly and independently as possible.
To overcome obstacles and obtain a high
standard. To excell oneself. To rival and
surpass others. To increase self-regard by
the successful exercise of talent," (in
Maddi, 1976, p. 287);

it is apparent that the sub-factor of Aspiration
level closely mirrors the classic definition of
Achievement Motivation. Both embody striving for
perfection and excellence in the face of
difficult odds as well as an element of
competitiveness. If the work on leadership
revi~wed in Chapter Two is revisited, it is very
apparent
ingredient
therefore,

that this specific element is a key
in the make-up of leaders. It ls,

reassuring to find that this

\
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orientation is as a relevant one in
those individuals in the

and those without in the

seen
distinguishing between
bank with potential
cu.rrentstudy.

An aspect which could cause concern in the
context of the organisation is that progress is
generally regarded to be synonymous with upward
movement through a hierarchical structure. If
this is
creating
and is

the case, it could be problematic in
an organisation which has less levels

more responsive to the demands of the
environment (Drucker, 1988; Kanter, 1989).

v) Personal Excellence

The cluster consists of Aspiration level and
Per~onal causation. It is therefore defined both
in terms of striving for excellence, needing
demanding challenges and believing that sUccess
will be due to one's own efforts. In addition,
the sub-factor, Personal Causation correlates
significantly with three of the four sub-factors
of Locus of Control as well as with the total:

Personal Cnusation
significantly with

does not correlate
Control over Social

score. This would imply that the two construots
are similar. It is noteworthy, however, that

relationships, the one factor of Locus of Control
which differed significantly between the two
populations. This result could therefore be seen
to contradict that found with respect to Locus of
Control to some extent.
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The apparent contradiction can
the significance \

be clarified by
found for thenoting that

cluster AS a whole, could be due to the effect of
the Aspiration level factor only as the Personal
causation factor was not found to differentiat
significantly amongst the two groups at all. The
score for the cluster as a whole is simply the
arithmetic sum of the scores for the two
individual sub-factors. As there are twenty-one
items in the Aspiration level factor and only
thirteen in the Personal causation factor, this
means that the Aspiration level factor is
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effectively weighted more heavily than the
Personal causation factor. This can also be seen
from the fact that the correlation between
Aspiration level and Personal excellence is
0,9528 whereas that for Personal causation and
Personal Excellence is only 0,7295.

In summary, then, the study has substantiat.edthe
proposition that there are different levels of
Achievement motivation between the population , .
with potential and that without. The aspects of
Achievement motivation which are significantly
different between the populations are Awareness
of time and Aspiration level. In the case of ;.

'f

Awareness of time, this is probably a reflection
culture of the organisation. The

Aspiration level, is seen as the
of thr:l
sub-fact.or,
"purist" part of Achievement motivation as
defined originally. It confirms the work done by
previous researchers in the field with respect to
the essential nature of Achievement motivation as
a competency required by leaders.

"
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PROPOSITION :3 : THE ROLE OF COGNITIVE AND
l.NTElilPERSONALSKILLS

In the third proposition, it was stated that the
level of cognitive and interpersonal skills
displayed by individuals would differ between the
population with the potential for further
advancement and that without the potential. The
proposition was broken down into two Separate
testable hypotheses in which the first stated
that the level of cognitive skills would differ
for the two populations and the second that the
level of interpersonal skills would differ for
the two populations.

i) Cognitive skills

Cognitive
analytical
abiH ty to

skills were defined as consisting of
ability, conceptualisation skills, the

and show initiative,innovate
flexibility and the abi~ity to think in holistic,
systems
broad

terms within the context of an overall,

as the
picture. This definition was operationally

assessment of the subjects against a
number items overtof thewhich described
behaviours which could be seen as being typical

the above skills. Theseof individuals having
items were assessed as part of the dimensions of
Initiative/Flexibility and Problem analysis on
the performance appraisal questionnaires
(Appendix 6) • Part of the analysiJ of the

information done annually,performance 'appraisal
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reviews the relative weighting of the detailed
items which make up the overall dimension. The
items which are weighted most heavily within the
overall area of cognitive skills are:

difficult aspects of the job;

Improves the efficiency of his/her
department through own initiative:

Modifies management approach and style
when necessary to reach a goal;

Bases decisions on complete and valid
information;

Anticipates potential problems and is
prepared with alternatives when they
arise;

and

Analyses information effectively to
arrive at well-integrated conclusions.

Note that these are not the only items which make
up Cognitive skills, but are those which carry
the most wuight and therefore add the most to the
definition. Reference to the review of the
literature indicates that aspects such as the
integration of information has been noted as

.•

highly relevant (Isenberg, 1984). The

anticipation
dealing with

of problems and flexibility in
various situationsl has also been

....-..._:a.i .~'.
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emphasise~ (Garfield, 1986; Kelly, 1986). In
addition, t.he need to use initiative and innovate
is stressed repeatedly

Tichy and
by various authors
Devanna, 1986; Kelly,(Bennis, 1989;

1986) .

In testing the hypothesis, , I-l~ was found that
there was a significant difference between the
two populations in terms of cognitive skills with
the population with potential scoring higher than
their colleagues.

This could therefore be seen as confirmation of
the expectation that this competency is essential
for leaders and managers.

The validity of the ratings given, can be
questioned in terms of the overall reservations

been expressed about performancehave
appraisal.
types of

In particular, the effects of various
rater bias could be considered to

confound the results.

Examination of the distribution of the raw
ratings given for the dimensions used,
indicates that the range used extended from
four to nine in the case of
Initiative/Flexibility and from three to ten
in the case of Problem Analysis. The raw
mean score for Initiative/Flexibility was
7,05 with a standard deviation of 1,19 while
that for Problem Analysis was 6,85 with a
standard deviation of 1,21. Both dimensions
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were standardised to a mean of 68 and a
standard deviation of 13 - this rendered the
distributions more comparable and increased
the differentiation amon~st the individuals
assessed.

A further concern in the use of the scores is the
fact that there might be a confounding of the two
purposes of appraisal. The fact that an
individual is performing well in his current job
may contaminate the judgement of how he will
perform in future positions.

Examination of the performance appraisal
analysis indi~ates that in terms of current
performance, the dimensions of interest are
ranked sixth of sixout
Initiative/Flexibility and fifth out of six
for Problem Analysis. Despite this, these
dimensions in combined form differentiate
very significantly between the population
with potential and that without potential.
It would therefore appear to be reasonable
to accept that there is no confounding in
terms of the current application of the
information.

It can therefore be assumed with reasonable
certainty that cognitive skills play
significant role in differentiating individuals
with the potential for further advancement from
those without.
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ii) Interpersonal skills

Interpersonal skills were defined as consisting
of interpersunal awareness, communication, team

ofdevelopment people,effectiveness, the
allowing participation and empowering people,
giving direction to others, negotiating skills
~nd having a p~esence. As in the case of the
cognitive skills cluster, this competency was
defined operationally in terms of the performance
rating of the individual against items on the
performance appraisal. The items of interest in
this case WAre those which m,de up the broad

Communication/Interaction anddimensions of
Leading (Appendix 7).

In this instance an examination of the relative
weighting of the items indicates that the most
important items are the following: -

His/her manner and bearing inspire
confidence;

Commands the respect of staff;

Communicates Hffectively at all levels;

orally inconceptsPresents a

confident, informative manner;

Participates constructively in
group/team discussions;

.'

/
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Heets requirements through teamwork;

Readily provides clear direction for
others;

and

Provides effective performance feedback
to his/her staff.

The review of the related literature reported
earlier emphasised aspects such as teamwork

Bennis" 1989;(Kotter, 1990: Zaleznik, 1977;
Peters, 1987), the need to provide
others and to direct and coach

an example for
others (Senge,
1988; Peters,1990; Ninomiya,1990;

1987)
Rosener,

and the need to establish communications
networks throughout the organisation (Kanter,
1989; Kotter, 1988; Bennis and Nanus, 1985;
Hintzberg, 197E.i). All of these aspects are
covered in the items included within the cluster
of interp~r<;onalskills.

The hypothesis testing procedure indicated that
there is a significant difference between the two
populations in the means of the distributions of
the scores ¥or interpersonal skills. As in the
case of cognitive skills, the population with
potential scored more highly than the population
without potential.
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This would again seem to indicate that good
performance on the interpersonal skills cluster

t c,I< ".

distinguishes Lnd i,viduals withbetween the
potential
without.

further advancement and thosefor
This is the result which was expected

in terms of the review of the literature.

An analysis of the r~w performance appraisal
scores again indi~ates that a r~£sonable range of
scores used. The .rge for bothwas
Communication/Interaction and Lr .aing was from
three to ten.
are 6,81 and
deviations of

The means for the two dimensions
6,57 respecti veL; with standard
1,29 in both cases. Both the

dimensions were again standardised to a mean of
68 and a standards deviation of 13 to increase
differentiation slightly and offset the effect of
leniency. An examination of the ranking of the
dimensions shows that Communication/Interaction
was ranked third out of six and Lead~ng was
ranked fourth. This would once again tend to
indicate that ~here is not a confusion of the
dimensions which should be used for assessing
potential with those wniC"h are relevant for
assessing performance in the current position.

As in the case of Cognitive skills, it can
therefore be
are relevant

assumed that Interpersonal skills
in distinguishing between the two

populations.

"
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The relationship between Cognitive and

not

,
t1'

Interpersonal skills

The two clusters of skills are v~ry highly and
significantly correlated
(0,9099). This rai2Ps

T1ith one another
of the

It would

,.

the question
relationship
seem that

between the triO clusters.
they are, by definition,

necessarily related to one ano~her and yet the
high correlation would indi~ate otherwise.

The probable explanation is that themost
performance appraisal cends to show some measure
of halo effect. If an individual has been
assessed as being highly competent in the
Cogni ti•., skills cluster , it is likely in most
cases that he would also be assessed highly on
Interpersonal skills. In the case of a
relatively poorer performer, this effect· is not
likely to be as strong. This is borne out by the
distribution statistics for the two populations.
In the case of the population with potential, the
standard deviation of the cognitive skills is
6,78 and the interpersonal skills, 7,67. In the
case of the populations without potential, the
comparable
indicating
scores.

figures are 9,2 and 8,71 respectively,
much greater variability in the

The possible consequences cf this halo
should La considered in any situation in

the information is used to make binding
effect
which
decisions.
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The final proposition whi.ch was stated,
, .

2.2.4 PROPOSITION 4: A PREDICTIVE MODEL FOR THE
IDENTIFICATION OF POTENTIAL

maintained that it would be possible to construct
an effective predictive model, using those
competencies which had been identified as
differentiating significantly between the
population with potential and that without
potential, Lo predict which individuals would
fall into either of the two groups.

\

The initial examination of the biographical
variables indicated that age, language and time
in current position should also be included in
the model as these variables differentiated
significantly between the two populations. The
model was consequently constructed using the
above three biographical variables as well as the
sub-factor, Control of Social relationships from
the I-E scale, the sub-factors Awareness of time
and Aspiration level from the AMQ and the scores
for Cognitive skills and Interpersonal skill~.
The scores for Personal Excellence were not
included as this factor consists of Aspiration
level and Personal Causation with the former
weighted heavily as discussed earlier.

Discriminant analysis was used to determi. ~

'11 •

whether
between

a predictive model would
two groups effectively.

distinguish
the The results

of the discriminant analysis were net very
statistically. The value obtained forsatisfying
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Wilks' Lamda was 0,7034. This implies that
roughly 30% of the actual classification of the
two is predicted by the independentgroups
variables included in the analysis.

As indicated in Chapter Four, a test for the
difference between the proportion of people who
were assessed as having potential by the panel
and those predicted to have potential by the
model, indicated that there was a significant
difference between the two proportions. This can
be seen as further evidence of the fact that the
model did not predict accurately against the
criterion of panel assessment of potential.

On the other
presentation

hand, as was pointed out in the
results, 91,3% of theof t.he

subjects with potential were classified correctly
by the model and 79,4% of the subjects without
potential were also classified correctly. In
total, 96 cases (80%) ./

1'[-"'--
"'--

of the subjects were
classified correctly.

A detailed analysis was conducted of the cases
were mis-classified. These cases are

listed in Table 13, along with the probabilities
for .classificationin either group.

n°
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i) Cases wh.ich were mis-classified as not having
potential \>]hen the initial assessment indicated
that they do.

Two cases only fell in this category, viz cases
109 and 116. An examination of the probabilities
for their classification indicates that case 116
is very mnch '.l borderline case. Case 109 was
revisi ted with the assessment panel and th!::.lrewas
some a~reement ab0ut the possible questioning of
the inclusion of this subject in the high
potential category. The subject saored
particularly low on the AMQ - this could well be
an issue in terms of motivation.

ii) which mis-classified as havingCases were
potential when the initial assessment indicated
that they did not.

A total of twenty-two cases fell in this category
as can be seen from Table 13. Eight of the
twenty-two subjects could again be regarded as
possible borderline classifications, ie cases 26,
28, 37, 48, 59, 60, 80 and 120. The remaining
fourteen were again examined in detail.

Case 5 has a health problem which preclUdes him
eff4ctively from being promoted further. It
could therefore be that the assessment of further
potential took account of this and excluded the
candidate.
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TABLE 13: MIS-CLASSIFIED CASES

1: With potential
2: Without potential

Key:

"

A fUrther six subjects (cases 6~ 81, 83j 88, 94 ""
and 111)
positions

promoted into their currentwere
t·relatively recently and members of the

felt that they would have to prove
in these positions before a further
of longer term potential would be

panel
themselves
assessment
possi):>le.

. '
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On
felt
85

further
that

a.nd 98,

reconsideration by the panel, it was
four more cases, namely cases 34, 42,

could be reconsidered in terms of
their original classification.

The remaining three cases appeared to be real
anomalies which could not be resolved in terms of
a reassessment of their situation by the panel.
The only biographical issue of note is that five
of them hail from Regions which are fairly remote
from the Head Office situation and are managers
of relatively small branches. This could imply
that they are not known very well to the members
of the panel.

validity of the discriminantAlthough the
analysis and any attempt at building a predictive
model on the above basis can be questioned on
statistical terms, most of the anomalies appear
to be logical and can be explained in terms of
other issues which may have affected the
judgement of the panel members. Perhaps tIle more
relevant question is therefore whether the
classification could be used as a springboard for
questioning the panel's judgement. This is
particularly pertinent in terms of the possible
futUre application of the results of the study.

C' ,

I. 11'
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The results generated by the model tend to
predict inaccurately more consistently in one

r
1
I'

I
1
I
! c'

t ~
~I

I
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I\.
I
1
l

.'

direction than in the other the number of
people with potential is predicted to be larger
than it actually is. Consideration of this from
a practical point of view raises the question of
whether this may not be desira~~e. In other
words, it may be useful if there is a larger
number of people identified for closer scrutiny
rather than restricting the number of people who
will benefit from such further examination. An
error in the opposite direction would mean that a
number of people who could possibly have the
necessary potential would be overlooked as they
had not been identified by the model.

:'
"

The results obtained from the study and the
discussion of the results indicate that there are
a number of conclusions which can be drawn.
These are presented in terms of the relevant
context and the results obtained.

3. CONCLUSIONS

3.1 COMPETENCIES REQUIRED FOR MANAGERS IN THE NEW
ORGANISATION I,

J,

The clusters of

'II'

Cognitive andcompetency
Interpersonal skills considered to be of key
importance by a number of authors (Boyatzis,
1982; Isenberg, 1984; Garfield, 1986; Kelly,
1986; Kanter, 1989; Peters, 1987; Bennis, 1989)
have been found to differentiate significantly

r
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between individuals who are assessed as having
the potential for further advancement within the
organisation and those without. This fits well
with the theoretical base discussed in Chapter
Two and provides a set of potential selection
criteria for people who are to be considered for
promotion.

I
I
!I -
I

! ( .

The overall competency at the motive level of
Achievement Motivation, did not differentiate
between the two groups of interest. However, the
sub-factors of Awareness of time and Aspiration
level did. These factors again are close to the

• J

original definition of Achievement motivation and
fit well with the expectations derived from the
literature (hldrgerison and Kakabadse, 1984;
Kanter, 1989; Kotter, 1982; Garfield, 1986).
Once again, therefore, it may be possible to
apply this finding in practice - an issue which
is discussed further later.

In the case of Locus of Control, a somewhat
unusual finding in the context of the literature,
was that the only sub-factor which differentiated
significantly between the two populations w~s
Control of Social Relationships. This sub-factor
as well as all the others and the overall I-E
score indicated a trend in which people with
potential appeared to be more externally
controlled than those without. This finding
contradicts leadershipthe literature on
(Garfield, 1986; Bennis, 1989; Kotter, 1990). It
is, however, not inexplicable in the culture of
the organisation which is somewhat authoritarian
and structured. -.

I t



- 187 -

3.2 THE PREDICTIVE MODEL FOR THE lDEN'l'IFICATION OF
INDIVIDUALS WITH POTENTIAL

The model generated to predict potential, met
with a limited amount of success, This may not
have been because of the model itself and the
variables well be due toused, but may
deficiencies in the criterion variable the
panel of subjects.assessment the The
possibility that classification by the model
could lead to questioning of the panel's
judgement considered. This also haswas
practical implications
further below.

are discussedw-hich

4. IMPLICATIONS OF THE STUDY FOR PRACTICE

There are two major categories of practical
implications for the organisation in the study.
The first of these deals with the issue of the
selection of people for promotion and the second
looks at the possible strategic implications of
the findings for the organisation.

4.1 THE SELECTION OF PEOPLE FOR PROMOTION

The results of the study have the greatest
practical application in the early identification
of individuals with the potential for further
advancement in the organisation. The study casts

, .
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some doubt on the validity of the panel method of
assessment and appears to provide a mechanism for
at least questioning this assessment on a
relatively more rational and objective basis.

It would be f~~$ible in the first instance to use
the scores which individuals obtain on Cognitive
and skills in the PerformanceInterpersonal
Appraisals as a preliminary screening device.
This would mean that the overall population to be
considered would be reduced considerably. As the
scores for the performance appraisals are carried
on the HUman Resource Information System, it ..... J.

would be relatively simple to extract a
short-list of all those individuals who meet an
initial hurdle qualification in terms of
performance level in these two key skill areas.
The actual level at which selection takes placet
would depend on the number of people who need to
be considered the level could be set higher if
fewer people are required for initial
short-listing.

The individuals selected on this basis could then
be tested on the AMQ and possibly on the I-E
que~tionnaire as well. The relevant scores and
biographical variables could be substituted into
the model for each of the candidates to generate
a second selected short-list. As the model tends
to overpredict of people withthe number
potential, this would lead to a generous rather
than a conservative list.

'11 •
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The final list of individuals would then be put
through the Management Development Centre for
further in-depth anda.ssessment for the
identification of specific areas where further
development may be required. This process would
reduce the w'mber of potential candidates for the
Management Development Centre considerably and
could ensure that the centre is used most cost
effectively.
additional

would also ensure thatIt

individualsperspectives on are
available to broaden the base of information used
for decision-making about placement and
promotion.

STRATEGIC IMPLICATIONS FOR THE ORGANISATION

The results with regard to Locus of Control raise
some concerns in the strategicterms of
requirements of the organisation. It would
appear that it may be necessary to undergo a
culture change in terms of the way in which
authority relationships and the expectations
generated in staff about their ability to control
their own destinies, are handled. It would
appear that those individuals who are destined to
be the leaders of the organisation perceive
themselves to be relatively powerless to control
"the system" within the organisation. On the
other hand, the emphasis on Interpersonal skills
in which one of the components relates to the
empowerment of people,
paradox:

raises an interesting
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Is it possible to empower people in an

organisation in which they may possibly see

the use of control in their own right and

independent thinking to be

counter-productive?

If this paradox cannot be resolved and the whole
issue of independent thinking and being one's own
person is not conducive to promotion in the
organisation, it may be necessary to look at a
possible intervention in terms of the overall
empowerment of people.

The possible role of the panel of assessors in
terms of their choice of individuals by which to
"clone" themselves, should also be tak~n into
consideration. It is feasible that the panel
would choose individuals with whom they would
feel comfortable, either because they resemble
themselves or because they would not necessarily
disrupt the current order of things. This would
not necessarily be conducive to allowing progress
in the overall strategic direction which will be
required for success in the nineties and bejrorrd ,

RECOMMENDATIONS FOR FURTHER RESEARCH

A number of different areas present themselves
for further research. Each of these is discussed
briefly and the possible results which could be
obtained are explored.
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It would be of great interest to determine the
extent to which the organisation~l culture has
dictated the resu'~ which have been obtained.
This could be o. ,t: if a similar study was
conducted in other organisations in the fina~cial
sector in South Africa. It is recommended that
the studies be broadened by the inclusion of some
measure of organisational culture. It would then
be of interest to determine firstly whether there
are significant thedifferences between
organisational cultur~s and then whether the
pat·tern
differ.

of competencies required for leaders
In particular, it may be of interest to

conduct other financialsuch studies in
institutions which usealso the MENTOR-3
performance appraisal system as this would ensure
a greater degree of comparability in the data.

The results of such a study' .Ld be useful in
indicating the generalisability of the results
obtained and would also give an indication of a
~Jre general potential field of application for
the methodology.

This study was restricted to an extent by the
fact that only a limited number of competencies
were selected from the overall range of
competencies w~ich were found to be relevant.
The relative weakness of the predictive model

/
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generated may, in part, have been due to the fact
that such a restricted range of competencies were
covered. It could therefore be of interest to do
a similar investigation for the full range of
competencies. A more widelY based predictive
model could then be generated on the basis of the

"

measures on the other. There may, however, be
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{. 'results obtained. The feasibility of such a
study might be curtailed by the measures which
are available on the one hand and by the
practicality of the subsequent application of the

some of the competencies which have not been
considered which would be better predictors of
potential than those which were included in the
current study.

5.3 THE TARGET POPULATION

only. It could be of interest to look at other

The study was conducted within the ranks of
branch and area management in the organisation

hierarchical levels in the Bank to determine
whether the same findings would apply. So, for
example, it may be of interest to examine the
population of managers just below that considered

the supervisory level
be that very different
for advancement into

level than for further
advancement at a later stage.

il .

in the study as well as
below this. It may again
competencies are required
branch and area manager

,.
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5.4 ORGANISATIONAL CULTURE

An adjunct to the first possibility mentioned,
would simply be to conduct a culture study in the
orgallisation
organisations.

without looking
It would be of

at other
interest to

whether there are aspects of thedetermine
organisational culture as determined from such a
study which could be relevant to the findings
reported.

5.5 ADDITIONAL WORK ON LOCUS OF CONTROL

It could also be of interest to explore the
findings of Boyatzis (1982) in terms of a
curvilinear relationship between Locus of control
and performance in managers further. The reasons
postulated by him for this relationship could
potentiallY be explored further to determine what
the actual causal relationships are.

5.6 VALIDATION OF THE MODEL

An additional consideration could be that of
conciucting a longitudinal study in which the
careers of the subjects used for this study are
traced over an ~xtended period of time. As the
subjects are all part of one organisation and are
at a level at which turnover is minimal, this
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should be feasible. This would serve to validate
the findings of the study, but could also
potentially
at other

serve the broader purpose of looking
variables which mpy intervene and

determ~ne career paths.

5.7 THE DEVELOPMENT OF MANAGERS

A final field which could be examined relates to
the requirements the ofdevelopmentfor
managers. It is conceivable that some or all of
the competencies which huve been considered can
be fostered or developed in individuals to enable
them ~o qucceed. The means by which this is to
be achieved and the process to be followed could
be researched fUrther an aspect which would
again have significant practical illlplications.

These suggestions for further resear~h are all
particularly relevant in terms of the practical
application of the results of the cur-r-ent,study.
The directions suggested would clarify some of
the issues which have been left unanswered in the
current situation and might, of themselves,
suggest yet additional directions.
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In conclusion, the study has obtained useful
results whir.h could assist greatly in the process
of succession planning and the development of
managers in the organisation. There is some
concern with respect to the potential "cloning"
of existing managerial sR111s and styles which
may not always be appropriate to meet the
challenges of the nineties and beyond. However,
the possibility also exists for highlighting this
possible concern and for addressing it while the
time and the possibilities are still there.
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Warren Bennis (1989, p. 6) quotes the legendary
Karl Wallenda as saying:

"Wa1king tightwire isthe 1ivin!!;
eVerything else is waiting"

Can the organisation of the future afford to I<.'ait
or will it be forced to walk the wire with the
need for the full ~ange of competencies which
that implies?
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UNIVERSITY OF THE WITWATERSRAND, JOHANNESBURG
The Graduate School of Business Administration
2 st David's Place, Parktown. Johannesburg, 2193 South Afrlca

lEI POBox 98, WITS
2050 South Africa

@'Embark'
,# 4-27125 SA
Iff) (011) 643-6641
Fax (Oil) 643-2336

15 March 1991

Dear Sir/Madam

MM RESEARCH REPORT QUESTIONNAIRES

In order to complete an MM degree, the University requires the
submission of a research report. This research report is a bona 'fide
academic project used for research purposes only.

Margaret Jenks is a registered student at the Wits Business School.
She is currently conducting research into the identification of
management potential. The objective of this research is to determine
whether certain measurable aspects of performance and behaviour can be
used to predict whether people will succeed in managerial positions.
This research is being conducted within only.

As a manager in
greatly appreciated.

I your participation in this research would be

If you have any queries about the questionnaires which you will be
asked to complete, please contact Margaret Jenks directly at Telephone
no (ext 4115) (work) or 678~079'1 (home).

YOUI'S sincerely

PROFESSOR F MaRKIN
PROFESSOR: SOCIAL RESEARCH METHODOLOGY

~----------~--------------------------------------------~------.The Utllverslly of the Witwatersrand rejects racism and rnclal segregnllon. Itls commltted to non-dlscrlrnlnatlcn partlcularty In the constltutlon of Its
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6 Doring Place
Aldara Park
RANDBURG
2194
9 April 1991

[MERGE] [MERGE] [MERGE]
[MERGE]
[MERGE]

Dear [MERGE]

RESEARCH PROJECT : WITS BUSINESS SCHOOL

As indicated in the covering letter, I am currently completing a Masters degree
through the Wits Business School. I have a topic which I believe will be of
value to the Bank and have approval for the project from both the University and
the Bank.
, would appreciate it if you would spend some time completing the three enclosed
questionnaires. They are :

A biographical questiOnnaire
A "PM" questionnaire where you will be required to choose one of two
alternatives in each question.
An "I-E" qUestionnaire which also requires the choice of one of two
alternatives.

Cont1d •••2/

, .
"



- 214 -

Page 2.

I. ••

Detailed instructions for the completion of each of the questionnaires are given
with the questionnaires. Please read thp,se carefully before completing the
questionnaires. Please ensure that your salary number appears in the appropriate
place on each of the questionnaires as this will be used to tie the information
from the three forms together.
All information supplied bY you will be treated in the strictest confidence. All
individual results will be pooled and only aggregate information will be used in
the final report. An overview of these results will be made available to
interested participants.
Please return all the completed forms to me at Branch 785,as soon as possible. Please do not hesitate to contact me if you
should have any concerns on telephone number (ext 4115).

Thanking you in anticipation.

Yours sincerely

MARGARET JENKS

'/1 '
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BIOGRAPHICAL QUESTIONNAIRE
~-------------------------------------------------------------------~

Please fill In the relevant biographical details. Note that allinformatlon will be treated as
strictly confidential. Please be as accurate as possible. Return the questionnaire to
Margaret Jenks. Human Resources Division. Branch 785.

1. SURNAME: II
2. INITIALS:

3. SALARY NUMBER:

4. BIRTH DATE:

5. SEX (1 = Male; :2 " Female) o

6. HOME LANGUAGE:

7. DATE ENGAGED BY NE:DBANK:

B. YEAR OF FIRST MANAGERIAL Af'f'OINTMENT IN NEDBANK: 11+ f) I

9. CURRENT POSITION:

10. TIME IN THIS POSITION:

11. NUMBER OF DIRECT '3UBORDINATES:

(Please turnover)

./~
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12.1 HIGHeST SCHOOL STANDARD (TIcK correct block]:

12.2 HIGHEST UNIVERSITY EDUCATION ITick correct block):

12.3 HIGHEST BANK EXAMINATION ITlck correct block):
orp ! ltC

2
RSa fD1P~ ··r01P~
3

12.4 OTHER TERTIARY EDUCATION ( Give details):

12.5 HAVEYOU ATTENDED ANY NEDSANKANPIOR
EXTERNAL MANAGEMENT DEVELOPMENT COURSES
(Tick relevant bloc!<lsl

12.6 HAVE YOU ATTENDED THE NEDCOR EDP ANDIOR ANY
OTHER LOCAL I:.DPANDIOR OVERSEAS COURSE:SSUCH AS
INSEAD OR MANCHESTER
(Tick relevent bloak/e)

I
...__.)
r-\
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I-E QUESTIONNAIRE

INSTRUCTIONS .JIL--- _

This Is a questionnaire to find out how certain Important events In our society affect
different people. Each Item consists of a pair of alternatives lettered a or b. Please
select j" e one statement (and only one) which you belleve to be the case. Be sure to
select the one you actually believe to be the nore true or rather the one you think you
should choose or the one you would like to be true. This Is a measure of personal belief:

obviously there are no right or wrong answers.

Please answer the Items carefully but do not spend too much time on anyone Item. Be
sure to find an answer for eVery question. In some cases you may r;lscover that you
believe both statements or neither one. In such cases, be sure to select the one you
more strongly believe to be the case as far as you are concerned. Also try to respond
to each Item Independently when making your choice. do not be Influenced by your previous

choices.

Please Indicate your answers by rIngIng either the A or the B label of the alternative
which you choose tor each question on the questionnaire.
Return the questlonoalre along with the others to Margaret Jenks, Branch 785.

Please enter your salary number here:

.l
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ITEM

1- A
8

2. A
8

3. A
B

4. A
EI

5. A
8

6. A
8

7. A
8

I-E QUESTIONNAIRE
-----------------------------------------------------------------------~

PAGE 1

Children get into trouble because their patents punish them too much
The trouble with most children nowadays is that their parents are too easy on them

Many of the unhappy things in people's lives are partly due to bad luck,
People's misfortunes result from the mistakes they make.

One of the major reasons why we have wars is because people don't take enough interest in politics.
There will always be wars, no matter how hard people try and prevent them.

In the long run people get the respect they deserve in this world.
Unfortunately, alii individual's worth often passed unrecognised no matter how hard he tries.

ThE)Idea that teachers are unfair to students Is nonsense.
Most students dlon't realise the extent to which their marks ate lnfluenced by accidental happenings.

Without the right breaks one cannot be an effective leader.
Capable people who fail to become leaders have not taken advantage of their own opportunities

No matter how hard you try some people just don't lik.eyou.
People who can't get others to like them don't understand how to get along witll others.

8. A Heredity plays the major part in determining one's personality.
8 It is one's experiences in life which determine what one is like.

9. A
B

10. A
a

11. A
B

12. A
B

13. A
8

14.

15.

I have often found that what is going to happen is going to happen.
Trusting to fate has never turned out as well for me as making a decision to take a definite
course of action.

In the case of a well-prepared student there is rarely if ever such a thing as an unfair test.
Many times exam questions tend to be so unrelated to course work. that studying is really useless.

Becoming a success Is a matter of hard work, luck. has little or nothing to do with It.
Getting a good job depends mainly on being In the right place at the right time.

The average citizen can have an influence on government declstone.
This world Is run by the few people in power and there is not much the little guy can do about it.

When I make plans, I am almost certain that I can make them worK.
It Is not always wise to plan too fat ahead because many things turn out to be a matter of good or
bad fortune anyway.

A There are certain people who ate lust no good.
B There Is some good in everybody.

A In my case getting what I want has little or nothing to do with lUCK.
B Many times we may as well decide what to do by flipping a coin.

,
'"



20. A
B

21. A
B

22. A
B

23. A
0"

B

24. A
B

25. A
B

26. A
B
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ITEM PAGE 2

16. A Who gets to be the boos often depends on who was lucky wnough to b.. h, the right place first.
B Getting people to do the right thing depends on ability, luck has lithe ", nothing to do with it.

17. A As las as world affairs are concerned, most of us are the victims of forces which we can
neither understand nor control.

B By taking an active part In political and social affairs, people can control world events,

18. A Most people don't understand the extent to which their lives are controlled by accidental happenings.
B There really is no such thing as "luck".

19. A One should always be willing to admit mistakes.
B It Is usually best to cover up one's mistakes.

It is {,ard to know Whether or not a person r..:3.Ilylikes you.
How many friends you have depends on how nice a person you are.

In the long run the bad thlnl'ls that happen to us are balanced by the good ones.
Most misfortunes are the result of lack. of ability, Ignorance, laziness or all three.

With enough effort, we can wipe out political COli .ion.
It Is diffIcult for people to have much control over the things which politicians do in oftlce,

Sometimes I can't understand how teachers arrive at the marks they give.
There is a direct connect'en between how hard I study and the marks I get.

A good leader expects people to decide for themselves What they should do.
A good leader makes it clear to everybody what their jobs are,

Many times I feel that I have little Influence over the things that happen to me.
It is impossible for me to believe that chance or luck play an important part In my life.

People are lonely because they don't try to be friendly.
There Is not much use In trying too hard to please people, if they like you, they like you.

27. A There is too much emphasis on athletics in high school.
B Team sports are an excellent way of building character.

28. A \''\/hat happens to me Is my own doing.
B Sometimes I feel that I don't have enough control over the direction my life. is taking.

29, A Most of the time I can't understand why polltloians behave the way they do.
B In the long run the people are responsible for bad government on a na,tional as well as on

a local level.

,
"
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P-M QUESTIONNAIRE

INSTRUCTIONS

This questionnaire consists of a number of Items where contrasting desorlptlone
concerning two people, viz, Person A and Person B, are given. Read the two
descriptions In every item and then decide which one of the two BEST describes
you. Mark your choice by ringing either the A or the B In the Item on the
questionnaire. You rnay sometimes find that neither of the two descriptions quite
fit you, but you should, nevertheless, decide which of the two Is more like
you. Mark only one alternative for each Item.

Nlote that your answer for one item should never influence your answer to another
item as Person A or B of one Item Is not necessarily the same as Person A or B
In any other item. Consider each Item independently from all the other Items.

Return the questionnaire along with the others to Margaret Jenks, Branch 785.

Please enter your salary number here:

I /.
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PAGE 1

~ ?A.C:: 2...
\

~....
.... _~ always plans hisfher ?rOs~anlme a long t'irrre ahead ..

3 Seldom. plans his/her progza1""'lmea long riIne ahead .. 1 i. .A f ee.l s ~.ha:.adfene s a 1$ sorn e drn.e s justiiieci..

B cannc t :olarato:! idlc,ne.:is

...~ A persists with every task which he/she tackles ..

B finds it difficult to persist t!. A does not wor-:y tOO much if certain oi his/her goals a.r-enot attarnec ..

3. A is inclined to make careles s errors in his Ih"r work. B wor-ete5 if he Ish" cannot. reach all his ther goals.

B is usually very ac ccc-ate in hisfher work ..
13.. A "s whole o rrenra tion is concerned with the present.

4.. _~ feels that every minute of the da.!,must:"!' used actd.veIy, Bis whole orientatidn is concerned with the futu:=e.

B feels that helshe can relax a bit during his/her daily duties.

5... A preiers tasks where he/she must take a risk.

B avoids tasks where he; she must take a risk.

14.. A is prepared :0 spend his Iher free rtme learning a skilL

B {eels he/she would rather use his/her free time' far rela::::atian.

6. A ae t.a easy goals "that he/she knows heJs~ will be abte to reach .

B sdrn s high in spite of 'the possibility of failure.

15. A is confi.dent; that he/she is able to successfully complete all tasks
which he: she tackle s...
B is unsure whether he/she can successfully compteee all tasks which
he/she tackles. ~~

r::-:I. A begins preparing himself/hert.ell for a task a long time beforehand.

B prefers to prepare for a task a short while, befo:ehand. Le , A always has lots to do...

B sometiInes looks for something to do.

17. _.'\. :sometimes gives up too easily ..

B does not give up easily ...

lB. A prefers to avoid all risks.

B prefers to take calculated risks ..

B~ A~' . ~S heart when Froblems are e.xperdence.d-

B perseveres with a task even though many problems arc e-xpez-ienced-

9. A believes tba':.his/her actions a.re correct in most situations ..

B doubts the correctnesS of his/her actions in mOSL situations.

10. A preiers a task that is demanding and challenging evert thoui!h th er-e is
a reasonable chance of iailure~
B prefers simple tasks wbe.r-ethe chance of failure 1S slignl.

19~ A uvotds an occupation whe-re high standards are demanded.

B prefers an occupe.ri-anwhc .re high standards are .dernanded ,

2.0~••~ does not rest until an assignment is completed

B is not upset when an assignment is not completed.
f

-:

" '.t

,
, :;\

\."

..~.. ".:

,,~ \ -~. "
!'

""- ~~. ...t
,,'f;,(,..



...

~

l,

i."
\

'

,,~, .
, .

,

PAGE ~

~
~ ~

ITEM
31. A wo'ufd prefer a job that o:f!e=F a chacdenge , even th0ugh less security

1.S attd.c!u:d to it:.

B wouid rather preier work that offers security. even though there is

less challenge.

~;.

". 2.1. A fe e'l a that tarrr e sometintes stands still.

E feels that time Hies quickly.,

ll<'"

22. _4. prefers work of a routine nature.

B prefers. dem.anding work.
32:. _A... is not wc r-s-red if he I she deviates from. his Iher trrnerabl.e-

B feels discontented i.i hel she deviates. from his/her timetable.

Z3 .. _~ will accept a challenge even though heishe is not sure of suc ce s s-

B will only accept a challen.ge when he I she is fairly cer-tarn of suc ce ss .. 33.. A tends to give up easily ..

B enduzes until the end.

24. A prefers worJ?ng to a tiInetable.

.B finds it difficult wor-kirig to a. dmetable ..
34.. A can for an unli.n1ited time iocus his /he r attention on carrying out a task •

B' s a.ttention is easily distracted while perionning a task.
,;

25. A welcoxr..es periodical r-es t breaks du r mg r.lle e.xecu:.ion oi a difficult

task.
35. A is vague as to his/her future plans.

B has very clear future plans.B preiers to He s c complete a difficult task and then take a break.

26. }\. c-eIfes on own abilities LO overcome diHiculties. 36. A does not easily accept help in the solving of a complex ta sk ,

B read~ly accepts help rn the solving or a complex task ..B relies on the help of others in c r-de e to overcome dii:icultleS .

Z-:. A first tackles d~£icult raak s ,

.~a.J'es the dillic.u.lt tasks for later.

37. A .feels that time passes too quickly.

B has enough time "to live it. up" ..

'lOW the career situa:tion develops ior hirnseli/herself..

'.ir plan of his/her future career which he/she follows carefully_

38. A feels that his/her actions can at times be planned better ..

B always acts in a planned way.

29. A views success as' resulting {rom personal skills.

B vi ews success as partly pure luck_~

39. A views personal skills as Irn po r-ta.n'; i(":", succeSS ..

B accepts that luck can playa role in, succes s ..

30. A finds it dil!icclt to resUIne work- after an interrUption ..

B easily resumes a task after an iili:e:rruption ..

40. A a-oc td s tasks to which great- risks are attached.

B prefers (asks to wnich great r-i.alcs are .atLached..

,
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?_-\GE .;

~

-H_ A. always has .J.. full programme.

Bis progr::u:nrne is nor always fulL

-!z. A' feels that: external factors makes' nis;her control of situation::; dii!icult ..

B usually feels in control of a situation.

43. A does not enjoy to organise his/her life strictly~

B enjoys to organise his/he'r life' strictly.

"

44:. A oiten tackles more dilficult tasks whe-eehe/she is not sure at wherher
he/she will be able to complete: them.
B rather tackles,'easier tasks whichhe/she is sure helsht! can:complete.

51.. ..\. ~eldom pfans a, program.r=le .acccrdmg to which hel she is co ca.:::,,"'!
out all his/her a.cetvmae s,

B usually plans a programme. according to which he/she is to car::-"_{out

all his /her activitie 9"

52... A tends to forsake plans if circumstances become unfavourable.

B completes his/her plans to the tlbitter end" even though circuznst2.I1ces
are uniavourable ,

53. A easily wastes time.

B uses every minute.

54. A sta.rts immediately when an assignment is f:iven to him/her.

""'" " B waits a while before hel she starts on an ana igrrm ent.,

45. b. is not alway s sure of his/her plans for the following year.

...

-,

\
t,.
,"\,.:.

". .... -~ ,
, .... '"
~.'. ~
.\
\,

~

B mostly has clarity as to what he/she is going to -do the followIng year.

A is usually discouraged by his/her misfortunes.

3 is never discouraged by his/he: rrrisfor-nmes,

47", A preiers a challenging profession. to an interesting proiession ..

B preiers an interesting profession to a challenging proiessiun.

~
48. A seldom works to a timetable.

B mostly wor-ks to a timetable ..

49. ~ prefers challenging situations in spite of a real chance oC f';:ilure.

B prefers situations where hel she is SUreor succe se..

50. A rinds it easier to leave work incomplete becaus~ he/she can finish

it ta.eec-,
B does not leave work incomplete if there is enough time to complete iL.

,.
:-....

I ~.
\;".,.;,.

>

55. A prefers tasks with an average level of difficulty.

B prefers very difficult 21:. very easy 'tasks ..

N
N

"'"
56. A mostly decides for him.self/herself what to do in certain situations.

B usually allows himsell/herself to be lead by the opinions of athe rs
in his decisionmaking ..

57.. A is sometimes idle.

B i3 always busy,

58. A accepts resignedly if his/her watch loses time.

B is irritated if his/her watch loses time.

59,; A relaxes only after a task has been completed.

B relaxes even before a. task has been completed.

60.. A. will be satisfied if he/she Cares well. even thoughhe/she does nc r
came out right on top,

B wants to reach the highest level in life .a t all costs.
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ITEM ~1
~.

""
61. _~_corrrpl e re s the easier jobs first as be/sh.e can complete tha..""r~

...vi~; confidence ..

B completes the dlliicult jobs ,first so' 45 teo get it over wath,

62. A sets standards for himself /herself that are not. too hiC;h ~r too Low..

B usually sets high standards for himself/he:selL"

63_ ".;. finds it diliicult to do something more than what hel she resolved
to do.

B usually gets more done than what 'hej she- resolved ttl do.

PAGE 8
ITEM

71. _~ prefers an important and difiicult task even though there is only
a 5acra c'ha.nc e of s uc c e a s ..
B avoid,s an important and difficult task where there is only a 5070chance

of success.

72... A finds it easy to start a new task even though the previous taSh is

incomplete.
B does not start easily with a new task while the previous task is

incomplete.

73. A pr-efers goals which he/she can attain without much e!!ort.

B prefers goals for which he j ahe has to exert a great amount of

effort.
0';'. A blames himself/herself if he/she oversleeps.

B is not much concerned H he/she ovez-s.lee-ns, "h ses hislhe- rarn e ineiI~ctlvely.~ 74. A feels guilty when helsht> somew ere u _.

.-I} 65. A prefers an occupation that demands a very high aranda r-d; B does not mind if he/she sometimes wasteS tune .

B prefers an occupation that demands an average scanda xd,

66. }'I... usually carries on with relatively difficult jobc until he/she
masters fh errr,

".

B usually gives up before .he j ahe has, mesrez-eda relativel.y diifi-
cult job.

67. A is prepared to take a chance to complete his/her plans even
though circumstances axe less favourable.

B is not prepared to take a chance and carry out bib/her plans
if circumstances are unfavourable ..

6B. A always en suz-es that his/her watch is ae t, to the correct time.

B is less concerned as to.whether his/her watch is set to the
correct tdrn e,

\
t
.\' \~,.

~..~ .. . .\.

'>\
: \.

69. A prefers sit4z.~ions in which hel she is mainly reouire" to follow
di=ec'tiO;:\s d.eveloped by others.

B prefers situaticns in which he/she can personally take initiattve

to make things happen.

70. A It -wc r-z-i.es A if he/she was late for an appointment.

B dOl1S not wo:-ry i! he Ishe IS o eca s iona lf y Ia te [0.1" an appointment .

" \,
» ,

" !'" ~"
;" "I

~, ~ '"

75~ A -pr-ef.e r s a work situation that requires a very high standard or
excellence.
B p.cefers a work. situatian demanding an average standard of

excellence ~

76~ A sometimes does not kl -vw what .0 de with his/her tarrt e ..

For B time usually passes 0:0.0 quickly~

77. A bas a need to succeed.

B has a need to avoid failure.

78. A first complete s an urgent job at home before he i she can relCi.x~

B prefers to relax at heme and then do the urgent job the next

morning.

79. A becomes disheartened by setbacks.

B regards setbacks as new challenges.

80.
A befieve s that ii cornpl.emon of a job is postponed it will 'never g.e~dcnv.

B feels that "tomorrow is another dev" with regard to the execution of

a task. .
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r:-'S:A ~-,
81. :_ prefers wo-rk::.ng:a="a.n ~stab!ishc!d fi=:::l.

.a p=eie=s:O enanage ~is ,-he= own.busine.~.l u::de=2.iCng~

82 •• ,;."5 conscience alway's wor=ie:l hrm rhec if b~/sht! ha s :;iO!: 'c~ecutt!d
a. job to the best of IDs/her a.bility.

:gIg conscience seldom 'wo=ries hi...'"TlIher:r !lei 'She has not i!'xi'!cutc::d

a job to t.he best of his/boer ability.

83. _!J.... can accept- easily that no solution to do. probiem ecciars,

keeps on searching untU he finds a. 901u.~ionto a ?roblem.

8.J,. For _-\.str.l.cture and order in his,:i~er life: is V'e~! unportant ..

For B st::ucture and c.cde r- in hi:l/her !.lie is C!'"'..;...-nportant.'"
.A}
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GROUPING OF THE I-E seAL:- ITEMS
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THE GROUPING OF ITEMS IN THE I-E QUESTIONNAIRE

The questionnaire has a number of sub-factors
which have been used in the study. The grouping
of the questionnaire items within the sub-factors
is indicated below.

Sub-factor 1: Political control

Definition

A measure of the extent to which an indivj~ual
believes that he has control ever political and
world events.

Items 12, 17, 21 and 2: make up ;hF sub-facto~.

Sub-factor 2: Control oVer Social Relationships

Definition:

A measure of the extent to whiGh an individual
believes that he has control over the nature of
his relationship with others in his environment.

I ., ....

, .... ~.~
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I't,:ms'1,7,15,20 and 26 make up this factor.

Sub-factor 3: Personal control

Definition

A measure of the extent to which an individual
believes that the attainment of personal goals is
due to his own efforts and abilities.

Items 4, 5, 8, 10, 11, 18 and 23 are included in
the sub-factor.

Sub-factor 4: Belief in luck

Definition:

The extent to which the individual believes that
events in hip life are controlled by luck or
occur randomly,

The suL-factor consists of items 13, 16, 25 and
28.
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THE GROUPING OF ITEMS
MOTIVATION QUESTIONNAIRE

IN THE ACHIEVEt.fENT

The questionnaire has a number of sub-factors
which are defined below with the relevant items
which make up each factor.

FACTOR AA: GOAL-DIRECTEDNESS

Sub-factor A: Persistence

Definition: ( Pottas et aI, 1980, ;:> 3)

"Individuals who obtain high scores on this
factor tend to persevere in seeking solutions to
problems despite adverse circumstances. Setbacks
are regarded as new challenges and they can be
described as die-hards. When success is achieved
theY ascr~be it mainly to the utilisation of
their own skills. In conjunction with this
tenacity of purpose, there is also a tendency to
want to complete tasks, not to procrastinate and
to refrain from delay when confronted with the
need to grapple with complex tasks."

The sub-factor consists of items 2, 8, 14, 17,
25, 27, 29, 33, 39, 50, 52, 54, 59, 61, 66, 72,
78, 79, 80, 82 and 83.
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Sub-factor B: Awareness of Time

Definition: (Pottas et aI, 1980, p 3)

"High scorers work according to a time schedule
and plan ahead. They keep their affairs in
applepie order and prefer to ha.ve structure in
their lives. They prepare well in advance for
any eventuality. feel guilty aboutThey
inefficient Use of
an appointment or
time-table. They

time, when they are late for
if they deviate from their
are concerned with the future

Bnd their precisely formulated plans for the
future include definite career goal"."

The sub-factor consists of items 1, '7, 12, 13,
20, 24, 28, 32, 35, 38, 43, 45, 48, 51, 58, 64,
68, 70, 74 and 84.

Sub-factor c: Action orientation

Definition: (Pottas et aI, 1980, p 3)

"Individuals with high scores .,.. are active,
energetic people. They consistently have much to
do and want to utilise time opt Lma.lLy , They
cannot tolerate idleness and are not inclined to
take
task.

17xtended
Time

breaks completingwhentest
is perceived as dynamic and

fast-moving."
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The factor consists of items 4, 11, 16, 21, 37,
41, 53, 57 and 70.

FACTOR BB: PERSONAL EXCELLENCE

General definition: (Pottas et al, 1980, p 3)

High scorers indicate ~hat high personal
standards of excellence ar' formulated. ..(They)
are convinced that one should depend on one's
skills and abilities to achieve success, rather
than on luck or mere effort. They revel in
challenges, take calculated risks and believe
that unfavourable circumstances can be overcome
by taking initiative.1I

Sub-factor D: Aspiration level

Definition: (Pottas et al, 1980, pp 3 - 4)

".•..an inclination to embark on demanding aLd
challenging tasks even though failure may be
experienced. Therefore calculated risks are
taken and challenges are preferred to certainty
of success. They set high performance standards
for themselves and expect the same of others.
They are willing to go to great lengths to obtain
their goals,
enterprises
organisation.

They would rather manage their own
merely a largebe ofthan part

The~ do not easily accept help in
the solving of complex tasks."
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Items 5, 6, 10, 18, 19, 22, 23, 31, 36, 40, 44,
47, 49, 55, 62, 65, 67, 71, 73, 75 and 81 make up
the sub-factor.

Sub-factor E: Personal Causation

Definition: (Puttas et al, 1980, p 4)

"•.indicate a trust in their own abilities and
skills and a conviction that control can be
exerted over life events and the environment.
They generally do not believe that they are
victims of circumstance. They tend to believe
that
that
best

actions are correct in most cases andtheir
they will be able to execute a task to t.he

ability. They prefer situationsof their
where they can take personal initiative and want
at all costs to reach the highest point in life.
They are therefore characterized by a motivation
to achieve success rather than by a motivation to
avoid failure."

Items 3, 9, 15, 26, 30, 34, 42, 46, 56, 60, 63,
69 and 77 make up the sub-factor.
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UHJWp'V7TZZ'mw • ==m rrmr=w5!F!:' __=

1990 PERFORMANCE MANAGEMENT SYSTEM

P'CBSONAL DETAILS

B-13Employee number

Surname INTERVIEWREPORTLANGUAGE PREFERENCE Gji]
o
~

Departme l.lt/Branch
I-'JH;,1 ENGLISH

... 1::(.'

;'~~i?AFRIKAANS
1-:'~:It'

Grade

Please read the following mstructlene

The questionnaire Is divided into four sections. Please complete all sections for the employee.
In ail cases ratings must be given by drawing dark, legible circles around the appropriate
number. Do not give more than one score per question.

SEC1'ION I

SECTION II

SECTION III

ACHIEVEMENT OF EFFECTIVENESS AREAS

DETAILED BEHAVIOURAL ASSESSMENT

APPRAISAL OF BROAD PERFORMANCE ASPECTS

SECTION IV ; OVERALL APPRAISAL

How long have you worked with this person? '>-' '" less than
~,\~. 6 months

6 months to
less than'
1 year

Weekly '{~\:' Monthly, ••. _,y
~1n\'

~Less .
Il1hl frequently

m '1 to 11/2
Ullillil years Longer. ~

~

[E

HoW often are you In contact with this person? ~DaIlYIJ1MJ

i'jPP"t''P"Rb'' ... pmt-'i'Jj'N'"n ... IP!!5IFr'..AI'",,' .. ........... OlIOmDllt<lt·_

•
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3ECTION 1: MBO ACIIiEVEI\Jlr:t~r - EFFFC r iI!FI-!r SS J\nEI\S (nESULT AnEI\S)

Has this person been set measurable oblectlves?:
(Consult the Appraisor Guide before cornpletlnq this section)

If "Yes', please compiete this section and include theirQuality objective ifapplicable

Qyes

EFFECTIVENl &5 AREAS

r--------------------r-----r-----r-----r-----------------r--~-------------~
Weight Measura of attainment previous 3 Clrcumstances previous 3
(Iotel 01 quarters quatters
100%)

Please list
In order 01
priority

til 'I I' I 1 I I

Fell short Attalnad Surpessed Favourable Normal

1. I I I I I I I I I

2. I 1 I I I I I I I

, .:Ij

30-39 34-36

{ 340-49 t n~h~: 37-39"

uolavour-
able

2 2
"J:'

33

2 3 2

50-69

, ., ,
1 ,

"
., ". '. '. '.,~ t , ~ t~

40 - 42 2 3 2 3

4. I J I I I I I I I

60-69

'II~'\..,lif

70 -79"

14 -:'13 49 -61

5. I I I I I I I 1'1

2

6. I , " , I I I 1'1

52·54 224 -33

SUMMARY OF EFFECTIVENESS AREAS (RESULT AREAS)

1. Summarise, in one score, the above assessment of
effectiveness areas. Circle the figure which would
best reflect the.person's level of achievement.

2. Summarise, In one score, the circumstances which
affected the achievement of the above e!fectiVEiness
areas ..Circle the figure which would best decrloe the
circumstances.

3. Give a separate summary of the person's performance
with regard to both effectiveness areas and circumstances.
Circle one figure.

7.

Fell short Attained Surpassed

Favourable Normal Unfavourable

157 - 58

~J

161-62

~J

165.66

[608]

IS9 I

70-71

72-73

74-75

I,
11 •

, f
-.,: ,

r

/
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SEC'TION II : DETAILED BEIIAVIOURAL ASSESSMENT

In this section the performance of the employee must be rated with reference to detailed behavioural items,
Please rate all items given, The ratings for "Don't know' and 'Not applicable' may be used where necessary,

PERFORMN leE RELATIVETO LEVEL REQUIREO BY JOB

A. JOB PERFORMANCE Falls Some- Meets Some- Much Don" N/A
well what require- what higher know
below lower rnerus higher

"';'1, ~:.: ''', '5' :i! -;.r .~t.· :;0
".,

I, Strives to achieve the goals he/she sets (or him/herself 2 3 4 6' 6 ',"9 ::~ 14
,~..: , ... r ". , ""(:

, I. ;. ;:~I : "\~~;II\ ~. "!~g,-:~il~ ,...;1'.4 ....

2 ( ,'Is i1licF II fi'~1 h'I1fl''''''''Y In 'lP. I, '1 2 3 4 5 6' 7 0 15

3, Keeps up 10 date with the latest developments in his/her field of " ';~ "~,OIl .', ~.~. .. - ~._; ",

If.:~··'''''"1'" . " .'
3" '(3~ ~; • 'i '\l8"r~ ,,~/9:?Yspecialisation 2 4 5 e \7" O: ' 16

2;; 15'~" ,:" 9 ,; 0 'i' f-4 Works well under pressure ' 1" 3 14 6,'· 'i!.. :':-6"; i :,~~ 17

5. Knows theoulPU!'equiremE<1IS of hisil-erbr1lnchldepartrnent :::~1....1!. ~ '2 '3 ',4';- ':5f::~ 6" 't: '8' , 9:"
,

'0 16

B. INITIATIVE/FLEXIBILITY
PERFom""r ':'E REl.ATlVETO LEVEL REQUIRED BY JOB
Falls Some- Meets - Don't
well what require- know
below lower menls

N/A

..§.:..!]is()sto the challenge posed by difficult aspects of lIlll job

7, Impruves the elficiency 01his/her area of responsibility through own
initiative ,----------~-----------------~~,. ,

1"',':-,,; . " .~; t·: i
2 3 4 '5W

2 3 4 5 "

2 3 4 5- ' 6,.' .. -

8, Modilies manaqement approach and style when necessary to reach
a goal "1

I!',' 9" ~j~ ".,0':· 22

'f~9j\\, ~?OMI}23

9. Acts indepenomlly within lhe framework of overall policy

10. Suggests alternative solutions to overcome obstacles

C. JUDGEMENT Don't N/A
know

PERFORMANCE i1ELATIVETO LEVEL REQUIRED BY JOB
Falls Some- Meets Some- Mli')h
well what require- what higher
below lower ments higher

11, Is able to assess the potant'al risks In a transaction/decision

12, Assesses the possible rewards for the bank In a transaction "t'i\';':} t.

reallsllcally .'tt::':;\ 2'

13. Makes declsions quickly when necessary :" 1,I,,~ , 2

D. PROBLEM ANAL'f.SIS N/A

,~ 2 ,3
,

·~~~tj '. .~-q
2 3

;'1:1"'1·,1 ::1" 3:'

l:J';,l.:_;!,·i 2 3 ,
'\V.,.tL,~t ',~I' ~1',1;t,/, .2 ·3.,I ;\j:~\.i:'

Don't
know

19. Bases tleclslons on comptete and valid Information

20, Keeps tll'1 nverall picture in mind, and does not get bogl]ed down In
hidden detail

qAU .. .. .... zezaau-= w
$ taw =

J

j
1

/
',_;-.J

(.' .

'1r

/
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E. COMMUNICATION/INTERACTION

9 37

PERFORMANCE RELATIVE TO LEVEL REQUIRED BY JOB

Falls Some- Meets Some- Much Don't
W ;'1 what require- what higher know
b, ,uw lower ments higher

N/A

21, His/Her manner and bearing inspire ccnfidence 9 o 344 5 6 12 3 8

22, Presents concepts orally in a confident. Informative manner 4 52 3 6 7 8 o 359

4 523, Particrr ates constructively in group/team discussions 6 72 3 9 o 368

24. Communicates effectively at all levels 4 5 6 72 3 8 o

F. MANAGEMENT SKILLS

(a) Planning and Organising N/A

PERFORMANCE RELATIVE TO LEVEL REQUIRED BY JOB

Falls Some. Meets orne- Much Don't
well what require- what higher know
below lower ments higher

25. Allocates work to the appropriate Is{elI-------.;_;_.;_;_-----,-- _. 23 4'" 6789038
_+--+-~~--+_---+----r_~

26. Participates in setting objeC!ives in appropriate elfectiv~r;e"s areas 2 3 4 5 6 7'" I 8 9 0 . 39
,---,----t---i---:-t--+-_+-+-_+-t----+---I---i---t

27.Allocates availabte resources ellectlvety to meet corrvnitrnents 2 3 4 5 6 7 8 9 0 40-------·--;----~--t-~~-,+-,~--~-~~~~--_+__,
28. Organises the branch/department so that it runs elfectlvely in hi~r.ler

absence 4 5 9 O' 412 Z 6 7 8

6 7 '8 9'2 3 4 529. Reviews plans/priorities regularly o -12

(b) Leading
PERFORMANCE RELATIVE TO LEVEL REQUIRED BY JOB

N/ASome-
what
higher

Some-
what
lower

Meets
require-
ments

Much
higher

Falls
well
below

Don't
know

, 30. Readily provides clear direction for others 2 3 4 5 6 7 B o 43
31. COl"mends the respect of stall 2 3 4 5 Il 1 8 o 449

32. IIilesls requitemef'l!s IhrOJgI' leoTT'lMl<k 2 3 4 5 6 7 B • 9 " 0 p-' 45--~-----------;---~_,-,__,--~-;--+----;----~~-+__,
33. IdentHies and develops statf with potential 2 3 5 6 7 B 9" 0 '." 46

34 Provides elfective performance feedb::lck to his/her staff 2 3 4 5 6 1 8 9 0 "" 47-+--~~-+~~~~
35. Keeps staff Informed abcut matters and changes affecting them and

their work 2345 61 8 9 0"'·'48

36. Encourages parUcfpation in decislon making 2 3 4 5 6 1 8 ' 9 " 0 i.r: 49

3~. Allows staff to accept the responsib~,t.;_Y_fo_r_d_e_le.;_ga_t_ed__w_or_k +__+_:.~-+_3_t-4-t_5_t-6~1-1-t-_B_-t_.;.9_+..;O:...·_'. _'+5_0_-I
38. Acknowledges others for work well don!) or good performance 1:2 3 4 5 6 7 8 9 0 51

39, Encourages and supports subordinates In execution of tasks 1 • 2 3 4 5 6 7 '8 9 0 '., 52____________ ~ __ ~ __ ~~ __ ~-L __ ~~ ~ ~ ~~

(C) Control
PERFORMANCE RELATIVE TO ll:'VEL REQUIRED BY JOB

Don't
know

Much
highe'

Some-
what
lower

Meets
require-
m nts

orne-
what
higher

Falls
well
below

6 1 . 8 9 "0 '~'. 53dO, Ensures that instructions are carried out 4 52 3

41. E:nsures that the worll done in own branch/department is
of a conSistently good quality 2 3 4 5

,,,. :V·:I,oo, .••• "':":0 ....

6' l' '. 0 t • "', 9 ,. ., O:'''i.) 54

2 342. Ensures that documentation Is kept up to dats

-----------------------------------------------------

" .

<'

,
/
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G. SELLING

Is this managerexpected to sell actively?

This subsectionshouldbe completedonly for those
people whoareactivelyengaged in selling the bank's
services

. M...........

~lJ.j Yes
n
t:jNo

Falls
, w~1I
oelow

PERFORMANCE RELATIVE TO LEVEL REOUIREO BY JOB

Some-
what
lower

Meets
require-
ments

Some-
what
higher

0'·' '35

Don't
know

N/AMuch
higher

~3 Initiates moves for introdUcing new clients 2 3 4 5" 6 ";, 7 "8 'I----------------~--------------------+_--~--r-~
44 Makes a significant personal contribution to the growth 01the bank's

business

9 o
•. , 'j' ':',:. (,:" (',I·!'\t •..'~:':hll

5 t » 6 7'· , 8 ')i ~:~<:"0"2 3 4

45. Mainlains and increases eXlsling clients' use 01the bank's services 2 3 4 5' 6' ;7' '-"'8 ,,'. :,1g' ,. '·"0

1_4_6_.~_le~g~Q_tia_te_.s_s_u_cc_e_ss_Iu_lI~y 4- +-2~ 3
47. Maintains an ongoing client relations programme 2 3

4 5
4 5

6 7- . 8 ", '9. .:0 . 60

6 l' ..-a' '.' """g\!::o 61

48. Uses product literature well 2 3

49. Reacts appropriately 10 external business developments 2 3

50 Relers bueiness prospects to the appropriate division 01 the Group 2 3

51. Reacts with a sense 01 urgency to client's needs 2 3

4 5. 6 7 ' 8. :", ':9 ,'. "'0'" 64

"'g'4 5 6 7 8
&GiW4DIQiidSCMlWua UA:b4=_ AHA"""'i.H."", 'l(1(oo(l449'..... .,Jt ;a".4ao;;i.UZliJlii Q4•• ',",'

SECTION III : APPRAISAL OF DROAD PERFORMANCE ASPECTS

Please assess the employee on the Broad Performance Aspects below,

Also indicate the Importance of the various aspects for tI:e specific job done by the employee in the lell hand column,

Rate all aspects except the optional aspect Indicated,
(Consult the Appraiser Guide before completing this section)

BROAD PERFORMANCf: ASPf:CTS
Milch
hly' er

IMPORTANCE TO THE JOB
Not Not Ollitlle QLlite

appli- lrnpor- impor- lrnpor- Vital
cable tant tance tant

PERFORMANCE RELATtVE TO lEVEL REQUIRED BY JOB
Some-
what
lower

Meets
require-
ments

some-
what
higher

Falls
well
below

16 2 3 4 '5 Judgement j 2 (3 .:.( '5':1 \6~ '1' 8 9 .'j0 29,30
I-t-i71---+~2-1-3--t--4-t--5-I-P-ro-b::"le~m-a-n-a-1Y-Si-S ---------1-+-2+"-3'7.'.':1:;"":4'"':-1;' :-'5'-:-"''':i!~·t'· ':r;!:' :~1'l')I$~'~g'" ~~ld 31 32

ra 2 3 4 5 Communication/Interaction 2 3.," 4: '5:: ,f 6 ·~.1~~'"B '; "g' \1.0 33 ' 34

'7;; 2 (3 4! 5 Management5kllls 2 3' 4 ,5': ',13' : t};'S :g ....I·;'10 35'~

l_2~0r-'__ -r 2__ r-~3_, __ 4~-1~5~t-(~a~)p_la_n_n_ln~g_a_nd_0_r~g~an_ls_i,n~g~ ~-r~2-r~,3~'4'7,~4~,'~5~~;~~~'~·=j~:+:~~~~',~.~Cg~l~:{;~:\'~\P~:~3~7_'~38~
21 2 (3 " 5 (b) Leading :2 ':3' '4 ,5',' .'6':' ~f,:8 9 'ij() 39,40

22 2 3 " 5 (e) Cqntrol 2 '(3 "4' .~;, t !;';' ':?1/' 8.' :,g.,~':"1,9 41·42

23 2 3 4 5 OJaIityManagement[dapp!cable) 2 3 <I 5 6'1.8 9.~ 10 43,44LJ L-__~ __L- __J_ __ ~ __ ~ __ ~ ~ __ L-J__

The Iollowmo performance aspect
should be assessed only if the
relevant part of Section II was
completed,

2 3 Selling 4 54 5

SUMMARY: AP'PRAISAL OF BROAD PERFORMANCE ASPECTS

This must be oompleted for all persons assessed on this form,

If you were to summarise in one score the above appraisal of
performance aspects, circle the figure which would best reflect
the result.

,W;i' .. A
#i&UA3lOW __ - 4A.
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SECTION IV : OVEnAI I. l\('rIlAt~1\1

The following questions apply to all persons assessed on this form
SUMMARY: APPRAISAL OF PERFORMANCE

1. Circle Ih, number which best represents yuur overall
assessment of the person's performance taking into account
effectiveness area achievement (If applicable) and ali
behavioural ratings given on the questionnaire

PERFORMANCERELATIVETO LEVELREQUIRED8Y JOa
Falls Some- Meels Some- Mud,
well what require- what higher
below lower menta hloher
1 ! 2 3 , 4 5', 6 ns 9 I 10 53 - 54

2. HE-EMPLOVMENT
If you had the opportunity of selecllng this person again
for hl$/her current post, would you appoint hlm/ller again?
(Refer to Appralsor Guide before completing this section) [ Yes Doubtful No

2 3

3. INFORMATION ON POTENTIAL
Has this person reached full potenllal?
I.e Lacks the capacity for Iurther development,
(Refer to Appralaor Guide before completing this section)

If "No"
Please assess the employee's potenllal for fUrther
advancement within the bank In terms of the following
grid. Note that this aspect deals with potential only and
does not relate to the availability 01 spsctflc posts

..,Unsure
2

Yes
i ,

.'
If "Yes" or "Unsure", what Is the major reason?

Recently Lack of Malor lack of Appralsee Indicated Close to Other (specify)
appointed! adequate skU In one of no Intarest In rellrementpromoted educational the areas furth!lrlng career

qualification assessed ..................................... ..........................
01 02 03 04 • 05 ,_W I 51- 58

.-,'"' "

TIMESCALENumber of
levels above
current post Immediate 6

months
12

months
1S 24 months

months 01 more

2One

Two 2

Authorised by
.'

Flr~t 10 leiters of surname

(To be slgrled by a person of at least general managerial status or
area manager where applicable)

r(

11 '

4 a a =

',>
I
I
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4. SUCCESSION INFORMATION

Could Ihls person be promoted to a more senior managerial position?
Yes

·1 2
Doubtful No

If "Yes":

(a) In what time period?

(b) Towhich post? (Specify cne only)

Manager
Departmental Manager Manager Manager Manager Category 5

manager Category 1 Category 2 Category 3 Category 4 Branch (Not
(see below) AreaBranch)

126 335 336" 337 338 339

Area Area Area Other (specify)
Manag ..r Manager Manager
Cal. C Cal. B Cal. A •••••••••••••••••••••••••••••

329 328 '330

For Departrnentat Manager only:

Authorised by

First 10 letters of surname

I:· 'I·· I(TO be signed by a person 01 at l!;lastgeneral rnanaqarlal status or
area manager Whereapplicable) Salary number

SpeclE\t1sed!
Employed
for one jr,l~

Does not Lacks
show confldencel

supervisory motivalion!
abilit drive

Close to
retirement

Other Ispecify)

......................... "" 10 · ..

5. Is the posluon that Is held by this person seen as a key position?
(Refer to Appraisor GUide for definition of key position) GD

I . 139 I
GjNo

6. ToWhich lob family Is this person best suited?
(Consult the Appralsor Guide before answering this question) Firs! choice: Code \i r~''J:tjl

Second Choice: Code I i~,: I';':W I
40 411

I 42 • 43!

I - 144 I

tmIUlSi!llliOl!O• .".." __ .. ,"",,------"""'''"',, ----- -..,--- ,"'es _ __ 44_'« ..14,..'_ '''';00..'''_.&;."...''4. i , 1I==a;CQA .. PiWQ,P4C~

1.1-.1
I
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7. TRAINING NEEDS

(a) Please indicate which training courses, if any, this person should attend.
neler to your Appraisor Guide and insert the appropriate codes in the relevant positions.

ln-house courses: Please indicate which In·house courses this perso» =hould attend
(Do not spet-,iy more than 2) Code 1 I~~::::

Code 1·",>1'1·:"

Code ['·1 I
Code ,.".; ,:J; I',')" I

45· 47

48 • 50

Externat educational courSes: What external training programme/course I'll SU.iOV· i~()u,d
this person attend.
(Do not specify more than 2)

51 • 53

[ 54 • 56

(b) What major training need have you idenllfied whlc" Is not covered by courses
presently available (one area only). Write In the training, do not code. ['I;pl····1........... - .

8. PLEASE USE THIS SPACE TO ADD ANY ~EMARKS WHICH YOU FEEL ARE RELE.VI',NT
The remarks should be written in block capitals with one letter per block.
Do not exceed the total available spacs.

L~
~

~±_2___:P

~ 45~

APPRAISOR DET~iLS

Date (DDMMYV)SalarYnumberBranch1st 10 letters of surnameNAME (In block letters)

46 55 56 65 665960

~I.H')!:~:..........................•..•......................................... ,

'\

..

f .. " \

71

/
.", '~

.'

1. '/j •
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APPENDIX 6

~"',-.-...,1

THE DEFINITION OF COGNITIVE SKILLS
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THE DEFINITION OF COGNITIVE SKILLS
IN THE PERFORMANCE APPRAISAL

items whichappraisal wereThe performance
included in cognitive skillS are given below.

The scores used were the mean of the scores for
the domains of Initiative/Flexibility and Problem
Analysis. The domains are defined by the

Initiative/Flexibility

Rises to the challenge posed by difficulty
aspects of the job.

Improves the efficiency of his/her area of
responsibility through o~n initiative.

Modi;ies management approach and style when
necessary to reach a goal.

Acts independently within the framework of
overall policy.

Suggests alternative solutions to overcome
obstacles.

"

I'
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Problem Analysis

Analyses information effectively to arrive
at well-integrated conclusions.

Anticipates potential problems and
prepared with alternatives when they arise.

Identifies the cause of a problem by asking
penetrating questions.

Bases decisions complete and validon
information.

Keeps the overall picture in mind, and does
not get bogged down in hidden detail.
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APPENDIX 7

THE DEFINITION OF INTERPERSONAL SKILLS
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THE DEFINITION OF INTERPERSONAL SKILLS IN
THE PERFORMANCE APPRAISAL

The scores used in this instance were the means
for the domains of Communication/Interaction and
Leading. The items were:

Cammur:ication/lnteraction

His/her and bearing inspiremanner
confidence.

Presents concepts orally in a confi~ent,
informative manner.

Participates
discussions.

constructively in group/team

Communicates effectively at all levels.

Leading

Readily provides clear direction for others.

Commands the respect of staff.

Meets requirements through teamwork.

Identifies
potential.

and develops staff

p

( .

,"

with 'II •
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Provides effec~ive performance
his/her staff.

feedback to

Keeps staff informed about matters and
changes affecting them and their work.

Encourages participation in decision making.

Allows staff to accept responsibility for
delegated work.

Acknowledges others
good performance.

for work well done or

Encourages and supports subordinates in the
execution of their tasks.

,~~.
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APPENDIX 8
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DATABASE LISTING - PART 1

1
2 b
3 4
4 2
5 4
6 -1
7 10
8 5
9 -1

10 2
11 7
12 5
13 3
14 6
15 7
16 12
17 11
18 3
19 2
20 11
21 0
22 12
23 2
24 5
25 3
26 6
27 13
28 3
29 10
30 8
31 3
32 8
33 6
34 13
35 1
36 6
37 9
38 5
39 4
4,0 5
41 5
42 11
43 1

I P
E 0

L
To C
T 0
A N

2
2
1
o
o
4
1
1
1
2
2
1
1
3
3
2
1
1
4
o
3
o
1
1
1
3
1
3
1
1
4
2
4
o
3
o
2
1
1
1
1
o

s P
o E
C R

S
R
E
L

o
1
1
1
3
1
1
1
o
1
o
o
1
3
3
3
1
o
2
o
3
o
1
1
o
4
1
1
1
1
2
1
2
o
o
2
1
a
1
o
3
o

N

2
a
o
2
o
1
1
o
o
3
1
1
2
a
4
1
o
a
2
o
2
1
1
1
2
3
a
3
3
o
1
1
5
o
2
3
1
2
2
2
2
o

L S
U H
C 0
K R

T

o
o
o
a
a
2
1
1
o
o
1
,I

1
o
o
3
o
a
1
a
2
a
1
a
a
2
a
2
1
o
o
2
1
o
o
3
o
a
o
a
3
o

I
E

4
3
2
3
3
8
4
3
1
6
3
2
5
6

10
9
2
1
9
a

10
1
4
3
5

12
2
9
6
2
7
6

12
a
5
8
4
3
4
3
9
o

PTA
E I C
n H T
S E I
I 0
S N
T

19
16
21
21
19
16
15
14
19
15
21
20
20
15
10
14
21
14
19
21
70

20
19
14
20
16
J 9
20
17
15
18
19
19
18
17
19
18
18
15
19

13
16
19
18
17
12
14
13
13
12
18
19
14
13
8
8

17
1~
16
18
19
18
14
9

17
17
18
12
13
20
9

10
13
15
19
14
16
1.7
10
1.6
12
17

9
9
4
9
9
8
6
9
8
3
8
9
6
7
6
4
9
6
8
9
9
7
6
9
9
8
6
9
9
8
3
6
8
8
4
9
4
8
6
7
6
5

I' ;

A P
S E
t' R
L C
E A
V U
L S

15
14
21
13
13
10
9

12
14
18
14
1.9
9

18
9

10
19
9

19
19
19
18
19
15
15
12
19
4

18
19
20
7

17
20
13
18
16
16
18
18
18
20

9
10
13
9

10
9
7
8
11
g

12
12
10
12
7
8

10
7

12
12
9

13
13
13
11
11
11
5

10
10
10
11
12
13
9

12
9
11
11
11
11
11

G P Ao E H
R Q

L
E T

') X 0reT
R L

41
41
44
48
45
36
35
36
40
3C
47
48
40
35
24
26
47
32
43
48
48
45
40
38
45
39
44
37
41
48
29
31
39
42
42
41
37
44
34
41
33
41

24
24
34
22
23
19
16
20
25
26
26
31
19
30
16
18
29
16
31
31
28

32
28
26
23
30
9

28
29
30
18
29
33
22
30
25
27
29
29
29
31

\;

65
65
78
70
68
55
51
56
65
56
73
79
59
65
40
44
76
48
74
79
76
76
72
66
71
62
74
46
69
77
59
49
68
75
64
71
62
71
63
70
62
72
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DATABASE LISTING - PART 1
• f

'Iii

I P S P L S P T A A P G P A ,
E a a E u H E I C S E a E M

L C R C a R M T P R A R Q
T S K R S E I L
a c R T I a L c E T . '
T a E c S N E A D X a C·A N L a I T V U I C T
L N E L S R L

44 6 2 0 2 0 4 18 14 6 16 11 38 27 65 "" ~~45 4 1 0 2 0 3 17 14 8 15 8 39 23 62
46 3 1 0 1 0 2 15 12 8 11 12 35 23 58
47 8 1 2 3 1 7 12 9 1 19 11 22 30 52
48 4 1 1 1 1 4 20 15 9 17 11 44 28 72
49 8 2 1 3 1 7 13 12 8 10 7 33 17 50
50 16 4 4 4 2 14 12 17 6 14 l:! 35 22 57
51 5 2 1 1 0 4 16 9 5 15 9 30 24 54
52 3 0 0 1 1 2 19 16 9 14 10 44 24 68
53 3 0 2 0 0 2 17 18 8 17 9 43 26 69

r54 5 1 0 2 1 4 17 13 4 14 12 34 26 60
55. f, 3 2 1 1 7 19 15 1 15 13 41 28 69 I56 j 0 0 1 1 2 16 17 6 12 9 39 21 60
57 5 2 0 2 0 4 20 15 1 11 13 42 30 72

\'58 5 1 1 1 0 3 13 6 2 16 11 21 27 48
59 5 0 1 3 0 4 10 13 4 13 10 21 23 50 !60 11 3 2 2 2 9 18 19 5 17 12 42 29 71 \,:1,1,/.61 10 4 1 2 :2 9 14 14 8 17 11 36 28 64 \'

;, 62 2 1 0 0 0 1 17 9 5 15 8 31 23 54 t 'i
63 10 3 2 2 1 8 13 13 4 14 11 30 25 55 I'
64 2 0 1 0 0 1 19 18 6 19 12 43 31 74

~'65 10 3 2 3 1 9 10 6 5 1'7 11 21 28 49 .-
66 6 2 1 2 0 5 19 10 8 17 12 37 29 66 !
67 6 3 0 1 5 18 12 8 19 11 38 30 68 t
68 7 3 1 1 1 6 18 16 4 7 10 38 17 55 L_
69 3 0 1 1 0 2 19 16 8 16 11 43 27 70 t ....
70 7 4 0 2 0 6 17 20 9 13 10 46 23 69 f ..... II

71 3 1 1 0 0 2 20 17 8 16 11 45 27 72 [r' ",""

h .' I72 6 1 2 2 0 5 17 15 8 .i.e 9 40 27 67 [/'~73 5 2 0 1 0 3 15 1'1 8 12 10 40 22 62
74 9 4 2 2 0 8 15 15 3 10 6 33 16 49 i75 4 1 1 1 0 3 17 12 6 14 10 35 24 59
76 7 3 2 1 0 6 17 12 4 20 11 33 31 64
77 8 3 2 2 0 7 18 12 4 18 11 34 29 63
78 6 1 () .) 0 5 18 13 9 16 8 40 24 64'"' '"79 11 2 0 4 2 8 13 15 8 7 8 36 15 51

" i.80 8 3 3 0 1 7 19 12 8 9 8 39 17 56
81 13 4 2 4 2 1:::::17 13 9 16 6 39 22 61

'*'82 7 3 0 0 2 5 15 12 9 15 11 36 26 62
83 -1 2 0 1 0 3 20 16 8 18 9 44 27 71 I,

84 11 4 2 2 1 9 16 16 5 18 12 37 30 67 f I '

85 9 1 1 4 2 8 18 13 7 15 9 38 24 62
86 4 0 1 1 0 2 16 11 8 16 12 35 28 63
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DATABASE LISTING - PART 1.
;0;".

I P S P L S P T A A P G P A .,
E 0 0 E U H E I C S E 0 E M

L C R C 0 R M T P R A R Q
T S K R S E I L
0 C R m I 0 L C E T1

T 0 E C S N E A D X 0
\iA N L 0 I T v U I C T

L N E L S R L
87 9 2 3 2 1 8 18 16 4 17 12 38 29 67 ..
88 7 2 2 2 0 6 18 14 7 15 12 39 27 66
89 6 2 0 2 0 4 19 13 7 14 10 39 24 63
90 6 4 1 0 0 5 18 14 7 18 12 39 30 69
91 3 1 1 0 0 2 15 11 5 16 7 31 23 54
92 5 3 0 0 1 4 17 15 9 8 10 41 18 59
93 11 3 2 2 2 9 10 8 6 4 7 24 11 35
94 4 2 2 0 0 4 19 20 8 17 11 47 28 75 Ie.95 13 3 3 4 1 11 20 16 5 9 7 41 16 57
96 12 4- 1 3 1 9 15 12 9 9 7 36 16 52
97 4 2 0 0 0 2 18 15 4 17 11 37 28 65 I
98 6 3 2 0 0 5 18 17 6 16 J.1 41 27 68
99 1 0 0 0 0 0 17 12 5 14 12 34 26 60

100 10 4 2 3 0 9 15 12 5 12 11 32 23 55
101 13 4 3 2 2 11 19 6 7 15 8 32 23 55
102 5 3 0 0 0 3 18 10 7 12 11 35 23 58
103 10 3 1 2 2 8 11 11 8 6 4 30 10 40
104 1 0 0 1 0 1 17 20 6 17 10 43 27 70
105 11 4 1 2 2 9 17 16 4 16 12 37 28 65 •t106 6 2 1 1 0 4 19 15 8 15 11 ·1-2 26 68
107 4 1 0 2 0 3 1'1' 13 5 17 10 35 27 62
108 6 2 2 2 0 6 19 18 9 15 9 46 24 70
109 9 3 1 3 1 8 9 11 5 15 9 25 24 49
110 7 3 1 1 0 5 17 8 6 20 11 31 31 62
111 8 3 2 2 0 7 19 18 8 15 11 45 26 71
1.12 10 2 0 3 3 8 12 12 6 13 8 30 21 51
113 8 4- 1 1 1 7 13 12 7 16 8 32 24 56
114 12 3 3 3 1 10 20 16 9 15 11 45 26 71
115 3 0 1 1 0 2 21 13 8 20 12 42 32 74
116 8 2 1 2 2 7 13 13 2 10 9 28 19 47
117 9 2 3 2 0 7 18 19 7 17 12 44 29 73
118 4 2 1 0 0 3 16 10 8 8 11 34 19 53
119 9 3 1 2 2 8 20 20 9 18 11 49 29 78
120 7 2 1 1 1 5 20 15 8 21 13 43 34 77
121 12 3 3 4 0 10 16 .12 7 17 11 35 28 63
122 8 1 3 2 0 6 20 12 9 19 10 41 29 70
123 6 1 0 4 0 5 19 13 8 16 9 40 25 65
124 6 1 2 2 0 5 18 15 4 9 12 37 21 58
125 11 3 2 4 1 10 16 15 7 13 10 38 23 61
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DATABASE LISTING - PART 2

.....,

3
4
5
6
7
8
9

10
11
12
13
14
15
16
17
18
19
20
21
?2
23
24
25
26
2'1
28
29
30
31
32
33
34
35
36
37
38
39
-1-0
41
42
43

A
G
E

48
56
39
52
40
39
44
45
46
42
40
49
42
39
43
45
43
41
31
42
34
41
31
56
39
36
36
52
54
47
44
42
,17
36
41
44
36
40
43
43
44
51

L
A
N
G
U
A
G
E

1
2
1
1
2
2
1
1
2
2
2
2
1
1
1
1
1
2
1
2
1
1
1
2
2
1
1
2
2
1
1
1
1
1
2
2
1
2
2
1
1
1

E
X
P
R
N
C
E

31
35
10
36
17
9
11
11
23
23
13
21
16
9

18
26
26
16
12
14
7

14
7

36
21
3

17
32
34
30
24
15
14
16
22
9

17
22
21
23
23
23

['.1
A
N

E
X
P

14
19
7

19
8
4
2
9
7

11
8

14
4
5
.j,

15
7
4
5
1

12
1

22
4
2
5
8

19
17
11
3
6
2
7
7
8
11
4
5
11
19

c
U
R

P
o
s

3
5
1
2
1
2
2
2
3
2
6
1
3
2
2
1
2
2
o
1
o
5
1
2
1
1
2
8

19
2
2
3
2
1
7
4
6
2
3
5
4
2
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U
N
I
V

E
D

1

2
1

1

1

1

1

B C
A 0
N G
K

S
E K
X I
M L

3
3
3

78 78
46 50
80 84
82 81
70 73
59 66
62 66
63 65
69 72

I P
P 0

T
S E
K N
I T
L L
L

, .

2
3
1

2

1
3
3
1

67 62
68 69
64 67
77 80
62 61
70 76
69 72
60 67

58
77
68
67

2
2
1
2
2
2
2
2
2
2
2
2
2
1
2
2
1
2
1
2
1
1
2
2
2
1
2
2
2
1
1
2
2
2
2
2
1
1
2
2
2
2

3

3
1 61 58

68 53
68 78

w.

1
3
1
1

57
82
67
72
68 67
81' 82
88 86
78 75
63 65
78 74
58 54
65 60
74 76
68 70
84
74
56
77
43

l"
I
it·, - "'-,---~.,.

\;' I
t",,'~

r·o,

t '

2
1
1

1
3
3
2
1

1
3
1
1
1

8"
.'

If'

78
59
78
46
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DATABASE LISTING - PART 2

44
45
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60
61
62
63
64
65
66
67
68
69
70
71
72
73
74
75
76
77
78
79
80
81
82
83
84
85
86

A
G
E

49
51
45
53
37
,.j,8

45
47
42
54
56
41
45
42
51
47
45
45
45
34
43
44
47
35
38
42
44
49
36
45
65
39
39
47
49
39
42
34
47
37
39
41
39

L
A
N
G
U
A
G
E
1
2
1
1
1
2
1
1
2
2
2
1
1
2
1
1
2
1
1
1
2
1
1
2
1
1
1
1
2
1
2
2
1
2
2
2
1
1
1
1
2
1
1

E
X
P
R
N
C
E

29
33
18
35
16
25
10
25
14
16
11
22
26
17
34
28
17
19
16
6

18
16
17
12
11
18
30
18
2

27
21
15
26
13
17
11
21
13
17
20
18

E
X
P

21
10
9

22
4
11
9

12
2

14
11
9

13
11
23
17
13
11
10
3
4
5

4
4
1
11
16
2
3
7
5
4

15
11
5
7
4
8
2
7

13
4

2
10
8
2
2

11
2

12
2

14
10
5
2
5
2
2

10
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c
U
R

P
o
S

2
4
1
1
5
1
4
2
1
2
1
2
2
6
3
1
o
2
1
3
2
3
2
4
4
3

U
N
I
v
E
D

2
1

2

1

2
1

B
A
N
K

E
X
H
1

1
2

3
1
3

3
3
2

1

2

1

1

1
1

3
1
1

1
3

c
o
G

S
K
I
L

69
43
74
87
72
67
71
79
69
62
81
80
66
74
79
78
69
72
60
67
57
53
61
79
73
73
81
71
71
59
74
49
69
64
75
70
81
64
82
63
79
74

\:

, ,
,,

I
p

p
o
T

S
K
I
L
L

73
44
72
86
70
63
72
78
70
59
80
79
66
77
76
73
69
69
63
67

E
N
T
L

(. "

2
2
2
1
2
2
2
2
2
2
2
1
2
2
2
2
2
2
2
2
2
2
2
2

54
60
81
74 ~~

~
1
1
1
2
2
2
2
2
2
2
2
2
2
2
1
2
2

, .It

75
75
74
68
61
72
49
72
77
73
73
67
61
81
62
77
74
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DATABASE LISTING PART 2
11 'f "- ,~

A L E H C U B C I P
G A X A U N A 0 P 0
E N P N R I N G T

G R V K S E , '

U N E P S K N f: .-
A C X 0 E E Ie I T
G E P S D X I L L
E M L L ;

e,

87 32 1 11 1 1 56 47 2 e ,
\of

88 41 1 22 8 1 3 67 64 2
.: "I

89 52 2 20 5 5 57 56 2
90 60 2 39 22 2 1 76 75 2
91 46 1 14 6 2 2 70 67 2
02 42 1 24 14 2 61 63 2
93 58 2 37 26 2 1. 67 69 2
94 40 1 22 1 1 61 66 2
95 43 2 23 11 8 2 72 69 2
96 42 1 22 7 1 1 80 76 1
97 41 1 23 9 2 67 64 2
98 50 2 27 20 7 1 3 81 80 2
99 44 1 27 10 4 2 78 72 2

100 39 1 17 7 2 61 71 2
101 54 2 36 18 3 3 81 78 2
102 40 2 18 4 3 70 70 2
103 51 2 32 8 8 1 63 66 2
104 43 2 25 7 7 2 51 50 2 '1
105 40 2 19 6 3 61 64 2
106 41 2 16 5 4 69 69 2 ~.
107 45 2 26 11 2 2 63 67 2
108 44 1 26 14 2 3 54 55 2
109 40 1 10 3 2 3 71 70 1
110 34 1 17 4 1 2 73 73 2
111 34 2 16 2 0 72 76 2
112 35 1 17 1 1 1 78 74 2
113 43 2 16 6 6 1 63 63 2
114 41 1 11 3 0 3 68 69 2
115 43 2 26 6 3 1 61 62 2
116 36 2 14 5 0 2 1 78 79 1
117 33 1 9 3 0 2 78 76 1
118 56 1 36 22 20 3 75 75 2
119 56 1 36 22 19 3 47 47 2
120 28 2 10 3 1 3 77 72 2
121 44 1 23 10 2 1 70 71 1
122 46 2 27 16 2 1 74 78 1
123 45 1 26 11 5 1 63 64 2
124 52 2 1 2 2 1 61 57 2
125 34 1 16 4 1 74 72 1 I.
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